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REVIEW

From a human resources perspective, the strategic focuses of the group during the period under review were to create 
labour stability and reduce the impact of HIV/AIDS on the business. In terms of labour stability, there are three main 
aspects: employee relations, industrial action and staff retention. Each of these aspects requires an active, constructive 
and consistent response from us as an employer. This review describes our responses to these specific challenges during 
the year. For further information regarding our overall philosophy and approach to employing and rewarding members of 
our workforce, please see the ‘Our people’ section of our website.

EMPLOYEE RELATIONS AND INDUSTRIAL ACTION
In terms of employee relations and industrial action, one of the positive steps taken during the year was to strengthen senior management 
by welcoming a dedicated, experienced labour lawyer to the team. As well as helping to ensure that the group is compliant with 
all applicable labour legislation, the new senior manager will enhance our engagement at industry level through active, productive 
participation in various Industry level initiatives.

WBHO recognises the rights of its employees to engage in collective bargaining and 78% of employees in South Africa are covered by 
collective bargaining agreements (unchanged from 2013). We continue to have recognition agreements in place with both the National 
Union of Mineworkers (NUM) and the Building Construction and Allied Workers Union (BCAWU) in South Africa and adhere to collective 
bargaining agreements, with due regard to the relevant legislation.

Within the group, the level of union representation has risen to 41,5% in 2014 (up from 28% in 2013). This increase in membership is 
attributed to the intensified recruitment drive that occurred as a result of the breakdown in wage negotiations during July and August 
2013, in the build up to the industry-wide strike in September.

The 14-day industry-wide strike was also responsible for the dramatic increase in the number of person days the group lost as a result of 
industrial action in South Africa, which increased to 19 727 person days lost in 2014 (up from 649 person days lost in 2013).

Another way we have been working on creating a stable, consistent labour environment during the year has been taking steps to ensure 
management approaches to discipline are standardised across all sites.

STAFF RETENTION
Retaining skilled employees is an ongoing, long-term concern for the group, especially considering that there is an industry-wide skills 
shortage and two of our core critical skills (civil engineering and quantity surveying) are listed in the top four scarce skills in the National 
Scarce Skills list: Top 100 occupations in demand, published by the Department of Higher Education and Training.

Our response to this challenge is multi-faceted and includes regularly assessing employee remuneration, benefits, training and career 
development; for instance, the need for a more formalised performance feedback mechanism among junior and middle management 
was identified during the year and a new performance management system is being integrated into the in-house IT operating system as 
a result.

During the period under review, the number of male employees decreased by 9% to 10 082, while the number of female employees 
increased by 28% to 1 110.

Overall, employee turnover was slightly lower at 6,5% for 2014 (reduced from 6,8% in 2013), which is relatively low in light of the critical 
skills shortage facing the industry. To further improve the situation, we are also implementing an exit interview review system into the in-
house IT operating system, which should provide further staff retention insights.

At senior levels, remuneration is being used to enhance staff retention and significant amendments were made to the remuneration policy 
of the group during the year. In order to motivate and reward both the short-term operational and the long-term strategic performances 
of executives, a better balance between the targeted values for Short-term Incentives (STIs) and Long-term Incentives (LTIs) in respect 
of performance-variable pay has been introduced. These adjustments are discussed in detail in the remuneration report included in the 
2014 Integrated Report of the group. The report and the updated remuneration policy are available online.

2014 workforce demographics
Contract type

Hourly Monthly Total

Region Male Female Male Female Male Female

South Africa 6 208 429 1 532 480 7 740 909
Africa 864 33 290 21 1 154 54
Australia 605 10 583 137 1 188 147

Total 7 677 472 2 405 638 10 082 1 110

Total: 11 192
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REDUCING THE IMPACT OF HIV/AIDS
In terms of reducing the impact of HIV/AIDS, our strategic objective was to increase the uptake of HIV+ employees on to the WBHO 
managed care programme, which provides waged employees with Antiretrovirals (ARVs) funded by the company.

During the year, the number of active employees registered on the programme declined by 2 employees, to 129 employees, but the 
high compliance/adherence by employees on ARVs for more than 12 months is an indication of the effectiveness of the programme. 
Adherence is currently at 100% and the target is to maintain this rate above 80%.

During the period under review, the HIV prevalence rate remained constant at 18%.

Plans are currently being formulated to implement a more frequent testing regime that will provide a real time analysis of the prevalence 
rate and exposure to the disease. This will allow the company to focus further on the uptake of HIV+ employees on the managed care 
programme.


