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International Labour Organization
Evaluation of Sakhasonke Emerging Contractors
1.0
Introduction

The Sakhasonke Contractor Development Programme was established in the year 2002 in the Department of Public works. The major aim of the programme was to develop a cadre of emerging building contractors through learnerships and on-the-job practical training.  The more specific objectives of the Sakhasonke programme were to assist emerging contractors to develop into sustainable business entities capable of running on their own, and to create an enabling environment conducive for this development. 

Through the programme, the Department hopes to minimize exposure to risks related to non-performance of contractors. 

During the learnership period, the emerging contractors were guided and advised in areas in which they need to improve their competencies and develop the technical, managerial, administrative, and business skills of their key staff members. Emerging Owner-contractors (One Learner per firm) were selected through a transparent selection process and then taken through a 2-year learnership programme comprising of 4-months theoretical training and 20-months execution of Training (Trial) Projects with mentorship support on a declining scale. Training Providers and Mentors were appointed by CETA and National Department of Public Works respectively.
Over the last four years the programme trained some 120 building contractors most of which had completed their training and are fully operational albeit in varied level of success.

As part of its internal monitoring and evaluation responsibilities, the EPWP coordinating unit in the Department of Public works, recently conducted a survey of the contractors involved in the Sakhasonke programme. The survey was necessitated by the continuous underperformance of most of the contractors which resulted in most of them failing to sustain their businesses. 
The purpose of the survey was to assess the capacities and capabilities of the small scale contactors, to identify challenges potentially affecting their operations which are to be documented as part of lessons learnt on the programme, and to look for ways to mitigate these challenges in future programmes.

The survey was conducted in the form of a questionnaire which was intended to capture essential feedback from the contractors regarding their experiences with the programme to date and their future outlook for their businesses.
The questionnaire consisted of 31 questions grouped in three broad categories, namely, General Information (on financial, human, institutional, and equipment resources), Project management (includes business management) and Training (policy and plan). Sample of the Questionnaire is attached as annexure 1. The questionnaire was distributed to all the contractors through the various implementing agencies (LDPW, Department of Local Government and Housing, etc.) and all 120 contractors confirmed the receipt of the same.
Out of the 120 who received the questionnaire Seventy seven (77) contractors responded by completing the questionnaires, which constitutes about 64% response. The following is an attempt to analyze these responses in a rational manner and focus on trends rather than specific incidents, operational or otherwise.

2.0
Survey Analysis Context 
The response of 64% can be regarded as adequate sample size which will enable and statistically representative views to emerge. However, the result should be used with caution because of the following two inherent handicaps in the analysis:

1) the analysis is subjective in nature (restricted to the questionnaires) and is not compared with actual performance of the contractors and the views of other players in the programme, and

2) it was assumed, during the analysis, that the respondents are truthful in their responses which may not be the case in some instances.  
It is, therefore, expected that the analysis will not lead us to specific diagnosis of the contractor development programme and/or the operations of specific contractors. However, the survey/analysis will be able to shed light on:
· the general trends in the performance of the Contractors trained under the Sakhasonke Contractor Development Programme;

· the status of Sakhasonke contractors as players in building (and other infrastructure) construction industry (whether they are sustainable businesses or not);

· common problems encountered by the emerging Contractors in implementing LIC projects, and 
· the overall impact (negative or positive) of the performance of the client bodies, consultants, mentors and other role players involved in the programme.
These in turn can be used as planning tool for the programme managers to re-look at the programme and realign its operations as well as strategic approaches. It will also help programme managers to focus on those contractors who can be helped instead of unnecessarily wasting scarce resources by dragging along those who have no future in the construction industry or even business world for that matter. 
3.0
Methodology

For the analysis purposes, the 31 items of questions (in the questionnaire) were grouped in six categories and given weight out of 100 as follows:

	Category
	Percentage weight* 

	1) Staff complement and competence
	22

	2) Financial status and Equipment holding 
	10

	3) Viability, productivity and diversification 
	20

	4) Adequacy of management systems/tools
	18

	5) Adequacy of technical & managerial support to contractors 
	20

	6) Adequacy of training plans
	10

	Total
	100


*
The weighting is assigned depending on the perceived importance of each category in indicating the performance and success/failure of the respondent. 

The total sum of the weightings in the five categories is then used to indicate the performance of the respondents. Three levels of performance indicators, i.e., Poor, Fair and Very Good are adopted to assess the overall sustainability of the contractors as follows:

	Total score (%)
	Status of contractor
	Performance level

	0 - 50
	- The company does not possess adequate technical staff and  equipment; and is in debt

- Not able to successfully complete trial projects and currently not operational

- excessively dependent on the host department for job and lacks self motivation and initiative
	Poor: A company is not a viable business entity and has bleak future. Contractors in this category have no demonstrable business acumen and self motivation, and lack requisite technical and managerial capacity. This can not be assisted or require substantial effort to turn around. 

	51 - 70
	- The company maintained adequate level of technical staff, basic equipment, paid-up its loans and do not owe unmanageable debt 

- Registered with CIDB

- has average productivity, dependent on the same client and not diversified its operation 
	Fair: A company is struggling and tried to keep on operating, lacks strong management to streamline its operations, too dependent on host client (DPW &DLGH) for projects and not able to emerge out of the box. These types of contractors need continued support and have potential to become viable business entities. 

	71 - 100
	- The company retained it original trained staff, recruited and trained more, increased its equipment fleet and paid-up all its loans. Owes no debt
- The company diversified its operations into other infrastructure projects as well as increased its client base

- The company has registered with CIDB in compliance to legislative requirements of the construction industry.

- The company has plans for further training of its technical and managerial staff. 
	V. Good:  The company has great opportunity for growth and diversification. Companies in this category should be encouraged by creating more work opportunities through incubation programmes and fair working conditions.


4.0
Result of the analysis 

The results of the analysis conducted based on the above methodology are tabulated in annexure 2 while summary of interpretation of the score sheet is presented in the table below: 

	Category
	Results according to the Score sheet

	1) Staff complement and competence
	· 37 out of the 77 respondents (48%) have educational qualifications at the level of Matric and above 
· 73% of respondents have increased their staff complement while the rest were not able to keep even minimum number of supervisors and/or artisans
· 61 out of 77 (79%)  the respondents did not get subsequent training for themselves or their staff
· Most respondents had an experience in managing large number of labour force. However, only about 27 out of the 77 respondents indicated they employed over 30 workers at a time. It should be noted that managing of the workforce is very crucial for the success of the any small contractor.


	2) Financial status and Equipment holding 
	· 34 out of 77 of the respondents (44%) owe equipment loans 
· 27 out of 77 one respondents (31%) have other debts to settle
· 23 out of the 77 contractors managed to settle their loans, and acquired more equipment

	3) Viability, productivity and diversification 
	· 42 out of 74 (57%) of respondents are  financially worse off (or at least no improvement) than they were when they joined the programme
· 32 of the 74 (43%) had some financial success one contractor even managed to diversify ( acquire additional equipment and ventured into other infrastructure  projects)
· 47 out of 75 respondents executed only the three trial projects since the start of programme. Seven (7) of these did not even complete the three projects. 
· on the other hand 21 out of 75 respondents (28%) secured external contracts in addition to completing their trial projects.

	4) Adequacy of management systems/tools
	· About 67% of the respondents do not have a good understanding of their roles & responsibilities as well as those of their staff, particularly in relation to site management and organization.
· All respondents indicated that owners/managers regularly visit their project sites (more than twice a week) and have an agent resident on site.
· Most respondents indicated that they have all the necessary management tools on site. (However, the reality on the ground may be different)

	5) Adequacy of technical & managerial support to contractors 
	· 23 out of 66 (35%) respondents felt that most client agency staff, supervising consultants and mentors were technically incompetent (on LIC), not committed to their work, not willing to assist and /or not present on site when needed. Similarly, thirty five of the above respondents (53%) indicated that the support was generally fair while Nine (14%) respondents felt the support was excellent.

· 40% and 45% of the respondents felt that the technical and managerial support given to them by Engineering consultants and mentors respectively is bad or very bad.
· 11 out of 72 (15%) felt the support from the LDPW team was bad while the rest (85%) indicated that it was very useful (good to excellent)

·  23 out of 71 respondents (32%) indicated that the support they got from the financial institutions was bad at best not friendly.



	6) Adequacy of training plans
	· None of the respondents have systematic future plan for training their staff or to enhance their own capability.


Further analysis shows that 24 contracting firms (31% of respondents) appear to be in a poor performance level. Some 44 contracting firms (57% of respondents) are in a Fair performance level while only Nine firms (12% of respondents) appear to be in a Very Good performance level. Incidentally 6 of the 9 contractors (67%) in Very Good level of performance have educational qualification of Matric level and above.

The above results appear to be consistent with the actual situation on the ground and reflect the current level of performance of the Sakhasonke contractors the majority of which are struggling to survive in the business and only a handful managed to build sustainable businesses. 
5.0
Specific Operational Challenges identified by Contractors

In order to get an insight into their problems, the contractors were asked to indicate the type and severity of the problems (technical, financial, managerial, etc.) they are faced with by choosing from the list provided. Some 52% of the respondents indicated that lack of access to credit is severely affecting their businesses while 54%) respondents agree that inability to maintain a positive cash flow is a severe problem. Similarly 70% of respondents indicated that delay in settlement of claims by the client is affecting their cash flow. About 54% of respondents indicated that clients’ failure to pay for fluctuation in prices of input materials had aggravated their financial situation. The detailed result is presented in tabular form in annexure 3. 
In addition the respondents identified the following specific challenges related to their operations outside those listed in the questionnaire:

· Training given under the programme is inadequate and lacked technical content. Further more training is not tailored to suit the construction business. Examples used in classes were unrelated to subject matter;

· Most facilitators (lecturers) appointed by training service providers lack the command of the subject matter they were supposed to be teaching and had difficulty in explaining some construction related concepts;

· Sakhasonke programme managers, consultants and Mentors did not visit project sites  as regularly as they should and their attendance of site meeting was erratic;

· Some workers were not willing to work for the Sakhasonke contractors because they were usually not paid in time as a result of delayed payments from the client bodies;
· Having difficulty in getting credit facilities from financial institutions and suppliers because of delays by clients to pay for completed works which resulted in the contractors defaulting in servicing of their loans;

· Project cost not reflective of the actual situation on site but the contractor is made to pay for the shortcomings of the client management. For instance, all 4-block classrooms cost the same everywhere in the Province irrespective of the geographical location and physical condition of the worksites;

· Some consultants were not sympathetic towards the contractors and always side with the client. They were also not fair & balanced in measuring completed works. They were not neutral administrators of projects as the conditions of contract required them to be; 
· idling time for contractors between trial projects was too long and costly;

· Technical staff of the contractors were not given any training and most contractors possess inadequate management capacities on site;

· All responding contractors indicated that they were not given preferential treatment during tenders and the trial projects they were given were not adequate to ensure their growth and development;

· Unnecessary delays in the recruitment of workers because of the involvement of the local community;
· Lack of access to information on further training opportunities related to the trade and inability of contractors to market themselves;

· Most consultants and mentors are not conversant and committed enough with the objective and principles of Sakhasonke contractor development programme;
· Some Sakhasonke programme managers do not have clear understanding of the principles and objectives of the Programme and sometimes make false promises to contractors and project workers creating unrealistic expectations. 

· Some contractors were not given certificate after completing their training, and 

· Some contractors were not given Mentors to coach them during the execution of trial projects. 

6.0
General Findings

The following are some of the findings which clearly came out from the survey although some of the issues have already manifested themselves during the actual implementation of the Sakhasonke building projects:

1) The Sakhasonke programme appears to be too dependent on the host/client organization, Department of Public Works. Most contractors still look at the Department as a sole provider of job opportunities and expect it to bail them out whenever they are faced with problems (financial or otherwise). Most of the sakhasonke contractors did not show any initiative to look for jobs elsewhere or acquire and train more technical personnel. For instance only 9 contractors out of 77 respondents (12%) actually went and did jobs for other clients while the rest only did the three trial projects provided by the host organization (DPW). Most contractors behave as employees of DPW instead of independent business entities that they are. This poses a serious problem for Client bodies both in terms of dealing with programme issues related to development of contractors in general and managing contracts in particular. It also curtails the growth of the budding contractors.
2) The non performance and dependency problem of the contractors appears to be mainly as a result of a lack of business acumen/drive on the part of the contractors. In addition to the technical and managerial skills a contractor must have a drive and willingness to venture into business if he/she is to be successful. In most cases the drive and business acumen comes from the inner self and can not be taught in classes. For instance, contractors/business persons can be taught how to prepare a “cash flow” but whether they do and practice their cash flow management depends on their attitude and commitment towards their trade. That is why it is very crucial to identify persons with business acumen and experience during the selection of potential contractors for training.
The selection for Sakhasonke programme mainly focused on economic background, demography, lack of skills and ownership of small businesses without any proof of experience. The entry requirement in terms of educational back ground was also too low. As a result most joined the programme by merely registering companies as the only requirement and considered the Sakhasonke programme as personal job opportunity instead of business opportunity for growth and expansion. It is, therefore, not surprising if they look upon the LDPW as a sole provider of projects.
The learnership programme like that of Sakhasonke involves grasping technical, managerial and business concepts which require high level of comprehension and numeracy in addition to abundant business acumen. The relatively better performance of Sakhasonke contractors with higher level of education compared to those with lower education level is a clear manifestation of this fact. As indicated above, 6 of the 9 contractors (67%) in good level of performance have educational qualification of Matric level and above. 
3) It appears that the training provided to the Sakhasonke Contractors lacked technical content particularly in the trade they ventured in. The most valuable asset that a budding/emerging contractor should have and be able to sell is his/her technical know-how or expertise in their trade. The managerial capability is an additional asset which boosts its overall performance. The contractor needs to know his/her trade to realistically build-up his rates for tender, to negotiates prices with clients, organize work on site, prepare cash flow and monitor work progress. He/she can not hope to grow by outsourcing all these activities. Knowledge of business and management processes alone will not make an emerging contractor successful if it is not complemented with technical know-how. The survey has shown that most contractors are out-sourcing most of the processes related to costing of works, preparation of tenders and management of sites. Budding contractors will not be able to build sustainable business by sharing their profits with other competing service providers and they should, as much us possible, strive to do most of the management activities in-house. 
Moreover, only one person (mainly the owner) per contracting firm was given training (technical or otherwise) under the Sakhasonke programme.  This had a negative effect on the contractors’ ability to manage site works and at the same time make external contacts for site resource requirements, not to mention the effects when the contractor is indisposed or sick. Budding Contractors need few (two-three) loyal, dependable and qualified technicians to assist him/her in organizing and managing project sites. With out these the contractors will always be at the mercy of the market with no in-house resource to fall back on.
4) It appears that most Sakhasonke Contractors are struggling in terms of management of works particularly in:

· realistically costing of their works; 
· preparation of tenders

· preparation of realistic cash flow estimates and work programmes and putting them into practice; and

· ensuring quality control on site.
· Handling technical aspects of work

One would expect that these types of problems should have been thrashed out during the training and the mentorship phases of the programme and it is quite a surprise to see these issues recurring five (5) years into the programme. 
It was obvious from the result of the survey that about 88% of the contractors are struggling to stay in the business about a third of which will not have bright future in the industry. Programme managers should have identified such problems in advance before they pose serious problems both to the programme and the contractors themselves. 
5) Some Sakhasonke programme managers lack a clear understanding of the objectives of the programme and give unrealistic promises which created false expectations on the part of emerging contractors. In implementing such a complex programme, managers should have clearly put the objectives and targets upfront and make it known to all stakeholders. It should have been made clear from the onset, for instance, that the programme is a time bound contractor development programme which beneficiaries will exit as soon as they complete their training and having benefited from the incubation period;

6) It appears that some Mentors involved in the programme were not well conversant with or had no hands-on technical in the building sector particularly on the LIC method of construction. Most also lack knowledge on the objectives and principles of EPWP. As a result contractors did not get adequate support from the mentors particularly on technical matters. Some Mentors appear to have taken over the job from the contractors instead of coaching them in their work. It was reported that some Mentors went as far as ordering material, organizing sites including setting out works, and giving direct instructions to site staff without the knowledge and involvement of the contractors. This is clearly a breach of contract on the part of the Mentors involved and completely defeats the purpose of the mentorship.
7) It appears that most design and supervising consultants involved in the programme were not well conversant with or had no hands-on experience in the LIC method of construction. 
The survey result indicates that some consultants wrongly perceive LIC works as simple and trivial and disregard even the basic requirements of engineering when it relates to LIC works. Most respondents in the survey agreed that consultants give them verbal, untimely, wrong and often conflicting instructions on site. They also complain of unfair measurement of completed works. This defeats the whole purpose of the contractor development programme and show lack of understanding and/or commitment on the part of the consultants towards the overall social development objectives.  
8) Department of Public Works has done (and is still doing) admirably well in terms of staying with the programme as well as providing continuous job opportunities; technical and managerial assistance and even financial bailout to the budding contractors. This appears to be recognized by all the survey respondents. However, the desire on the part of DPW to ensure that most contractors who are proven to be technically good remain in the programme may have resulted in over-shielding of some contractors who do not have the ability, will or the discipline to stay in business. This may have also given a wrong impression to the contractors as to the overall objective of the programme and DPW’s intentions as well as draining on resources both in time and money. This may have also contributed towards the current general reluctance by most contractors to look for jobs elsewhere. 
9) It appears that delays in settlement of claims on the part of the client has affected the cash flow of some contractors and resulted in labour unrest. It is also affecting contractors’ relations with suppliers and financial institutions. Because of the involvement of large workforce, LIC projects are generally sensitive to delays in payment. On the other hand most small-scale contractors do not have a strong financial standing and/or good reputation with the financial institutions enabling them to borrow money. As a result they can be affected whenever there is a slightest delay in payment.

10) There seems to be no mechanism for enforcing task rates on Sakhasonke projects. The consultants need to identify LIC activities in BoQs and clearly indicate appropriate task rates. However, this task rate are by-and-large disregarded and it is not uncommon to see workers being on site for more than eight hours.  It also appears that there is no agreed mechanism to adjust applicable task rates to suit various conditions of operation. Applicable task rates vary depending on the socio-economic conditions, type of soil, weather, terrain, vegetation, etc. These factors must be taken into consideration when setting out task rates or tasks.
11) Most contractors are in need of additional training in areas such as general project management (costing of works, planning and scheduling of works, site organization, etc.), financial management (e.g. cash flow projection) and quality control. It is also evident from the survey that most of the contractors are not adequately informed about how and where to access these training.
7.0
Recommendation

1) Programme objectives, implementation plans and strategies must be clearly defined at the onset of each contractors development programme and made known to all stakeholders including beneficiary contractors and program managers ;

2) The existing selection processes must be reviewed to reflect the need to target candidates with some level of business acumen and/or personal initiatives signifying their willingness and suitability to be involved in business. Not everybody can be a business person and one has to have a passion for it. 


The contracting capacity in the Province particularly at the small to medium level is highly undeveloped and there is a great scope for small contractor development programme.  However, it must be noted that, the learnership programmes or contractor development programmes are not an end by themselves. The whole purpose of the programme is providing the necessary assistance and proper foundation for the creation of a well trained, experienced and organizationally strong firms that can contribute towards the national goal of reducing/eliminating poverty and unemployment. The ultimate goal of these programmes is not only to employ learners/contractors but it is also to empower them so that they are able to create jobs for their unemployed compatriots. To be able to do this, the emerging contractors must be able to stand on their own, they should be exposed to actual business practices, they should be allowed to make decisions on matters concerning their survival and they should also be appropriately made to face the consequences of their shortcomings/mistakes. Careful identification and selection of candidates for the contractor development programme is therefore of paramount importance.

The ideal composition of contractor’s Learners for the programme should be a minimum of two (at least one owner-manager, and one technical supervisor). If funding on the programme will permit, this number should be three (one manager and two technical supervisors).
3) Client organization (DPW included) should enforce contractual conditions with due consideration to the nature and scope of work they are implementing. This may include punitive actions to defaulting contractors while rewarding those performing well. 
4) There is still an obvious need and potential market for more emerging contractors in the Province considering the relative growth in infrastructure investment and shortage of small-to-medium size contractors in the industry. Therefore, the DPW and other implementing bodies should consider hosting more Sakhasonke type training. However, the recruitment and training of the candidates should be streamlined to ensure the overall success of the programme;

5) Exiting Sakhasonke contractors must be given supplementary training on technical skills (related to their chosen trade), costing of works, cash flow projection, work planning and scheduling and quality control on site. However, in this regard the focus must be directed to those contractors who show initiative of their own and have potential to succeed, i.e. contractors in Fair and V. good performance levels as indicated in section 4 above; 

6) Increase the volume of work for the capable Sakhasonke contractors (those in Fair & good performance levels) through one-of incubation programme to allow them to grow and take part in big construction projects; 

7) Service Providers including Mentors and Consultants must possess sufficient qualification and proven hands-on experience in their trade to order to secure job under incubation programmes such as the Sakhasonke. They should also be required, during tendering, to clearly state their staff compliment to be involved in the actual mentoring and Supervision of works as well as the qualification and experience of these staff members; 


In addition Service Providers (Mentors & Consultants) must be familiar or conversant with the overall development objectives of the LIC/EPWP as well as the principles behind the Sakhasonke programme. In this respect, compulsory reorientation programme for the Service Providers may be instituted as part of the procurement process;
8) Mentors should strictly play a supportive role during the learnership period and must not be allowed to duplicate and/or replace the role and function of the budding contractors. Their support should therefore be on a declining scale with inputs diminishing towards the end of the programme; 

9) Implementing agencies should streamline their procurement and payment procedures in order to avoid unnecessary delays in settlement of claims to ensure prompt payments for workers, and success in the execution of projects; 
10) Task rates indicated in the Bill of Quantities must be enforced during implementation and should be updated from time to time depending on the specific operational conditions and backed by regular work studies on on-going projects; 
11) Service Providers particularly Mentors should provide Learner Contractors, during the mentorship period, with information regarding possibilities of further training, the providers of these training, as well as registration with the requisite industry bodies like CIDB. The onus is, however, on the contractors themselves to search for and access the required further training and assistance for themselves as well as their staff.

8.0
Conclusion 
There is a great opportunity in Limpopo Province for employment creation for disadvantaged communities and empowering of Small-to-Medium Enterprises through programmes like Sakhasonke. Through Sakhasonke, the Limpopo has gone steps ahead of many provinces in terms of skilling small-scale contractors and providing them with secured training projects as well as generating substantial amount of employment opportunities in deep rural areas where these opportunities are generally hard to come by. It is possible to build on these achievements.
It is understood that there are a number of problems with some of the Sakhasonke contractors as well as Service Providers engaged on the Programme. But these problems are not insurmountable, provided there is a will and commitment on the part of the implementing agencies and all relevant stakeholders.  The last five years have provided ample time of learning for those involved in the programme. The programme managers, service providers (mentors and consultants and contractors) who stayed in the programme have learned from their successes as well as their mistakes. What is needed now is to put this knowledge and experiences to a better use and design an improved programme which addresses the above challenges and in a manner that can be emulated by other implementing agencies.
Annexure 1:
Questionnaire for internal evaluation of Sakhasonke Contractor Development Programme

(Form must be completed by owner/manager preferably in consultation with other staff)
General Information

1. What is the highest educational qualification achieved by the trained Contractor?
…………………………………………………………………………………………………………

…………………………………………………………………………………………………………

2. How many key staff members are currently employed by your company (on a short or long term basis)?

· Owner/Manager: ……………………………..…………………………
· Project manager/Site agent/Technical Assistants: ……………………..

· Team Leaders/Formen: ……………………..………………………….
· Artisans/Skilled worker: ……………..………....................................... 

· Finance/Accounting officers: ……………….…………………………
· General Clerks/store keepers: ……………….…………………………
· Others (specify): …………………………………………………………………………..




   …………………………………………………………………………..




   .………………………………………………………………………….

3. What type of training course(s) did you or your staff members take to qualify for EPWP/LIC projects (specify where this training is taken place):

	Position
	Subject
	NQF 2
	NQF 4
	NQF 5
	NQF 6
	In-house

	Owner/Manager 
	
	
	
	
	
	

	Site agent
	
	
	
	
	
	

	Team Leaders
	
	
	
	
	
	

	Artisans/Skilled workers
	
	
	
	
	
	

	Others
	
	
	
	
	
	


4. How do you rate the quality of the training under the Sakhasonke Development Programme?

· Poor
· Fair
· Excellent 
Please Explain (if necessary): ……………………………………………………………………………

……………………………………………………………………………………………………………

……………………………………………………………………………………………………………
5. Have you been assigned a mentor during your training?

· Yes

· No

6. What is the largest size of workforce you managed in any single project?

· Up to 10 workers

· 10 – 30 workers

· Over 30 workers
7. What is your average monthly fixed cost for running your company (salaries, rent, running costs, installments, etc.) excluding personal cost?

· Salaries: ………………………………………………………….. R__________________

· Rent and other running costs: ………………………………......... R__________________

·  Stop orders (for any investments, vehicle installments, etc.)): ….. R__________________

8. How much do you pay yourself and your key staff in monthly salaries?

· Owner/Manager: …………………………………….... R__________________
· Site agent/Technical Assistants: ….…..…….………… R__________________ 

· Team Leaders: …   …….…………………….……..…. R__________________ 
· Artisans/Skilled worker: ……………..……….............. R__________________

· Clerks/store keepers: …………………………….….… R__________________
9. Who are the shareholders in your company?
	Category
	Share Holding (%)
	Profit Sharing (%)

	Owner/Manager
	
	

	Site agent/Technical Assistants
	
	

	Team Leaders
	
	

	Others (please specify):
	
	


10. List the equipment and plant owned by the firm and which are in good working order.

· Supervision vehicle: ………………… No. 
( Paid off     ( Still Owing 

· Pedestrian Rollers: ……… ………….. No.  
( Paid off     ( Still Owing
· Concrete mixer: ……….……………… No. 
( Paid off     ( Still Owing
· Others (specify): ………….…………... No. 
( Paid off     ( Still Owing
·                           : ……………………… No. 
( Paid off     ( Still Owing     

·    


: ………………………. No. 
( Paid off     ( Still Owing
11. Does the company have overdraft facilities with a bank?

· Yes

· No
12. In your view is the company’s financial situation better now than at the start of the Sakhasonke programme?

· Yes

· No

· Don’t Know
13. In your view, are there prospects for your company to earn money and grow in the next five year?

· Yes

· No

· Don’t Know

14. Are you registered with CIDB?

· Yes,  which Grade: ________________________
· No

If not, please give reasons: ……………………………………………………………………………..





……………………………………………………………………………..





……………………………………………………………………………..

15. What types of work is your firm currently engaged in?

· Minor Access Road works 

· Water and Sanitation

· Building Construction

· Others: …………………………………….



  : …………………………………….
16. Give the following information on the work done by your firm in the last three (3) years?
	Type of project
	Contract Value
	Start date (month/year)
	End date (month/year)

	Access Road Projects:

1.
	
	
	

	2.
	
	
	

	3.
	
	
	

	4.
	
	
	

	Water & Sanitation:

1.
	
	
	

	2.
	
	
	

	3.
	
	
	

	4.
	
	
	

	Building projects:
1.
	
	
	

	2.
	
	
	

	3.
	
	
	

	4.
	
	
	

	Other Projects:

1.
	
	
	

	2
	
	
	

	3
	
	
	


Project Management

17. What are the responsibilities of the Owner/manager, Site agent and Supervisors?(tick as appropriate)
	Responsibility
	Owner/Manager
	Site Agent
	Supervisors/Team Leaders
	Outsource

	Sales & marketing (prospecting for jobs)
	
	
	
	

	Costing of works
	
	
	
	

	Price inquiries
	
	
	
	

	Tender preparation 
	
	
	
	

	Preparation of work programmes
	
	
	
	

	Resource planning (including manpower)
	
	
	
	

	Appointment of sub-contractors
	
	
	
	

	Training of gang leaders and workers
	
	
	
	

	Authorise procurement
	
	
	
	

	Site work organisation
	
	
	
	

	Site supervision
	
	
	
	

	Quality control
	
	
	
	

	Preparation of payment certificate &measurements of works
	
	
	
	

	Reporting
	
	
	
	

	Authorize payments for sub contractors and workers
	
	
	
	

	Adherence to Health and safety
	
	
	
	

	Attendance of Project Steering Committee
	
	
	
	

	Attendance of Technical Site meetings
	
	
	
	

	Others:
	
	
	
	

	
	
	
	
	

	
	
	
	
	


18. How often does the following staff visit a construction site? (you may tick more than once)

	Frequency
	Owner/Manager
	Site Agent
	Supervisors/Team Leaders

	Resident on site
	
	
	

	Everyday
	
	
	

	Once a week
	
	
	

	Twice a week
	
	
	

	Trice a week
	
	
	

	Once a month
	
	
	

	Twice a month
	
	
	

	Trice a month
	
	
	

	When recruiting workers
	
	
	

	When there are problems
	
	
	

	When preparing claims
	
	
	

	When materials are delivered to site
	
	
	

	During technical site meetings
	
	
	

	During PSC meetings
	
	
	


19. Do you use the following management tools to control works on site? (tick as appropriate)
· Contract documents including work specification
· Filling system
· Purchase order and invoices
· Material stock reporting forms
· Daily/Weekly Work Plan for Site Agent
· Daily/Weekly Work Plan for Supervisor
· Work Programme and project time line 
· Weekly progress reporting format
· Monthly progress reporting format

· Muster Roll / Attendance Register

· Pay Sheets / Records

· Labour Statistics
· Others: …………………………………. 

20. What system do you use to pay your workers

· Through bank transfers
· Cash
· Through Security firms

· Through local authorities
21. How do you rate the performance of the Client and Consultant staff you happen to work with under the Sakhasonke building construction projects?

Note. 
1 = Very bad,   5 = Excellent
	Category
	Rank/Level

	
	1
	2
	3
	4
	5

	Implementing Agency Staff 
· Technical Competence (e.g. LIC & general road works)
	
	
	
	
	

	· Commitment to work
	
	
	
	
	

	· Willingness to help
	
	
	
	
	

	· Presence on site when needed
	
	
	
	
	

	Supervision Consultants

· Technical Competence (e.g. LIC & general road works)
	
	
	
	
	

	· Commitment to work
	
	
	
	
	

	· Willingness to help
	
	
	
	
	

	· Presence on site when needed
	
	
	
	
	

	Mentors

· Technical Competence (e.g. LIC & general road works)
	
	
	
	
	

	· Commitment to work
	
	
	
	
	

	· Willingness to help
	
	
	
	
	

	· Presence on site when needed
	
	
	
	
	


22. What are the types and severity of the problems you are facing in executing your construction works? (add to the list if necessary)

Note. 
1 = No problem,   5 = Very Severe
	Problems Encountered
	Severity

	
	1
	2
	3
	4
	5

	Technical/ Financial

· Drawings and specifications not clear
	
	
	
	
	

	· Designs set unrealistic conditions for LIC works
	
	
	
	
	

	· Untimely supply of materials
	
	
	
	
	

	· Difficulty in getting compensation for fluctuation in prices of input materials and equipment
	
	
	
	
	

	· Lack of material quality control facilities
	
	
	
	
	

	· Inability to cost works realistically
	
	
	
	
	

	· Inadequate equipment management systems
	
	
	
	
	

	· LIC works too complicated to manage
	
	
	
	
	

	· Site staff unable to adequately plan & execute work
	
	
	
	
	

	· Lack of access to credit facilities
	
	
	
	
	

	· Inadequate cash flow
	
	
	
	
	

	· 
	
	
	
	
	

	· 
	
	
	
	
	

	· 
	
	
	
	
	

	Worker and staff related  
· General shortage of workers willing to work on LIC project
	
	
	
	
	

	· Lack of skilled workers
	
	
	
	
	

	· Lack of experienced supervisors with a knowledge of LIC
	
	
	
	
	

	· Workers absenteeism 
	
	
	
	
	

	· Lack of commitment and motivation of staff
	
	
	
	
	

	· Site staff unable to adequately plan & execute work
	
	
	
	
	

	· 
	
	
	
	
	

	· 
	
	
	
	
	

	· 
	
	
	
	
	

	Management 
· Contract documents to complicated to understand
	
	
	
	
	

	· Contract documents do not cater for unforeseen problems
	
	
	
	
	

	· Delay in settlement of claims on the part of client(s)
	
	
	
	
	

	· Lack of project planning and monitoring tools
	
	
	
	
	

	· Unnecessary waste of materials and time on projects
	
	
	
	
	

	· Inability to prepare cash flow forecast
	
	
	
	
	

	· Lack of qualified project managers
	
	
	
	
	

	· In appropriate delegation (under- or over-delegation) of authorities between the owner mangers and site personnel
	
	
	
	
	

	· Inadequate support by consultants, mentor, client staff
	
	
	
	
	

	· Inadequate Contract management capacity by the client 
	
	
	
	
	

	· Lack of mentors during trial contracts
	
	
	
	
	

	· 
	
	
	
	
	

	· 
	
	
	
	
	

	· 
	
	
	
	
	


Proposed Solutions

23. Can you suggest solutions to the above problems (attach additional sheet if necessary)
· Technical Problems: ………………………………………………………………………………..

……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….,

· Labour Problems:  …………………………………………………………………………………

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

· Management Problems:  ……………………………………………………………………………..

……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

24. How do you rate the support given to your company by the various institutions and stakeholders mentioned below?
Note. 
1 = Very bad,   5 = Excellent
	Topics
	Level of support

	
	1
	2
	3
	4
	5

	Department of Public Works Limpopo
	
	
	
	
	

	SETAs
	
	
	
	
	

	Local Authorities & PSCs 
	
	
	
	
	

	Engineering Consultants 
	
	
	
	
	

	Environmental Consultants
	
	
	
	
	

	Social Consultants
	
	
	
	
	

	Mentors  
	
	
	
	
	

	Financial Institutions (e.g., ABSA)
	
	
	
	
	

	Equipment maintenance contract (Bakkie)
	
	
	
	
	

	Workforce (communities)
	
	
	
	
	

	
	
	
	
	
	


25. In which areas do you see a need for ongoing support? (add to the list if necessary)
· Technical skill
· Works costing and tendering
· Quality control
· Work Planning and programming
· Financial management

· Equipment management

· Others, Please Specify:  …………………………………………………………………………..





…………………………………………………………………………..





…………………………………………………………………………..

Training

26. Do you have an internal training policy/plan?
· Yes,  
· No

If Yes, who among your staff are covered by the plan? (Tick as appropriate)
· Owner/Managers

· Site agent/ Technical Assistants
· Team Leaders

· Artisans/Skilled workers

· Other ……………………………..

27. Based on your experience, which of the following topics are not adequately grasped/understood by your staff and yourself and are hindering your performance?
Note: 1 = Not understood at all,
5 = Well understood
	Topics
	Level of understanding

	
	1
	2
	3
	4
	5

	a. Concept of Labour Intensive technology
	
	
	
	
	

	b. Pricing and tendering
	
	
	
	
	

	c. Contract management & administration 
	
	
	
	
	

	d. Site management and supervision 
	
	
	
	
	

	e. Quality Control
	
	
	
	
	

	f. Equipment Management
	
	
	
	
	

	g. Financial management & Accounting
	
	
	
	
	

	h. Procurement procedures
	
	
	
	
	

	i. Statutory legislation related construction
	
	
	
	
	

	j. Contract documents
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	


28. On which of the above listed topics (section 27) would you or your staff require an additional training? (tick as appropriate)
	Personnel/Staff
	Training Topic (as listed in Section 27)

	
	a
	b
	c
	d
	e
	f
	g
	h
	i
	j

	Owners/manager
	
	
	
	
	
	
	
	
	
	

	Site agents/ Technical Assistant
	
	
	
	
	
	
	
	
	
	

	Team Leaders
	
	
	
	
	
	
	
	
	
	

	Artisans/Skilled workers
	
	
	
	
	
	
	
	
	
	

	Finance/Accounting officers
	
	
	
	
	
	
	
	
	
	

	General Clerks/store keepers
	
	
	
	
	
	
	
	
	
	

	Procurement Officer/Purchaser
	
	
	
	
	
	
	
	
	
	

	Others (specify):
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	


29. As part of your entitlement under the Skills Levy, have you received or applied for training from the relevant SETA for yourself and your key staff members?
· Owners/manager - Course title: …………………………………………………………………
· Site agents/Technical Assistants - Course title: …………………………………………………
· Team Leaders - Course title: .……………………………………………………………………
· Artisans/Skilled workers - Course title: …………………………………………………………

· Finance/Accounting officers - Course title: ……………………………………………………..

· Others (specify)
30. What are the most suitable form of training for you and your staff?

· Special lectures on Specific topics for one or two days
· Workshops and consultation meetings
· Short courses 

· Other (specify): …………………………………………………………………………………




 …………………………………………………………………………………
31. General Comments you wish to make regarding your involvement in the Sakhasonke Contractor Development Programme.

……………………………………………………………………………………………………..

……………………………………………………………………………………………………..

………………………………………………………………………………………………..........
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