
Against the backdrop of the chronic, industry-wide skills shortage, the five specific strategic objectives of the group for 
2014 were to: (i) retain our engineers and surveyors; (ii) bring the company mentoring programme in-house; (iii) intensify 
our on-site skills training; (iv) replenish the pool of skilled employees joining the business; and (v) continue rolling out our 
diversity training programme. Our training budget was also increased to an all-time high of R38 million for the year. This 
review describes our progress tackling the specific objectives set for the period under review. For further information 
regarding our overall philosophy and approach to training and skills development, please see the ‘Our people’ section of 
our website.

Overall investment in skills development
Spend (R) 2014 2013 2012

Total 37 722 694 33 006 000 33 386 000

Total: black 26 035 254 22 779 185 20 119 308
Black management 10 268 340 8 559 790 9 472 096
Black female 5 274 390 3 546 667 3 000 728
Black female management 1 158 904 723 970 1 061 585

Overall investment in training: South Africa
2014 2013

Number of employees trained 2 909 3 589
Number of training initiatives 9 745 9 568

Average hours spent per employee (days)
24 hours 

3 
24 hours 

3
Average amount spent per employee (R) 12 968 9 302

During 2014, a total of 2 909 employees received, on average, three days (24 hours) of training at an average cost to the company of R12 
968 per employee. The total number of employees trained decreased from 3 589 in the previous year, but the average cost of the training 
provided increased from R9 302 to R12 968. These differences reflect the fact that training is provided on a rotational basis and it was the 
turn of more senior employees to receive training during the year under review.

Overall investment in training: Australia
2014 2013

Training investment (AUS$) 294 770 439 891

ENGINEER AND SURVEYOR RETENTION
Developing, rewarding and retaining our civil engineers and quantity surveyors is a top priority because there is a chronic, industry-wide 
shortage of these skills. Accordingly, we focused our efforts on: our Engineering Council of South Africa (ECSA) registration programme; 
the further development of the WBHO Academy; and providing enhanced mentoring by senior members of staff.

Through the ECSA registration programme, the importance of getting PR Eng candidates registered is emphasised and candidates 
receive assistance towards their certifications. Our qualified engineers are also registered as mentors with the ECSA.

ECSA Registrations 2014
ECSA registrations White female Female total African male White male Male total Grand total

Candidate engineer 1 1 1 12 13 14
Candidate engineering technician   1  1 1
Professional engineer technician   1  1 1
Professional engineer technologist   1  1 1
Professional engineer    9 9 9

Grand total 1 1 4 21 25 26

The WBHO Academy is an in-house programme that provides training and support to our engineers and quantity surveyors during their 
first few years with the company. The Academy provides training on, and exposure to, all aspects of the organisation and includes team 
building and soft skills training.

One of the key outcomes of the survey of our junior engineers was the need for enhanced mentoring and feedback. While this is an 
ongoing process, additional senior members of staff have been made available this year and participation in the programme has been 
extended from the first three years after graduation to the first five years.

We are also in the process of developing the WBHO Academy Level 2 and hope to have completed this during the next financial year.
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MENTORING
From a training and skills development perspective, one of our current strategic drives is to expose and share the knowledge within the 
organisation and between employees. This is reflected in the expansion and refinement of our mentoring programmes. This improvement 
has required bringing the programmes in-house and the transition away from the previous external service provider was undertaken 
successfully during the year. There are only three mentees left on an external programme at the time of reporting.

ON-SITE SKILLS TRAINING AND LEARNERSHIPS
At the start of each year, the divisional managing directors are asked to help us put together training plans for the year and to identify 
any areas and/or roles within their divisions that need particular support. The response for 2014 was the same as the previous year: to 
empower WBHO foremen and section leaders by providing them with Construction Education and Training Authority (CETA)-recognised 
training that leads to a formal qualification. As a result, we currently have 177 learnerships in progress, up from 162 in 2013.

2014
Learnership/apprenticeship Black male White male Black female White female Total

Construction roadworker – NQF 2 23 1 0 0 24
Construction foreman – NQF 2 3 0 0 0 3
Supervision of construction processes – NQF 4 51 32 14 0 97
Business administration learnership 10 0 13 1 24
Health and safety – NQF 3 0 0 6 0 6
Apprenticeships (diesel/electrician/welder) 18 5 0 0 23

Total 105 38 33 1 177

2013
Construction roadworker – NQF 2 5 1 0 0 6
Construction foreman – NQF 2 7 1 0 0 8
Supervision of construction processes – NQF 4 53 30 13 0 96
Business administration learnership 18 0 6 1 25
Health and safety – NQF 3 1 1 6 0 8
Apprenticeships (diesel/electrician/welder) 12 4 0 0 16

Total 96 37 25 1 159

Another big drive during the year was to up-skill our on-site labour and to make sure employees have competency certificates. This 
was focused on our Civil engineering division during the year, but will be rolled out to other divisions in the future. In 2014, most of the 
employees within the Civil engineering division were assessed and any gaps were addressed with targeted, specific training interventions.

WBHO also sent three employees to Stellenbosch to attend the Construction Management Programme (CMP) during the 2014 financial year.

BURSARIES
We recognise the importance of inducting skills into the business and replenishing the pool of skilled entry-level employees joining the 
company. We currently sponsor the studies of 29 Bachelor of Science students and 20 National Diploma students. We are also providing 
in-service experiential training to a further 69 National Diploma students.

Bursary spend (R) 2014 2013

Total bursary spend 5 335 088 3 254 429
Black bursary spend 3 523 766 1 962 759



Female Male Grand 
totalAfrican Coloured Indian White Total African Coloured Indian White Total

Bursary Students 2014
BSc engineers 2 0 0 1 3 2 3 1 12 18 21
BSc others 2 0 0 0 2 3 0 0 3 6 8
Engineers (Diploma) 3 2 0 1 6 5 2 1 6 14 20
Other (Degree) 3 0 0 0 3 1 0 0 2 3 6

10 2 0 2 14 11 5 2 23 41 55

Bursary students 2013
BSc engineers 4 0 0 2 6 7 2 1 12 22 28
BSc others 3 0 0 0 3 2 0 1 3 6 9
Engineers (Diploma) 3 5 0 0 8 7 3 0 10 20 28
Other (Degree) 2 0 2 2 6 1 0 0 5 6 12

12 5 2 4 23 17 5 2 30 54 77

We also continued with our Go for Gold scholarship programme in the Cape province during the year. This initiative is for scholars who 
show potential in mathematics and science and an interest in our industry. Once they have completed school, they undergo practical 
training before being considered for a further bursary.

DIVERSITY TRAINING
WBHO is currently using an external provider to conduct ‘Celebrating Diversity’ training for the company. During the year under review, a 
further 167 employees received training. This training intervention is an ongoing process.

Diversity training
Number of employees trained

2013 319
2014 167
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