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Summary 

On 11 November 2011 government’s National Planning Commission (NPC, 2011) 
unveiled its national development plan for South Africa over the next 20 years. 
This plan called for an additional power capacity of 40 000 MW by 2030 of which 
20 000 MW should come from renewable technology. The implications were that 
more people would be required to support this plan. Eskom reviewed its vision and 
identified one of the building blocks in becoming one of the top five best 
performing utilities in the world, namely “building strong skills”. This study focused 
on the skills required to support the Eskom building block, namely building strong 
skills.  

The aim of this research was to determine if Eskom was developing the correct 
leadership skills, specifically at Eskom’s Generation Division coal-fired power-
stations middle management level. 

The objectives of the study were to identify middle management’s current level of 
skills utilisation in Eskom’s Generation Division coal-fired power-stations to enable 
the organisation to improve and become one of the best performing utilities, 
ultimately identifying shortfalls and proposing actions to improve the middle 
managers programme rolled out for the middle management in Eskom’s 
Generation Division coal-fired power-stations. To achieve the objectives of this 
study, research questions were asked. A funnelling process was used to identify a 
preferred batch of skills. 

A content analysis and a qualitative design were used when interviewees were 
identified through convenience with a non-probability selection, following an 
interview protocol and using mind maps being signed off by the interviewees 
ensuring the validity thereof. Validity was further ensured by coding the data 
according to standard criteria. Reliability was achieved, as the sample was 
representative of the Eskom Generation Division’s fleet demography. 

The coded data were analysed, looking at the identified skills mentioned and 
attempting to identify trends. The overall process was evaluated, from the 
funnelling process followed to identifying the skills to support Eskom’s vision, the 
interview process followed, the representivity of the sample and learnings 
identified through the study. Lastly, findings were made and strategies proposed to 
implement the findings. 
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Chapter 1  

Introduction to the context of the study 

1.1 Background 

On 11 November 2011 government’s National Planning Commission (2011) 
unveiled its national development plan for South Africa over the next 20 years. 
This plan called for an additional power capacity of 40 000 MW by 2030, of which 
20 000 MW should come from renewable technology. Eskom’s system operator 
has indicated in 2008 that Eskom will have to double its capacity by 2023 if Eskom 
is to fulfil its purpose to support the growth of the South African economy (Candy, 
2008).  

To increase its capacity, Eskom will need more people who are capable and 
competent in both the technical and non-technical fields. Given the scale of this 
challenge, these people will have to lead the organisation through this transition 
period effectively. In October 2010, Eskom reviewed its vision and identified one of 
the building blocks in becoming one of the top five best performing utilities in the 
world, namely “building strong skills” (Eskom, 2011a). 

To build strong skills, Eskom decided to develop and invest in its people. To this 
end, Eskom developed a supervisory development course, middle management 
programme and a senior management programme. This study focuses on middle 
management being the implementers and monitors of tasks identified by senior 
and executive management.  

In Eskom’s Generation Division coal-fired power-stations, the middle managers 
manage the supervisors who, in turn, manage the workforce. Therefore, if good 
plans and strategies are drafted by the senior and executive management teams, 
the middle managers are important links in the chain of command to ensure the 
developed plans and strategies are communicated, implemented and monitored.  

  



 
14 

 

1.2 Main aim and objectives of the study 

The aim of this research is to determine if Eskom is developing the correct 
leadership skills, specifically on Eskom’s Generation Division coal-fired power-
stations middle management level. 

The objectives of the study are to identify middle management’s current level of 
skills utilisation in Eskom’s Generation Division coal-fired power-stations to enable 
the organisation to improve and become one of the best performing utilities, 
ultimately identifying shortfalls and proposing actions to improve the middle 
managers programme rolled out for the middle management in Eskom’s 
Generation Division coal-fired power-stations.  

 

1.3 Research Questions 

To meet the objectives of the study the following research questions were asked:   
• What are the skills that middle management leadership in the Generation 

Division of Eskom’s coal-fired power-stations should have? 
• To what extent are these identified skills utilised by Generation’s middle 

management in the coal-fired power-station environment? 
• Can the middle management development programme be improved with 

outcomes of this study to support Eskom in becoming one of the top five 
global performing utilities? 

 

1.4 Research methodology  

For this study, a qualitative research methodology was chosen, as it supports an 
investigative approach to retrieve information from individuals regarding their skills.  

 

1.5 Research design   

In chapter 2, various processes are utilised to identify middle management skills. 
To start with, skills are identified from the current job profiles for the position in 
question. Thereafter, taking a look at the Eskom’s MMDP, one is able to identify 
which skills are targeted to address the required development. Then, comparing 
these with recent literature and deriving a preferred batch of skills all in the context 
of the current leadership environment, which will be used to determine the current 
level of skill of the Generation Division middle management. Having identified a 
preferred batch of skills (comprising core and supporting skills) deemed important 



 
15 

 

for middle management in the Generation Division, it is necessary to identify the 
extent to which these skills exist in these managers.  

A content analysis design was chosen as it would assist in identifying the specific 
skills the interviewees had mentioned during interviews. Interviews were chosen 
as it allowed the interviewees to tell their stories, and through recalling 
experiences, would provide a reflection of their skills being utilised. Coal-fired 
power-stations in a 300 km radius of Majuba, the investigator’s base, were 
identified and group managers contacted to refer subordinates who could be 
interviewed. Depending on the availability and willingness of the middle managers 
to take part in the research, interview sessions were scheduled.  

The method of sampling was, therefore, convenience with non-probability 
selection. The participants in this research were therefore reflective of the middle 
management group of employees, as identified by their group managers. 

Interviews were conducted during which data were recorded on a mind map and 
signed off by the interviewee after the interview. Coding the data according to a 
standard procedure was designed to enhance the validity of the data. Using 
content analysis to analyse the coded data provide one the opportunity to 
determine the skills utilisation level of middle management in Eskom’s Generation 
Division coal-fired power-stations. 

 

1.6 Quality of data 

In assessing the quality of data, one needs to establish the validity and reliability 
thereof. Establishing the validity and reliability of research data is done by applying 
the following four tests (Rowley, 2002): 
• Construct validity – aimed at reducing subjectivity 
• Internal validity – indicate relationship in findings 
• External validity – repetitive results from which one can generalise 
• Reliability – where the same results can be achieved if similar research was 

done 
 

Three of these tests are utilised in this study: 

(a) .Constructing validity was achieved through the interview protocol followed. 
Internal validity was achieved through analysing the data differently and 
comparing findings to determine if patterns had emerged.  

(b) To ensure the validity of the research data, the researcher aimed at delivering 
reliable data by being consciously objective during all phases of the research 
process. Reliability would further be achieved when the interviews conducted 
(sample size) were reflective of the Eskom Generation Division’s middle 
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management. For the sample size to be reflective they had to align to the 
Eskom Generation Division’s fleet demography. 

 

1.7 Limitations of the dissertation 

The limitations of the research study are: 

• The study was performed on coal-fired power-station middle management 
level in Eskom’s Generation Division coal-fired power-stations.  

• Only power-stations in a 300 km radius of Majuba, the investigator’s base, 
were approached to participate in the survey. Two coal-fired power-stations 
were not approached; one due to logistical constraints and the other to create 
ethical distance in coding data from interviewees residing at the Majuba 
power-station. Peaking and nuclear stations were not included in the survey.   

 

1.8 Outline of chapters to follow 

Chapter 2 - Conceptual framework 

Chapter 3 - Research methodology 

Chapter 4 - Results 

Chapter 5 - Discussion 

Chapter 6 - Conclusion 
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Chapter 2  

Conceptual framework 

2.1 Introduction 

Eskom requires competent middle managers to lead Eskom through its future 
challenges. The focus of this study is hence on the middle managers in the 
organisational structure. Leadership comprises various competencies. 
Competence is defined as “knowledge obtained and repeatedly put into practice in 
a successful and efficient manner” (Skills vs. competencies, 2012). Competence 
can also be described as effective and appropriate use of skills (Morreale, 2009).  

If competence is the outcome of effective and appropriate use of skills, then skills 
occur when relevant knowledge is combined with an ability to put that knowledge 
into practice in an effective manner. Having a skill means that knowledge can be 
transformed into practice deliberately and repeatedly. A chef who mixes 
ingredients together to bake a perfect cake and is not able to do it repeatedly 
would not be considered skilled.   

Knowledge is an understanding that is gained through study or experience. 
Knowledge is learned in school, at university or by observation while competence 
is achieved by practising the skill gained. Hence, this research study focuses on a 
specific skill, which is the practical implementation of knowledge gained.  

This section utilises various processes to identify middle management skills to 
answer the first research question. To start with, skills are identified from the 
current job profiles for the position in question. Thereafter, taking a look at the 
Eskom Middle Management Development Programme, one is able to identify 
which skills are targeted to address the required development. Then, comparing 
these with the literature and deriving a preferred batch of skills all in the context of 
the current leadership environment, which will be used to determine the current 
level of skill awareness of the Generation Division middle management. 
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Figure 1 – How important skills are identified in t his study  

2.2 Talent management in Eskom 

In this process, an Individual Development Programme (IDP) is drafted for each 
employee at middle management level. Having described this process, more focus 
will be placed on the various job profiles within Eskom’s middle management. 

 

2.2.2 Talent management process overview 

Talent management is a continuous process whereby talented individuals are 
identified and developed to ensure that core and critical positions have 
successors, when it is required (Eskom, 2011b). Senior management uses this to 
do its planning, execution, measurement and realignment of middle management.  

The Eskom talent management process covers:  

• Identifying high-priority succession positions  
• Determining the succession criteria  
• Identifying the potential successors  
• Creating an initial ranking of possible successors  
• Creating a position succession plan  
• Managing the succession plan  
• Determining a career path  
• Managing career planning  

Skills Identified as Important

Literature 
Review

Middle 
Management 
Development

Progrmme

Job Profiles
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For reviewing middle management in the Generation Division, talent boards, 
comprising senior managers (covering various disciplines such as operating, 
training, maintenance, services, outage, projects, engineering and finance one 
level higher on the organogram than employees being reviewed) and the Human 
Resources Division, business partners are formed.  

The following figure is populated for each employee being reviewed by the talent 
board: 

 

 

Figure 2 – Template of how the talent board reviews  employees in the 
Generation Division 

 

After possible successors are identified and ranked, it is up to the candidates’ 
direct managers to provide feedback to the employees. Together a development 
plan is then formulated by identifying which skills from the relevant job profile 
require development to enhance competence of the candidate and for succession 
planning purposes. This plan becomes the Individual Development Programme 
(IDP), which is signed off by the employer and the employee. 
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2.2.3 Job profiles in the Generation Division 

Job profiles are used to indicate which knowledge, skills and competencies are 
required for a position at any power-station (business unit). There are various jobs 
that are typically classified as “middle management”. These include engineering 
managers (Eskom, 2004a), maintenance managers (Eskom, 2004b), operating 
managers (Eskom, 2014c), project managers, technical support managers 
(Eskom, 2012) and procurement managers (Eskom, 2014b).  

A summation of the expected knowledge, skills and competencies, as per the job 
profiles for these various occupations, is given in Table 1. A quick analysis of this 
matrix allows one to identify those common skills predominantly required in the 
middle management ranks at a business unit.  
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Engineering 

Manager 

Maintenance 

Manager 

Operating 

Manager 

Procurement 

Manager 

Project Manager Technical Support 

Manager 

Leadership Section management Coordination and 

planning 

Strategic thinking and 

decision-making 

Organising and 
management skills 
 

Strategic planning 

Negotiation Negotiation  Strong negotiation 

skills 

Negotiation skills 
 

Negotiation and 

facilitation skills 

Financial  Financial management Budgeting Financial analysis Budget Financial management 

skills 

Computer literacy Computer literacy Computer literacy Computer literacy Computer literacy  

Communication Communication Communication Strong communication 

skills 

 Communication skills 

Knowledge of root 

cause analysis 

Risk assessments  Strong analytical skills Problem-solving skills  

Contract management    Contract management 
 

Contract Management 

Skills 

 Project management   Project management Project management 

Knowledge of contract 

processes 

     

Knowledge of plant 

fundamental policies 

     

 SHE knowledge     

 Knowledge of 

legislation and statutory 

requirements 

Legislation 

requirements 
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 Quality management     

  Management of people Relationship 

management skills 

 Stakeholder skills 

 

   Ability to work and 

interact effectively at 

senior level 

  

  Understanding of 

operating process  

 Process management  

Table 1 – Comparing middle management skills, compe tence and knowledge requirements    
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2.2.4 Identification of predominant skills a middle  manager should 
have in the Generation Division, based on his/her j ob profile 

The job profiles list an array of knowledge, skills and competencies, which are 
explored to identify the skills that emerged most frequently:  

a) Budgeting, which is born from an accounting or mathematical knowledge 
base being practised with planning skills, becomes a competency if done 
correctly and efficiently. (Raghunandan et al., 2012) 

b) Negotiation requires verbal and non-verbal communication, knowledge of 
negotiating systems, supporting one’s own position, responding to and 
neutralising comments, being able to resist manipulation and having 
emotional intelligence (Peleckis, 2013). Therefore, combining the knowledge 
of these components builds the skill to negotiate.  

c) Computer literacy is a skill learned by obtaining knowledge of how the 
computer programs work and being able to use the computer to perform the 
required task. The job descriptions did not specify a competence level for 
specific computer programs; hence, literacy is implied to be moderate 
knowledge of relevant programs used for the applicable job descriptions (Son 
et al., 2011).  

d) Communication skills make use of mental, physical and conceptual 
frameworks to attain a specific goal or objective (Morreale, 2009).  

e) Knowledge of root cause analysis, which could be interpreted as a problem-
solving skill. 

f) Leadership will be disregarded in this study. Unravelling the leadership skills 
required will lead to prejudice and distortion of information, which is to be 
identified by the end of this chapter.  

g) Strategic planning is a skill made up of problem-solving, strategising, 
systems thinking and planning (Fairholm & Card, 2009).  

h) Contract management comprises the following skills: relationships, 
motivation, communication, time management, problem-solving, negotiation, 
budgeting and people, as indicated what the expected skill-set of a contract 
manager is (2014). 

i) Project management requires the following skills: negotiation, political and 
cultural awareness, decision-making, influencing, communication, motivation 
and alignment as per the project manager’s essential interpersonal skills 
(2014). 

j) Management of people would be interpreted as people skills, as these are 
closely related to leadership, which is the required outcome of the study. 

 

The skills from the job profiles can, therefore, be listed as follows (with reference 
to the aforementioned): 
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• Budgeting found in (a) and (h) 
• Planning found in (a) and (g) 
• Negotiation found in (b), (h) and (i) 
• Emotional intelligence found in (b) 
• Computer literacy found in (c)  
• Communication found in (b), (d), (h) and (i) 
• Problem-solving found in (e), (g) and (h) 
• Relationship found in (h) 
• Strategising found in (g)  
• Systems-thinking found in (b) and (g) 
• Motivation found in (h) and (i) 
• Time management found in (h) 
• People found in (h) and (j) 
• Political and cultural awareness found in (i) 
• Decision-making found in (i) 
• Influencing found in (i) 
• Alignment found in (i) 

Having identified these skills from the targeted job profiles, one can now look at 
Eskom’s current development programme for middle management. This will 
provide more insight into which skills are deemed important by the organisation for 
further development or it might point out misalignment or alignment between what 
is deemed important to perform the work compared to where development is 
required. This programme focuses on developing those skills, which the 
organisation views as important to ensure competence in middle management 
positions. 

 

2.3 Eskom’s middle management development programme   

In 2010, Eskom prioritised leadership development as a key enabler to support the 
organisation in becoming one of the top five global performing utilities. Eskom 
wanted to develop its leaders to become more effective by having the right 
knowledge, skills and attitude at the required management level in the 
organisation. From these factors that have influenced the competency level of 
leaders the researcher only focused on skills in this study. 

 

2.3.1 Identifying the skills targeted for the devel opment programme 

Eskom performed a study, using literature and 360 degree reviews. A 360 degree 
review is when superiors, peers and subordinates rate the employee group being 
reviewed. The report was then analysed and benchmarked by consultants, Eskom 
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internal specialists and executives. The study identified competencies required by 
senior, middle management and supervisory levels. That study also identified 
certain psychological attributes that were viewed to complement the competencies 
identified and to be predictors of likely success of individuals in the targeted roles 
as per Shand (2015).   

The study identified the following competencies for middle management (Eskom, 
2011d): 

� Building effective teams  
� Business acumen  
� Change leadership  
� Communication and engagement  
� Customer orientation  
� Emotional maturity  
� Judgement and decision-making  
� Learning orientation  
� Living the Eskom values  
� Managing diversity  
� Managing talent  
� Results orientation  
� Strategy generation and alignment  

The roll-out of this development programme is currently underway to enable 
Eskom to become one of the best utilities worldwide.  

The study also identified the leadership brand that would be required by Eskom 
going forward (Eskom, 2013d). This new brand consisted of four pillars that would 
inform the competencies identified above. The four leadership brand pillars are: 

• Leadership with the heart of a servant 
• Leadership that creates a learning organisation 
• Leadership categorised by good governance 
• Leadership categorised by disciplined execution 

The competencies Eskom would like to develop are the result of certain skills and 
knowledge. Hence, one needs to identify the skills required to realise the listed 
competencies mentioned above: 

a) Building effective teams requires alignment, communication, people, 
relationships and motivation as skills. (Carpenter & Murray, 2013) and 
(Wageman et al., 2008) 

b) Business acumen is concerned with how to make money for the business 
and put a compelling vision into action with a strategy. (Madison, 2014) 
Therefore, strategising, systems-thinking, planning and execution would be 
the skills required to fulfil this competency. (Reilly & Reilly, 2009) 
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c) Change leadership entails understanding people by motivating, selling and 
communicating the change to them. Therefore, people skills, motivation and 
communication would be the skills required for changing the leadership. (Gill, 
2003) and (Anderson, 2010) 

d) Communication and engagement deal with how a message is transferred 
from the leader to his audience/subordinates. The proficiency is determined 
by how well the audience understands or is able to recall the discussion. The 
important skill here is, therefore, effective communication, presentation and 
listening. (Antai-Otong, 1999) and (Mehrabian, 2009) 

e) Customer orientation entails the skill of being able to think from the 
customer’s vantage point and taking his/her needs into consideration. 
Strategy and emotional intelligence are the skills required for this 
competency. Emotions come into consideration when not only your needs 
are at stake but also those of the customer. (Pettijohn et al., 2010) and 
(Mukerjee, 2013) 

f) Emotional maturity is the ability to respond to situations by controlling one’s 
emotions. Having matured emotional intelligence does not mean one will not 
have emotions but it is the skill to identify what emotions are felt and why as 
well as controlling one’s reactions to a certain scenario. (Hyatt et al., 2007) 

g) Judgement and decision-making have to do with analytical thinking, 
innovation and decisiveness, which are identified as skills required for this 
outcome. 

h) Learning orientation involves being innovative and looking for ways to mentor 
employees in sharing knowledge. (Jimenéz-Jimenéz et al., 2014)  

i) Living the Eskom values refers to zero harm, integrity, innovation, caring, 
customer satisfaction and excellence. This competency is practised by being 
a mentor. Mentoring is when guidance is provided on a more personal level 
than just sharing knowledge, as with coaching. This can also be how well the 
individual leads by setting an example of how the company values are lived. 
(Kao, 2012) and (Yukl et al., 2002) 

j) Managing diversity is all about managing different people from different 
backgrounds, their levels of education and values. With innovation, open 
communication and mutual trust differences can be managed successfully. 
(Biga, 2007)  

k) Managing talent is the ability to know the employees and how to develop 
them to ensure a continuous supply of highly productive individuals. 
Therefore, the skills required to manage this are people, strategy and 
alignment (Cheese et al., 2008). 

l) Results orientation: To be results-oriented, skills of communication, 
measurement and correcting actions are required. With the areas identified 
where improvement could be achieved, innovative and creative ways need to 
be explored for doing the same work faster and better. The improved method 
of execution requires discipline and meticulous workmanship to achieve the 
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desired results. (Results orientation, 2012), (Calantonea et al, 2002) and 
(Amah, 2013) 

m) Strategy-generation and alignment are directly linked to innovation and 
creativity. However, doing the thinking only is not enough. Harnessing the 
intellect of the team to generate ideas effectively requires communication. 
Once the strategy has been generated, alignment through motivation, 
influence and good communication is required. (Kipp, 2005), (Fairholm & 
Card, 2009) and (Wing, 2005) 

The skills extracted from the development programme are, therefore, as follows 
with reference to the aforementioned: 

• Alignment found in (a), (k) and (m) 
• Communication found in (a), (c), (d), (j), (l) and (m) 
• People found in (a), (c) and (k) 
• Relationships found in (a) 
• Motivation found in (a), (c) and (m) 
• Strategy found in (b), (e) and (k) 
• Systems thinking found in (b) 
• Planning found in (b) 
• Execution found in (b) and (l) 
• Emotional intelligence found in (e) and (f) 
• Analytical thinking found in (g) 
• Innovation found in (g), (h), (j), (l) and (m) 
• Decisiveness found in (g) 
• Mentoring found in (h) and (i) 
• Trust found in (j) 
• Creativity found in (m) 
• Influence found in (m) 

Having extracted the above skills from the MMDP, a reflective comparison is made 
with the job profile skills set identified in section 2.2. This identifies the skills, which 
had the highest frequency based on occurrence in both fields.  

Up to now skills, which formed part of the development programme, were 
identified and compared to the skills identified in the job profiles. The outcome 
reflected in Table 2 then provided a frequency analysis of the skills identified from 
these two processes. The intent now is to compare this identified list of skills with 
current literature on the subject. In doing this, one can validate the work thus far 
and also possibly add to this list, should one find it to be lacking, according to the 
literature. 
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Table 2 – Skills identified from job profiles and d evelopment programme  

 

2.4 Recent literature findings with respect to skil ls required by leaders 

By conducting a literature research one is able to identify which leadership skills 
are deemed important by various authors for comparison with the Eskom skills 
expectations identified above. For the information to be relevant, only literature 
from 12 years prior to this study is considered. The literature encompasses 
generic leadership skills; not specifically focused on the middle management 
environment of the Generation Division. This indicated whether the skills identified 
in the job profiles and the MMDP are aligned to the recent leadership skills trends. 
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Table 3 summarises the skills identified by literature to determine what leadership 
skills are required for today’s leaders to be more effective. The following skills are 
listed: 

 

Leadership skills 

 

 

Yukl, 

2002 

 

Kesler, 

2002 

 

Adair, 

2007 

 

Leslie, 

2009 

 

Peterson, 

2012 

 

David, 

2013 

 

Blessing 

White 

2013 

Frequency 

identified 

 

Communication 1 1 1 1 1 5 

Alignment 1 1 1 1 1 5 

Direction, 

strategic thinking 1 1 1 1 1 5 

Motivation 1 1 1 1 4 

Innovation 1    1  1 3 

Coaching and 

mentoring 1 1 1 3 

Recognition 1   1    2 

Meticulousness   1       1   2 

Trust         1   1 2 

Monitoring and 

correctness 1 1 

Achievement 

drive 1 1 

Creativity 1 1 

Market 

knowledge 1 1 

Mental 

toughness 1 1 

Systems-thinking   1           1 

Influence   1           1 

Time 

management     1         1 

Balance in 

personal life and 

work       1       1 

Composure       1       1 

Project and plan 

implementation           1   1 

Reputation             1 1 

Table 3 – Skills identified for effective leadershi p 
 

With the information from Table 3, the skills that had been recorded frequently 
were listed in Table 4 to get a better understanding of their relevance.  
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Table 4 graphically identifies a change in leadership skill over time. The 
importance of communication and alignment has become a very evident skill in 
recent years. Direction and strategy setting is still very important together with 
motivation. Motivation is not as important in recent literature but is indirectly used 
through other skills.  

Recognition and meticulousness are currently viewed as less critical than in the 
past. This may stem from the more recent change in focus from transactional to 
transformational leadership. It would appear that coaching and development, 
together with innovation, have become more important in recent years. This shows 
that human capital development and utilisation capture more attention.  

Trust is becoming a skill that is mentioned more often, which eludes to the fact that 
the relationship between manager and employee is  viewed as important with 
regard to the ability to lead effectively. This can be built by transparent and 
effective communication, which are consistent and aligned to planned priorities. 

The desired leadership skills identified through the literature research can now be 
compared to those skills on which Eskom is currently focusing for leadership 
development along with the skills identified in the targeted job profiles. 
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Table 4 – Skills occurring frequently in referenced  literature  

 

2.5 Comparing skills already identified 

The current skills set, which middle management in the Generation Division should 
have mastered have been identified in chapter 2.2. Eskom identified the skills that 
required development and those skills will identify the skills that are to be tested to 
determine the level of competency. To determine the importance of the skills on a 
common basis and to funnel the important skills, only the skills, which had a 
frequency score of three or higher during the job profiles and development 
programme evaluation (Table 2) and a frequency score of two or higher during the 
literature review (Table 4) are considered.  
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Therefore, if a skill in Table 5 has more than one mark, it indicates that the skill 
has been referenced frequently in all the sources of research, identifying it as a 
highly important skill. The important or core skills are supported by other skills, 
which complement the skills set of the middle managers in the Generation 
Division. These supporting skills have been recorded with medium frequencies in 
either job profiles or the development programme (Table 2) or recent literature 
(Table 4). 

 

 

Table 5 – Recent literature and Eskom skills (job p rofile and Eskom middle 
management development programme) frequency compari son.  

 

When looking at Table 5’s highest frequency, the following skills are currently the 
most relevant skills to middle management in the Generation Division: 

• Communication 
• Motivation 
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• Strategy (which combines direction and strategic thinking) 
• Alignment 
• Innovation 

These skills are, therefore, identified as imperative or core skills for a middle 
management employee at Eskom’s Generation Division coal-fired power-stations. 
These skills are on-the-job profiles, in the development plan and identified in the 
literature. It is recognised that these skills have been identified as critical but 
perceived as not yet mastered; hence, their inclusion as part of the Eskom 
leadership development programme.  

Table 5 listed skills, which had high frequencies but they were not in recent 
literature nor identified in the Generation environment. These skills are: 

• People skills 
• Problem-solving/ analytical thinking 
• Planning 
• Negotiation 
• Systems-thinking 
• Emotional intelligence 
• Coaching and mentoring 
• Recognition 
• Meticulousness 
• Trust 

According to the researcher, these skills are not imperative nor core skills but 
supporting skills. Having these skills with the imperative or core skills would make 
the leader more effective, competent and efficient.  

 

2.6 Concluding the skills identification 

By exploration of skills found in recent literature and relating them to the Eskom 
middle management job profiles and the development programme, a list of core 
and supporting skills has been compiled. It is believed that if Eskom’s middle 
management mastered these skills, it would allow Eskom to become one of the 
top five global performing utilities.  

The following chapters describe an interview process to determine if Eskom’s 
middle managers in the Generation Division possess these core and supporting 
skills, and to identify where the development programme could be aligned and 
where future skills development might be required.  

  



 
34 

Chapter 3   

Research Methodology 

Having identified core and supporting skills deemed important for middle 
management in the Generation Division, it is necessary to identify the extent to 
which these skills exist in these managers. This will enable answering the second 
question from chapter 1, namely: 

To what extent are these identified skills utilised by Generation’s middle 
management in the coal-fired power-station environment? 

  

3.1 Choosing a suitable research methodology 

For this study, a qualitative research methodology was chosen, as it supports an 
investigative approach to retrieve information from individuals regarding their skills. 
A qualitative methodology also seeks a deeper understanding and focuses more 
on smaller samples where saturation is reached (Grové, 2008). 

Table 6 indicates the different qualitative designs that are available. For this study, 
a content analysis design was chosen, as it provides the opportunity to determine 
whether middle management in the Generation Division have the leadership skills 
identified. Conducting interviews allows for information to be obtained, which can 
then be coded to provide statistical information (Prasad, 2008). 
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Design  Case Study  Ethnograph ic 

Design  
Phenomenological 

Study  
Grounded Theory 

Study  
Content Analysis  

Purpose  To understand one 

person or situation 

(or perhaps a very 

small number) in 

great depth 

To understand how 

behaviours reflect 

the culture of a 

group 

To understand an 

experience from the 

participants’ point of 

view 

To derive a theory 

from data collected 

in a natural setting 

To identify the 

specific 

characteristics of a 

body of material 

Focus  One case or a few 

cases within its/their 

natural setting 

A specific field site in 

which a group of 

people shares a 

common culture 

A particular 

phenomenon as it is 

typically lived and 

perceived by human 

beings 

A process, including 

human actions and 

interactions, and 

how they result from 

and influence one 

another 

Any verbal, visual or 

behavioural form of 

communication 

  



 
36 

Design  Case Study  Ethnograph ic 

Design  
Phenomenological 

Study  
Grounded Theory 

Study  
Content Analysis  

Methods of data 

collection  
• Observation 

• Interviews 

• Appropriate written 

documents and/or 

audio-visual 

material 

• Participant 

observation 

• Structured or 

unstructured 

interviews with 

“informants” 

• Artefact/ document 

collection 

• In-depth, 

unstructured 

interviews 

• Purposeful 

sampling of five to 

25 individuals 

• Interviews 

• Any other relevant 

data sources 

• Identification and 

possible sampling 

of the specific 

material to be 

analysed 

• Coding of the 

material in terms of 

predetermined and 

precisely defined 

characteristics 

Methods of data 

analysis  
• Categorisation and 

interpretation of 

data in terms of 

common themes 

• Synthesis into an 

overall portrait of 

the case(s) 

• Identification of 

significant 

phenomena, 

underlying 

structures and 

beliefs 

• Organisation of 

data into a logical 

whole (for 

example, 

chronology, typical 

day) 

• Search for 

“meaning units” 

that reflect various 

aspects of the 

experience 

• Integration of the 

meaning units into 

a “typical” 

experience 

• Prescribed and 

systematic method 

of coding the data 

into categories and 

identifying 

interrelationships 

• Construction of a 

theory from the 

categories and 

interrelationships 

• Tabulation of the 

frequency of each 

characteristic 

• Descriptive or 

inferential 

statistical analysis 

as needed to 

answer the 

research question 

Table 6 – Distinguishing characteristics of differe nt qualitative designs (Leedy & Ormrod, 2005)  
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3.2 Population and sampling method 

To identify a target population of middle managers within Eskom’s Generation 
Division, the geographical layout of the generating fleet of power-stations was 
taken into consideration. It was decided to target eleven coal-fired power-stations 
within a radius of 300 km due to logistical constraints. This process is supported 
by Wegner (2002).  

Group managers were contacted, the background of the research study was 
explained to them and their support to the study was sought. The support required 
would entail that they allowed their middle managers to make time available to 
take part in a research interview.  

The group managers in support were then asked to submit names of middle 
managers who occupy the targeted hierarchical level being researched for 
interviews (Leedy & Ormrod, 2005; Parahoo, 1997). Pending the availability and 
willingness of the middle managers to take part in the research, interview sessions 
were scheduled. The method of sampling was, therefore, convenience with a non-
probability of selection.  

Eleven power-stations were identified within the 300 km radius as per appendix 
two. Only eight group managers responded, availing 37 employees. Two coal-fired 
power-stations were not approached: one due to logistical constraints and the 
other to create ethical distance in coding data from possible interviewees residing 
at the Majuba power-station. Peaking and nuclear stations were not included in the 
survey. The power-station group managers who responded were from the 
following stations: Kendal, Komati, Lethabo, Matla, Arnot, Grootvlei, Tutuka and 
Kriel. 

The 37 middle managers identified by their group managers were then contacted 
by means of an e-mail to ascertain their willingness and availability to be 
interviewed on a proposed day. This method established an appointment 
convenient to the participant. Out of the 37 middle managers, 34 responded. Of 
these, 17 indicated that they would be available and willing to take part in the 
research.  

A suitable time and venue were established and appointments made with the 17 
respondents. Confirmation calls were made two days prior to the interviews to 
confirm availability. On the day of the respective appointments four interviewees 
were no longer available due to work requirements or did not answer their phones. 
A total of 13 interviews were conducted. 
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Table 7 – Graphical illustration of interviewee ava ilability 

 

3.3 Interview schedule development 

Having listed the core and supporting skills in chapter 2, open-ended questions 
were drafted to determine the level of understanding, utilisation or proficiency of 
these skills by the target audience. The open-ended questions invited the 
interviewees to share their experiences or viewpoints (Perry, 2001), which could 
be analysed after the interview. 

Some of the questions originated from frustrations shared by colleagues in their 
day-to-day work environment. These frustrations originated from poor performance 
or underdeveloped competencies. The questions were designed to test the core 
and supporting skills the interviewees possessed. Some questions were directly 
related to the core and supporting skills, while others were related indirectly. The 
intent was to avoid leading the interviewee to a pattern, which pointed to certain 
skills. Rather, it was to get the interviewee’s opinion or experience regarding a 
situation.  

If the middle managers were asked directly which skills they believed they 
possessed or lacked only their conscious competence or conscious incompetence 
would have been recorded. However, if they were unconsciously incompetent or 
unconsciously competent their failure to mention a skill would be ambiguous. 
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Figure 3 – The four stages of competence as per Wil son, Lenssen and Hind 
(2006) 

 

The unconscious incompetence of the middle managers would originate when 
they do not accept the value of the respective skills and hence don’t mention it at 
all during the interview. On the other hand, having unconscious competence can 
cause a middle manager to use the skill at such an unconscious level that he also 
does not mention it. 

Therefore, in testing the level of skill the Generation Division middle managers 
possess, one ideally would like to identify the skills the respondents mention and 
the ones they unconsciously do not. Through the open-ended questions the 
respondents share their experiences or ways they lead their teams. Their 
unconscious competence should be identified through their views or experiences 
but their unconscious incompetence might not be identified through the interview 
process.  

It is acknowledged that mentioning a skill is by no means an indication of 
competence. Mentioning a skill is used as a surrogate to measure the 
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respondent’s competence and needs to be taken into consideration when 
analysing the data. 

Four pilot interviews were conducted with peers at the Majuba Power-Station to 
determine if the questions were focused and unambiguous, and would provide 
workable information. Some questions had to be changed and omitted from the 
interview altogether.  

After this pilot phase, the following questions were decided upon and the skills that 
would be identifiable in these responses were listed. 

 

3.3.1 Question 1: How do you reward performance? 

Follow-up question: … and deal with failure?   

When this question is first read it is seen as performance management but the 
question addresses the core skills identified. The question seeks to determine if 
the interviewee is able to communicate his or her requirements, motivate the 
subordinate to achieve the strategy and have the alignment corrected, if not 
achieved. If analysed correctly, the question can also pick up the fundamental 
skills required, such as people skills, systems-thinking and recognition. 

 

3.3.2 Question 2: How do you motivate your employee s? 

This question again has all the elements of the researcher’s core skills identified. 
He searched for people, planning, negotiation and recognition skills in the 
responses of the answers to this question. The word “employees” is used, as it is 
used by most middle managers in the Generation Division when they refer to their 
subordinates or write about them in reports. 

 

3.3.3 Question 3: How do you go about giving tasks to your 
 employees?  

Follow-up question: If they do not agree, how do you manage the situati on? 

This question obviously addresses communication. However, responses to this 
and the follow-up question evaluate the interviewee’s ability to apply all the core 
and supporting skills.  
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3.3.4 Question 4: What frustrates you at work?  

Follow-up question: What stimulates you at work?  

This question may be perceived to be personal but the researcher aims to 
determine if the interviewee knows himself and what motivates him. This is 
personal knowledge required in order to build one’s emotional intelligence skill. 
Assessing ones surroundings determines the actions to be taken. Thus, systems 
thinking and people skills are also skills that can be analysed in the responses to 
this question. Responses to this question can evoke wider ranging responses than 
a mere bland question. 

 

3.3.5 Question 5: On what do you spend your time at  work?  

When asked for more guidance: If you take a bird’s eye view of your diary/day, 
on what do you spend your time? 

In this time management question, the supporting skills are problem-solving, 
planning, negotiation, systems-thinking and meticulousness. 

 

3.3.6 Question 6: Do you mentor and/or coach? 

Follow-up question: Please explain how you mentor and/or coach. If not,  why 
not?   

The responses to this question are directly intended to determine if the middle 
managers are mentoring and/or coaching their subordinates. If the interviewee 
indicates he/she is unclear on the difference between ‘mentoring’ and ‘coaching’, 
the researcher gave the following standard response: “Coaching is a way of 
helping someone to learn by guiding them into the correct direction, whereas 
mentoring is setting an example where the mentee looks up to the mentor and 
emulates what his/her idol does.”  

 

3.3.7 Question 7: How do you manage diversity? 

Follow-up question 1: Explain your subordinates’ strengths and weaknesses . 
Follow-up question 2: Who is difficult to manage and why?  

A question regarding diversity can have many responses, depending on the 
interpretation of the word “diversity”. Being employed in a multiracial and 
multicultural environment, the interviewee should have some response to the 
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question. The researcher looks at all the core skills and supportive skills given in 
the responses. 

 

3.4 Ethical Considerations 

By conducting qualitative research through interviews, ethical considerations were 
observed. The 37 identified middle managers were provided with the objectives of 
the study and by accepting, wilfully indicated their availability and willingness to 
participate. Confidentiality and professionalism were built into an interview 
protocol, which was drafted by the researcher to serve as a base for the 
introduction to the interviews.  

 

3.5 Interview protocol followed 

On the day of the interviews, introductions were made and once the discussions 
settled down, the following sequence was followed to ensure that the interviews 
were conducted consistently and thereby increasing the validity of the results from 
the interview: 

• The researcher started off by thanking the interviewee for his/her willingness 
and availability to take part in the research. 

• The researcher briefly explained the objectives of the research, as distributed 
through the invitation. 

• The protocol of confidentiality was shared and the interviewee requested to be 
as honest and open as possible when responding.  

• The researcher established that the interviewee was comfortable to discuss 
possible sensitive information and requested that all possible distractions be 
removed for the duration of the interview, which was about an hour in duration. 

• An explanation of how questions would be asked and recorded was given.  
• After all the questions were asked, the recorded answers would be read out to 

the interviewee to confirm their correctness. If the recorded answers were a 
true reflection of the discussions, the interviewee would be requested to sign 
off the mind map. 

• The researcher then asked the interviewee if there were any questions the 
interviewee would like to ask. If the interviewee requested feedback on 
responses provided, the standard comment would be: “No comments on 
correct or incorrect responses can be provided at this stage, as the data from 
interviews still have to be analysed and evaluated.” 

• Upon completion of the interview, the researcher shared his appreciation with 
the interviewee for his/her time and enquired if they would be interested to 
receive a copy of the research outcome. 
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3.6 Reliability and validity 

Reliability was designed into the interview process through the way interviewees 
were identified. They were identified by means of convenience with a non-
probability of selection method. If the group of interviewees were representative of 
Eskom’s Generation Division, the reliability would be strengthened. Drafting an 
interview protocol would also ensure that the interviewees had the same 
background and introduction to the interview. The same sequencing of interview 
questioning was followed, which added additional reliability to the interview data.  

When conducting qualitative research, one needs to be very aware not to 
influence the research data through personal biasness. To reduce subjectivity, 
“mind maps” were used in this study to record the interviewee responses. The 
transcribed responses were verified by the interviewees for correctness and then 
signed off, indicating acceptance. This aligns to Rowley’s (2002) constructing 
validity explanation of reducing subjectivity in qualitative research. 

 

3.7 Data-recording process 

During the interview, the researcher recorded the responses on a mind map. 
These were then articulated back to the interviewee for his/her verification of a 
meticulous recording. Once the interviewees were satisfied that their responses 
were captured correctly, they signed off the mind map, which secured the validity 
of the data gathered. 

During the interview process the researcher did not look at or refer to the core and 
critical skills identified in chapter 2. This allowed the researcher to be more 
subjective, and to focus on the interviewee and what he or she wanted to share. 
When the researcher recited what had been recorded back to the interviewee, the 
interviewee could correct or affirm his or her responses. This proved yet again to 
be a good communication tool and any misunderstandings could be corrected 
before the end of each interview.   
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Chapter 4  

Results 

The skills reflected by the interviewees in the interviews were coded and extracted 
from the mind maps for analysis. An analysis of this data was then carried out.   

 

4.1 Research data collection 

4.1.1 Coding of the interview data 

To enhance the validity of the data, the descriptions of the skills described in 
Chapter 2 were expanded to provide a more consistent basis for coding. Standard 
criteria for recording responses were set up as follows: 

• Communication skills were recorded when the respondent reported a two-way 
discussion process with his/her employees. 

• Motivation skills were recorded when the respondent encouraged his/her 
employees or self-improved performance. 

• Strategy skills were recorded when the respondent described a plan to change 
current actions in support of future requirements. 

• Alignment skills were recorded when the respondent displayed the ability to get 
action from someone else in line with the requirement. 

• Innovation skills were recorded when the respondent showed skills in applying 
new or improved ways of achieving objectives. 

• People skills were recorded when the respondent displayed the ability to work 
with people. This ability involves acknowledging that people differ and need to 
be handled differently. 

• Problem-solving/ analytical thinking skills were recorded when the respondent 
displayed the ability to solve a problem. 

• Planning skills were recorded when the respondent displayed skills in working 
towards a goal. 

• Negotiation skills were recorded when the respondent indicated that he held 
discussions between parties to achieve an outcome. 

• Systems thinking skills were recorded when the respondent displayed the ability 
to think wider than a scenario or problem. 
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• Emotional intelligence skills were recorded when the respondent acknowledged 
his/her feelings and knew how he/she would react to certain scenarios.  

• Coaching and mentoring skills were recorded when the respondent indicated 
that he/she was setting examples and teaching others. 

• Recognition skills were recorded when the respondent described the use of 
monetary or verbal acknowledgement for work done. 

• Meticulous skills were recorded when the respondent showed that execution or 
planning is done specifically, precisely or in a disciplined manner. 

• Trusting skills were recorded when the respondent displayed that he/she was 
convinced that someone would perform in a certain manner or perform a certain 
duty without having doubts. 

The coded data were then transferred to a spreadsheet for analysis. 
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Table 8 – Coded data of interviewees mentioned skil ls 
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1 Grootvlei Female 7 5 30 32 B 4 3 1 4 0 3 0 4 1 3 1 4 3 2 2

2 Grootvlei Female 12 4 35 31 I 4 3 3 5 1 5 0 4 1 2 1 1 1 0 0

3 Grootvlei Male 27 4 18 46 W 5 1 3 3 1 1 1 1 1 2 1 1 2 0 2

4 Grootvlei Male 14 3 9 40 W 3 2 1 4 0 2 1 1 1 1 1 1 2 0 0

5 Komati Male 22 6 40 40 I 4 1 1 3 0 3 0 3 0 1 3 3 2 3 0

6 Komati Female 11 6 7 32 B 4 1 0 3 1 2 0 3 3 1 1 0 2 2 0

7 Kendal Male 9 3 56 32 B 3 3 0 4 0 1 0 3 1 2 1 1 1 2 0

8 Kendal Male 19.8 7 27 40 C 3 2 1 3 1 4 3 1 0 0 1 3 1 3 2

9 Arnot Male 28 10 0 60 W 1 1 3 0 0 1 0 3 3 0 1 3 2 3 0

10 Matla Female 8 4 5 32 B 3 2 0 3 0 3 1 1 1 3 1 1 1 0 3

11 Matla Male 6 1.5 8 36 B 4 0 3 3 0 2 0 4 0 1 0 1 1 2 2

12 Matla Female 6 0.75 9 29 B 4 0 1 4 0 3 3 3 1 0 0 0 2 2 0

13 Matla Male 38 6 7 58 W 3 1 1 1 0 1 1 1 1 0 0 1 1 0 2

45 20 18 40 4 31 10 32 14 16 12 20 21 19 13

Core Skills Supporting Skills

Total skills mentioned
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4.2 Research data analysis 

Analysing the research data would be conducted by evaluating the sample 
demographic and compare it to Eskom’s statistics. The overall skills mentioned by 
the interviewees were than compared to the outcome of the literature study 
conducted. The coded data would be presented according to different categories 
to identify possible trends and patterns emerging from the data. 

 

4.2.1 Demographics of sample    

From Table 9 it is clear that the typical interviewee had 16 years’ working 
experience compared to Eskom’s statistics of 15 years’ experience (Jurrius, 2015). 
The mean age of 39 years compared well with the mean age for Eskom 
employees of 37 years (Eskom, 2012b). 

 

Table 9 – Demographics of the interview sample 
 

The number of female respondents, as a percentage of the total, was 38%, which 
is slightly higher than the 35.5% reported by Eskom for its professionals and 
middle management (Eskom, 2013). Reviewing the above data one can conclude 
that the distribution of respondents compared fairly well with the relevant statistics 
recorded in Eskom’s annual report of 2013.  

It is noted that Eskom’s Generation Division’s demographical data was not 
available and the research sample was compared to Eskom’s overall statistics. 

 

 

 
Interview 

sample 
Sample 

statistics 
Eskom’s 

statistics 

Average working experience in years 16 

 

 

15 

Average years in current position 4.7 None 

Average age 39 37 

Average number of subordinates 20 None 

Gender Female 5 38% 35.5% 

  Male 8 62% 64% 

Race Black 6 46% 48.1% 

  Indian 2 15% 10.22% 

  Coloured 1 8% 7.37% 

  White 4 31% 31.6% 
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4.2.2 Analysing data 

The coded skills (Table 8) were then scanned and compared with the literature, 
job profile and Eskom’s Development Programme skills comparison from Table 5. 
This enabled an assessment of whether the current skills mentioned by middle 
management in Eskom’s Generation Division were likely to be sufficient to support 
Eskom’s vision of becoming one of the world’s five best performing utilities. 

With the skills mentioned during interviews (as a percentage of the possible 
number of responses), superimposed on the literature, job profile and Eskom 
MMDP skills comparison table (Table 5), it can be seen which skills were 
mentioned frequently. The average number of times a skill was mentioned per 
interviewee was then calculated. 

Figure 3 showed that only four skills were mentioned with a frequency above 40%. 
Two were core skills and two supporting skills. All four were identified by the 
Eskom Development Programme. 
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Figure 4 – Skills usage from interview data compare d to the literature study 

0 0.2 0.4 0.6 0.8 1 1.2

Communication

Motivation

Strategy

Alignment

Innovation

People

Problem solving / Analytical thinking

Planning

Negotiation

Systems thinking

Emotional intelligence

Coaching and developing

Recognition

Meticulous

Trust

Average skill mentioned per respondent Recent literature Skills Eskom Identified Skills

Core 
skills

Supporting 
skills
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The core and supporting skills are made up of five core skills and ten supporting 

skills (Table 5). In an attempt to assess the extent to which the different sources 

are aligned, the deviations in their rankings, plus or minus two, have been 

highlighted in Table 10. This indicates that the skills mentioned by respondents are 

most aligned to those in the job profile ranking and literature ranking (four of the 

top ten, respectively). Of the 15 ‘respondent skills’, seven were in the top ten of all 

the reference groups. Overall, this suggests that the middle managers are well-

aligned to Eskom’s expectations and the literature.   

 

 

Table 10 – Comparing skills mentioned by respondent s to Eskom’s practice 
and the literature. 

 

  

Skill
Number of 
Responses 

Ranking
Job 

Profile 
Ranking

MMDP 
Ranking

Literature 
Ranking

Communication 45 1 1 1 1
Alignment 40 2 8 6 2
Planning 32 3 6 10
People Skills 31 4 5 4
Recognition 21 5 8
Coaching and 
Mentoring

20 6 6

Motivation 20 7 4 3 4
Meticulousness 19 8 9
Strategy 18 9 7 5 3
Systems Thinking 16 10 9 7
Negotiation 14 11 3
Trust 13 12 7
Emotional 
Intelligence

12 13 10 8

Problem-solving 10 14 2 9
Innovation 4 15 2 5

ResearchRespondent Analysis
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In studying the skills, as displayed in Figure 5, it can be seen that three groups of 
skills have emerged. The data indicated that skills were mentioned in three distinct 
groups, the low-mentioned skills (0 – 9 times), the medium-mentioned skills (10 – 
24 times) and the frequently mentioned skills (25 – 45 times). The skills in the 
frequently mentioned group, of which respondents showed most awareness, were 
communication, alignment, planning and people skills. Being able to plan, work 
with people, communicate the plan and align the team towards it appears to have 
been mastered by middle management.  

Innovation was mentioned least (in the low-mentioned group of skills) by the 
respondents, which suggested that they were not consciously searching for new 
ways of doing things. It would be expected that the respondents had some 
knowledge of innovation and were unlikely to be unaware of the concept. 

In the discussions that follow the research data are scrutinised to identify further 
trends and patterns. The data were sorted by the number of times the interviewees 
had mentioned the skill to identify trends or patterns, and these would then be 
discussed further. Chapter 5 discusses these trends and patterns, and arrives at 
possible findings.  
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Figure 5 – Total number of skills mentioned by resp ondents. 



 
53 

4.2.3 Studying motivation skills trends 

Sorting the coded data according to the number of times motivation was 
mentioned, the younger interviewees mentioned motivation more. They had the 
most subordinates and also mentioned more skills overall. This indicated that the 
motivation skill became more important or the interviewees were more aware of 
this skill, the more subordinates reported to them. It was interesting that the older 
and more mature interviewees did mention the skill but not frequently. This might 
be due to unconscious competence. The interviewees who did not mention 
motivation contradicted the possible trend. It might be that their positional and 
work experience influenced their awareness levels. 

 

4.2.4 Studying strategy skill trends 

Figure 7 displays a clear relation that older interviewees had more experience and 
fewer subordinates reporting to them. A clear trend was identified where 
respondents who did not mention the skill had the least experience and the most 
subordinates. A possible explanation for this might be that the number of 
subordinates negatively reduced the interviewee’s ability to strategise.  

 

4.2.5 Studying alignment skill trends 

The alignment skill was mentioned least by the older, more experienced 
interviewees. But a clear trend could be seen that the younger the interviewees 
were the more subordinates they had and the more they were aware of alignment 
as a skill. The interviewees’ awareness of alignment might be influenced by the 
number of subordinates they had. 
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Figure 6 – Motivation skill mentioned by interviewe es 
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Figure 7 – Strategy skill mentioned by interviewees  
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Figure 8 – Alignment skill mentioned by interviewee s  
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4.2.6 Studying planning skill trends 

Reviewing the coded data indicated that the younger interviewees who had more 
subordinates were more aware of planning as a skill. Respondents with a higher 
work experience mentioned fewer skills on average, which indicated that they 
might be less vocal. This might imply that they did not refer to planning as a skill; 
thus, not consciously planning. This might be because they had fewer 
subordinates and thus spent less time planning each day.  

 

4.2.7 Studying negotiation skill trends 

Figure 10 indicates that the fewer negotiation skills mentioned, the more 
subordinates were reporting to the interviewee. This might be due to time 
constraints to undertake negotiations with every subordinate. No trends regarding 
age or experience could be identified. 

 

4.2.8 Studying emotional intelligence skill trends 

The age of the interviewees did not influence their awareness of emotional 
intelligence substantially. The number of subordinates showed a significant 
influence on the number of times the skill was mentioned. Current positional 
experience was invalidated by the trend of the respondent’s work experience. No 
clear trend could, therefore, be mentioned other than where respondents’ 
subordinates increased, the emotional intelligence skill of respondents was higher. 
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Figure 9 – Planning skill mentioned by interviewees  
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Figure 10 – Negotiation skill mentioned by intervie wees 
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Figure 11 – Emotional intelligence skill mentioned by interviewees 



 
61 

4.2.9 Analysing data according gender. 

Comparing how male and female respondents mentioned skills in Figures 12 and 
13 showed the following: 

The average response of female respondents to most of the skills was higher than 
those of the male respondents. The male respondents only mentioned strategy, 
emotional intelligence, coaching and mentoring, and meticulousness more than 
the female respondents. Three skills were mentioned very similarly by both 
genders, those being innovation, problem-solving/analytical thinking and trust.  
 

4.2.10 Analysing data according to race 

An analysis of the skills mentioned in Figures 14 and 15 by grouping responses 
into four groups according to respondents’ racial differences was the following: 

• The coloured race was represented by only one respondent and hence 
more erratic. This would be taken into consideration when searching for a 
pattern. 

• The Indian and coloured race groups mentioned people skills often. The 
white race group mentioned people skills the least. Why there was such a 
big difference raised more questions, which need to be investigated further. 

• Problem-solving was mentioned most by the coloured respondent. The 
reason why he mentioned this skill so frequently compared to the other 
races needs to be investigated further. Perhaps he attended a training 
intervention or had a high awareness or perhaps a natural tendency 
towards this skill. The Indian respondents did not mention this skill at all. 
This is also a matter, which may need further investigation.  

• Planning was mentioned more frequently by black and Indian respondents 
than by the white and coloured respondents. 

• Negotiation and systems thinking was not mentioned by the coloured 
respondent. Only having one respondent might have influenced this pattern; 
hence it would not be investigated further.  

• Trust was not mentioned by the Indian interviewees. It might be that they 
did not trust the organisation or their fellow-colleagues. This trend needs to 
be investigated further. 

• Looking at the data, one needs to be reminded that each interviewee had 
their own backgrounds, which influenced their responses. It was of a 
concern that some race groups did not mention certain skills at all. 
Hopefully this could be addressed when discussing the findings. 
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Figure 12 – Core skills sorted by gender 
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Figure 13 – Supporting skills sorted by gender 
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Figure 14 – Respondents’ racial comparison looking at core skills 
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Figure 15 – Respondents’ racial comparison looking at supporting skills  



 
66 

 

4.2.11 Discussing trends or patterns identified  

By scanning each skill from the analysed data, an attempt is made to identify 
emerging trends or patterns.  

Communication was one of the core skills sets identified and mentioned frequently 
in the coded data from interviews. No clear evidence could be established relating 
to work experience, positional experience, subordinates reporting to the 
interviewees or their age but on average females did mention the skill more during 
the interviews conducted than males.  

Motivation was a core skill but not mentioned very frequently. It could be 
established that motivation became more important or the interviewees were more 
aware of this skill, the more subordinates reported to them.  

Strategy was a core skill but not mentioned frequently. A clear trend was identified 
where respondents who did not mention the skill had the least experience and the 
most subordinates. Indian and white males mentioned strategy more often on 
average. A possible explanation for this might be that the number of subordinates 
negatively reduced the interviewees’ ability to strategise.  

Alignment received the second most responses in the coded data. Analysing the 
data revealed that the interviewees’ awareness of alignment might be positively 
influenced by the number of subordinates they had and negatively by their age. 
Males, and especially white males, mentioned alignment less than the other 
gender and racial groups.  

Age was a factor in more than one of the analyses, which led the researcher to 
wonder why. Possible explanations might be their levels of competence in the skill. 
They might have become competent and hence not mention this skill. Females 
recorded more alignment skills than males, which indicated that they used skill and 
not masculinity to align their subordinates. 

Innovation had the least responses of all the skills, although it was identified as a 
core skill. Very few respondents mentioned this skill, which made it difficult to 
identify trends. It was concerning that a skill that was identified as a core skill, was 
not mentioned more. It might be that innovation was a difficult skill or that the 
organisation did not promote innovation. Eskom, being a large organisation, has a 
lot of procedures and policies in place to protect its name and its employees. This 
might reduce the ability of employees to practise innovation.  

People skills were used most by females. White, and to a lesser extent, black 
respondents showed the least use of this skill. One would have expected to see an 
increase in the use of this skill, as the number of subordinates increased but it was 
not the case. This supportive skill was mentioned also very frequently, indicating 
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that this skill was seen as important or the respondents were very conscious of 
people.  

Problem-solving/Analytical thinking was the second worst mentioned skill. The 
Generation environment where the interviewees reside is technical in nature, and 
one would expect problem-solving and analytical thinking to be second nature to 
the respondents. This may be what is displayed in the data, their competence. 
However, it may be that everyone dealing with this group of people thinks they can 
solve problems being in a technical environment. The coloured respondent 
mentioned this skill remarkably more than the other respondents. He may have 
undergone resent training or am very good at this skill. 

Planning was one of the four skills most mentioned during the interviews. Although 
planning was a supportive skill it appeared that the respondents utilised this skill 
very often. The younger respondents mentioned planning more, which might be 
due to their recently acquired academic background or they thought more about 
what they needed to do. The more seasoned managers might plan less, as they 
anticipated what needed to happen next. This was, however, disproven with the 
positional experiences, indicating almost constant mention irrespective of age. 
Females from the Indian and black races mentioned the skill most of all the 
respondents. 

Negotiation skills were mentioned less, the more subordinates reported to the 
interviewees. This might be that the managers had less time to negotiate and 
hence gave more instructions. Females showed a higher awareness for the skill. 
Observing how the trade unions were changing the working environment in South 
Africa from one where the manager made the decisions to where labour today 
would resist any change unless they were involved in the decision-making 
process, has led the researcher to believe that more negotiations were perceived 
to be taking place than what were captured during the interviewees’ scenario 
recalls. 

Systems’ thinking was almost mentioned twice as many times by females when 
comparing their responses to those of the male responses. Therefore, they 
showed more skill to see the bigger picture, which could make them better 
employees if they were in managerial positions.  

Emotional intelligence increased the more subordinates the interviewees had 
males, and especially Indian males, were more aware of emotional intelligence. In 
searching for a reason why the interviewees with more subordinates would be 
mentioning emotional intelligence more led the researcher to believe they it was to 
assist them in dealing with more people or because they were dealing with more 
different kinds of people that they demonstrated more emotional intelligence. The 
latter could imply that they had received more on-the-job training if they were 
aware of emotional intelligence.   
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Coaching and mentoring were two of the few skills where males mentioned the 
skill more often than females. Reasons for this finding could not be explained. 

Recognition – All the respondents mentioned this skill consistently. A pattern of 
consistent mentioning was recorded. 

Meticulousness showed no trend other than males mentioning this skill slightly 
more than females. Age-related findings could not be proven and except for the 
high representation from the one coloured male, no clear finding could be 
concluded for this skill. 

Trust was mentioned equally by male and female respondents and so no 
distinction between the gender use of the trust skill could be noted. The Indian 
interviewees did not mention the use of trust. By not trusting their employees, the 
interviewees missed opportunities to transform their subordinates by showing their 
faith in their subordinates’ abilities and talents. 
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Chapter 5  

Discussion 

Up to now the gathered data were analysed in chapter 4. In chapter 5, the entire 
research process is assessed and the questions asked, reviewed to determine if 
the Generation Division of Eskom’s coal-fired power-stations have the correct 
skills in middle management to become one of the top five performing utilities.  

5.1 Assessing the funnelling process for identifyin g the skills selected 
for exploration 

During this study important skills are identified from three sources, namely:  

• Job profiles  
• Eskom’s middle management development programme  
• A literature study 

By using the job profiles to identify the skills required for the middle management 
positions in Eskom, it is assumed that the job profiles are aligned to some 
standard. By appointing middle managers according to the correctly specified job 
profiles would align the respective divisions and ultimately the organisation 
towards excellence (this would be a function of the Human Resources 
Department).  

If the job profiles were not updated continuously, newly appointed employees 
might need to go through a training programme to align them to desired 
performance levels. This would cost the organisation more than just to review the 
job profiles and ensure newly appointed personnel were on the desired minimum 
skills levels as per job profiles, prior to appointment. If existing personnel were not 
on the desired performance level, a training programme would need to be rolled 
out and that was where a MMDP found its value.  

The MMDP was designed to enhance the competency level of Eskom’s leaders. It 
was identified to be an enabler for one of the organisation’s strategies to become 
one of the top five performing utilities in the world.  

The development programme originated as a result of an encompassing study, 
which identified knowledge, skills, attitudes and competency areas. The skills 
required by middle management were expected to emerge from this development 
programme, as it was designed to develop the current middle management to 
support Eskom’s vision. This study indicates that the MMDP can be updated or 
reviewed to include more skills that are required to enable top performance by 
middle management. 
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To increase the reliability of the skills identified, recent literature was consulted to 
inform the skills set. Only literature from 2009 to 2013 was considered, as it would 
indicate recent skills requirements.  

The funnelling process was based on the assumption that the job profiles were 
correct or updated, and the MMDP was designed or aligned to support top 
performance. The inclusion of recent literature grounded the identified skills. 
Reviewing the process, the current top five performing utilities in the world have 
been identified and their skills could have been analysed to form a comparative 
basis. The researcher could then have used these skills identified by the top five 
performing utilities to test the skills utilisation of the Generation Division’s middle 
management to support top performance. However, this possibility was overlooked 
during the design phases of the study. 

   

5.2 Evaluating the process for obtaining inputs fro m middle managers 

5.2.1 The interview process 

The interview process was conducted, using a predetermined protocol and data 
recording process. This ensured that the interviews were conducted consistently, 
thereby increasing validity of the results.  

Open-ended questions were formulated in an attempt to provoke deeply felt 
responses, which could refer to more skills than those directly mentioned by the 
respondents. Unconscious skills could emerge through the respondents’ stories or 
not at all. It was based on which scenario the respondents recalled in an attempt 
to answer the question. The factors that might have influenced the identification of 
skills through the interview process were:  

• The personality types of the interviewees – These could influence how verbal 
the respondents were and if more skills could have been identified.  

• The awareness levels of the respondents about certain skills could have 
influenced their responses.  

• The attitudes of the respondents could have influenced their responses. 
 

5.2.2 Representivity 

The target population was identified and respondents were identified through 
references (non-probability of selection), which ensured that the sample groups 
were representative of the target population. A very small sample group was 
eventually evaluated due to non-responsive and unavailable references and/or 
respondents. Analysing the sample group distribution in Table 9, showed that they 
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compared fairly well with the relevant statistics recorded in Eskom’s annual report 
of 2013.  

 

5.2.3 Whether the interview process provided reliab le insight 

The validity and reliability of data were ensured by firstly choosing the correct 
research methodology. Furthermore, Rowley (2002) indicated that the validity and 
reliability of research data could be established by the application of the following 
four tests (Rowley, 2002):  

• Construct validity – aimed at reducing subjectivity 

• Internal validity – indicates relationship in findings 

• External validity – Repetitive results from which one can generalise 

• Reliability – where the same results can be achieved if similar research was 
done 

Three of these tests are utilised in this study. Constructing validity was achieved 
through the interview protocol followed. Internal validity was achieved through 
analysing the data differently and comparing findings to determine if patterns had 
emerged.  

To ensure the validity of the research data, the researcher aimed at delivering 
reliable data by being consciously objective during all phases of the research 
process. Reliability would further be achieved when the interviews conducted 
(sample size) were reflective of the Eskom Generation Division’s middle 
management. For the sample size to be reflective they had to align to the Eskom 
Generation Division’s fleet demography. Demographics representation analysed in 
chapter 4 (Table 9) indicated that the sample group was a fair reflection of 
Eskom’s current staff complements.  

 

5.3 What could be learned about the standard of per formance with 
respect to skills 

5.3.1 Overall 

Core skills that were used most by the interviewees were communication and 
alignment. This was very interesting, as one had read a lot of negative reporting in 
the media, mainly concerning the lack of communication in and by Eskom. The 
high frequency in which participants mentioned this skill indicated a positive 
contribution to the current management skills.  
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Skills from the core skills set that performed poorly were motivation, strategy and 
innovation. These three skills were not mentioned frequently by respondents and, 
therefore, the MMDP should make a difference in the frequency or ease with 
which respondents could mention and use these skills.  

The supporting skills that were mentioned most are people skills and planning. 
The relatively high frequency with which these two skills were mentioned was an 
indication that these skills had contributed to the current management skills set. 
Chapter 2 identified these two skills from job profiles and the MMDP.  

Reviewing the responses of the interviewees on the supporting skills it can be 
noted that apart from people and planning skills, which were mentioned frequently 
by respondents, the remaining supporting skills were not mentioned frequently.  

The data further indicated the frequency with which respondents mentioned skills 
aligned mostly to the job profiles and recent literature (Table 2). This indicated that 
the skills awareness of the respondents was closely aligned to these two sources. 

The frequency of the skills mentioned compared to the MMDP indicated the least 
alignment between the skill rankings. It may be that the MMPD has identified skills 
not yet displayed in the workplace or the respondents have not been taught these 
skills as of yet. It may also be that the sample group is not aligned to the MMDP, 
which should be the programme to align Eskom with the top five performing 
utilities in the world, and is hence not displaying the correct awareness of skills to 
support Eskom’s vision. 

 

5.3.2 In relation to different skills 

Chapter 2 identified core skills as they emerged from the three main sources. They 
were, therefore, seen as the skills that would make the leaders more effective, 
competent and efficient. From the responses of the interviewees, communication 
and alignment were mentioned most. Motivation and strategy were close to the 
average skills tested for and innovation was mentioned least.  

Reviewing the core skills tested for, communication and alignment being 
mentioned most indicated that the respondents were competent by mentioning 
these skills consciously or unconsciously during the interviews. They used these 
skills to manage or lead their employees and could be deemed competent to use 
these skills.   

Motivation and strategy were mentioned as average skills. This indicated that the 
respondents might have been aware of these skills but could be drifting between 
consciously competent and consciously incompetent. They were conscious about 
these skills and should be able to apply them or attempt to practise these skills.  
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Innovation was also a core skill but mentioned least of all the skills. Innovation 
closely related to other skills like communication and strategising, to name only 
two. To indicate that the respondents were not innovative but they were able to 
communicate and strategise, does not correlate with earlier literature.  

Some reasons for this situation may be that the respondents have obtained 
knowledge of this skill during their fields of study or during employment but they 
may be working in an environment that does not support innovation. The 
respondents may not have learned about innovation during their employment at 
Eskom or during their studies; therefore, they are unconsciously incompetent. The 
way in which the questions were asked may also not have provoked responses 
that triggered scenarios or viewpoints where innovation could be mentioned.  

Before concluding skill, a discussion regarding the sub-characteristics of the data 
needs to be undertaken.  

When reviewing the supporting skills for which were tested, showed that planning 
and people skills were mentioned the most. This indicated that the respondents 
were very aware of these skills and, therefore, also consciously or unconsciously 
competent. They intentionally or unintentionally mentioned the use of these skills, 
which indicated that they might use these skills frequently in managing their 
employees.  

The rest of the supporting skills were mentioned between 10 and 21 times, which 
does not provide clear variances to discuss. Therefore, it might support the idea 
that these skills were supportive skills to the core skills. After discussing the sub-
characteristics of the supporting skills data this might become a finding or 
recommendation.  

 

5.3.3 In relation to different sub-characteristics 

By having analysed each skill and identifying the trends in the previous chapter, 
the following could be learned: 

The number of subordinates influenced the middle managers’ ability positively. An 
increase in mentioning the following skills was seen when more subordinates 
reported to the managers interviewed: motivation, strategy, alignment and 
emotional intelligence. In fact, the more subordinates the managers had, the fewer 
negotiation skills they used. 

Middle managers in Generation were more strategic the older they were but 
practised fewer alignment skills. 

Females were more conscious of or mentioned more skills than the males in this 
study, especially with alignment, people, planning and systems-thinking skills. 
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5.4 What has been learned about skills in the Gener ation Division’s 
middle management at the Eskom coal-fired power-sta tions? 

Comparing the response levels of the interviewees to the literature, the Generation 
Division’s middle management is not utilising the required skills to support Eskom 
in becoming one of the top performing utilities in the world. The analysis indicates 
that respondents with different ages, experience, race or gender may show a 
tendency to be more aware of certain skills but people are different, and one 
should not generalise and identify one age group, race, gender or power-station 
that had all the skills. An organisation requires the group’s collective skills to 
contribute to the level of the group’s ability (Davidz, 2006).  

 

5.5 Can the middle management development programme  be improved 
with outcomes of this study to support Eskom in bec oming one of 
the top five global performing utilities? 

Yes, this study utilised a funnelling process to identify core and supporting skills 
required by the Generation Division’s middle management. The number of times 
each skill was mentioned was identified and indicated that Generation’s middle 
management did not display the desired awareness of these skills. More skills 
needed to be part of the MMDP.  
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Chapter 6  

Conclusion 

In this chapter, implementation strategies and future research will be reviewed. 

 

6.1 Findings to be made 

Reviewing the discussions and learnings the following findings can be made: 

• The job profiles need to be updated regularly to support top performance.  

• Talent management is designed to improve subordinate performance but 
employers’ needs to be able to use relevant job profiles to determine 
subordinates’ shortfalls or development needs. 

• The middle management development programme should be updated or 
reviewed and used to align employees to support top performance.  

• For an organisation to be a learning organisation, the dissemination of 
knowledge and the drive to learn more should be fostered. 

• People differ and an organisation requires the group’s collective skills to 
contribute to the level of the group’s ability. 

• Through the design of the study the usage of skills could not be determined, 
only the awareness or mentioning of certain skills. 

• The top five performing utilities were not identified and evaluated to compare 
the sample’s performance to. Conducting the same interviews on five other 
utilities was not possible due to resource constraints. 

 

6.2 Strategy to be followed in implementing the fin dings 

After reviewing the current Eskom middle management development programme, 
more skills have been identified that are deemed important for middle 
management, based on recent literature that needs to be incorporated. This paper 
has also identified core and supportive skills that can be used to develop training 
material. As stated earlier in this study, knowledge of the skills does not lead to 
competency. A skill is real when relevant knowledge is combined with the ability to 
put that knowledge into practice in an effective manner. Therefore, training 
material needs to be developed to practise the implementation of these skills in the 
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workplace. The “practise” referred to requires identifying coaches who can ensure 
the correct skills are instilled. Further development may be required to find the 
correct coach and the student/learner to be aligned and assigned to each other to 
satisfy this requirement. 

Having identified the skills required for middle managers, talent management can 
be improved by focusing on actual skills. The Organisational Effectiveness and 
Organisational Development departments within the Human Relations department 
need to play a big role in determining these skills.  

Eskom’s Leadership Institute needs to review the MMDP to ensure the required 
skills are addressed through the programme or depending on the results obtained 
from the MMDP, a follow-up programme needs to be rolled out to address the 
skills not covered by the MMDP after consultation with the OE and OD 
departments. 

To reach a stage where the organisation wants to learn and share knowledge, 
Padaki (2002) is of the opinion that the correct people need to be recruited to aid 
organisational performance. Thereafter, management needs to create conditions 
where people “want to learn” and then “learn to learn”, as this will lead to 
continuous learning.  

This means that people with the correct attitude should be employed. 
Management need to create a working environment where people want to learn. 
This can be done when management act as transformational leaders by 
enthusiastically seeking knowledge and share learnings (Vera & Crossan, 2004). 
Making this study available to the Eskom fraternity by placing it in the Eskom 
library would also assist in knowledge-sharing. 

Leaders need to be competent in each skill area to increase effectiveness (Moore 
& Rudd, 2004). It is expected that the OE departments in an organisation like 
Eskom analyse the findings from this study and review their processes. Assessing 
people in their different working environments with their different job requirements 
needs to be evaluated before making recommendations to the organisation.  
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6.3 Further research to be undertaken 

Further research should entail determining what the actual skills level of middle 
managers of the current top five performing utilities is. This will provide a better 
comparison than what has been used in determining the current skills level cut-off. 
Furthermore, the skills utilisation achievement level will enable Eskom to compare 
itself to the top five performing utilities. 

Eskom can use this study and benefit from its findings by having a research study 
baselining the current middle management skills awareness within Eskom’s 
Generation Division, considering that the interviews have been conducted in 2012, 
the MMDP has been rolled out in 2012 and approximately 1 000 managers have 
gone through the training to date (Shand, 2015).  

A follow-up study needs to be undertaken to determine if the current MMDP has 
actually increased the level of skills awareness or not.  

 

  



 
78 

References 

Adair, J.E. (2007). Develop your leadership skills. 1st edition. United Kingdom, 

London: Kogan Page. 

Arnold, J. Zen leadership. (2011). 

http://www.blog.zenleadership.net/2011/04/alignment-comes-before-vision.html 

(Accessed 04/02/2014). 

Amah, E., Nwuche, C.A. & Chukuigwe, N. (2013). Result-oriented target setting 

and leading high performance teams. Industrial Engineering Letters, 3(9),  

pp. 47-59. 

Anderson, D. & Anderson, L.A. (2010). Beyond change management: How to 

achieve breakthrough results through conscious change leadership. 2nd edition. 

San Francisco: Pheiffer. 

Antai-Otong, D. (1999). Communication: Active listening at work. The American 

Journal of Nursing, 99(2), pp. 24L, 24P. 

Biga, A. (2007). Measuring diversity management skill: Development and 

validation of a situational judgment test. South Florida: College of Arts and 

Sciences, University of South Florida. 

BlessingWhite. (2013). Leading technical people. Elkridge, USA: GP Strategies. 

Boyce, C. & Neale, P. (2006). Conducting in depth interviews: A guide for 

designing and conducting in-depth interviews for evaluation input. Pathfinder 

International Tool Series Monitoring and Evaluation, 2 pp 1-16. 

Bull, P. (2001). State of the art: Nonverbal communication. The Psychologist, 

14(12) pp. 644-647. 

Burnes, B. (2004). Managing change: A strategic approach to organisation 

dynamics. 4th edition. London: Pitman Publishing. 

Businessdictionary.com. http://www.businessdictionary.com/definition.html 

(Accessed 10/07/2014). 



 
79 

Calantonea, R.J., Cavusgila, S.T. & Zhaob, Y.(2002). Learning orientation firm 

innovation capability and firm performance. Industrial Marketing Management, 31, 

pp. 515-524. 

Candy, R. (2009). Overview of Eskom’s system operator (National Control). 

Johannesburg: Eskom Holdings SOC (Pty) Ltd. 

Carpenter, A. & Murray, M. (2013). Interpersonal leadership skills for academics. 

http://www.itcarlow.ie/public/userfiles/files/Guide%20Interpersonal%20Leadership

%20Skills%20for%20Academics.pdf. Teaching and Learning Centre, Institute of 

Technology: Carlow. 

Cheese, P., Thomas, R.J. & Craig, E. (2008). The talent powered organization. 

Strategies for globalization, talent management and high performance. 1st edition. 

London, UK: Kogan Page Limited. 

David, S. & Mehta, A. (2013). Study of competency and leadership style in the 

Indian public sector: A case study. International Journal of Advanced Research in 

Computer Science and Management Studies, 1(5) pp 35-42. 

Davidz, H.L. (2006). Enabling systems thinking to accelerate the development of 

senior system engineers. Massachusetts: The Massachusetts Institute of 

Technology. 

Da Vinci. (2007). Management of People. Johannesburg: Da Vinci Institute. 

Da Vinci. (2010). Managing the Systems Way. Johannesburg: Da Vinci Institute. 

Denton, D.K. (1996). Four simple rules for leading change. Empowerment in 

organisations, 4(4) pp 5-9. 

De Villiers, W.A. The learning organisation: Validating a measuring instrument. 

Journal of Applied Business Research, 24(4), pp 11-22. 

(http://www.cluteinstitute.com/JABRMain.htm). Clute Institute for Academic 

Research. Pretoria: University of Pretoria, Department of Library Services. 



 
80 

Duncan, H. (2014). Project Smart ~ Exploring trends and developments in project 

management today. http://www.projectsmart.co.uk/smart-goals.html (Accessed 

04/03/2014). 

Eskom Human Resources Division. (2004a) Job description - manager 

engineering. Internal document. Signed by N. Masholi. Johannesburg: Eskom 

Holdings SOC (Pty) Ltd. 

Eskom Human Resources Division. (2010a). Performance management 

procedure. Internal document. Signed by V. Nyalungu. Johannesburg: Eskom 

Holdings SOC (Pty) Ltd. 

Eskom Human Resources Division. (2010b). Mentorship and coaching procedure. 

Internal document. Signed by L. Turner on 13 Oct 2010. Unique identifier 32-1025. 

Johannesburg, South Africa: Eskom Holdings SOC (Pty) Ltd. LTN formatted 

09.10.2010. 

Eskom Holdings SOC Limited. (2011a). Our purpose and vision. 

http://intranet.eskom.co.za/AboutEskom/Pages/Our_Purpose_and_Vision.aspx 

(Accessed 12/03/2011). 

Eskom Human Resources Division. (2011b). Signed by T. Dabula. Procedure for 

deployment - talent, succession and career management. Unique identifier  240-

42853883. Johannesburg, South Africa: Eskom Holdings SOC (Pty) Ltd. 

Eskom Human Resources Division. (2011c). Procedure for organisation 

management strategy. Internal document. Signed by J. du Plessis on 19 August 

2011. Unique identifier 240-42426940. Johannesburg: Eskom Holdings SOC (Pty) 

Ltd. EDC TR published 17.09.2012. 

Eskom Leadership Institute. (2011d). Eskom leadership atrategy. PowerPoint 

presentation. Johannesburg: Eskom Holdings SOC (Pty) Ltd. July 2011. 

Eskom, Holdings SOC (Pty) Ltd. (2012a). 

https://hyperwave.eskom.co.za/Eskom/Group%20Finance/Centres%20of%20Exce

llence/Enterprise%20Performance%20Management/EPM%20Reporting/Change%



 
81 

20Requests/Active/HR%20Analytics/Meeting/HR%20Performance%20Dashboard

%20Mar%202012.pptx;internal&version=1.0&df_name (Accessed 04/12/2014). 

Eskom Holdings SOC (Pty) Ltd. (2012b). Job description - manager maintenance 

technical support services. Internal document. Signed by W. Majola. 

Johannesburg: Eskom Holdings SOC (Pty) Ltd. 

Eskom. Leadership Institute. (2013). Eskom leadership strategy. PowerPoint 

presentation. Johannesburg: Eskom Holdings SOC (Pty) Ltd. November 2013. 

Eskom Holdings SOC (Pty) Ltd. (2014a). Eskom’s integrated report 2014. 

http://integratedreport.eskom.co.za/per-transform.php (Accessed 04/12/2014). 

Eskom Human Resources Department. (2014b). Recruitment of Manager-

Procurement. Job profile displayed. 

https://secapps.eskom.co.za/sites/Recruitment/Pages/Manager-Procurement-

X3.aspx (Accessed 07/03/2014). 

Eskom Human Resources Department. (2014c). Recruitment of Manager 

Operating Shifts. Job profile displayed. 

https://secapps.eskom.co.za/sites/Recruitment/Pages/Manager-Operating-Shifts-

X3.aspx (Accessed 22/10/2014). 

Fairholm, M.R. & Card, M. (2009). Perspectives of strategic thinking: From 

controlling chaos to embracing it. Journal of Management & Organization, 15(1), 

pp. 17-30. 

Gill, R. (2003). Change management or change leadership? Journal of Change 

Management, 3(4), pp. 307-318. 

Gold, J., Thorpe, R. & Mumford, A. (2010). Gower handbook of leadership and 

management development. 5th edition. Surrey: Gower Publishing Limited. 

Goleman, D. (1997). Beyond IQ: Developing the leadership competencies of 

emotional intelligence. Paper presented at the 2nd International Competency 

Conference: London, Oct 1997. 

Goleman, D. (1998). Working with emotional intelligence. New York: Bantam. 



 
82 

Grieve, K., Van Deventer, V. & Mojapelo-Batka, M. (2009). A student's A-Z of 

psychology. 6th edition. South Africa: Juta and Co. Ltd. 

Grové, A. (2008). Teamwork in 21st-century South African organisations: 

Understanding the expectations on multiple levels. Pretoria: University of Pretoria. 

Herd, A.M. & Russel, E.A. (2006). Tools and techniques, What ’ s in your toolbox? 

In Hernez-Broome, G. & Boyce, L.A. (Eds.), Advancing Executive Coaching: 

Setting the Course for Successful Leadership Coaching. London: Publishing 

House. pp. 101-134. 

How Do Leaders Create Alignment? http://michaelhyatt.com/how-do-leaders-

create-alignment.html (Accessed 03/04/2014). 

Hyatt, L., Hyatt, B. & Hyatt, J. (2007). Effective leadership through emotional 

maturity. Academic Leadership, 5(3), p. 3. 

Jimenéz-Jimenéz, D., Martínez-Costa, M. &l Sanz-Valle, R. (2014). Innovation, 

organizational learning orientation and reverse knowledge transfer in multinational 

companies. Electronic Journal of Knowledge Management, 12(1), pp. 47-55. 

Jurrius, L. (2015). Discussion around demographical data of Generation middle 

management. Johannesburg, 05 October 2015. 

Kammeyer-Mueller, J.D. & Judge, T.A. (2008). A quantitative review of mentoring 

research: Test of a model. Journal of Vocational Behaviour, 72(3), pp. 269-283. 

Kao, K. (2012). Why and when does mentoring work, the moderating effects on 

the mentoring functions-job satisfaction relationship. Unpublished Thesis. Texas, 

U.S.A.: University of Houston. 

Kesler, G. (2002). Why the leadership bench Never gets deeper: Ten insights 

about executive talent development. HR Planning Society Journal, 25(1), pp. 1-28. 

Kipp, M. (2005). Strategic leadership in permanent white-water. Handbook of 

Business Strategy, 6(1), pp. 163-170. 

Kotter's 8-Step change model. www.mindtools.com/pages/article/newPPM_82.htm 

(Accessed 31/01/2011). 



 
83 

Kottler, J. (1990). A force for change. How leadership differs from management. 

New York: The Free Press. 

Kram, K. (1985). Mentoring at work: Developmental relationships in organisational 

life. Glenview: Scott and Feoresman. 

Kriek, D. (2007). Creative problem-solving techniques for South African teams. 

Pretoria: Mindmuzik Media (Pty)Ltd. 

Leadership and Management. www.hcl.hut.fi (Accessed 16/07/2011). 

Leedy, P.D. & Ormrod, J.E. (2005). Practical research: Planning and design. 8th 

edition. New Jersey: Pearson Education. 

Leslie, J.B., Chanderasekar, A. & Barts, D. (2009). Leadership gap indicator, 

Greensbore, NC: Centre for Creative Leadership. 

Lindon, J. (2012). Understanding children's behaviour: 0-11 years. 1st edition . 

Oxon: Bookpoint Ltd. 

Lussier, R.N. & Achua, F.C. (2001). Leadership: theory, application and skill 

development. 4th ed. Ohio: South-Western College Pub.: Cengage Learning. 

Maslow’s hierarchy of needs. www.learning-theories.com/maslows-hierarchy-of-

needs.html (Accessed 19/01/2011). 

Mayer, J.D., Salovey, P. & Caruso, D.R. (1999). Models of emotional intelligence. 

Stemberg, R.J. (Ed.). Handbook of Intelligence. Cambridge, UK: Cambridge 

University Press. pp. 396-420. 

Mehrabian, A. (2009). Nonverbal communication. 3rd edition. Piscataway, New 

Jersey, U.S.A: Aldine Transaction. 

Meyer, D. & Page, C. (2005). Applied research design for business and 

management. Australia: McGraw-Hill. 

Mind tools, essential tools for an excellent career. 

www.mindtools.com/pages/article/newPPM_82.htm (Accessed 24/01/2011). 



 
84 

Moore, L.L. & Rudd, R.D. (2004). Leadership skills and competencies for 

extension directors and administrators. Journal of Agricultural Education, 45(3), 

pp. 22-33. 

Morreale, S. (2009). Competent and incompetent communication, 21st century 

communication: A reference handbook. Thousand Oaks, California: SAGE 

Publications, Inc. 

Mpofu, S. (2010). Strategic leadership challenges in the management of projects 

in the parastatals. Johannesburg: University of the Witwatersrand. 

Mukerjee, K. (2013). Customer‐oriented organizations: A framework for innovation. 

Journal of Business Strategy, 34(3), pp. 49-56. 

Mumford, M.D, Zaccaro, S.J., Connelly, M.S. & Marks, M. (2000). Leadership 

skills: Conclusions and future directions. Leadership Quarterly, 11(1), pp. 155-171. 

Mumford, T.V., Campion, M.A. & Morgeson, F.P. (2007). The leadership skills 

strataplex: Leadership skill requirements across organizational levels. The 

Leadership Quarterly, 18(1), pp. 154-166. 

Musson, R. & Cecic, I. (2004). Macroseismic survey in theory and practice. Natural 

Hazards, 31(1), pp. 39-61. 

Nahavandi, A. (2000). The art and science of leadership. Upper Saddle River, 

New Jersey: Prentice Hall. 

National Planning Commission. (2011). National Development Plan. 

www.gov.za/sites/www.gov.za/files/Executive%20Summary-NDP%202030%20-

%20Our%20future%20-%20make%20it%20work.pdf (Accessed 17/05/2012). 

Neuman, L. (2006). Social research methods: Qualitative and quantitative 

approaches. 6th edition. Boston: Allyn & Bacon. 

Organisational effectiveness. www.egyankosh.ac.in/ (Accessed 04/11/2010). 

Padaki, V. (2002). Making the organisation learn: Demystification and 

management action. Development in Aaction, 12(3 & 4), pp. 321-337. 



 
85 

Page, C. & Meyer, D. (2005). Applied research design for business and 

management. Australia: McGraw-Hill. 

Parahoo, K. (1997). Research design, principles, process. London: Macmillan. 

Pasmore, W. (2011). Developing a leadership strategy: A critical ingredient for 

organizational success. 

www.ccl.org/leadership/pdf/research/LeadershipStrategy.pdf (Accessed 

24/11/2012). 

Peleckis, K. (2013). Theoretical and practical problems of negotiating 

competencies development for business management students: Case of 

Lithuania. International Journal of Business and Social Science, 4(11), pp. 62-75. 

Perry, C. (2001). Case research in marketing. The Marketing Review, 1(1), pp. 

303-323. 

Peterson, T.O. & Peterson, C.M. (2012). What managerial leadership behaviours 

do student managerial leaders need? An empirical study of student organisational 

members. Journal of leadership Education, 11(1), pp. 104-119. 

Pettijohn, C.E., Rozell, E.J. & Newman, A. (2010). The relationship between 

emotional intelligence and customer orientation for pharmaceutical salespeople: A 

UK perspective. International Journal of Pharmaceutical and Healthcare 

Marketing, 4(1), pp. 21-39. 

Prasad, B. (2008). Centre of Social Science. 

www.css.ac.in/download/Content%20Analysis.%20A%20method%20of%20Social

%20Science%20Research.pdf (Accessed 24/11/2014). 

Project managers guide to systems thinking. www.projectsmart.co.uk/project-

managers-guide-to-systems-thinking-part-1.html (Accessed 08/09/2010). 

Project Management Institute. (2004). A guide to the project management book of 

knowledge. 3rd edition. USA: Four Campus Boulevard. 

Raghunandan, M., Ramgulam, N. & Raghunandan-Mohammed, K. (2012). 

Examining the behavioural aspects of budgeting with particular emphasis on public 



 
86 

sector/service budgets. International Journal of Business and Social Science, 

3(14), pp. 110-117. 

Ramachandran, S. (2013). The significance of organisational development. 

Middle-East Journal of Scientific Research, 16(12), pp. 1912-1914. 

Rashapuoa, L. (2000). The impact of change in Eskom's middle management. 

Johannesburg: Rand Afrikaans University. 

Reilly, R.R. & Reilly, G.P. (2009). Building business acumen. 

acumenlearning.com/.../reilly-building_business_acumen-hrwest1209.pdf 

(Accessed 12/11/2014). 

Research methods knowledge base. 

www.socialresearchmethods.net/kb/external.php (Accessed 17/11/2014). 

Results orientation. http://www.nrc-

cnrc.gc.ca/eng/careers/behavioural_competencies/management_results.html 

(Accessed 17/11/2015). 

Risk and relationship management. www.thompsonlaw.ca/pdf_folder/90diff.pdf 

(Accessed 17/03/2014). 

Rowe, W.G. (2001). The role of strategic leadership academy of management 

executive. Creating Wealth in Organisations, 15(1), pp. 81-94. 

Rowley, J. (2002). Using case studies in research. Management Research News, 

25(1), pp. 16-27. 

Scundra, T. (1992). Mentorship and career mobility: An empirical investigation. 

Journal of Organisational Behaviour, 13(2), pp. 169-174. 

Self-awareness and personal development. 

www.wright.edu/~scott.williams/LeaderLetter/selfawareness.htm (Accessed 

11/03/2014). 

Senge, P. (2006). The fifth discipline. Revised edition. London: Random House. 

Serto, S. (1997). Modern management. USA: Pretence Hall. 



 
87 

Shahmandi, E., Silong, A., Ismail, I., Samah, B. & Omar, Z. (2013). Structural 

equation modeling test for relationship between selected leadership competencies 

and effective academic leadership styles. World Applied Science Journal, 21(11), 

pp. 1566-1576. 

Shand, L. (2015). Interview with senior advisor: Supervisory and management 

development. Johannesburg, 28 August. 

Skills vs. competencies: What’s the difference? www.talentalign.com/skills-vs-

competencies-whats-the-difference/ (Accessed 16/10/2014). 

Skills you need: Helping you develop life skills. www.skillsyouneed.com/ps/self-

motivation.html (Accessed 17/03/2014). 

Son, J., Robb, T. & Charismiadji, I. (2011). Computer literacy and competency: A 

survey of Indonesian teachers of English as a foreign language. Computer-

Assisted Language Learning Electronic Journal, pp. 26-42. 

Sosik, J.J. & Jung, D.I. (2010). Full range leadership development. New York: 

Psychology Press. 

Systems thinking. www.pegasuscom.com/systems-thinking.html (Accessed 

08/09/2010). 

The project manager’s essential interpersonal skills. www.project-management-

prepcast.com/index.php/freetry-it/free-pmp-tips/pmp-exam-tips/324-pmp-exam-tip-

the-project-manager-s-essential-interpersonal-skills (Accessed 22/10/2014). 

The survey system. www.surveysystem.com/sscalc.htm (Accessed 18/08/2015). 

University of Wisconsin - Madison. (2014) Business acumen and strategy for 

managers. http://bus.wisc.edu/cped/courses-for-individuals/course-

finder/business-acumen-and-strategy-for-managers (Accessed 08/09/2014). 

Vera, D. & Crossan, M. (2004). Strategic leadership and organisational learning. 

Academy of Management Review, 29(2), pp. 222-240. 

Vermeulen, S. (1999). EQ emotional intelligence for everyone. Rivonia: Zebra 

Press. 



 
88 

Wageman, R., Nunes, D.A., Burruss, J.A. & Hackman, J.R. (2008). Senior 

leadership teams: What it takes to make them great. Boston: Harvard Business 

School Publishing. 

Wegner, T. (2002). Applied business statistics, methods and applications. 

Landsdowne: Juta Gariep (Pty) Ltd. 

Weiner, B. (2013). Human motivation. Los Angeles: Psychology Press. 

What is the expected skill-set of a contract manager? 

http://www.iaccm.com/iaccm-faq (Accessed 22/10/2014). 

Wilson, A., Lenssen, G. & Hind, P. (2006). Leadership qualities and management 

competencies for corporate responsibility. Brussels: European Academy of 

Business in Society. 

Wing, L. (2005). Leadership in high-performance teams: a model for superior team 

performance. Team Performance Management, 11(1), pp. 4-11. 

Yukl, G., Gordon, A. & Tabler, T. (2002). A hierarchical taxonomy of leadership 

behaviour: Integrating a half century of behaviour research. Journal of Leadership 

and Organizational Studies, 9(1), pp. 15-32.



 
89 

 

 

Appendices 

Appendix 1 - Interview mind map 

 



 
90 



 
91 

Appendix 2 - Geographical maps used in the study 



 
92 

 

Appendix 3 - Language editor report 

 

TO WHOM IT MAY CONCERN 

 

I, Yvonne Smuts, hereby declare that I have edited the dissertation of 

Stefanus Daniël Buys 

student number: 4823 

submitted in partial fulfilment of the requirements of the degree  

Master of Science in the Management of Technology and Innovation 

at the  

Da Vinci Institute for Technology Management, 

and that it adheres to the standard and level of quality set for such a 

text. 

 

Yours faithfully 

 

 

(Ms) Y Smuts      Date: 10 July 2016 

Accredited member of the South African Translators’ Institute. Membership number 1002242 
Member Prolingua 
Member Translators Panel Unisa 
 

 

 

chris
Highlight


