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created and nurtured has permeated throughout 
the organisation. With the growth of the busi-
ness necessitating the recruitment of new and 
highly-skilled staff, particularly from the mil-
lennial talent pool, we wanted to ensure that 
we maintain our unique culture, perpetuate 
the core beliefs upon which our company was 
established, retain our demand for excellence 
and preserve our experience-based learning 
for future generations of GVK-Siya Zama family 
members—our extensive HR programme enables 
us to do just that.”

 
Employee-centric
The HR drive began with the appointment of a 
group HR Executive, Marlize Fourie, and four 
regional HR incumbents in 2016. A survey was 
subsequently conducted amongst all staff to 
ascertain their perceptions of the company’s 
people practices. A workshop followed where 
key employees from around the country 
engaged with group leadership on their respec-
tive requirements for the pending programme. 
This needs alignment enabled GVK-Siya Zama 
to formulate a programme that was supported 
by staff and deemed feasible by management.

“The programme is in line with our business 
objectives and our vision of providing staff with 
the tools and opportunities to reach their full 
potential in an environment of respect, care, 
learning and sharing,” says Meyburgh. “The 
foundation of our people practices rests on 
recruiting the right people, onboarding them 
effectively, measuring and rewarding their per-
formance as well as providing training, skills 
development and mentorship and facilitating 
their advancement.”

 
The best for the business
Success starts with selecting the right person 
for the job as well as the company. Leadership 
views a recruit’s personality, cultural fit and 
alignment with the company’s values as key 
to the recruitment process. To ensure that can-
didates who are the best cultural fit and who 
have the most relevant skills are employed, a 
panel conducts interviews and looks for a pre-
scribed list of traits and qualities. The panel 
is comprised of staff members from different 

areas of the business as the group views inter-
departmental relationships as an important 
marker of success.

Off to a good start
Research indicates convincingly that effective 
onboarding is instrumental to the retention of 
staff. To this end, GVK-Siya Zama has designed 
a system that ensures that new employees 
can quickly and easily acquire the necessary 
knowledge and behaviours to become effective 
team members. One of these measures was the 
rollout of a gamification tool called Pathways to 
GVK-Siya Zama Citizenship, an online process 
that new recruits engage with to learn more 
about the company and its leaders in a fun way. 
One of the most important and enjoyable ele-
ments of the game is the quest to meet one of 
the organisation’s “legends”, a senior member 

of staff who has been with the business for a 
significant length of time. The new arrival’s task 
it to schedule a meeting with this person to 
learn more about them and the company: the 
lessons they’ve learnt, challenges they have 
overcome, teachings they can impart as well 
as the company’s unwritten do’s and don’ts. 
Not only does this give the newcomer valu-
able insight into the company, but also enables 
them to experience GVK-Siya Zama’s familial 
environment and open-door policy first hand. 
The company is, by all accounts, a trail-blazing 
employer, not only in the construction industry, 
to roll out this type of onboarding experience.

 
Engaging for excellence
Recognising that young, vibrant talent is 
attracted to organisations that provide them 
with a roadmap for growth, GVK-Siya Zama 

Building a nation

 Well-known for its track record 
of restoration projects around 
the country, the group has 

expanded its repertoire over the last 
decade to include large-scale construction 
projects such as the Limpopo High 
Court in Polokwane, several schools 
and education facilities, as well as 
numerous hospitals and specialist medical 
facilities, located in cities, towns and 
far-flung rural areas in South Africa.

Its committed national leadership attributes the 
group’s success and sustained growth trajectory 

to its dedicated employees, some of whom have 
been with the company for many years. It was 
the ardour and loyalty of staff, together with his 
personal belief in human potential, that moti-
vated CEO Eben Meyburgh to make the group’s 
“people journey” a priority on his agenda when 
he took over the reins of the group in December 
2014.

 
Driving a culture of success
Group Managing Director Dumisani Madi 
concurs, “Building a future means building our 
employees. A skilled, engaged and energised 
workforce united around a common, shared 

purpose and values are integral to the delivery 
of consistent quality to clients and, ultimately, 
the strength of our brand. To secure our collec-
tive ongoing success, we have embarked on a 
journey to formalise our human resources com-
mitment through a multi-layered programme.”

Meyburgh adds, “GVK-Siya Zama has a long-
standing reputation for its family feel—valuing 
employees, treating them as partners, engaging 
and motivating them, as well as encouraging 
an owner-management style. I believe that 
this unique culture arose due to the original 
owners’ longstanding involvement with the 
business. The personal atmosphere that they 

Built on the strength of a 57-year-old construction legacy 
and determined entrepreneurial spirit, GVK-Siya Zama is 
a contemporary player in the construction industry with 
an impressive list of notable projects under its belt

Mentoring magic: moving people forward
As a heritage brand built on over half a century of experience, preserving and passing on valuable 
institutional knowledge is crucial to GVK-Siya Zama’s continued success.

Mentorships enable the transfer of experiential knowledge accumulated at the coalface by 
veteran employees to younger staff members. Not only does this equip them with invaluable 
skills that are unobtainable from any tertiary institution, but also ensures that their behaviour 
mirrors that of senior team members, thus ensuring brand consistency and building the individual’s 
capacity.

One such GVK-Siya Zama employee, Jabu Serithi, is a testament to the effectiveness of the 
company’s belief in the benefits of mentorship. Mentored by CEO Eben Meyburgh and Group 
MD Dumisani Madi, Serithi progressed from Senior Quantity Surveyor to become the Group’s 
first female Director in Gauteng. Her keen business sense and evident leadership potential were 
further augmented by the services of an external business coach to assist her in her personal 
growth and the development of soft skills.

Serithi shares, “On your own, you can only do so much but with guidance, you can reach 
far greater heights. Mentorship is about providing an extra set of eyes to help you pick up on 
weaknesses and strengths that you may not necessarily be aware of. In addition, mentors can 
assist in identifying potential opportunities for growth. Mentorship involves the passing down 
of lessons learnt through making mistakes, without you having to go through the pain yourself.”

Serithi, in turn, is a mentor to juniors in the organisation. She says, “For me, it is a moral 
obligation. To paraphrase actor Kevin Spacey, it’s no use getting to the top floor and not bothering 
to send the lift down for others to get on. It’s not fun being on the top floor all on your own. 
Mentorship is a very rewarding and humbling experience.”

She acknowledges that mentorship is time-consuming, but says its reward lies in having an 
inspired mentee who is prepared to go out and apply their best self to attain greater success. 
This can only benefit both the mentor and mentee and, ultimately, the company. 

Eben Meyburgh and Dumisani Madi
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has implemented what it refers to as “Career 
Conversations.” A contemporary and tailor-
made approach to the “performance appraisal” 
of former times, employees formally engage 
with their managers on a more informal and 
personal level, three times a year, to gain 
clarity on their role profiles, performance and 
ambitions for the future. Issues that could be 
affecting performance are raised and managers 
can gain insight into the person as an individual 
and determine how they and the company can 
assist the employee to achieve their goals and 
meet their learning and development objectives.

The Career Conversations has enabled 
GVK-Siya Zama to formulate a framework for 

customised training, mentorship and skills 
transfer. This includes the teaching of values-
driven and brand-specific behaviours to ensure 
consistency and brand alignment.

Additionally, performance measurements 
metrics and monitoring tools provide manage-
ment with a more structured basis on which to 
reward staff in terms of remuneration, bonuses 
and incentives, as well as to recognise their 
accomplishments in other meaningful ways, 
such as promotions.

By being attuned to employees’ growth aspi-
rations, the company is better equipped to assist 
them in managing their careers through the for-
mulation of attainable and realistic development 

plans. Not only are these initiatives guided by 
employee performance but also by how they 
live the organisation’s values—a key aspect of 
career advancement.
 
A programme for all
Meyburgh believes that the success of the 
group’s HR journey depends largely on the 
level of commitment from senior management. 
In addition to intensive training over the last 
year to bed down processes and new initiatives, 
every aspect of the HR programme that has 
been implemented was role-modelled by him 
and his team of Senior Executives and then cas-
caded down through the ranks of the company. 
Management has learnt that this approach of 
“leading by example” is a powerful motivator 
when introducing new initiates to employees.

“Like business at large, the building industry 
is fraught with constant change and chal-
lenges—from the projects we undertake and the 
environments in which we work to the clients 
that we deal with their and their demands 
that we have to meet and exceed. To succeed, 
businesses need to learn to constantly adapt. 
Transforming our people practices enables us to 
stay abreast of change. Appealing and catering 
to a modern workforce, engaging millennials, 
developing and retaining talent moulds the 
future of our company and ensures our sustain-
ability.  With this in mind, our aim is to be the 
employer of choice in the construction industry,” 
concludes Madi. ▲

Education Fund to empower future generations
GVK-Siya Zama’s commitment to making a meaningful difference in the lives of its people extends 
to the future of their employees’ children.

With education being the foundation upon which a stronger industry and powerful country is 
built, the company has made funding available to cover the school fees of selected employees’ 
offspring. This financial support is granted on an annual application basis to staff members who 
have a strong track record of performance and whose children are maintaining good academic 
grades.

Pioneered on a small scale in Cape Town some two years ago and subsequently rolled out to 
the group’s four offices around the country, the Education Fund has benefited some 75 scholars, 
with close to R700 000 being spent on their education since the inception of the programme.

With the high cost of education, this inspired initiative has made a dramatic difference to the 
lives of employees and their children. The ultimate goal is to continuously expand the Fund to 
benefit more learners and incorporate other aspects of education.

Dumisani Madi Jabu Serithi Marlize Fourie 
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