Our transformation journey

Executive summary – 10 year progress and highlights
OWNERSHIP

10 year increase in black ownership

24.4% to 54.2%

10 year increase in black women ownership

3.5% to 21.6%

Akani
No of black employees issued shares in WBHO

4,006

Approx value of shares vested with black employees

R101.6m

Black empowerment partners share value vested

R73m

No of Akani bursary students

60

EMPLOYMENT EQUITY

Percentage increase in 10 years
Top Management

13% to 27%
black top management

1% to 7%
black female top management

Senior Management

13% to 39%
black senior management

0% to 5%
black female senior management

Middle Management

42% to 52%
black male middle management

6% to 14%
black female middle management

Junior Management

75% to 80%
black male junior management

2% to 8%
black female junior management

In 2018, black staff with degree or diploma, constitute 55% total staff compliment
4 year increase of black professional and candidate professionals registered

21 to 72

SKILLS DEVELOPMENT AND TRAINING
10 year spend on training black employees

R256.7m

10 year spend on black women employees

R38.3m

No of black learners over 10 years

1,666

No of black women learners over 10 years

412

No of black bursary students over 10 years

174

No of engineering school students trained over 10 years

657

No of HSE trained black employees over 10 years

9,648

PREFERENTIAL PROCUREMENT

Percentage increase in preferential procurement spend over 10 years
B-BBEE accredited companies
Black-owned Companies
EME and QSE Companies
Black Women-owned companies
ENTERPRISE DEVELOPMENT

% Spend Of Total Procurement

Spend last financial year

3.3% to 39.2%

R3.7bn

26.9% to 80.4%
3.0% to 39%

Spend value

R1.19bn
No of beneficiary black-owned companies
57

Spend value

No of beneficiary organisations

Education

R27.7m

62

HIV/AIDS

R10.9m

6

Healthcare

R1.1m

6

Housing

R1.6m

1

Sports Development

R4.4m

11

Community Care/ Assistance

R12.7m

51

Social Development, upliftment

R4.2m

13

General Welfare, & donations

R11.9m

TOTAL 10 YEAR SPEND

Categories supported

2

R3.4bn

0.05% to 12.8%

R181m

SOCIO-ECONOMIC INVESTMENT

R7.5bn

R74.8m

150 organisations

Background and introduction
by Group CEO, Mr Louwtjie Nel

For all our valued clients, stakeholders and staff at WBHO
In our previous edition of “The Road to Transformation”
we shared WBHO’s transformation journey from 2008 to
2013. In this publication we share with you our full 10-year
journey, illustrating that this extraordinary effort has now
borne fruit.
This publication is aligned with all elements of the

Construction Sector scorecard, detailing and describing
how these have been implemented. I am immensely
proud of the effort we have made to surpass the legislated
scorecard targets, showcasing the commitment of
our employees to make a difference to the overall
transformation journey of South Africa.
Construction companies compete in the public arena at
the lowest margins (and highest risk of all sectors). It is
therefore particularly encouraging to see that in a recent
survey of all JSE-listed companies, the highest levels of
transformation have taken place within the construction
companies. WBHO is exceptionally proud to have been
rated the second highest, most transformed of all listed
companies on the Johannesburg Stock Exchange in 2018.
Recently, our industry has seen a major contraction with
many competitors sadly closing their doors. This has a
far-reaching impact on communities, as this industry has
the ability to affect massive social impact. We employ
the highest percentage of unskilled workers of any
industry and work in remote areas with high levels of
unemployment. Furthermore, we are one of the highest
employers of the youth and our current percentage of
youth employed stands at 42%.
A review of our internal statistics has shown some truly
remarkable progress. Ten years ago we spent 3% of
our procurement spend on black-owned EME and QSE
companies whereas this year we exceeded 37% across
all divisions in the Group. This accomplishment surely
negates any lobbying from state-owned entities for
contracts to be broken into smaller pieces to cater for
smaller companies. A review of the tertiary qualifications
of management has shown that our black staff comprise
55% of all qualified staff, highlighting that our efforts
at mentoring and professional development have

Mr Louwtjie Nel

“There is no such thing as
‘a great company’, only a
collection of ‘great people’
working for a company”
succeeded. Four years ago we had 21 black staff
members registered as either candidates or full
professionals; this year the number increased to 72.
It is difficult for members of the public to truly
appreciate the impact that each of our projects has
on local communities. We have therefore highlighted
some of the social impact or transformation statistics
from a few projects within our different divisions. It is
thanks to our operational staff that these measures
are achieved.
I have long held the belief that there is no such thing
as “a great company”, only a collective of “great
people”. This publication is living proof of that. The
resounding success that we have achieved in a
relatively short space of time is due to the vision and
spirit of the leaders within WBHO.
I want to take this opportunity to thank each and
every one of you who has crossed our paths –
without your support this would not have been
possible and I am convinced that the road ahead
will lead to even greater heights!
Regards

Mr Louwtjie Nel’
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Our transformation journey

by Director Group Support Services, Ingrid Campbell
OUR TRANSFORMATION JOURNEY started more than
20 years ago and our previous publication “The Road
to Transformation” detailed a five-year snapshot of this
journey.
Since this publication, the Construction Sector Charter
set about aligning the Construction Codes to the
2013 Revised generic Codes, and we had to plan our
operations around a great deal of uncertainty; and in a
climate of increased political turmoil and unrest. It is a
true testament to our leadership that despite this, our
operational teams were not swayed in their efforts to
make a difference in every project we have undertaken.

people. It is difficult for people
who speed along a freeway or
admire a beautiful new building
to appreciate the impact that
this road or building has had on
the lives of the local people.
For this reason, we have
showcased some projects
in this publication with the
Ingrid Campbell
statistics showing some of the
benefits to the local community.
These are enclosed as “Project Spotlights”.

This publication details our achievements and strategy
under the main elements of the Construction Sector
Scorecard, and shows our 10-year improvement and
some interesting statistics within these measurement
elements.

We trust that anyone who subscribes to the concept that
B BBEE involves writing out cheques and ticking boxes,
will review this publication and appreciate that it has been
a long journey of belief and sustained effort. The results of
our considerable effort are reflected in this book.

Construction companies operate in some communities
with the greatest need, and have the unique ability
to employ a large percentage of youth and unskilled

Regards
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Ingrid

EMPOWERMENT
STATISTICS ON
WINBURG
5 Number of local EMEs
mentored

4 Number of local community
projects supported

3 Number of local SMMEs that
improved their CIDB Grading

R22m

Spend on womenowned subcontractors



27

A total of
different courses
were presented at the training
venue for local workers

R45m Spend on targeted
enterprises
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SOCIO-ECONOMIC INVESTMENT

EMPOWERMENT
STATISTICS ON
STATS SA
n R4.4m Spend on black

enterprise development business
from local community

n R1.143bn Spend on

BBBEE accredited companies

n R30m Spend on black joint
venture partners

n R5.1m Spend on black
enterprise development
companies

n R591m Black-owned
business spend

n R79m Spend on black

women-owned business from
local community

n R640,000 Spend on
training disabled people

n R320m Spend on black-

owned business from the local
community

n R15m Spend on black

women-owned joint venture
partners

n R262m Spend on black
small micro business

n R2.5m Spend on training
black people
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ELEMENT: OWNERSHIP
Akani Broad Based Share Incentive Scheme
As part of WBHO’s commitment to transformation in
South Africa the company introduced the Akani Broad
Based Incentive Share Scheme in October 2006, which
allocates shares to its South African employees with
more than five years’ service. These shares are then
utilised to earn WBHO shares based on the company’s
share price performance and dividend earnings over a
five-year period.
“Akani” is a Shangaan word meaning “to build”, and
since its inception the scheme has proven its worth,
helping to build an exceptionally beneficial relationship
between employee and employer. Annually, the shares
are handed out at award ceremonies across the country
together with longstanding service awards, giving
management and recipients the opportunity to interact
and celebrate together.
The WBHO share issue provides employees an
investment into the future with the annual dividend
income generated from the shares. Furthermore, as
the company grows the value of the shares increases
and provides an investment for retirement. The Akani

Akani Broad Based Incentive
Scheme rewards long-serving staff
Deon Makoba is a Trustee
for the Akani Broad Based
Incentive Scheme and is
instrumental in educating
salary and wage earners
on the mechanics of the
share scheme. Deon takes
it a step further, providing
advice on using payouts
and dividends to secure
Deon Makoba.
employees’ futures
through wise financial decision-making.
He visits WBHO sites to talk about the share scheme
including the deductions and taxes arising should
employees wish to sell their shares. The scheme
kicked off in 2006 when 2,500 employees initially
qualified for shares, which vest after a five-year
period. Wage employees receive 1,500 shares and
salaried staff 2,500 shares each. Employees have
three options once the shares have vested – sell
them for a lump sum, sell a portion of the shares or
retain them and receive a dividend payout in March
and October of each year. Shares can also be kept
once the employee leaves the company to help fund
retirement, and can also be transferred to family
members as a bequest.
“Initially we found that most of the staff chose to sell
their shares once they vested, but with education on
investment options and the long-term value of the
share scheme, we are heartened to see that more
staff hold on to their shares a lot longer, and in doing
so, earn dividends to supplement their salaries. The
value of the shares has also increased steadily over
the years,” he says.
For the company, the incentive scheme is
instrumental in retaining our pool of talent
by rewarding their long service and for their
contribution to WBHO’s success.

10
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ELEMENT: OWNERSHIP
Akani shareholders at WBHO

“Receiving Akani shares is
a great recognition for my
length of service and my
contribution to the company
over the years”

Johannes Mogale (63) joined WBHO
in 1982, some 37 years ago, as
– Johannes Mogale
a merchant clerk in the accounts
department. Three years later, the
Johannes got his share allocation letter
company recognised his potential
in 2006, the year the scheme began, and
and promoted him to a creditors
in 2011 his shares vested. “I’ve kept my
reconciler and he then went on
shares and receive dividends twice a year
to become a supervisor. After 20
which has helped me boost my salary and
years in the creditors department
meet unforeseen expenses. We are also
the company started to acquire
able to open a separate account and buy
computers and Johannes was asked
Johannes Mogale.
WBHO shares to increase our investment
to join the IT department charged with
in the company.
the responsibility of training staff in
WBHO systems at numerous branches both in South
“Receiving Akani shares is a great recognition for my
Africa and beyond. He was largely self-taught and had
length of service and my contribution to the company
to get to grips with software packages that were still
over the years. It signifies loyalty from both sides and
largely underdevelopment.
gives you a stake in the company’s success.
“In those early days the only way to provide training
and support was to visit the sites and each transaction
took up to 22 steps to complete so it was a challenge.
Our systems are now streamlined and we are able
to help the branches remotely through screen-share
software.”

“My advice to employees receiving shares is to plan
ahead and think twice before selling the shares once
they vest. The dividends help to increase your wealth
and if you do decide to sell, try to use the money
wisely,” he says.

OUR TRANSFORMATION JOURNEY
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Trust plans to use all unallocated dividends for the
benefit of its black employees and disadvantaged black
communities around South Africa.
On an annual basis the HR Department extracts a report
identifying those permanent employees who are eligible
for Akani shares, namely those who have a minimum
of five years’ service from 1 October in the year of
appointment with WBHO and who are at least 25 years
old and not older than 55. Once confirmed by all regional
MDs, 1,500 Akani shares are allocated to each qualifying
wage employee and 2,500 Akani shares are allocated to
each qualifying salary employee.
The 15-day volume weighted average WBHO share price
is used as the allocation price at the time
that the shares are issued. Allocation
letters are distributed to employees
normally between one to six months from
1 November of any financial year.
In recent years a roadshow has been
organised by the Company Secretarial
department to educate employees
about Akani and shares in general.
This initiative has had the support of
the regional MDs and has been well
attended by employees.
There are presently about 550
participants whose shares have not
vested in the scheme. About

12
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2,500 employees have benefited from the scheme
through vesting since its inception in 2006. Although
employees are encouraged to retain the shares after they
have vested for retirement purposes, this is not always
the case. Ultimately, however, even after they have been
cashed in, the shares play a pivotal role in positively
benefiting long-serving employees of the company.
In addition to the financial benefit of shares, the Akani
Broad-Based Incentive Share Scheme benefits our
employees in other ways as follows:
1. Akani Educational Roadshow
2. Akani Foundation Bursary Programme overview

ELEMENT: OWNERSHIP

“My advice for my colleagues
is to try retain their shares for
as long as possible and use
the dividend proceeds to
further their goals”

– Truman Mazibuko

Akani shareholders at WBHO
Truman Mazibuko (37), a wage earner
at WBHO, started his construction
career with the company in 2006 as
a shutter-hand. Since then he has
worked on numerous construction sites
around the country. During this time he
progressed from Grade 3 to Grade 1
and has completed in-house training.

“I plan to hold on to the balance of
shares and earn dividends to help
with wedding expenses. These extra

Truman, a father of two, received his
allocation letter in 2011 and in 2016
when his shares vested he sold half the
shares to help pay lobola. He retained
half his shares and receives dividends
which add to his earnings.

He agrees with Johannes and says
he would advise his colleagues to try
to retain their shares for
as long as possible and use the
dividend proceeds to further their
goals.

earnings have helped me plan for
my future and I feel recognised for
the contribution I make at WBHO
and hope to work for the company
for many years to come.

Truman Mazibuko.

OUR TRANSFORMATION JOURNEY
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Akani Broad Based Trust
1. Akani Educational Roadshow
Employees and their families benefit from an Akani
educational roadshow initiative
The Akani trustees agreed to fund a programme to
educate employees with regards to their children’s
education, including subject and career choices and
options for nonacademic children so that they can
become employable.
WBHO launched the initiative to help its employees’
children with study and career choices starting
at a young age. The company put together a
comprehensive booklet on study options translated
into number of languages including many of the
degree, diploma and V-Tec vocational options open
to them.
The content of the 25-page handout was the result of
extensive research and was mainly produced in-house.

Senior Site Clerk, Deon Makhoba, carried out the training
sessions.
The primary purpose of the Akani Educational Roadshow
was to assist and educate employees about the important
role that education plays and, by understanding the
education system, how they as parents could better assist
their children with future educational decisions.
The presentation also summarised all the important facts
and information from the handout booklet. Along with the
presentation, educational packs were given to all wage
employees, in their preferred language.
This enabled them to take valuable information that
they learnt from the presentation home to their family
to discuss. The booklet not only highlighted important
information about high school, but also provided
information about the different routes that can be taken
upon completion of high school, by incorporating
details such as government funding and bursaries,
the importance of Grade 11 varsity application and
benchmark testing, among other vital information.
The Akani Educational Roadshow started on Friday, 9
September and spanned a period of nine weeks. It was
initially rolled out to all building sites in Gauteng to see if it
would be well received and benefit the employees. After
the success in the building division, the company rolled
out the roadshow to the rest of the divisions and sites
around South Africa.

14
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SOCIO-ECONOMIC
ELEMENT:INVESTMENT
OWNERSHIP

Deon Makhoba presenting to WBHO
employees and their children.

“The feedback received from
all our sites was overwhelmingly
positive, with staff saying that
the presentation was well
delivered, the information was
not only interesting but highly
informative“

Deon visited 50 sites, travelled more than
5,000km and his effort resulted in 4,588
WBHO employees receiving this training
and information.

50 sites

4,588 WBHO
employees

5,000km

A lot of employees felt grateful for what was
developed, as most of them were taught
something new and were able to take that
knowledge home to assist their children
now and in the future. This feedback
highlighted the importance and necessity
of providing educational roadshows for
wage staff.

OUR TRANSFORMATION JOURNEY
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2. Akani Foundation Bursary Programme overview
In 2014, WBHO updated its Akani Foundation implementation
criteria to provide assistance for four-year degree and threeyear diploma courses to our wage employee’s children. The
funding required, amounting in excess of R16m from 2015
to 2021, came from share dividend accruals from the Akani
Broad Based Share Incentive Scheme.

SPOTLIGHT

Essentially employees are given information on the scheme
through various communication channels with ample time to
apply for subjects which meet the following criteria:
• One parent must be a permanent employee with a
minimum of five years’ service.
• One child per parent can benefit at any one time, as long
as the parent is in the employ of the company.

SPOTLIGHT
Lindy Nukeri and her brother Olly Nukeri
Lindy has worked as a cleaner at WBHO head office since
2007. She says her family fell on hard times and she was the
primary caregiver to her younger brother Olly. She heard about
the scheme in a meeting at work and encouraged Olly to apply
for a scholarship as he was post-matric but could not afford to
study. “I’m very grateful to WBHO for paying for Olly’s studies.
While he plans to continue with his studies, he currently has a
job in Tzaneen in Limpopo, but I always check the vacancies in
case a job comes up at WBHO,” she says.
Olly excelled in maths at school and received his WBHO
scholarship in 2016. He has just completed a BSc: Construction
Studies at Wits. He says he did a lot of research before
selecting a career in construction and chose it because he
finds it fascinating and likes the contribution construction plays
in transformation through job creation and the development
of infrastructure. He also likes to move around from site to site
and looks forward to a lifestyle of travel and exploration. Olly is
planning to do his Honour’s in quantity surveying and possibly
also construction management. He has completed vacation
work during his study breaks in Tzaneen on a pipeline and
building an office block in Sandton. “I’ve learnt a lot from Ethan
Schooling, the site engineer, especially about how to work with
concrete,” he says. Olly hopes to secure a position at WBHO
once his studies are complete, and, in his words: “learn from
the best”.
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Ishmail Mashebe.
Ishmail Mashebe and his daughter
Tsepang Reliance Mashebe
Ishmail is a long-serving shutter-hand and
general construction worker at WBHO,
having joined in 1987. He is extremely
enthusiastic about his time spent with
the company, and over the course of 31
years, worked on numerous projects.
Perhaps his most memorable was a year
spent in Mauritius building a casino in
1993, when he was exposed to a different
culture. He heard about the bursary
scheme in 2016 and immediately applied
for his daughter Tsepang to continue her
studies in IT at the Boston City Campus.
“She has always been good at working
with computers and got good results at
school. Knowing that her fees and books
are covered by the company has taken
a lot of pressure off me, especially with
three girls to support,” he says.
Tsepang is a lively and articulate student
in her final year and says she chose IT
as it offers many opportunities and is a
dynamic and ever-changing field. Says
Tsepang: “I am very happy to have
qualified for a bursary. A week after
applying I got the good news that I had
been accepted. I hope to work at WBHO
one day so I can put my skills to use in the
company.”

SPOTLIGHT

Frans Khoza and his son
Collen Khoza
Frans Khoza, currently working
as concrete-hand at a new
office block in Centurion,
Gauteng, first joined WBHO in
1995. He started as a welder,
but has now added new skills
to his repertoire and can
turn his hand to most jobs in
Frans Khoza.
construction. In a meeting
with his shop steward, he
first learned about the Akani education programme, and
successfully applied for his son Collen to do a Diploma in
Digital Music at Boston City Campus. He says he is happy
with Collen’s career choice and credits WBHO for making
this possible.

Nyakanyaka Piet Maleto and his son
Thapelo Ernold Maleto
Nyakanyaka initially worked at Shock and
Stocks as a painter before joining WBHO
in 2002 and now works as a Section
Leader supervising all activities on site.
Currently working on the N2 Coombs
roadworks project, he has also worked
on numerous road and dam projects. He
attended an educational workshop in his
area and heard about the scholarship/
bursary scheme. He put in an application
for his son, Thapelo and was successful
in securing a bursary for his son towards
a building diploma. Says Nyakanyaka:
“I’m very happy with Thapelo’s decision
to study and thrilled that WBHO is
covering his tuition fees and books as it
has allowed me to focus on other aspects
of my life such as renovating my home.
Thapelo is a good student and excelled at
school. I’m very proud of him.”

Collen has recently completed his first year studying Digital
Music at Boston City Campus. Says Collen: “I had two
very different options – music or accounting. My goal is to
manage my own music production company, so I may well
study accounting next.” He says he is very happy with his
career choice and the bursary has really helped him with
his studies.
• The selection will depend on the successful admission to the
tertiary institution and timely submission of documents.
• Failing in any bursary year will result in funding withdrawal.
The trustees meet to finalise the candidate selection using
weightings that favour factors such as the lowest income
group, matric results and the record of the parent employee’s
service. After assessment, the top 10 applicants are selected.
The aim is that in each intake year between 2015 and 2021,
five degree and five diploma qualifications sponsorships are
approved.

ELEMENT: OWNERSHIP

SPOTLIGHT

Thapelo is in his third year at UJ studying
toward his NDip: Building. While his first
choice was mining engineering, he was
drawn to the challenge of construction
and says that his bursary, which has
covered his fees and books in the last
two years, has helped a lot. Currently
doing vac work on a new building in
Rosebank, Gauteng, he is enthusiastic
about the reality of working on site. He
is keen to continue with his studies and
would eventually like to complete a BSc in
Construction Management.

As a rough average, each diploma student receives
approximately R80,000 worth in support each year and degree
students receive R150,000 per year.
On these pages we provide details of the scheme, and case
studies showcasing the insight of both parents and student
beneficiaries who have already, or are currently, benefiting
from the scheme.

Thapelo Ernold Maleto.
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EMPOWERMENT
STATISTICS ON
BALLITO JUNCTION
 2,502 Workers employed
 R8.1m Spend In local
community

 10 Community projects
supported

 R282m Spend on black owned
subcontractors

 R52.7m

Spend on black
owned small micro business

 R25.3m Spend on black
women- owned companies

ELEMENT: MANAGEMENT CONTROL
AND EMPLOYMENT EQUITY

These two areas of the transformation scorecard work
hand in hand with training to achieve a transformed
management structure. It is this area of our scorecard
that has proved to be the greatest challenge, but
also provides us with a future platform for succession
planning in the company.
In our last publication we discussed our submissions
to the Department of Labour for our Employment Equity
targets, and we were very satisfied on balance and were
achieving the correct growth. We have subsequently
submitted 2 more plans to the Department of Labour;
and at the time of writing the Employment Equity Act
changes are out for public comment.
In 2013 we could see that at senior level we missed
some of our aspirations, while at junior level our
achievements have far exceeded our expectations.
TOP MANAGEMENT FEMALE

Top Management Actual 2008

Top Management Actual 2010

Top Management Actual 2013 Top Management Actual 2016
Top Management Actual 2018
20
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The targets vs achievements in our previous three
Department of Labour plans have been extensively
reviewed, researched debated and reported on at exco,
divisional and main board level. The questions that we
have asked ourselves include:
“Were the targets too ambitious, buoyed by the 2010
world cup boom after which there was drop-off in new
projects? Have we put enough effort into finding and
developing future management? Do we change our
“develop from within” strategy and is there any other way
to accelerate the development of our future managers?
Is there indeed a shortage of experienced senior black
Engineers in circulation?
It is these questions that formed part of our
implementation strategy.
TOP MANAGEMENT MALE

Top Management Actual 2008 Top Management Actual 2010
Top Management Actual 2013 Top Management Actual 2016
Top Management Actual 2018

Senior Management Actual 2008 Senior Management Actual 2010
Senior Management Actual 2013 Senior Management Actual 2016
Senior Management Actual 2018

We are confident that, as a group, we have done
everything possible to change the demographics of our
management from junior levels upward. Our Bursary,
Training and Development Programmes have over the
past 10 years provided a remarkable pool of black talent.
There are several mitigating factors to consider with
respect to senior and top management demographics
that, according to the Department of Labour, should
mirror the economically active population:
1. Current education levels – Engineering is a scarce
skill – matriculants with the required math and science
skills required to become successful engineers are at
an all time low, with maths and science proficiencies in
South African pupils voted as the lowest in 148 countries.
The WBHO focus on educational and bursary
assistance is therefore crucial.

MIDDLE MANAGEMENT FEMALE

Middle Management Actual 2008 Middle Management Actual 2010
Middle Management Actual 2013 Middle Management Actual 2016
Middle Management Actual 2018

SENIOR MANAGEMENT MALE

Senior Management Actual 2008 Senior Management Actual 2010
Senior Management Actual 2013 Senior Management Actual 2016
Senior Management Actual 2018

2. Education can be fast-tracked but not experience,
and the wisdom that comes with experience
WBHO actively encourages the “old guard” of white
males in our business to engage in mentorship roles
before and after retiring, as our industry is undergoing
a skills crisis. The value of 40 years’ contracting
experience and skills cannot be “outsourced”. Our
succession plan takes into account the career path of
young black talent and retirement ages.
3. Gender equality will always be problematic in
contracting.

“A recent staff review
showed that of all WBHO staff
with a tertiary qualification,
(degree or diploma) 55% are
black staff”

MIDDLE MANAGEMENT MALE

Middle Management Actual 2008 Middle Management Actual 2010
Middle Management Actual 2013 Middle Management Actual 2016
Middle Management Actual 2018
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SENIOR MANAGEMENT FEMALE

JUNIOR MANAGEMENT FEMALE

Junior Management Actual 2008 Junior Management Actual 2010
Junior Management Actual 2013 Junior Management Actual 2016
Junior Management Actual 2018

THE IMPLEMENTATION OF EMPLOYMENT EQUITY
(EE)
Since the 2010 EE plan was submitted to the Department
of Labour, EE has been reviewed at every divisional
major meeting and at exco board meetings. Every
division has been challenged on a two-pronged
approach; the first being focus on internal training and
ensuring growth and promotion opportunities of our
current staff. A review of the bursary student percentage
split on racial and gender lines will show this emphasis.
The second approach was on the number of suitable
candidates interviewed by each department and division
to ensure that we find suitable candidates. The stats

“In 2014 WBHO had a total
of 21 black professionals and
candidates registered, and in
2018 this figure increased to 72”
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JUNIOR MANAGEMENT MALE

Junior Management Actual 2008 Junior Management Actual 2010
Junior Management Actual 2013 Junior Management Actual 2016
Junior Management Actual 2018

on the percentage of qualified staff at 55% black is
testament to this.
Our drive to mentor staff towards professional

registration has been a resounding success, recognising
that these staff are our current and future senior and top
management.
We are confident that all our divisions are meeting
this challenge and attempting to promote and recruit
black candidates. However, the recent contraction
in construction has meant that in divisions where the
number of new projects has dropped, there is no need

OUR SUCCESS
Although we have not achieved all the targets set
by the Department of Labour in all categories of
senior and top management, we are very proud to
have exceeded our forecast in junior and middle
management. This has been achieved with a
determined effort at site level to recognise the
potential in individuals, and to ensure that through
accelerated training and mentoring, they reach
management level. This dramatic increase in black
management at middle and junior management
levels is a very positive indicator for a future
balanced and representative management structure,
ensuring succession planning for years to come.
THE REALITY – OUR CONCLUSIONS
Our philosophy in WBHO is that people are our
greatest asset. We are so satisfied to finally see
a company where the demographics of South
Africa are mirrored at junior to senior management,
and know that our plans will lead to fruition at top
management.
We recognise that our industry relies on the

constraints of our national educational system. We
are attempting to address this by funding education
at school level and with tertiary bursary schemes,
but this is only a stepping stone to the growth of an
experienced engineer, to ensure that we stay the
construction company of choice. Our development
programme recognises that there is no short-cut,
or acceleration to top management – it is a cycle
of education, on-site experience, management
experience, personal growth and ultimately the
wisdom based on experience that is needed at top
management level.

ELEMENT: MANAGEMENT CONTROL AND EMPLOYMENT EQUITY

to recruit new employees as we have many talented
individuals growing into the positions that are
required for our growth.

Our top management have all had many years
experience within WBHO. During those years they
have had to prove their worth to their superiors,
our clients, their colleagues and teams of people
they lead. Our success is based on the fact that
we support each other in teams built out of mutual
respect, where every member of that team is valued.
All our excellent top and senior black managers
have followed this path to success and have earned
their rightful place based on their ability and their
worth.
We are very committed to the balance of gender
within WBHO, and are making every effort to
improve the ratio in this regard.

OUR TRANSFORMATION JOURNEY

23

EMPOWERMENT
STATISTICS ON
BRIDGE CITY
R198.7m Spend on black
joint venture partners 
R25.2m Spend on local labour
R173.6m Spend on black small
micro subcontractors

R6.3m Spend on training black

employees

R1.19m Spend on black

enterprise development companies
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WBHO Group Training
TRAINING INTRODUCTION
WBHO has the strategic objective of “Procurement and
Execution Excellence”.
To achieve this we need to live our motto: “Real
passionate people consistently delivering quality
solutions. A pleasure to work with”.
These are two very admirable goals to strive towards and
can only be achieved by an extremely talented, capable
and dedicated team of people. Further WBHO has the

reputation of, where possible, only promoting people
from within the organisation for all senior positions within
the company. All facets – including professional, technical and managerial development are – included in our
training programmes. This has resulted in an extremely
loyal and long-serving staff complement.
Our aim is the development of people and their careers,
equipping them for the future to ensure we continue the
company legacy. Hence the extreme importance that
WBHO places on the training and development of our
people, our most important asset.

10-YEAR BLACK TRAINING SPEND
NO OF BLACK
WOMEN LEARNERS

412
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NO OF BLACK
LEARNERS

1,666
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SPEND ON BLACK
WOMEN LEARNERS

R38m

SPEND ON BLACK
EMPLOYEES

R256m

WBHO regards training and the development of
our people as the cornerstone of our success and
engrained in the company culture for the longterm sustainability of our business. Our substantial
investment in tailored training programmes has
not only helped us exceed our employment equity
targets in junior and middle management, but also
resulted in a highly competent and skilled workforce.
We are now confident of an internal talent pool critical
to the sustainability of our company and from which
new leaders are emerging. Dictated by our training
policies, our multifaceted core and noncore training
programmes underpin real transformation within the
group.
WBHO GALVANISES MINDS
We believe that thorough and ongoing training is the
foundation of empowerment for our workforce and
we aim to foster an informed, knowledgeable and
dedicated workforce from which leaders can emerge
– from changehands at the site level to top engineers
and quantity surveyors.

“An amount in excess of
R454,000 was spent in the last
three years to pay off students,
outstanding fees”
To date this have proven to be true. Through informal and
formal training efforts, our commitment to training at all
levels over the past 10 years is the reason WBHO now
boasts commendable numbers of black junior and middle
managers, and improved gender representation at all levels.
WBHO starts much earlier than providing training for
students and employees. The company runs a number of
programmes aimed at developing children at school level –
especially in encouraging an interest in maths and science
– foundational subjects for the careers of tomorrow.
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TRAINING PHILOSOPHY

To foster this interest, children are invited to site to see the
practical implementation of studying theory towards a career
in engineering and construction. The sheer scale of our
projects make a career in this sector an exciting option for
young scholars.

WBHO bursary recruitment
Students wishing to apply for a bursary through
WBHO can find the application information on the
WBHO website which outlines the minimum criteria
and the process of how to apply.
WBHO posters are placed at select universities and
colleges with details of how to apply for a bursary
including the minimum qualifying criteria. Applications
are vetted, and degree and diploma students are
vetted and shortlisted by the training department.
Carefully selected WBHO directors form a panel
to interview students from certain universities.
Thereafter qualifying students receive a contract and
an induction session. In addition, students attend
effective reading and studying techniques training
courses to help them with their studies.

All costs, including fees, stationery,
accommodation, meals, tutoring, photocopies,
books plus a stipend are covered in the bursary.
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Spotlight on a successful intervention
WBHO university bursaries and student-to-student mentoring
Understanding how to motivate and assist junior colleagues
and the desire to assist in their success is a crucial
part of WBHO culture. It is our philosophy of “oneness”
and helping each other for the good of the whole that
is encapsulated in the Internal Support and Mentoring
programme for all recipients of a WBHO tertiary education
bursary.
The company has 40 years of contracting expertise to
draw from, and while some come from a highly academic
background, many of the most dynamic staff have other
critical attributes such as being a team player, thinking

“outside the box” and asking for assistance.
It can be overwhelming for new students to take on a
degree at university and gain work experience during
their holidays. It is a case of sink or swim and often
bursary students are underequipped to keep up with
the pace of lectures.
To take every effort in ensuring the continued success
of our bursary students we have put certain measures
in place to support them including “twinning” them
with a mentor a year ahead of them and assigning a
student foreman to coordinate and collect mentoring
reports. Mentors meet with
their charges twice a month for
an update and to discuss any
problem areas their mentees
may be experiencing. Mentors
often meet more often should
the need arise.
The mentor offers advice,
assistance and encouragement
to set up his mentee for
success, and the success of the
mentor is also recognised by
the company.
To further ensure that problems
are tackled as they arise, an
Operation Director is assigned
to each university and visits
students during the course
of the year for any problems
that remain unresolved by the
mentor, student foreman and
HR.
Mentees themselves in turn
become mentors to new bursary
students which is part of their
responsibilities as a recipient of
a WBHO bursary.
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MENTOR

taken on a “father figure” role supporting me through
the initial culture shock of arriving in Johannesburg
and trying to find my feet, especially in my first
semester, probably the toughest period in my life.
Coming from a small town in the Free State, I initially
felt I was falling behind and found the environment
confusing. After that I quickly adapted to university life
and now I have three mentees.”

Lesego Makgene (22) is a BSc Civil Engineer in his third
year at Wits. Originally from Sasolburg, Lesego initially
became interested in engineering when his science
teacher encouraged him to complete a project where
he produced electricity from gas and waste products
for Sasol TechoX, for which he received excellent
feedback. In his second year at Wits, he applied
for a WBHO bursary and after two interviews and a
psychometric test, was accepted onto the programme.
“I was intimidated at first to be interviewed by the
directors of such a well-known and large construction
firm. However, the directors were so friendly and
accommodating and I was able to demonstrate my
passion for engineering.

His generosity of spirit and enthusiasm make him
well suited to this role. Besides bi-monthly formalised
meetings with his charges, he is always available for
a phone call or coffee to help with projects and tests
and provide practical and emotional support. “I find
some of the new students become so focused on
excelling in one subject, that they sometimes neglect
others or become too stressed to be effective in their
studies. I give them advice to try take a more balanced
approach and seek support when they need it.”
Lesego has completed a number of vocational on-site
work experiences during his vocational work. He says
he has learnt that construction is not an 8-to-5 job.
Construction projects need to meet work schedules
and this means working long hours and night shifts to
get the work done.

“I was in a difficult position financially and the
bursary was heaven-sent. WBHO pays for my fees,
accommodation, food and stationery. The company has

“WBHO has been incredibly loyal to me in its support,
and I feel a deep sense of loyalty to the company in
return,” he says.
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Lesego Makgene

Umphe Phungo
Umphe Phungo (21), is a third year
Civil Engineering student, and one
of Lesego’s mentees. Hailing from
Limpopo, he developed a love for
technical drawing early on and knew
he wanted to be an engineer at an early
age. He applied for a bursary from
WBHO in his second year and is quick
to praise Lesego for his valuable input
and willingness to help.

me during the challenging time and
was willing to share his knowledge and
material such as old test papers and
projects he had completed.”
Umphe says he has really enjoyed his
vocational work and has been lucky
with his on-site mentors who have
explained processes such as how to
order concrete. “The teamwork at WBHO
is what makes the company great. You
are able to express yourself and ask
questions. This helps as a site can be a very stressful
environment.

MENTEE

“Lesego really wants us to do well and
pass our exams,” he says. “I arrived in Johannesburg
worried that it was not safe. I battled initially as I had
never been exposed to computers and had to start
from scratch learning software programmes that the
other students already knew well. Lesego really helped

“I’m very impressed by my mentor. Despite his own
workload he is always available to help,” he says.
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Shadrack Mothadi

Kholofelo Motsibi

Shadrack Mothadi (20)
is a second-year civil
engineering student
from Limpopo. His
interest in engineering
stems from growing up
in an area with no basic
infrastructure. At an
early age he watched
with fascination as a
2010 Soccer World
Cup stadium was built
in his area and was
filled with wonder trying to understand how buildings
are designed to stand the test of time.

EE

MENT

He excelled at technical drawing at secondary school,
and once he matriculated he enrolled at Wits to
pursue his dream of constructing roads and buildings.
In 2017, he successfully applied for a WBHO bursary
for his studies at Wits, and in early 2018 was assigned
a mentor from fourth year.
Says Shadrack: “My mentor has gone above and
beyond to help me. He has given me materials,
examples of projects and all tests he completed,
which helped me immensely. We all battle with time
management and he has helped me prioritise and
understand what is important when preparing for tests
and assignments. One of the best skills I have learned
is critical thinking and my confidence is growing every
day.
“I’m so looking forward to doing vocational work in
December which will be my first on-site experience.
Currently I’m leaning towards roads construction, but I
think once I gain exposure to different sites I will get a
better understanding of what my specialisation might
be. I’m also very interested in hydraulics and would
love to see this in action.”
He believes that having the support of his mentor
to discuss both academic and personal problems is
invaluable as a young student trying to find your feet
in a fast-paced university environment. “I’m proud to
be associated with a company such as WBHO which
is certainly one of the most successful construction
companies in the country and look forward to learning
from the best.”
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MENTOR
Kholofelo Motsibi (22) is a third-year Civil Engineering
student also from Wits. She is a mentor and works
closely with no her mentee Dawid. In Grade 9,
Kholofelo produced a model of a bridge in Limpopo
and was immediately hooked. After a year at Limpopo
University studying maths and science, she applied
for a WBHO bursary to enrol for an engineering
degree. She says her own mentor helped her
tremendously in her first two years of study.
One of the best pieces of advice she received was
to work at her own pace and tackle one thing at a
time. “Sometimes you want your work to be perfect
and this can lead to procrastination. This is when you
need guidance to move forward and meeting with
our student group at Wits has helped her overcome
obstacles and excel.
“I meet with Dawid at least twice a month and we go
through projects and I give him tips on what to look
out for in tests. Sometimes there is overlap, especially
when students are repeating a course from a previous
semester and we help each other catch up,” she says.
She says her vocational work has been invaluable in
seeing theory put into practice. “I was fortunate to see
the laying of the foundations for the Rosebank Link
project during my second year and develop practical
skills such as how columns are constructed.
“WBHO has also exposed us students to special
courses such as speed reading and time management
which has helped us all tremendously. Both at
university and on-site there is a big commitment
to mentorship and we all feel supported by fellow
students, and by our on-site mentors. You know that
there is always someone to provide guidance and
support,” she says.

WBHO enables professional registration
WBHO places an emphasis on employing people with
qualifications to maintain a high standard of production.
Many of our employees are newly qualified and have
come through our bursary programmes and in order
for them to receive professional status they need to
register with professional bodies The Engineering
Council of South Africa (ECSA) and The South African
Council for the Project and Construction Management
Professions (SACPCMP).

In order to help with professionalising our staff, we have
a comprehensive in-house programme to aid newly
qualified engineers and construction management
professionals register with the Councils. The processes
for registration are often complex and many candidates
are not adequately equipped or informed about the
processes required. WBHO has put systems in place to
ensure that applicants comply with the requirements of
the Councils.
ECSA is a statutory body and its primary role is the
regulation of the engineering profession in terms of
this Act. Its core functions are the accreditation of
engineering programmes, registration of persons as
professionals in specified categories and the regulation
of the practice of registered persons.
A database on the ECSA website, their database
shows that the current profile of registered engineering
professionals is not balanced in terms of gender and
race. There are about 34,000 registered professionals
on the ECSA database, of which more than 14,800
are registered professional engineers, that being
engineering professionals with a degree from a
recognised university. Of this total, females constitute
only 3%, while blacks comprise less than 12%.
The SACPCMP is a regulatory body that registers and
regulates the Project and Construction Management
Professionals and the purpose of registration with
the Council is to create an enabling environment
for the promotion, growth and transformation of
built environment management professions through
advocacy, research and best practice. The SACPCMP

provides accredited courses and road to
registration guidelines with related resources to
facilitate the professionalisation of the industry.
To comply with regulations and ensure that WBHO
professionals qualify with the requirements of
registration with the Councils, we provide our
employees with a “Road to Registration” log book
that maps out the steps they need to take. Our
in-house training assists our employees become
registered and comply with the requirements of
retaining membership as:
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Spotlight on a successful intervention

• Pr Eng, Pr Tech Eng, Pr Techni Eng, and Pr Cert
Eng,
• Pr CPM Professional Construction Project
Managers
• Pr Professional Construction Managers
• CM PR Construction Managers
• A further Council professional registration
includes construction health and safety at
various levels.
Breakdown of professional registration
demographics within WBHO:
2012 – Registered black
professionals and candidate
professionals =

33%

2018 – Registered black

professionals and candidate
professionals =

52.6%

In addition % increase of
black professionals

342%

Implementation over six years
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Spotlight on site engineer registered

Site engineer on track for professional registration

Thando Skaap, WBHO Site Engineer, received his
BSc in Civil Engineering at Wits in 2017, for which he
was awarded a bursary by the company. In addition to
financial assistance, he took on a number of in-house
training opportunities such as leadership skills, public
speaking and reading skills. He completed vocational
work on WBHO sites during his study breaks to expose
him to the nuts and bolts of construction.

Says Skaap: “I was given a taste of how the teams work
on construction sites and have developed a network
of peers in the industry while interacting with some
of the ‘great minds’ in the company. Vocational work
was mandatory for the completion of my degree and
included local experience as well as a stint in Ghana
on a tailing storage facility at Newmont Gold Mine, in
Ahafo.

He also attended a “Road to Registration” course offered
by SAICE which helps candidates navigate the complex
steps required to register as a professional engineer.
For each project, the Contracts Manager takes on
graduates and monitors their growth through quarterly
appraisals, tracking progress against the guidelines
in the logbook. These appraisals are an opportunity to
remediate areas of concern and for graduates to voice
any concerns.
Skaap gained varied and invaluable on-site experience.
This included working on the last six floors of the
PWC Tower, the tallest twisted building in Africa, and
assisting in the construction of staircases at 92 Rivonia
and walls for Rosebank Link, which he says taught him
many lessons.

WBHO foremen training delivers critical skills
A construction company the size of WBHO with numerous
divisions and subsidiaries employs hundreds of foremen.
The role that foremen play in ensuring the smooth
running of projects and safety in construction is critical; it
encompasses numerous skills for overall quality and timely
delivery. These are attributes on which WBHO has built a
solid reputation.

Managing Director of the Civils Division, Berto Smit, says:
“As with all the training programmes at WBHO, we take the
training of our foremen very seriously.
“Good foremen need to be competent in the technical side
of their job, maintain good control over their teams, have
organisational and planning skills, impart discipline and
ensure adherence to SHEQ standards and procedures,
among other tasks.
In addition to planning and supervising the teams for
which they are responsible, they communicate directly
with clients, subcontractors and suppliers so good
communication skills, a positive attitude and the ability to
make decisions are all part of the job.”
Divisional managing directors keep a master schedule of
foremen that lists all the training they have completed to
date. Each year they sit with their senior site managers to
32
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do a thorough assessment of all foremen under their watch.
This is to help identify those with the aptitude to take up
formal training and advance their careers.
Those selected for training by accredited training providers
such as Alusani or Tjeka are enrolled to receive an NQF
2 or NQF 4 qualification. The assessment also takes into
account those without the aptitude for an NQF qualification
to take less intensive courses.
The NQF course content is multifaceted and includes
technical skills such as how to draw up programmes and
calculate quantities for example, but also includes aspects
such as SHEQ training, and management and leadership
skills. During the duration of training, WBHO covers the
training fees, transport, food and other expenses.
“We choose training that goes beyond a mere attendance
certificate. Our foremen write an exam and undergo onsite assessments before receiving accredited certificates
that arm them with the knowledge and skills they need to
perform effectively.
“Often our foremen with these qualifications are able to
take up further responsibilities and gain experience in
managing more or bigger teams which puts them on a path
to furthering their careers,” says Berto.
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Intervention
WBHO Engineering School sets the industry standard
Even before the process of driving transformation
there has been major company focus on training, and
WBHO’s Engineering School uses best practice in
training delivery and course material.
Engineering graduates in senior positions who complete
the five-year in-house Engineering School programme
are widely recognised and regarded as leaders in
their fields. Those earmarked for the programme
demonstrate leadership potential and are considered by
management as the cream of the crop in terms of skills
and competence.
Training and Development Manager and course director
Sonette De Waal and the training committee work
closely with company directors to ensure alignment with
the group’s training objectives and vision. “Our training
is divided into three levels that cover material essential
to peak performance and technical expertise within
the company. Level 3 is a big jump ahead providing
intensive training in pre-plan and cost containment to
skills essential for management positions,” she says.
WBHO ENGINEERING SCHOOL COURSE LEVELS
Level 1 is aimed at inducting operational employees to
the policies, procedures, strategies, internal services,
culture and structure of the company. The course
material provides engineers, assistant site agents and
assistant quantity surveyors with a good understanding
of our company and drills down into the “C4” – core
construction and contracting competencies – such as
pouring concrete. An easily accessible internal WBHO
procedure manual, which includes video material, is a
wealth of information for operational employees.
Level 2 goes further and tackles technical training. It
also provides ad hoc training on problem solving and
presentation skills as well as managerial and leadership
skills. The module targets senior engineers, quantity
surveyors and site agents providing deeper insight into
peak performance required for career advancement.
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Thembinkosi (Victor) Ngcobo
With a national diploma in civil engineering,
Ngcobo worked for other construction companies
before joining WBHO and has since fulfilled a
number of senior on-site roles for major contracts
including high-value road and bridge rehabilitation
projects.
He developed a love for engineering and
construction at an early age and especially for
leaving a landmark in the world. “Construction
is a field that not only provides job creation but
delivers something tangible for society.”
Enthusiastic about his participation in Level 2 and
3, he says that WBHO directors shared valuable
insights into dealing with the substantial risk
associated with construction and how to mitigate
cost implications through effective planning.
In addition to managing big on-site teams for
road reconstruction projects, Ngcobo is currently
studying water engineering. “With water being
a big investment in construction, it is extremely
important to plan for re-usable water usage in
advance, and to manage the risk associated with
water shortages.”
He believes that there are many training
opportunities within the company for employees at
all levels to advance their career path.
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Zusakhe (Jomo) Mahonono
Zusakhe Mahonono holds a BSc in Construction
Management from the (now) Nelson Mandela
University in East London where he was vice
chair of the Construction Management Students
Society. His leadership qualities were recognised
by WBHO who provided him with on-site vacation
work during his final year. He is now in charge of
managing various SMMEs selected for enterprise
development projects in the Eastern Cape,
managing tenders and providing mentorship.
He was nominated for modules 2 and 3 of the
Engineering School as well as an MDP through
Stellenbosch University. An active participant in
numerous projects in the Eastern Cape including
Settler’s Hospital and various projects within the
Coega Industrial Zone, he has learned many
new skills that assist him in managing the tender
process including maintaining subcontractor
databases, providing SMMEs with help in
processing claims and ensuring compliance with
health and safety codes.
“There was a lot of in- depth knowledge in Level
3 and we were exposed to CCS software that
helps us deliver pre-plan models including the
tender process methodology, how to manage
subcontractors and cut costs in a short time period.
The material covering leadership and marketing
was also eye-opening.
“I appreciate every training opportunity that comes
my way in this highly competitive industry and
welcome the chance to develop my skills and take
on new roles and responsibilities.”
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Level 3 is a week-long intensive course focusing on
pre-plan and cost to completion. It includes material on
people management, managerial and leadership skills,
and the importance of responsibility and accountability.
Senior site agents, quantity surveyors and contract
managers are exposed to our directors’ wealth of
knowledge and experience gained over the years in
running a site successfully. Company directors deliver
many of the lectures of an extremely high standard and
ensure that course material is relevant to our on-site
engineering requirements. The week culminates in
student presentations of pre-plan and cost containment
models developed in a short time frame to the managing
directors of the various divisions.
One of the most beneficial outcomes of the Engineering
School is that it provides students with a network of
directors, senior managers and peers throughout
the company with whom to share information and

ERVIEW

Gideon Lesia
A qualified civil engineer, Lesia was
attracted to WBHO because of the
company’s success and reputation for
having great systems, such as health and
safety, as second-nature for all employees.

He has many years’ experience working for
other contractors and ran his own business
for a number of years. As a recent graduate
of the Engineering School he is enthusiastic
about his exposure to the company’s
culture and values.
Besides the many “soft skills” he acquired
on the course, he says: “What stood out for
me is the pricing model and cost system
and how it integrates into the bigger
picture. It puts you in a position to do your
job by numbers with excellent control
measures so that you can monitor your
performance.”

collaborate in problem-solving going forward. Those
who make the grade complete various tests and receive
evaluations and a “Road to Registration” book which
charts their performance.
MANAGEMENT DEVELOPMENT PROGRAMME
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MDP INT

He emphasises that WBHO has a culture
of “oneness” and the directors go out of
their way to make you feel accommodated
and provide aid in a nonjudgemental way.
“As you receive ongoing training from
WBHO your performance improves which
is a favourable outcome for the company’s
growth as well as mine.”
Lesia was also chosen to complete an MDP
and in his time at WBHO has worked on the
Fine Ash Dam 6 for Sasol in Secunda and
at the Klipspruit Mine Extension in Ogies.

Many of the graduates receive WBHO bursaries to
complete a Management Development Programme
(MDP) which equips participants to effectively implement
strategic objectives, identify opportunities through
innovation, and build management and leadership
capabilities. It provides an opportunity for middle
managers or individuals who have the potential to
manage others to develop their social and cultural
awareness and intelligence. It is specifically aimed at
site agents, senior site agents, quantity surveyors and
senior quantity surveyors.
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EMPOWERMENT
STATISTICS ON
NEWTOWN
JUNCTION
nR
 35.4m Spend on black
woman- owned joint venture
partners

n7
 62 Number of local labour
employed on site

n5
 07 Number of local women
and youth employed on site

nR
 5.9m Spend on local labour
nR
 40.7m Spend on small
micro business

nR
 64m Spend on woman and
youth-owned business

nR
 245m Spend on local
companies
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WBHO plant training
WBHO plant training develops a skills pipeline to address
the employment equity ratio and people development
also enhances the quality of service to our stakeholders
and ultimately benefits the industry in its entirety.
WBHO Plant undertakes the following Plant Training
programmes:

EARTHMOVING EQUIPMENT MECHANIC
(EEM) APPRENTICESHIP
Potential EEM apprentices are sourced through various
channels and interviewed by our directors and senior
management, after which they spend three to six
months in our base workshop where they are closely
monitored on their technical aptitude and behavioural
characteristics.
Once selected, they are registered with MerSETA
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for the duration of the training contract until they
successfully pass the trade test and qualify. Over a
four-year period, the apprentices are exposed to onsite workshop training and theoretical training through
our service provider – FEZAMAX. During this time, they
receive on-site training and site-based OEM exposure
at companies such as Barloworld Equipment where
they are introduced to the main components of plant
equipment. WBHO Plant has trained 45 apprentices to
date.

QUALIFIED BY EXPERIENCE (QBE)
QBEs mechanics have vast practical experience gained
over numerous years working for WBHO, but no valid
qualifications to support the expertise. They receive
training on the same basis as EEM apprentices with an
emphasis on enhancing their theoretical knowledge.
WBHO Plant has trained 24 QBEs to date.

OPERATOR MANAGEMENT

Plant equipment technology is continuously advancing
and mechanics need to keep pace with updated
product knowledge. Through partnerships with our
OEMs, such as Barloworld Equipment and Mercedes,
we provide a channel of product-specific training for
artisans to align quality workmanship to our OEM’s
standards in order to prolong the life of our plant
equipment.

Operator training and compliance forms a crucial part
of our business and aligns to legislation, safety policies
as well as the CETA/TETA accreditation requirements.
Selected employees are put through training to achieve
the National Qualification: Occupationally Directed
Education and Training (ODETDP). WBHO Plant is
now an accredited training provider through the CETA
for Construction Plant Operations to train, assess and
certify its operators.

GRADUATE PLANT MANAGEMENT
PROGRAMME
This programme builds a management skills
pipeline to comply with WBHO Plant Employment
Equity and to introduce mechanical engineers
into management. We source engineers for the
programme both internally and externally. Students
complete the apprenticeship programme and qualify
as mechanics with technical skills enhancement
and administrative and management training. Each
candidate is assigned a coach and mentor throughout
the programme. WBHO Plant has trained six plant
managers to date.

Our operator assessors and moderators have
maintained 100% legal compliance and have trained
approximately 1,200 operators through ongoing training
and development. We source operators at the start of
new projects, and they are trained to the standard of
legal compliance for the duration of that project.
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ARTISAN SKILLS DEVELOPMENT

SERVICE CREW TRAINING
The WBHO Plant Technical and Service Crew team
is at the front line of preventative maintenance and
receive ongoing training by our internal technical
training team to meet an OEM’s standards of ensuring
quality service at our plant.
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Safety, Health, Environment and Quality
training
On-site training provides training measures for
employees who work at heights and how to ensure the
proper procedures for the use of scaffolding, building
materials and rigging and slinging. The correct use of
power tools and hand tools is also covered.
Daily talks cover specific safety issues for shutter-hands
and concrete-hands, and generic information pertinent
to maintaining a high standard of Safety, Health,
Environment and Quality (SHEQ) standards on site.
TOOLBOX TALKS
WBHO has formalised “toolbox talks” where foremen
gather their teams before the day’s work begins to brief
them on the tasks ahead and ensure they have the
correct tools for the job and understand the safety risks.
In addition to SHEQ awareness, this forum is useful for
imparting knowledge on employment equity and other
issues.

Training in safety and health, environment and quality
management is integral to the Group’s mission to
become the best construction company in southern
Africa.
SAFETY AND HEALTH TRAINING
Safety training is mandatory for both workmen and
managers at WBHO. The training department, along
with safety officers on site, delivery health and safety
courses that include legal liability, firefighting, first aid,
fall protection, scaffold erections, health and safety
representatives, rigging, working at heights, traffic
management, formwork and support work, plant and
machinery operator and auditors courses.
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This flow of information and knowledge improves the
safety and health within the communities in which we
work, especially as we try to employ as many local
people as possible. We firmly believe that after working
the “WBHO way”, we leave behind communities that
are empowered with greater knowledge on a range of
topics such as HIV/Aids, the environment and safety.
OHS PROFESSIONAL REGISTRATION
Our Occupational Health and Safety (OHS) personnel
have applied for registration with the South African
Council for Project and Construction Management
Professions, with the majority of applicants having
achieved registration. The majority of training done
was under WBHO skills development and further OHS
training was provided for management.
In FY2018 we tripled the number of employees
who attended safety training interventions to 1,839

MANAGEMENT SAFETY TRAINING
WBHO management require knowledge on legal
and contractual issues as well as health rules
and regulations. Our training includes incident
investigation, legal liability, construction regulations
and SHEQ regulations. Training includes a safety
management course, hazard identification and risk
assessment of between one and three days through
accredited training providers.
Management graduates receive a certificate of
competence on completion before returning to site
and regular refresher courses are scheduled every
few years to keep pace with changes in safety
legislation requirements.
Management is offered field-specific training
to comply with the requirements of Continual
Professional Development (CPD) to maintain their
professional registration as outlined in the Routes
to Registration article on
page 31. Over the past
nine years, all senior staff
have had to comply with
the company’s compulsory
training and evaluation
requirements introduced
as part of the Group
Competition Law Training.

requirements of ISO 140001:2015 and new system
documents was completed with all employees who
implement the environmental management systems
(EMS) on site. Updates on compliance obligations
and systems documents are done annually.
Awareness campaigns this year were focused on
waste management and sourcing of water.
QUALITY MANAGEMENT TRAINING
Following the revision of the ISO:9001 standard, all
employees from the assurance team were formally
trained on the new standard. All employees are
being trained in the new QMS on site and at formal
engineers’ training engagements. In FY2018,
training was focused on senior management’s
accountability towards quality, with a specific
focus on quality requirements, management
responsibilities, continuous improvement and
client quality assurance. Training and assistance
with the implementation of Quality Management
Systems was also provided to our Enterprise
Development and Voluntary Rebuild Programme
(VRP) companies. Motheo Construction, one of
our enterprise development companies, is in the
process of developing and implementing a new
QMS.
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employees, up from the 596 trained in FY2017. At an
average spend per employee amounting to R1,359
in FY 2018, 92% of trainees were from designated
groups, which was up from 67% in FY2017 at an
average spend of R800 per employee.

ENVIRONMENTAL
TRAINING
Environmental training
is completed through
Inductions and Toolbox
Talks at site level. These
are designed to be sitespecific to discuss the
environmental aspects
and risks relevant to the
project. Training for the
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EMPOWERMENT
STATISTICS ON
BEVISS ROAD
nR
 298.8m Spend on black
joint venture partners

nR
 11.2m Spend on local labour
investment

nR
 298m Spend on black small
micro business

nR
 7.9m Spend on training local
black employees

nR
 1.4m Spend on black-owned

enterprise development companies

PROGRAMME OVERVIEW

WBHO has invested a substantial amount in enterprise
development in the past 10 years, with almost
R181m spent on Enterprise Development (ED)
beneficiaries.
After more than 40 years in business, WBHO has
developed specific departments with a wealth of
intellectual property that is passed on to ED companies
via the mentors assigned to them by their ED champions
during the course of their development. Apart from the
core competency of contracting, these include quality,
safety, environmental, insurance, tendering, accounting,
HR and preferential procurement systems.
The Construction Sector Charter Council set the
benchmark and standard in the implementation of
enterprise development that has subsequently been
introduced in generic and some sector codes. During the
alignment negotiation for the revised construction sector
codes, the deviations from generic codes were made
having a healthy understanding of the needs of emerging
contractors. The generic codes did not recognise “large”
companies as benefiting from enterprise development,
while in construction we recognise that a company with a
R50m turnover requires assistance in implementing many
aspects of contracting. In addition we ensured that the
“early payment” of emerging contractors is adhered to, as
cash flow is an ongoing challenge.

44

OUR TRANSFORMATION JOURNEY

Total enterprise
development spend

R180,994,898

Enterprise development is mandatory in assisting small
black-owned businesses to develop into sustainable
industry players. For WBHO, enterprise development is
much more than a mandatory exercise. We recognise
that as a key player in our sector, it is our responsibility
to help build a sustainable ecosystem for both the
economic wellbeing of our country, and much-needed
growth in our industry.
We note that the survival of new companies depends
entirely on cash flow and, sadly, many folded after the
2010 Soccer World Cup boom, when certain
state-owned enterprises (SOEs) prescribed in
their construction contracts that companies be
developed during the course of their projects,
with no consideration of their long-term
sustainability. Even our larger QSEs suffered due
to liquidation of their main contractors. We have
subsequently assisted in financing these debts
to keep them going. In recent years, even larger
companies are suffering the effects of stagnant
growth in our sector. Sadly the downward
contraction in our industry has seen many large
established contractors close their doors, and
with them a dearth of small subcontractors who
are owed money.

Behind every ED success story there is a WBHO
Champion who has invested enormous time and
energy with absolutely no financial compensation, but
a genuine desire to see up-and-coming companies
succeed. We have also realised that although our
young and dynamic engineers are more than willing
to give their time, ED is the perfect platform for a new
generation to engage with our older retired engineers
who have a wealth of knowledge and wisdom to
impart.
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WBHO lessons learnt from our Enterprise
Development Programme

Enterprise development benefits both the
benefactor and the beneficiaries and our
relationships with a diverse range of companies
that have grown as a result of our interventions
and systems are a major asset in maintaining
WBHO’s high standards. Many of our
beneficiaries have gone from subcontractors to
valuable joint venture partners and play a role
in securing our hard-won reputation and the
respect of our clients.
We consider our ED Champions as the “unsung
heroes” in WBHO – they willingly take on this
responsibility in addition to their own very
onerous project responsibilities.

OUR TRANSFORMATION JOURNEY

45

ELEMENT: ENTERPRISE AND
SUPPLIER DEVELOPMENT

WBHO Enterprise Development exceeds
all expectations
Background and Principles
At WBHO our team has honed a highly effective
model for sustainable enterprise development (ED),
drawing on experience gained from more than 46
years in the industry. Over the past 10 years, helping
SMMEs find their feet has been a major focus for our
company.
Unfortunately, many start-ups fail in the first three
years. Through our analysis of why small companies
fail to thrive, we have developed programmes and
measures that address commonly encountered
challenges on the road to sustainable growth. With a
particular focus on black-owned and black womenowned entities, our ED interventions have contributed
to the growth of nearly 57 small enterprises over the
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past decade. This results in substantial positive knockon effects and contributes to overall job creation and
economic growth in our sector.
WBHO’s ED Programme has been developed to:

• Provide support and mentor developing contractors
in the construction industry on the road to become
independent and sustainable
• Use simple and user-friendly methodologies and
systems that can be sustainably managed
• Formalise the mentoring process tangible and
measurable support
• Deliver an auditable paper trail on the development of
each entity in order to ensure improved sustainability
and individual benefit, with development of the entire
entity – including the company and its employees – as
a core focus.

Our approach to investment in enterprise development
is hands on. We pair our best people in various
disciplines such as finance or project management
with those tasked with the same functions within our
SMMEs to help guide, coach and mentor them in
performing their functions effectively. In this way we
know they are learning and gaining insights from the
best minds within WBHO. We also sponsor training
interventions by external subject experts to provide
targeted training specific to the requirements and
challenges faced by SMMEs.
The aim of WBHO’s ED Programme is to develop
the beneficiary to achieve independent operational
capacity at its maximum potential level. The ED model
is designed to ensure that the support which WBHO
provides to the developing organisation is slowly
withdrawn in an agreed and structured way, leaving
a company that can stand on its own two feet and
succeed in the future.
Continuity of work is crucial for the sustained growth
of the beneficiary company, and it is therefore ideal
if our relationship is long term, ensuring that the
developing contractor has a continuous workflow
from WBHO to facilitate growth with on-site guidance.
This provides the ideal opportunity for the ED
beneficiary to gain exposure to and experience in the
construction industry.
WBHO Construction’s formalised Policy Document

on Supplier Development outlines approved criteria
for the selection of emerging enterprises, and the
approved guidelines for programme implementation.
The roles and responsibilities of both WBHO and the
beneficiary, and the implementation process, are
outlined in the policy document.
WBHO staff are assigned with specific
responsibilities:
Supplier Champions
Every developing company is allocated a carefullyselected Supplier Champion who ensures that the
programme is successfully executed according
to group policy guidelines and implementation
procedures. Supplier Champions are selected based
on their sincere desire to be part of the growth and
development of the companies to which they are
assigned.
Facilitators
WBHO also allocates staff to act as facilitators,
responsible for supplying clarity regarding the rules of
the supplier development policy and implementation,
as well as the gathering of all paperwork and the
record of evidence required for the scorecard audit.
Candidate selection
Our ED programme goes beyond entry level
contractors as defined by the CIDB. We also nurture
companies that are involved in support industries to
construction. They are selected based on their track
record and potential for growth. These companies
could include plant hire or catering companies.
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Analysis of what an SMME needs to thrive
is carried out to establish exactly which areas of the
business require assistance. These may include:
• Improving technical competence relevant to the
required level of operation
• Developing contract management skills and
systems
• Developing tendering abilities and capacity
• Improving financial management skills and
increasing financial capacity
• Developing human resource management
• Ensuring legal compliance in operations
• Improving communication with stakeholders
• How to undertake marketing and defining a target
market
• Improving business management skills and
undertaking business planning
• Overall increased experience and capacity

The qualifying criteria for beneficiary companies
include:
• At least 51% black-owned
• Total annual revenue for the latest completed
financial period of the candidate does not exceed
30% of the measured entity’s total revenue for the
assessed period
• SARS compliant and WBHO cannot hold more than
20% equity in the developing company
• Engaged in activities related to the construction
industry and have completed at least one project
successfully
• Have worked with WBHO on at least one project or
currently contracted to WBHO
• Geographically mobile
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• Employ at least three permanent employees
• Management has a realistic perception of the
construction industry
• Capacity for ownership continuity in the future, and key
employees have the potential and willingness to grow
• Are not on any other supplier development programme
with other organisations
• Are in possession of a sworn affidavit or valid BBBEE
certificate, particularly on the date of entering the
agreement
• Enters into a written agreement signed by the
measured entity and the qualifying beneficiary entity.

• Investment
• Loans
• Guarantees given or security provided
• Credit facilities made available
• Grant contributions
• Assistance with direct costs incurred
• Assistance with overhead costs
• Preferential credit terms granted
• Preferential terms negotiated with suppliers
• Contributions made towards the settlement of the cost of
services relating to the operational or financial capacity
• Discounts given in relation to the acquisition and
maintenance costs for franchisees, license, agency and
The ED beneficiary is formally accepted onto the
distribution, or other similar business rights
programme during a kick-off meeting, when the policies • The creation or development of new projects promoting
and procedures are outlined, and the beneficiary and
beneficiation
Supplier Champion’s responsibilities outlined and
• Facilitating access to credit
understood. This is formalised by the signing of a
• The provision of seed or development capital
memorandum of understanding.
• Provision of training or mentoring by suitably qualified
entities or individuals to increase their operational or
Implementation and ongoing support
financial capacity
• Payments made to third parties to perform supplier
Ongoing interaction between the Supplier Champion and development on the ED beneficiary’s behalf.
the developing organisation is crucial to the success of
the programme. Monthly meetings are held to assess
When the ED beneficiary is operating independently
any problems and progress made, and annual needs
and sustainably, WBHO’s support is slowly withdrawn
analysis and resource allocation reviews are carried out. throughout the levels of development, in an agreed and
Supplier development contributions to qualifying
structured way.
beneficiaries may include:
Continuity of work is
crucial for the sustained
growth of the developing
organisation. It is therefore
ideal if the relationship
between WBHO and the
developing organisation
is a long term one, so that
the developing contractor
has a continuous workflow
to facilitate growth with
on-site guidance with
WBHO. This on-site
relationship provides the
ideal opportunity for the
developing organisation
to gain exposure and
experience in the
construction industry.
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EMPOWERMENT
STATISTICS ON
ANDERSON ROAD
R
 123.1m Spend on black joint
venture partners

 R18.7m Spend on local labour
R
 127.6m Spend on black small
micro business

R
 4.5m Spend on training
black employees

 R56.6m Spend on black owned
enterprise development companies

Listing of Enterprise Development Companies
ED Company

Division

Champion

Grading

Capacity

L& N Phakathi

R&E

Sanjeev Ishwarlall

EME

Sub

CBNT Construction

R&E

Frank Stahlhut

EME

Sub

Hire to Haul

R&E

Frank Stahlhut

EME

Sub

Muntu Jikilele Civils and Maintenance

R&E

Sanjeev Ishwarlall

EME

Sub

Sivonile

KZN R&E

Basil Schmidt

EME

Sub

Sfundo

KZN R&E

Basil Schmidt

EME

Sub

Zenzeleni

KZN R&E

Basil Schmidt

EME

Sub

Lerisani

KZN R&E

Basil Schmidt

EME

Sub

Jonprop

KZN R&E

Basil Schmidt

EME

Sub

Isikhwele

KZN R&E

Basil Schmidt

EME

Sub

Ijubantonto

KZN R&E

Basil Schmidt

EME

Sub

Cyprum

KZN R&E

Basil Schmidt

EME

Sub

Bay Point

KZN R&E

Basil Schmidt

EME

Sub

Sifiso

KZN R&E

Balan Naicker

EME

Sub

Rainbow

Building North

Louwtjie Nel

Generic

Simunye

Eastern Cape

Denis Bean

EME

Sub

Max T

KZN Building

Balan Naicker

EME

Sub

GCB

Plant

Simon Woodward

EME

Supply

Tsepudi

Plant

Simon Woodward

EME

Supply

Sinako

Plant

Simon Woodward

EME

Supply

Shikani

KZN R&E

Wantz Klopper

EME

Sub

APK

KZN R&E

Wantz Klopper

EME to QSE

Sub

Hire to Haul

KZN R&E

Wantz Klopper

QSE

Supply

R Legae

Civils

Berto Smit

EME

Sub

Mlilo

Plant

Simon Woodward

EME

Sub

Peter Harley construction

Cape

Nick Mckinnely

EME

Sub

Ratehang

Plant

Simon Woodward

EME

Sub

MMK

Roadspan

Marreleen Coetsee

EME

Supply

Munasi

R&E SA

Conradt Meyer

EME

Sub

Pro Khaya

Eastern Cape

Arnie Van Jaarsveldt

QSE to Generic

JV

Thermaire

Building North

Lance Cohen

Generic

Supply

Bustque

Services

Andrew Breckenridge

EME

Supply

FiKile

Civils

Ian Wier

Large

Supply

Vaal Readymix

R&E SA

Eugene Gibhard

QSE to Generic

Supply

Bankuna

Civils

Ian Wier

QSE to Generic

Supply

Lakeshore

KZN Building

Balan Naicker

QSE

Supply

SaRili

R&E SA

Bill Bodington

QSE to Generic

Supply

Airfield Maintenance Contractors

R&E SA

Conradt Meyer

EME

Sub

MRTP

R&E SA

Cobus Robbertse

QSE

Jv

Tsepudi

Plant

Simon Woodward

EME

Sub

R Legae

Civils

Berto Smit

EME

Sub

Bankuna

Civils

Ian Wier

QSE to Generic

Supply

Thekwane

R&E SA

Cobus Robbertse

EME

Sub

Thekwane

R&E SA

Cobus Robbertse

QSE

JV

Airfield Maintenance Contractors

R&E SA

Conradt Meyer

EME

Sub

Enza

Building North

Wolfgang Neff

Generic

JV

FiKile

Civils

Ian Wier

Generic

JV

Lakeshore

KZN Building

Balan Naicker

QSE

Supply

Pro Khaya

Eastern Cape

Deon De Beer

Generic

JV

LFP

Pipeline

Kobus Myburgh

QSE

JV

Munasi

R&E SA

Conradt Meyer

QSE

Sub

Thermaire

Building North

Lance Cohen

Generic

Supply
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2

3

4

5

6

Division

Champion

Grading

Capacity

Enza

Building North

Wolfgang Neff

Generic

JV

Munasi

R&E SA

Conradt Meyer

EME

Sub

Airfield Maintenance Contractors

R&E SA

Conradt Meyer

QSE

Sub

Kalam

Western Cape

Alton Watson

QSE

Sub

Pro Khaya

Eastern Cape

Charlene Robb

Generic

JV

Lakeshore

KZN

Balan Naicker

QSE

JV

Majozi

KZN

Kalwyn Ramiah

EME

JV

Thekwane

R&E SA

Cobus Robbertse

QSE

JV

LFP Trading

Pipelines

Kobus Myburg

EME

Sub

Mavati

KZN

Frank Stahlhut

EME

Sub

Victory Tickets

KZN

Frank Stahlhut

EME

Sub

Izubusiso

KZN

Frank Stahlhut

EME

Sub

Fikile

Civils

Ian Weir

Generic

JV

Oro Projects

Civils

Berto Smit

QSE

JV

Thodi Developers

Building North

Francois Du Plessis

QSE

Sub

Airfield Maintenance Contractors

R&E SA

Conradt Meyer

QSE

Sub

Kalam

Western Cape

Alwyn Arendse

QSE

Sub

Pro Khaya

Eastern Cape

Adele Scholts

Generic

JV

Lakeshore

KZN

Kalwyn Ramiah

QSE

JV

Majozi

KZN

Kalwyn Ramiah

EME

JV

Thekwane

R&E SA

Cobus Robbertse

QSE

JV

Lubocon

R&E SA

Chris Ryninks

Generic

Sub

Mavati

KZN

Frank Stahlhut

EME

Sub

Victory Ticket

KZN

Frank Stahlhut

EME

Sub

Izubisiso

KZN

Frank Stahlhut

EME

Sub

Fikile

Civils

Ian Weir

Generic

JV

Oro Projects

Civils

Berto Smit

Generic

Sub

Majegu

Civils

Kobus Olwagen

QSE

Sub

Thodi Developers

Building North

Francois Du Plessis

QSE

JV

Octon

Building North

Leon Oosthuizen

Generic

JV

Airfield Maintenance Contractors

R&E SA

Conradt Meyer

QSE

Sub

Thekwane

R&E SA

Sarel Van Der Walt

Generic

Sub

Lubocon

R&E SA

Chris Ryninks

Generic

JV

New Roads Construction

R&E SA

Jaco Annandale

QSE

JV

Safety Scaff

Cape

Shane Philips

QSE

JV

Bouvest

Cape

Alwyn Arendse

QSE

Sub

Pro Khaya

Eastern Cape

Jomo Mahonono

Generic

Sub

LKT Building

Eastern Cape

Jomo Mahonono

EME

Sub

Lakeshore

KZN

Kalwyn Ramiah

Generic

Sub

Majozi

KZN

Kalwyn Ramiah

EME

Sub

Pandev

KZN

Kalwyn Ramiah

Generic

JV

Sher-con

Roadspan

Steve Harrison

EME

Sub

Victory Ticket

KZN

Frank Stahlhut

EME

Sub

Mavati

KZN

Frank Stahlhut

EME

Sub

Izubusiso

KZN

Frank Stahlhut

EME

Sub
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ED Company
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SPOTLIGHT ENTERPRISE
DEVELOPMENT SUCCESS

Thekwane continues its exponential growth
Paul Zikhali is the CEO of Thekwane Engineering and
Construction, a diversified construction company with
services spanning civil works, building construction
and domestic installations and part of the Thekwane
Group. Thekwane’s head office is in Durban, but they
have an established presence in seven provinces.
Paul’s background is in engineering, ICT and Business
Process Management. He has been responsible for
the implementation of systems and the establishment
of a project management framework to drive the
selection and execution of projects at enterprise level.
He has more than 20 years, management experience
in varying disciplines in various industries.
In 2008 he established Thekwane Holdings.
Thekwane started working on subcontractor work
in 2011 and by 2013 it was increasingly taking on
bigger projects. “At the time we were battling with
our systems in Project Management, HR to Finance
to match the growth of the enterprise. It had been
a challenge keeping up the right skills-base with
our growth, and although fairly competent, our
engineers were young and relatively inexperienced.
I approached WBHO’s ED Programme in 2012 when
it became evident that Thekwane as an organisation
was in need of guidance and WBHO’s mentorship
was poised to provide the much-needed support.”

“WBHO helped us to upskill
our staff through training and
mentorship and put me on
an eight-month MBA-type
management training”
“WBHO helped us to upskill our staff through
training and mentorship and put me on an eightmonth MBA-type management training course
that covered the entire spectrum of running a
construction company. “After I graduated in 2013,
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we got our first key project from WBHO at Mooi
River where we installed pipeline valve chambers
on a water pipeline. Thereafter we entered into JV
partnerships initially as a 10% partner in the project
and later, as our capacity grew, as a 20% partner
and this is still growing based on the increase in our
organisational capacity.”
Thekwane has worked on numerous major projects
with WBHO across the country including building
bridges in Smithfield, BRT infrastructure and Transnet
infrastructure in Saldanha.
The company has grown from a modest small
enterprise before the WBHO ED programme to a
medium-sized entity. “We are now growing the work on
projects that we are doing outside of the work we do in
partnerships with WBHO.
“Our staff complement also grew from 20 to 68
permanent employees and we employ an additional
100 people on our projects on various locations
based on the duration of the project. In terms of
employing project staff, in this industry, your trackrecord is paramount. Testing knowledge and practical
assessments is vital. Luckily we have an excellent
human resource manager who is diligent in doing
reference checks so our standard of work is high.
He points out that due to the rise and fall of
opportunities being part of the nature of the industry,

As the company has grown, it has also invested in
a substantial amount of plant. “For example, for a
project in Klipspruit, we have added five tipper trucks,
a grader and an excavator to our plant. WBHO helped
us in terms of knowledge in how to invest in plant and
adequate levels of capitalisation for our size of entity
and, thus avoiding the risks of overcapitalising. They
have also helped with finance options, how to invest
and most importantly, in developing our systems as
we have grown. In addition, WBHO takes care of
guarantees and organises insurance for us.”

“Five years ago we did not
need the level of sophistication
in terms of systems that we
now need and it has been
invaluable to be able to get
WBHO’s advice from the
directors to the plant staff.
They are always willing to give
advice and guidance.”
Some of the systems that WBHO has provided
support is keeping track with the changing
BBBEE codes, recording expenditure and
drawing up contracts. “Our core strength
has increased considerably and we can now
compete for major tenders. Soon we will get
our Level 8 rating and increase our work in
the private and public sectors in line with our
strategy to increase our footprint under our
own steam.
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which is closely linked to the changes in the economy,
the greatest challenge is to not grow beyond your
capacity. “This is a key challenge of management
as you do not want to be in the position of having
resources you can’t cater for during the low points,
especially when an economic downturn means the
reduction of project/work opportunities,” he says.

the skills-set we need for construction processes
to support the building of concrete structures.
As the government is planning massive road and
infrastructure projects, Thekwane is currently looking
at a number of opportunities in various provinces.”
The company now has to comply with all areas of the
scorecard to maintain the current BBBEE level, and
WBHO assists Thekwane to implement systems for
its own ED Programme as well as corporate social
investment, skills development and preferential
procurement. “We have established a good
relationship with local BBBEE suppliers and we have a
database of skilled people in the communities we have
worked with before to draw on,” says Paul.
“The great thing about WBHO is how accessible and
available they are with the provision of assistance to
the ED companies. I can pick up the phone and call
our ED Champion or even other key management
personnel in specific disciplines for advice. If we have a
problem with a contractual issue, we can speak to their
commercial director or if we are battling with a specific
construction issue on site we can call a production
director. They help us consider options when we are
battling with various challenges within the construction
environment.
“It has been a huge learning curve for us, but when it
comes to enterprise development or helping us with the
development of our systems and our people, WBHO
has consistently been committed to ensure that we
achieve growth targets we set out in our contract.
In due course Thekwane will be quite competitive
and a force to be reckoned with in the industry,”
concludes Paul.

“We are carving out a niche for ourselves
and trying out new things now that we have
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SPOTLIGHT ENTERPRISE
DEVELOPMENT SUCCESS

WBHO backs dynamic duo behind
Majozi Brothers Construction
A chance phone call between Simphiwe, who had
started a small business doing building renovations in
the townships, and Sihle, who went from selling CocaCola on Durban’s beaches and had just completed his
first commission making window frames for a house,
sparked a partnership destined to be a huge success.
When WBHO Managing Director KZN Craig Jessop read
an article about Majozi Brothers Construction in a local
Durban newspaper, he asked to meet the managing
partners Simphiwe Majozi and Sihle Ndlela. He was
highly impressed – not just with their story, but their
ingenuity, enthusiasm and drive.
Sihle and Simphiwe, both still in their 20s, have an
incredible story to tell about their often-torturous route
to success which was littered with a number of failed
businesses. Jessop recognised pure grit, business
savvy, professionalism and a can-do attitude that lets
nothing stand in its way.
How it started
Both men were bitten by the entrepreneurship bug at
an early age and started finding ways to make money in
junior school. Ndlela says he battled with dyslexia and
dropped out of a BCom. He ended up peddling CocaCola and ice-cream from a trolley on Durban’s beaches.

Majozi Brothers Construction partners Sihle Ndlele
and Simphiwe Majozi.
were no black construction companies building
properties in Umlazi, where his grandmother’s house
was located.
When by chance Sihle made a cold call to Simphiwe,
the two recognised a shared passion and approach to
business and they joined forces.

With just R500, Sihle printed business cards and some
flyers and got his first commission to make aluminium
windows. He headed off to the hardware store to buy
aluminium strips. With no transport he had to get two guys
to help him carry the strips for kilometres to his home.

They started just after the 2010 industry boom, but
decided to take a different route. “When I saw a gap in
the middle-class black market I questioned why black
entrepreneurs were not taking up the opportunity. We
started catering to this market, adding a room or two to
houses and jazzing them up. We made sure our branded
boards were prominently displayed outside our projects.
After that clients started to trust us and we began to
construct decent-sized houses,” says Sihle.

Majozi Brothers founder Simphiwe found that his
parents did not support his wish to study business
science and enrolled him in a maritime career. He
returned after visiting 10 countries aboard a ship and
asked his father if he could take over his sideline
business in ceiling construction. He noticed that there

One day they made their way to Hillcrest, an upmarket
suburb in Durban. They saw a new housing development
and called the supervisor over and asked him if there
was a chance he could get them permission to build a
house on one of the plots. The supervisor laughed them
off and said they would never be allowed to build there,
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At the time of relating their story to Jessop, the
company did not qualify for the WBHO Enterprise
Development (ED) programme at the time, Jessop
continued to monitor its growth. Some two years later
he called the partners again and invited them to come
and meet with exco at the WBHO headquarters in
Durban. The regulatory environment had changed and
this time WBHO offered to mentor the Majozi Brothers
and provide them with office space under the ED
programme.
Sihle smiles at the memory of having an office for the
first time. “We got all dressed up and turned up at the
office for a week. Most of the time we just sat at our
desks looking at each other. Then we decided we were
getting nothing done, put on our jeans and went back
to site,” he says.
But it wasn’t long before the partners started employing
office staff and putting systems in place to pave the
way for their expansion. One thing they both did well
was to approach other companies and speak to them
to learn about the pitfalls and how to get ahead.
WBHO asked them to be partners on the R500m
Gateway Theatre of Shopping renovation as part of the
30% JV share for smaller companies. Other projects
followed and WBHO helped them through skills transfer
and on-the-job training for their staff and then their cut
teeth in a new market.

“WBHO asked us to be partners
on the R500m Gateway Theatre
of Shopping renovation as part
of the 30% JV share for smaller
companies”
The partners are firm believers in building a solid brand
and from the start they set about investing in a strong
brand presence that reflects their ethos, and the quality
and reliability they deliver. This included branded cars
and bakkies and clothes. “Essentially we projected the
image of the company we were determined to become.
Through spending on advertising and establishing
media contacts, the company started to get attention
in the press, the word got out and we were invited to
tender. We worked out we have received about R2m
worth of free press through public relations and media
interest. We have been featured in Forbes’ 30 under
30 and numerous other high-profile magazines, which
lends much credibility and confidence in us,” says
Simphiwe.
Majozi Brothers Construction now employs 52 people,
has six branded vehicles, two tipper trucks, two TLBs
and makes an annual turnover of R19m. They have
participated in numerous JVs with WBHO and have
found many new construction opportunities, and are
currently looking to establish a presence in Gauteng.
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and nobody would trust such young and inexperienced
builders. Undeterred, Sihle and Simphiwe found a
nurse and policeman with money to invest and the four
of them bought a plot. After lengthy negotiations with
the body corporate, they were given permission to build
a house on the site and after that, reports Sihle, other
plot owners contracted them to build their houses. They
sold their show house and used the profits to buy new
properties to develop.

While now they prefer to remain lean and nimble,
the foundation provided by WBHO has set them on
the path to realising their ambition to be the biggest
property group in South Africa.

What really sets the partners apart is their ability to
overcome the mental barriers that prevent many people
from starting their own business. “Most corporate giants
started life as small companies like ours, by people
who had to learn as they went, just like we did. There
is also a myth that in order to make money, you need
to have money and this is what prevents young people
from venturing into business,” says Simphiwe.
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EMPOWERMENT
STATISTICS ON
KLIPSPRUIT
R3.8m Spend on training on local
labour

R190m Spend on black-owned

suppliers

R29m

Spend on black womenowned suppliers

R35.6m Spend on EMEs
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ELEMENT: PREFERENTIAL
PROCUREMENT
Masterminds: Developers of BLU
Preferential Procurement Programme.

Nick Barnes

Russell Adams

Preferential procurement can be defined as the
“transfer of equal responsibility” element of the
BBBEE scorecard, where WBHO ensures that the
hard work in achieving a good scorecard is equally
embraced by all the suppliers and subcontractors
that we engage with. This is an excellent tool for
ensuring that “follow through” happens throughout
our industry. In other words, we have set a very high
transformation standard for ourselves so why would
we engage with noncompliant suppliers, who by
their scorecard have demonstrated that they do not
prescribe to the same value set?
Way back in 2007 we recognised the importance of
the accurate tracking and forecasting of preferential
procurement. The most important aspect of this
is to ensure that we know exactly which suppliers
to engage with at all levels of the company prior
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to contracting with them. This is done by doing
a forecast on each project, followed by monthly
tracking reports.
Using the King Shaka Airport contract as a pilot
project, we designed, developed and tested
our own in-house computer system on “BLU”
that was linked to our ordering and accounting
system to forecast, track and measure preferential
procurement. The project proposals to the
forecasting system were done by Russell Adams,
who developed his own innovative programme
using Excel, and he then worked with our IT
engineer, Nick Barnes to ensure that the BLU
system was accurately implemented.
The resounding success of the King Shaka Airport
initiative is detailed next as a case study, and the
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lessons learnt have been implemented within every
division in our group. We have since documented
guidelines when engaging with suppliers and
subcontractors at tender stage, standard subcontract
agreements and supplier agreements that include
BBBEE ratings.
Our ordering system is flagged to alert management
of any order being placed with a non-B-BBEE
compliant supplier, and every project executes
a formalised forecast of preferential procurement
spend that they are measured on. Our transformation
department has a full-time clerk who verifies all
scorecards prior to loading them and scanning them
onto our BLU system. On-site managers all over the
country now have the ability to view each scorecard
prior to engaging with suppliers, as and when they
like. Each divisional MD is sent a monthly report of the
preferential procurement spend, and a listing of any

noncompliant suppliers being used or suppliers used
with expired scorecards.
The BLU system has required regular updating with
the advent of revised generic codes of 2013, and
the various subsequent sector codes, in particular
the amended construction sector codes gazette in
December 2017. The measurement principles and
recognition levels vary from sector to sector and in
some sectors affidavits are accepted, while their
black percentages scorecards are required. When
the draft revised construction codes were gazetted
in October 2016 for public comment, WBHO
changed the BLU programme to measure all the
proposed requirements of the new codes, so that
these could be measured in the 2016-17 financial
year. We were thus able to be measured on the
amended construction sector codes when they were
finally gazetted.
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Review of progress over 10 years
The change in procurement spend by all tendering and operational divisions can be seen in the incredible
improvement in all areas of spend over a 10-year period.

BBBEE accredited companies
10-year spend on BBBEE accredited companies
as a percentage of Total Measured spend
100%
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80.4%
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Our spend in this category has grown steadily
with an increase to 80.4% from 2008 to 2018.

EME and QSE companies
10-year spend on black EME & QSE companies as a
percentage of total measured spend
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Between 2008 and 2018 our spend on exempted micro
enterprises and qualifying small enterprises grew from
3.07% to 39%.
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Black-owned companies
10-year spend on BLACK-OWNED companies as a
percentage of total measured spend
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We have grown off a baseline of 3.35% in 2008 to
39.27% in 2018.

Black women-owned companies

10-year spend on BLACK WOMEN-OWNED companies
as a percentage of total measured spend
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Despite the fact that there are very few black womenowned companies in what is a predominantly malecentred profession, our 10-year spend has grown from
0.05% in 2008 to 12.78% in 2018.

The King Shaka Airport Project
A landmark project of the implementation and
achievement of the BBBEE Codes of Good Practice in
Preferential Procurement.
This document is a case study of the implementation
of preferential procurement on a large project.
Recognition must be given to the two joint clients,
ACSA and Dube TradePort, under whose instructions
the seemingly impossible targets on this project were
devised. It is testament to the undertaking by all state
bodies that the World Cup projects were implemented
with the aim of furthering economic empowerment.
The building of the King Shaka Airport was never
going to be an easy task. With the much anticipated
2010 Soccer World Cup looming and attracting a lot
of negative international media attention, the project
appeared as if it was doomed for failure. Even before
it started it faced insurmountable obstacles. Not only
did the time frame seem unrealistic, but the appointed
contractor was tasked with implementing a rigid
preferential procurement policy.
Some would say the task seemed impossible.
But not for Ilembe Consortium, the multiskilled group
of companies under the leadership of WBHO, who
ultimately built a world-class facility that surpassed all
expectation. Three years after finalisation the airport
continues to scoop awards.
“In terms of preferential procurement this project was
a landmark achievement, with our implementation
far exceeding expectations,” says Ingrid Campbell,
CJV Project Procurement Manager. According to
Campbell, the consortium’s strategy document
defined the exact requirements and the methodology
to be implemented in order to achieve these. In
addition it sought to define the Total Measured
Procurement value, which to date had not been
previously prescribed for a project that included a
multitude of enterprises. “The outstanding success
in exceeding the onerous targets set on preferential
procurement can be attributed to the meticulous

planning and rigid adherence to both the strategy and
implementation documents,” she says.
BUILDING OF A DREAM
In July 2007, the Ilembe Consortium was awarded
the contract to design, procure and contract, in
32 months, a world-class international airport – the
King Shaka Airport, seen as the gateway to the Zulu
Kingdom of KwaZulu-Natal.
This facility, which faced some stiff criticism, cost
about R7.8bn and was built as an integrated
passenger and freight airport alongside the new Dube
TradePort. King Shaka Airport opened in May 2010
– just a month before the Soccer World Cup – and is
three times bigger than Durban International Airport
with five times as many shops.

ELEMENT: PREFERENTIAL PROCUREMENT

CASE STUDY

The airport has managed to silence its critics with it
being rated among Africa’s best and boasting the
highest passenger growth rate in South Africa. Among
its accolades the airport has recently been listed as
the fourth best airport in Africa by the Airports Council
International (ACI), after Cape Town International,
Cairo International in Egypt and OR Tambo. In 2011
the airport was named Africa’s Best Regional Airport
in the 2011 Skytrax World Airport Awards.
“The shareholders of Ilembe are honoured to be part
of this momentous project, which will significantly
contribute to the future economic development of
the region and KwaZulu-Natal in general,” said Vusi
Mavimbela, chairman of the consortium, during the
announcement of the consortium’s appointment.
MEETING AND EXCEEDING BBBEE TARGETS
The project’s Request For Proposal (RFP) detailed
several rigid requirements for the achievement of
the BBBEE criteria for the design and construction
phases of the airport, in all areas of black economic
empowerment like black ownership, management
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control, enterprise development, the employment
of local labour, training interventions, CSI spend
and preferential procurement. It was a contractual
requirement that all parties in the consortium
submit a procurement forecast. These targets
were measured and reported on monthly and
at contractual measurement dates, and failure
to meet any of the targets resulted in financial
penalties.
In response to these rigid BBBEE requirements,
the Ilembe Consortium outlined the implementation
and achievement of these in the bid submission by
means of a detailed strategy document for all the
listed criteria. The consortium, fully embracing the
client’s requirements, undertook to develop and
implement a procurement strategy in respect of
subcontracting of the project operation, monitoring

and reporting. This was aimed at encouraging
wide participation of both local and BBBEE
subcontractors, suppliers, service providers
and manufacturers, and meeting the preferential
procurement targets.
It must be noted that when the Construction Sector
Codes were legislated in June 2009, the King
Shaka Airport project had already been running for
almost two years. The legislated codes had four
procurement targets, while there were seven on the
King Shaka Airport project. The targets and aims
of preferential procurement in this landmark project
were therefore way ahead of those envisioned on
any other project in South Africa.
Not only were the targets met, but also comfortably
exceeded:
FINAL SPEND VS TARGETS

DESCRIPTION

TARGET VALUE

ACTUAL SPEND ACHIEVED

Work subcontracted to level 4 or better companies

R307,358,470

R1,188,602,757

Spend on BBBEE entities

R4,073,829,448

Spend on SME companies

R320,906,298

R1,301,025,028

Spend on black women-owned companies

R85,575,013

R350,290,235

Spend on micro companies
Spend on KZN enterprises

Spend on local manufacturing
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R2,995,125,449
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R42,787,506

R641,812,596

R1,283,625,193

R262,382,001

R2,323,886,692
R2,693,683,824

The normal procurement procedure for large
construction projects was totally restructured to cater
for the preferential procurement requirements as
follows:
• A full-time, well qualified BBBEE manager was
employed specifically to verify each and every
supplier as well as monitor the validity of their annual
certificates, turnover, registration etc.
• Every site requisition for plant or materials was
signed by the procurement manager to ensure that
supply was sourced from approved vendors.
• In addition to all the subcontract agreements, more
than 150 specific supplier contracts were signed,
specifying the BBBEE rating of the vendor as well as
stipulating a financial penalty should the supplier fail
to maintain their level rating.
• All procurement was done from companies who
registered on the database that was set up at the
outset of the project. Any deviation from this list
was approved only at the procurement committee
meetings.
• The tendering and procurement departments
worked in tandem to ensure that all candidates on
tender invitation lists met the procurement objectives
and criteria, and all evaluations of successful
contractors were done using the computer
procurement package developed specifically by
WBHO for the project. The programme enabled the
evaluation of tenders to be made based on historical
appointments, and outstanding targets to be
reached with the remaining unallocated spend. The
contractual forecast was entered into the programme
and enabled the fair evaluation of the award of
tenders, with weighting criteria to ensure that criteria
were met together with pricing.
• Accurate records of actual spend and orders
placed were required to continually monitor spend in
different categories.
“The emphasis on preferential procurement

completely altered the procurement process
that staff members were accustomed to,” says
Campbell. “Lead times of three weeks were required
to implement enquiries and evaluations prior to
orders being placed and therefore required detailed
planning. The focus on SMMEs required in-depth
sourcing by the procurement department of smaller
suppliers to satisfy spend requirements. This resulted
in using a large number of less experienced suppliers
who required hours of staff input in order to meet the
stringent project requirements of quality, safety and
timeous delivery.”
The intention of the strict requirements in all areas of
BBBEE of the King Shaka Airport project were
designed to have a flow-through effect that would
ultimately be beneficial to all participants of the
project and the local economy.
The one component of the DTI Codes of Good
Practice that is designed to do this is in the area of
preferential procurement. Simply put, if one uses only
suppliers and subcontractors who have a scorecard,
as per the component of the DTI’s Codes of Good
Practice, then one ensures that these companies
are ultimately conforming to the requirements of
black ownership, black management and control,
employment equity, preferential procurement, skills
development and training, as well as enterprise
development and corporate social investment.”
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It should also be noted that the targets in the original
forecast were based on percentages of spend. As
in most projects, the spend value increased due to
variations and the targets were increased accordingly
during the course of the project. This moving target
was achieved in all seven criteria.

The measurement of all the participating companies
in the Ilembe Consortium showed a marked increase
in all of these areas. The “flow-through principal” was
clearly evident when a test sample of suppliers and
subcontractors was done after a 12-month period,
clearly showing that the majority of all vendors used
had increased their scorecard rating during the
course of the project.
Concludes Campbell: “The systems that were
implemented on this project and the resulting
success would not have been possible without our
partners in the Ilembe Consortium and Ilembe Joint
Ventures. They must be given recognition for their
vision and support in meeting the considerable
challenge that this project presented.”
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EMPOWERMENT
STATISTICS ON
MAJESTIC OFFICE
nR
 2.8m Spend on black womanowned joint venture partners

nR
 2.9m Spend on small micro
business

n R14.7m Spend on local
companies

nR
 6.9m Spend on woman and
youth-owned businesses

ELEMENT: SOCIO-ECONOMIC
DEVELOPMENT

WBHO embraces socio-economic
development in numerous categories
Background and Principles
WBHO Construction has always embraced the concept
of social responsibility as a moral responsibility, and
therefore embraced SED well before the introduction of
legislated spend.
WBHO Construction now has a well-established SocioEconomic Development (SED) Policy, to ensure that the
SED programme is implemented according to approved
guidelines.
WBHO’s programmes are designed to benefit both the
community and our Group in a sustainable, measurable,
tangible and transparent manner, and are typically an
extension of all the interventions already in place for
WBHO in the areas of skills development and training,
HIV/AIDS awareness and employment equity. It is
also recognised that Socio-economic development in
education is a platform for investing in employment equity
in the Group. Maths and science interventions at school
68
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level provide a pool of bursary candidates who could
form the core of future leadership with the group and for
the engineering and construction industries.
Construction companies are well-placed to provide
assistance and upliftment to communities, in particular
in remote rural areas where the Group operates. It is this
principle of the private sector providing assistance in its
primary area of expertise, that the Group subscribes to.
Key Focus Areas
In order to provide clear selection criteria for prospective
projects, it is important to establish key focus areas,
namely:
1. Sustainable – Projects must have the potential to be
sustainable after measured interventions to avoid donor
dependency. The intention of all financial assistance
is to ensure that the tools of sustainability and selfactualisation are incorporated into the programme.
2. Projects that will provide ongoing employment.
3. The principle of “less is more” – although the

Implementation Methodology
Prior to each financial year, WBHO exco will debate
and finalise the SED budget. This is based on the

total spend allocated throughout SA, also taking into
consideration the legislated requirements on 1,25%
NPAT into account. Spend on SED is therefore
dependent on the budget and although ongoing
budgets are given priority in funding, their budgets will
be critically reviewed and adjusted up or down when
necessary. Consideration is then given to the requests
received during the previous financial year.
After a project has been selected for assistance,
the following broad guidelines are followed for
implementation:
1. Identify a project leader, either within WBHO or a
specific person who is employed to take overall
responsibility for the project.
2. Identify an individual from the host organisation, (the
host manager) that will be responsible for interacting
with WBHO for the duration of the intervention.
3. Together with the host manager, clearly identify
key objectives of the interventions. These must
include the implementation of steps for sustainability
like training, mentoring etc. Once the objectives
are agreed a programme must be designed and
implanted so that all objectives are measurable in
terms of time and budget, with clear start and end
dates.
4. A formal agreement must be signed by both parties
that incorporates all the items above so that there
is no misunderstanding or unrealised expectations
from the beneficiary.
5. A schedule of meeting dates must be agreed,
together with monthly reports detailing progress of
the project in terms of execution and budget.
6. Enlist the support of all community leaders and
community liaison officers to develop buy-in and
support for the project from the local community.
Ongoing sustainability can be gained with input
from our clients and all NGOs involved in similar
projects. Our internal project leader must actively
pursue this during the course of the project.
7. Financial control must be kept by WBHO, which is
accountable to stakeholders for the expenditure
committed to these initiatives. The project
leader must involve the host manager during the
course of the project so that this person has the
necessary training and experience to continue after
completion.
8. All projects will be reported on a board level.
Close out reports in all areas will be done so that
the experience gained during the course of each
intervention in not lost to the company.
OUR TRANSFORMATION JOURNEY
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temptation exists to assist with as many needs as
possible, the greatest success has been with few
well-managed interventions rather than a multitude of
projects and random donations.
4. To provide relief, assistance and opportunity to
currently disadvantaged people, and for each
intervention to benefit as many underprivileged
people as possible.
5. Infrastructure projects – this could incorporate
the repair and improvement of buildings such
as schools/clinics/crèches or the provision of
services. As a construction company, WBHO will
be able to incorporate mentoring and training
to enable organisations to properly maintain
infrastructure projects, after renovation or repairs
have been completed. This will ensure the ongoing
sustainability of that project which will benefit
the community as a whole, and provide skills
development and possible future employment.
6. Environmental projects – interventions can be
incorporated into existing projects by community
liaison and training and by developing awareness of
issues such as erosion control.
7. Education – this has been identified as a key focus
area. In order to provide sustainability, particular
attention should be given to assistance in the area
of maths and science in schools so that pupils can
be identified for tertiary education assistance and
employment with WBHO or within the engineering
and construction industry.
8. Clustering – experience has shown that projects
are more likely to gain momentum and ongoing
success if they can gain interface with other
projects. Furthermore, there is a sustained benefit
for the individuals involved. An example of this is
the assistance of schools. Instead of upgrading
facilities at junior level in one location, and a senior
school at another, where these are done in the
same location, then the pupils can advance from
one level to the next without experiencing any
drop in care. Another example is inter-beneficiary
assistance. For example, a women’s sewing
business that was given assistance to start up in
KwaZulu-Natal had the capacity and ability to sew
curtains and blinds for other SED projects in the
same area.
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COMMUNITY CARE AND ASSISTANCE
As a construction company we have
the capability and ability to assist the
communities in which we work. Not only
do we employ employees from these
communities we also assist with the
construction and renovation of buildings
and the provision of infrastructure.
At a community level, the Group has
been involved in a number of social

programmes throughout the country.
WBHO’s community care and assistance
programmes aim to contribute towards
the health, happiness and wellbeing
of society, be that in terms of physical,
emotional or even spiritual wellbeing.
A significant portion of our funding and
efforts goes into caring for communities
– especially rural and impoverished
communities.

The 10-year
spend in this
category was

R12.7m

Some of our community care and assistance programmes include:
Rosemount Community in Umlazi, AME Church
WBHO built a church to be used as a community
centre in Umlazi, KwaZulu-Natal, an area with limited
services, at a cost in excess of R1m.

The development included the employment of
a professional team, survey, earthworks, site
approvals, foundations, construction services
installation, external landscaping and the training of
a caretaker. This investment was supported through
ongoing maintenance until the 2018-19 WBHO
financial year end.
Additionally, we have supported the LoveLife
programme that councils and trains youth in
disadvantaged communities, as well as two
community centres that provide care for the elderly.
We have also supported the Sisonke Organisation
and the Waterloo Community Centre which provide
facilities for women to engage in sewing and crafts
and earn an income for their families.
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Supporting key healthcare interventions
WBHO’s commitment to improving healthcare informs
our multifaceted programmes targeting a range of
diseases and healthcare categories.
Our healthcare initiatives range from supporting
awareness campaigns and rural health programmes
through to the construction of healthcare facilities.
HIV/AIDS management programmes are close to our
hearts and these projects are major beneficiaries
of our healthcare spend. Some of our beneficiaries
have included Cape Town-based Careworks, which
is both an HIV/AIDS treatment and an intervention
programme; Umvoti AIDS Centre in Greytown, KwaZuluNatal; Tapologo Aids Hospice near Rustenberg;
Umuzi Wethemba KwaJesu in Etete; Shakaskraal and
Groutville in KwaZulu-Natal. WBHO donated a vehicle
and medical equipment to Khanya Africa, which sends
health professionals to rural communities to provide
much needed healthcare. WBHO’s own staff HIV/AIDS
management programme also benefits more than 3,800
employees.
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HEALTH CARE

The 10-year
spend in this
category was

R 12.1m
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EDUCATION

Uplifting communities from the ground up
WBHO firmly believes education has the power to lift
communities out of poverty by broadening horizons,
making the next generation employable and equipping
people with the means to create new opportunities.
WBHO supports education initiatives in numerous
ways – from investing in the development of muchneeded infrastructure to donating time and resources to
education institutions.
WBHO has contributed to the development of libraries,
school kitchens and science labs; and donated books,
computers and science equipment to schools around
the country, including:
• The Group, in partnership with the Department of
Education and the University of Stellenbosch, has
been involved in a programme called TRAC where a
travelling science laboratory is deployed to interested
schools within the suburb of Alexandra, north of
Johannesburg. The facility has visited numerous
schools and reached hundreds of learners delivering
additional science tuition through this unique
programme. In addition to this, the company has
been supporting TRAC in KwaZulu-Natal where up
to 15 schools receive similar support on the same
programme. This three-year programme aimed to
assist the schools improve their level of science
education, both for learners and educators.
• The Group also engages with schools within the
local communities where it has various construction
projects, such as in the Western Cape where it
assisted with the building of two primary school
libraries and provided desperately needed facilities
to Entokozweni Primary School in Ogies. We also
assisted in the construction of computer centres,
science laboratories, media centres and sporting
facilities for needy schools in the rural areas in
KwaZulu-Natal.
• We sponsored the Umlambo Foundation, whose
purpose is to provide education to headmasters
of schools in the rural areas. We supported two
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headmasters from the Limpopo Province to engage
in a management programme run by the University of
Johannesburg. Bursaries are also awarded to certain
underprivileged learners.
• The Lifalethu school received two new Grade R fully
furnished classrooms and a custom designed Grade
R ablution block. These new classrooms replaced the
old tin structures. The new classrooms are sure to give
the Grade R educators and learners an injection of
passion towards a better education.

WBHO built and donated a science laboratory to
surrounding schools in rural Mtubatuba, Northen
KwaZulu-Natal, an area with limited services. More than
R1m was spent on this project. This contribution was
supported with ongoing monthly assistance.
WBHO paid an educator’s monthly travel expenses
to ensure the sustainability of the laboratories, and
to train both science teachers and learners. The
educator divided his attention among the different rural
schools within the area. The educator identified for
the second implementation phase of the project was

Lukasa Cimanga. His role was to tutor these students
and ensure that there has been good consistency or
improvement in learners’ marks and our goals were to:

ELEMENT: SOCIO-ECONOMIC DEVELOPMENT

Maths and science initiative

• Identify any top performing students in maths and
science for possible recommendation to the WBHO
bursary programme
• Hand over the science laboratories to the schools
• Identify a lead educator for the overall management of
the science laboratory.
The project came to an end eight years later as the
objective and goals of creating sustainable access for
beneficiaries had been achieved.

The 10-year
spend in this
category was

R27.7m
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HOUSING

New hope for street children – providing
housing for the iCare Family Homes
WBHO has completed many SED housing projects
over the years including for iCare,a nonprofit
organisation devoted to finding sustainable solutions
to the challenge of street children who cannot
be reunited with their families. After extensive
research, iCare determined that the success rate of
rehabilitating children is much higher within a family
unit.
iCare Family homes are run by two house parents
who ensure that house rules and daily routines are
put in place to establish family responsibilities and
discipline. After completing iCare’s three-month

The 10-year
spend in this
category was

R1.6m
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rehabilitation programme, the children attend iCare’s
Christian School in Amanzimtoti and continue with
their rehabilitation from a home setting.
In June 2007, iCare purchased three small plots of
land in an established suburb in Lower Illovo on the
KwaZulu-Natal South Coast, to provide accommod
ation in the form of three four-bedroomed family
homes, each housing six children and two house
parents. WBHO supplied funding to build the three
family homes and the work was completed by a
black-owned contractor who worked closely with the
architect to ensure compliance at all levels.

The 10-year
spend in this
category was

Developing South African sport
South Africa has a lot of sporting talent, but due to a
lack of infrastructure, talented youth in impoverished
communities are not afforded the opportunity to advance
their skills. WBHO recognises this need and the impact
of sports in these impoverished communities, which
decreases the risk of drug and alcohol abuse. The
implementation of sports in these communities give the
youth hope, purpose and a sense of wellbeing.
It is with this aim that WBHO has contributed towards
numerous sporting events and activities, some being:
• WBHO has sponsored James Kamte, a young and
talented black golfer who played on the Asian and
European golf circuits. More recently he played in the
US and performed well.
• Every year the Group hosts an annual soccer
tournament in which all sites are invited to participate.
Teams are transported from far and wide to participate
in this event and promote the spirit of “Ubuntu” and
teamwork.

R4.4m
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SPORTS DEVELOPMENT

• The Group has also contributed towards the Ernie
Els Foundation which identifies and assists talented
young golfers from families of limited resources, and
WBHO has been a proud sponsor of the Ernie Els &
Fancourt Foundation programme for young golfers
at Soweto Country Club in Pimville. Some young
WBHO directors were on hand to provide motivation
and encouragement, and we sponsored golf shirts
and caps. Young golfers played an intense and
exciting 18 holes, followed by a prize-giving where
they were inspired by a personal voice message
from Ernie Els.
• The Group has provided support to black soccer
and basketball clubs. We have also rebuilt the
Rotanda soccer stadiums which has proved to be of
great benefit to the community of Lesedi, and have
provided support to the Martin Dreyer “Change a Life
Academy” that enables black youth from the Valley of
a Thousand Hills to participate in canoeing and other
sports.

Our efforts in the different sectors over the past few years have shown gratifying results and the combined list of
organisations supported is extensive. We are confident that our investment made in social upliftment cannot be
measured in monetary terms, but rather in the difference that we have made in enhancing thousands of lives.
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EMPOWERMENT
STATISTICS ON
CORNUBIA
1,788 Local workers employed
R4m Spend in local community
 Community projects supported
7
R47.7m Spend on black
women-owned companies

R184m

Spend on black-owned
subcontractors

R84m

Spend on black small
micro business

Non-measurable black empowerment,
localisation, managing community
expectations

Engaging with communities where we work
We have detailed our commitment to socio-economic
development in this book, as well as the interventions
that are focused on rural areas. As very few projects
happen in remote areas, where many marginalised
communities exist with little infrastructure, when we
do work in these areas, any available social budget is
welcomed.
South Africa is experiencing volatile situations at
the community level that can be attributed to many
factors including rising costs, high unemployment,
limited access to basic services and poor educational
achievement resulting in reduced work prospects. The
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negative impact and desperation resulting from these
factors often turns to anger directed at foreign traders,
successful business and development projects. The
perception is that it is the contractor who decides where
the money is to be spent and carry out training and
development.
The reality is however, that construction companies
operate solely at the instructions and budgets of their
clients. Project specifications and quantities are issued
for each project which then goes out to tenders and
the contractor who provides the most reasonable price
is generally awarded the project. Once the tender is
finalised and the project awarded, the contractor is
expected to immediately mobilise on site. It is then that

After mobilisation we often discover that
communities have been made inflated promises
of how the development will improve their lives
through investment, training and jobs. These
promises are sometimes made to them by both
political and tribal leaders, and are often only in
order to secure votes or position; and sometimes
by project owners in order to get approvals
signed or to get themselves out of issues of
conflict over zoning. It is a case of “sign this, a
big project is coming that will benefit you greatly”.
The misunderstanding of “local content” has also
contributed to heightened community expectations.
The reality is that contractors cannot price for these
risks and unforeseen community expectations or
they would not win the tender!

We pride ourselves on the development of
advanced safety systems to protect the wellbeing
of all workers and are therefore alarmed at
incidents that are outside our control and in any
way threaten the wellbeing of staff on our projects.
In order to mitigate any risk, WBHO has developed
community engagement implementation methods
that have proved effective where clients accept the
reality at tender stage. This combined approach of
community benefits within reasonable constraints
has proven the most effective.
Every project in every area has different dynamics,
economic realities and expectations in the local
community. Therefore, apart from a few agreed
guidelines, there has to be a strategy developed
for each project. This includes understanding
the community dynamics and expectations and,
together with the client, formulating an agreed
strategy.
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NON-MEASUREABLE BLACK EMPOWERMENT, LOCALISATION,
MANAGING COMMUNITY EXPECTATIONS

the greatest misunderstanding happens between
the contractor and the local community.
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PROJECT SPOTLIGHT

WBHO impact in rural communities
Don’t believe all the horror stories of low-cost
houses never being delivered, or cracking and
falling apart.

The impact of this project can be
measured as follows:

3,377

WBHO very proud of our team in KZN who have
quietly gone about their business and delivered
a remarkable 18 412 houses, on budget, on time
– to delighted homeowners.

A total of
local unemployed people have
been used on our rural housing projects.

Our site teams consist of only a few core WBHO
staff who have achieved far-reaching community
impact. They have delivered these quality houses
using only local labour, local suppliers, and
have enterprise developed black women-owned
companies who they have trained and now move
with them from project to project.

R99.6m spent on black-owned subcontractors
R78.6m spent on black women-owned

The impact on homeowners is tangible.
What people don’t understand is the
impact projects like this can have on entire
communities if the primary contractor makes
the effort to direct its efforts towards local
employment and sourcing of materials – as
WBHO does.
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R14m spent on black-owned Joint Venture
partners

subcontractors

R57.4m earned in local wages

In addition to happy homeowners, our site teams leave
behind people who have learnt trade and building skills
which is beneficial for the community.
In addition the site team has embarked on a programme
to build the Mountainview crèche.

WBHO and the Voluntary Rebuild Programme

WBHO are proud of the contribution they have made
to the transformation of the construction industry. For
the past two decades WBHO have been at the forefront
of this transformation, playing a major role in bringing
the industry together by facilitating the formation of
the Construction Charter, the Charter Constitution and
recently the Revised Charter. These charters have
played an important role in both our transformation and
that of the industry. Then, finally the development of the
Voluntary Rebuild Program, the VRP.

agreed to to pay R1.5bn into the Tirisano Trust to promote
black construction transformation and empowerment.
In addition the listed companies undertook to either sell
shares in their construction businesses so that they would
be more than 51% black-owned OR mentor two or three
black companies for seven years with objective of them
growing their turnover to 25% of the listed companies who
were mentoring them. Four of the companies opted for
the 51% ownership route and three opted for the turnover
route.

The results of this work can now be seen in the
“blackness“ of the Industry – the 2016 CIDB Construction
Monitor shows that or Grade 1 to 6 contractors are 80%
black, Grade 8 is 70% black and Grade 9 is 40% black.
So the only area left to transform is Grade 9 and this is
where the VRP plays its part.

This resulted in a further four large black-owned Grade
9 companies and the mentoring of a further seven.
This clearly fills the Grade 9 gap which is now already
more than 50% black and, in a few years, time will be
nearer 70% black. This then completes the industry’s
transformation – a journey that has taken place over two
decades and which has taken us to the point where our
industry is the most transformed in SA. A feat we are very
proud of.

In an agreement with government, in order to fund and
facilitate this final hurdle, the seven listed companies
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EMPOWERMENT
STATISTICS ON
SEISSA RAMABUDA
STADIUM
n R3.7m Spend on black small
micro subcontractors

n R18.1m Spend on local labour

EMPOWERMENT
STATISTICS ON
EXXARO
n R3.1m Spend on black small micro
subcontractors

n R1.1m Spend on enterprise

development/community initiatives

n R6.6m Spend on local labour
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39.3%

12.8%

R1.2bn

R3.6bn

Spent on black
women-owned
companies

Spent on
black-owned
companies

R5.3m

For every
R10.5bn
spent on
construction

R6.4m

Spent on black
enterprise
development
companies

2,525

390

Black female
youth

762

Black
management
employment

Spent on training
black people

42.3%

Black youth
employment

For every
R10.5bn
spent on
construction

R39.8m

Spent on
training african
people

Spent on black
bursaries

Contribution
to ficus –
taxes

Spent on black
SMMEs

R34.4m

R6.4m

362.6m

R3.5bn

5,125

Black
wage earners
employed

37.4%

EMPOWERMENT
STATISTICS ON
M1 BRIDGE
n R60.9m Spend on black-owned
subcontractors

n R2.8m Spend on black womenowned
companies

n 4 Number of black

enterprise development companies
mentored

n R11.2m Spend on local labour
n R10.2m Spend on blackowned EMEs/QSEs

n R6.3m Spend on local EMEs
and QSEs

n R 67.7m Spend on black joint
venture partners

