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Our sustainability in action

The group’s sustainability journey is underpinned by our efforts to create and protect value for all our stakeholders. 
Responding appropriately to the reasonable expectations of our stakeholders, maintaining our financial strength, 
ensuring our products and services remain relevant to our customers’ needs, achieving regulatory compliance 
and attracting and retaining the best talent for our diversified businesses are all integral components of our 
sustainability framework. 

Stakeholder group Key issues raised Our response thereto

Shareholders and 
providers of capital

Business sustainability; access to funding; 
share liquidity; debt-to-equity ratio; and ROI

Investor roadshow; face-to-face meetings; 
strategy execution; and risk management

Clients and 
prospective clients

Flexible service solutions; regulatory 
compliance; employment equity compliance; 
employee benefits; skills availability; training; 
labour unrest, productivity management; and 
amended broad-based black economic 
empowerment codes and scorecard

Product and service innovation; employee 
benefits; labour law updates and education; 
roadshows; meetings; direct communication, 
service standards monitoring; business 
consulting; project management; training; and 
services integration

Employees and 
contractors

LRA amendments; equitable benefits; job 
security; remuneration; reward and recognition 
structures; training; skills development; 
transformation; and job continuity

LRA amendment training specifically for sales 
and operational staff; transformation 
committee; transformation strategy; HR policies 
and procedures; standardisation of job 
descriptions – linked to job grading and 
performance appraisal structures; and 
employment benefits

Unions Non-acceptance of labour law amendments 
and regulations; job security; employment 
conditions and benefits; transformation; and 
broad-based black economic empowerment

Essential Employee Benefits product range; 
meetings; compliant employment contracts and 
operating practices; youth employment; training 
and skills development; broad-based black 
economic empowerment

Local communities Job creation; youth employment; training and 
skills development; and community support 
(“CSI”)

Youth employment; recruitment drives to 
source staff from local communities in which 
contracts are operated; training and skills 
development programmes; and community 
support through CSI initiatives

Government and 
regulators

Industry regulation; youth employment; skills 

development; broad-based black economic 

empowerment; labour practices; and 
bargaining councils

Direct involvement and participation at CAPES, 
Nedlac and BUSA; systems and process 
review; regulatory compliance; and 
transformation and broad-based black 
economic empowerment

Suppliers Preferential supplier listing; products and 
pricing; empowered suppliers; and enterprise 
development

Product availability; preferential supplier 
agreements; empowered supplier status; 
transformation strategy; and enterprise 
development negotiations

This is Workforce

Our key relationships
We create value through our relationships with our stakeholders who we define as individuals or groups who affect or are affected by 
our business and its activities. Our inclusive approach to stakeholder engagement continues to provide us with insights and a better 
understanding of the expectations and issues that are important to each respective stakeholder group, and in so doing, it creates 
opportunities for us to respond appropriately. During the reporting period we engaged the following stakeholder groups:
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Our human capital
Our employees play a key role in our reputation and our future 
success. Our aim is to create a stable and secure work 
environment that is underpinned by an ethics-based culture 
which is positive, supportive and diversity-friendly to enable 
employees to achieve their full potential through decent and 
challenging work and being recognised for excellence 
in performance. 

Labour practices and decent work 
Workforce is a responsible employer and proactively meets its 
obligations in respect of legislative and regulatory requirements. 
We have at all times embraced the regulation of the temporary 
employment service industry and will continue to do so in the 
light of any further new laws promulgated. 

In addition to our code of conduct, various policies and 
procedures provide guidance to employees in respect of 
conduct and behaviour, anti-fraud and irregular activities, ethics, 
sexual harassment, non-discrimination, recruitment, promotions, 
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employment equity, grievance and dispute settlement, industrial 

relations and freedom of association.

We make every effort to remunerate our staff fairly and equitably. 

In addition to a basic salary, full-time employees have access to 

benefits that include provident fund, death and disability cover, 

funeral cover and medical aid benefits which are subsidised at 

differing levels, dependent on an employee’s position and 

selection of benefit type. Participation in the group’s provident 

fund is compulsory for permanent staff. 

Through the establishment of our Essential Employee Benefits 

business, the group offers all its contractors access and the 

freedom to participate and obtain retirement funding, risk and 

disability cover, funeral benefits and medical aid benefits. 

Employee statistics
During the reporting period the group employed and provided 

security and stability to 992 staff members and 

32 193 contractors. 
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Human rights
Acknowledging the diversity of cultures within our employee 

complement, the group continually seeks to redress historical 

imbalances to allow all employees to compete on equal terms. 

The group strives to create an environment in which individuals 

and teams may develop to their full potential for their own 

benefit and that of the group.

Workforce is guided by the human rights policies enshrined in 

the country’s constitution. South Africa’s endorsement of various 

international labour organisation principles relating to forced, 

compulsory or child labour is also binding on the group. 

There were no contraventions of these principles for the period 

under review.

Business ethics
Workforce adopts a zero tolerance to inappropriate conduct 

within the organisation. Fraud and corruption remains one of the 

most problematic issues for businesses. It threatens the 

sustainability of an organisation, jeopardises jobs, destroys 

employment opportunities and undermines good 

corporate governance. 

We encourage an open and ethical workplace and we actively 

promote a culture of reporting wrongdoing throughout all our 

operating divisions. Maintaining an atmosphere of mutual 

workplace respect and proper business conduct is vital to the 

integrity and success of the Workforce group and implementing 

effective policies is an important step towards this end. 

The group recognises the value of transparency and 

accountability in its administrative and management practices 

and supports the making of disclosures that reveal improper 

conduct or mismanagement of the group’s resources. 

Our internal controls and operating procedures are intended to 

detect and prevent improper conduct. 

The following policies support our efforts in this regard:
 ■ Code of business conduct;
 ■ policy on fraud, theft, corruption and associated 

internal irregularities; and
 ■ whistleblower and whistleblower protection policy.

An extension of implementing the whistleblower and 

whistleblower protection policy is the appointment of an 

independently operated whistleblowing hotline to facilitate 

reporting and confidential disclosures. Whistle Blowers 

Proprietary Limited (“Whistle Blowers”) was appointed to receive 

these disclosures.

During the reporting period one report was received by Whistle 

Blowers and after investigation was found to be unsubstantiated. 

The whistleblower campaign will continue to act as one of the 

components of our risk management framework.

Transformation
Workforce is committed to transformation through supporting 
employment equity, skills development, preferential 
procurement, supply chain diversity, enterprise development 
initiatives and community support and upliftment.

The revised broad-based black economic empowerment 
(“B-BBEE”) codes are used as a guide to achieve our goals and 
targets in this regard. We have introduced several interventions 
to ensure the codes are interpreted and applied to our business 
in a sustainable way. The interventions include: 

 ■ The transformation committee which is the governance 
structure that sets policy and drives transformation across 
the group and reports on performance to the social and 
ethics committee; 

 ■  in-line with the revised broad-based black economic 
empowerment codes, transformation portfolios have been 
identified for shareholding, employment equity, skills 
development, social responsibility, supplier development 
and enterprise development. These portfolios have been 
assigned to various members of the committee to set 
strategy, drive implementation and report back on 
performance; and

 ■ the appointment of an external consulting company to 
consult and advise on transformation across the various 
pillars of transformation. 

Transformation objectives 

The objectives of the transformation committee have been 
structured around a three year plan with the following 
short-term objectives: 

 ■ To retain and/or improve on our current level three 
broad-based black economic empowerment rating; 

 ■ to achieve “empowering supplier” status to ensure we 
continue to add value to our client base; 

 ■ to balance the attraction and retention of top talent at all 
levels with the national economically active population 
(“EAP”) targets and employment equity targets; 

 ■ to ensure that skills development and skills transfer takes 
place across all levels and that developmental initiatives tie 
in with our employment equity plan; 

 ■ to promote growth and sustainability through recognition 
and support of our black-owned, black female-owned and 
exempted micro enterprise (“EME”) suppliers;

 ■ to roll out our enterprise development initiatives, which are 
based on mentoring, assisting and investing in selected 
black-owned businesses that are aligned to our core 
business. The initiatives are designed in such a way as to 
ensure growth and skills transfer to the beneficiary 
companies, as well as achieving increased competency and 
business opportunity growth for the group’s businesses; and 

 ■ to focus our social responsibility initiatives on the upliftment 
and assistance of the local communities in which our 
staff reside. 

This is Workforce

Our sustainability in action (continued)
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A revised recruitment policy has been adopted which aims to 

ensure that the economically active population targets are 

considered first for all middle and senior management positions. 

The employment equity and skills development committee will 

play an integral role in ensuring that the policy is fairly and 

equitably implemented without compromising the sustainability 

of the group. 

During the next reporting period we will review the make-up 

of the existing employment equity and skills development 

committee to ensure greater national and regional 

representation. Formation of sub-committees is also being 

explored. Core to our employment equity plan is the proper 

identification and classification of our current staff complement. 

Our aim is to identify specifically black talent in the group and 

formalise and customise individual development plans. 

We are implementing tracking mechanisms to ensure our 

employment equity processes meet the empowering supplier 

requirements in terms of staff turnover and new employees.

Group employment equity statistics for the year ended 31 December 2015 are reflected below:

Occupational levels

Male Female
Foreign 

nationals
Total 
2015A C I W A C I W Male Female

Senior top management 0 0 0 4 2 0 0 0 0 0 6

Top management 1 0 1 8 0 1 1 8 0 0 20

Senior management 0 1 5 23 0 7 1 24 0 0 61

Professionally qualified 
and experienced 
specialists and 
mid-management 10 2 13 44 14 20 4 43 1 0 151

Skilled technical and 
academically qualified 
workers, junior 
management, supervisors, 
foremen and 
superintendents 56 33 27 57 75 49 19 88 2 1 407

Semi-skilled and 
discretionary 
decision-making 66 19 7 6 96 60 16 44 2 1 317

Unskilled and defined 
decision-making 3 0 0 0 26 1 0 0 0 0 30

Total permanent 136 55 53 142 213 138 41 207 5 2 992

Temporary employees 17 818 2 797 340 266 8 827 1 790 90 100 66 99 32 193

Grand total 17 954 2 852 393 408 9 040 1 928 131 307 71 101 33 185

Broad-based black economic empowerment rating 
Workforce successfully retained its level three broad-based 
black economic empowerment rating in terms of the 
generic scorecard. 

Level 3
B-BBEE

Employment equity
The group has timeously completed and submitted the 
necessary progress reports in terms of the Employment Equity 
Act requirements. Through the transformation committee added 
focus will be placed on meeting the goals and targets we have 
set ourselves in our employment equity plan. 
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Skills development and training 
The group has always placed a great deal of emphasis on 
facilitating transformation in the workplace through skills 
development and skills transfer programmes. We are in a very 
strong position to meet the requirement of this pillar on the 
scorecard, as we have a solid history of successfully managing 
training interventions for both employed and unemployed 
learners. Our mix of accredited training interventions and 
customised in-house training has proven very successful. 

To meet the significantly increased targets of the revised 
scorecard our strategy going forward will be to: 

 ■ Increase the number of learnership and artisan interventions 
to both our employed staff and to unemployed youth; 

 ■ continue with our intern programmes and to encourage 
conversion to permanent placement at the end of the 
intern period; 

 ■ ramp up our development programme for identified 
employees; and 

 ■ identify and implement training programmes for disabled 
persons in our group.

Permanent staff training
A significant amount of in-house product and operational 
training is given to our permanent staff on an ongoing basis. 
This includes training on the labour legislation amendments as 
well as business processes to ensure consistency and 
compliance across the divisions and subsidiaries. Induction 
training is compulsory for all new staff.

Learnerships
In partnership with Training Force, the training arm of the group, 
we have successfully exited more than 1 000 learners (both 
employed and unemployed) from learnership interventions 
during the reporting period. 

Learnerships for contractors
Many of our blue-collar contract staff were offered the 
opportunity to consolidate their many years of work experience 
into a recognised qualification through a learnership 
intervention. This learnership opportunity enables a contractor 
to formally upskill and reinforces what they are typically already 
doing with a formal qualification from a recognised SETA. 

During the reporting period, 780 Workforce Staffing contractors 
trained and participated in learnerships; 188 learners exited; 
165 with full qualification and 25 with statements of results; and 
95 of the successfully certificated learners will be progressed to 
the NQF 2 qualification in 2016.

Learnerships for unemployed 
We placed 432 unemployed learners on call centre NQF 2 
learnerships in 2015. Our training of unemployed learners has 
primarily been in partnership with many of the large, established 
call centres nationally. These call centres act as host employers 
for the duration of the learnership, affording learners the 
opportunity to gain valuable work experience. 

On completion of the learnership, the host employer is given the 
opportunity to employ the learner on a permanent basis. 
Our conversion rate from unemployed learners to permanent 
employee has been very successful. 

One hundered and forty-three (143) unemployed disabled 
learners took on business practice NQF 1 learnerships in 2015 
and are currently doing their workplace experience in Western 
Cape schools; and 18 learners were placed on a new venture 
creation learnership (“NQF 2”). These learners were placed at 
Babereki to gain their workplace experience.

In addition to the above learnerships, we also have a successful 
track record of training artisans. Formal training is done by 
Training Force and learners are placed in appropriate work 
environments for their workplace experience. We are currently 
training 90 artisans in projects in Klerksdorp and Cape Town. 
These learners were “unemployed youth”. We are hopeful of 
another successful conversion rate to permanent employment 
at the end of this project.

Internships

During the reporting period the group placed and managed 
more than 400 interns at different client sites across the country. 

Workforce has a long and successful track record with 
internships. Our first intern programme was introduced in 2009 
where interns were placed in various divisions within the group, 
across all provinces. Since then we have taken on several more 
interns and after every intake a substantial number of interns 
were made permanent offers of employment. Many of the 
ínterns of the 2009 debut intake are still enjoying permanent 
employment and career development opportunities in the group. 

Supplier development
The requirement of this element of the revised broad-based 
black economic empowerment codes has necessitated that we 
re-evaluate our procurement policy in order to achieve our goals 
and targets. An analysis of our existing supplier base has shown 
that we need to be much more astute in selecting suppliers so 
that they can contribute meaningfully towards our scorecard. 

We have also identified areas of our business where we will be 
introducing supplier development initiatives that provide 
opportunities for black-owned and black women-owned 
businesses, including exempted micro enterprise (“EME”) and 
qualifying small enterprises (“QSE”) businesses, to benefit from 
our procurement spend. 

Enterprise development
During the first quarter of 2016, Workforce plans to conclude an 
enterprise development agreement with a black women-owned 
business. We envisage that this partnership will not only 
contribute to our overall broad-based black economic 
empowerment scorecard goals and targets, but will also add 
value to our existing business model.

This is Workforce

Our sustainability in action (continued)
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Empowering supplier
Workforce meets all the requirements to be rated an 
“empowering supplier” – an important scorecard element of the 
revised broad-based black economic empowerment codes of 
good practice.

Social 
The group’s corporate social investment activities focus on 
historically disadvantaged individuals through job creation, 
training and skills development. Our performance during the 
reporting period is described under the heading of “skills 
development and training” and further elaborated upon under 
the heading “learnerships”. 

Our community support and poverty alleviation in particular 
prioritises the needs of disadvantaged children. During the 
reporting period Workforce supported various communities, 
within which the group is active, as well as organisations 
through direct donations, project support and employee 
participation in community fund-raising events. 

The group did not make any financial and in-kind contributions 
to any political parties, politicians, and related institutions.

Environmental
The group’s efforts around environmental sustainability continue 
to focus on reducing the negative impacts of our operating 
divisions, notwithstanding that we are classified as a low impact 
business posing limited risk to the environment. By creating 
greater environmental consciousness, we can manage our 

processes, materials and our people in order to reduce any 

negative impact our business activities may have on the 

environment. We also encourage customers, suppliers and other 

stakeholders to do the same.

Energy efficiency – Significant savings have been achieved 

through energy efficiency awareness campaigns launched 

throughout the group – specifically in respect of electricity 

usage. Motion sensing lights installed in various offices only 

switch on once motion in a room is detected. Desktop printers 

have been replaced with shared multi-functional devices and 

traditional telephone rental lines have been replaced with Voip.

Procurement – Through the establishment of a centralised 

procurement system, the group has achieved various 

efficiencies, in addition to enabling procurement of 

environmentally-friendly products, where possible.

Decreasing paper usage – By raising awareness, the response 

throughout the group has been impressive especially in respect 

of reducing usage, paper recycling and double-sided printing. 

The use of technology has reduced in-system paper utilisation, 

specifically reducing the need to print out curriculum vitaes and 

distributing electronic payslips and newsletters to our staff 

and clients.

Recycling – Recycling initiatives introduced throughout the 

group focus on managing the disposal of paper, plastic water 

bottles and containers used in the day-to-day 

business environment. 


