
The Remuneration Committee is pleased to 
present Netcare’s remuneration report for 
the financial year ended 30 September 2018. 
In line with the principles and recommended 
practices of the King Report on Corporate 
Governance for South Africa (King IV™),  
it is presented in three parts: a background 
statement, an overview of remuneration 
policy and the implementation report.

During the year, Mr JM Kahn, who was a valued member of  our Remuneration 

Committee retired as a non-executive director and Chair of  the Netcare Board. 

Netcare thanks him for his valuable contribution as a committee member and 

wishes him well in his future endeavours. Mr N Weltman has joined the 

Remuneration Committee as a member and Dr APH Jammine continues in his 

role as committee Chair.

To ensure alignment with shareholder expectations, the Remuneration 

Committee has reviewed its processes and the remuneration policy, which 

resulted in no change to the remuneration principles for this financial year. 

Remuneration 
report

PART 1

Background statement 1
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Two separate annual non-binding advisory votes will be requested from shareholders at the annual general meeting (AGM) to be 

held on 1 February 2019, pertaining to the remuneration policy and the implementation report. During the last AGM held in 

February 2018, our shareholders voted as follows: 

Votes in favour Votes against Abstentions

Remuneration policy 87.6% 12.4% 0.1%

Implementation report 96.7% 3.4% 0.1%

Shareholder engagement
The 87.6% of  shareholder votes in favour of  the remuneration policy was slightly less than the prior year’s vote of  90.1%.  

As a result, and given that the Remuneration Committee considers shareholder dialogue imperative, members of  the committee 

consulted with various shareholders on the policy. Overall, shareholders showed support for the Chief  Executive Officer (CEO) 

and Chief  Financial Officer (CFO) benchmarking exercise, undertaken by PwC, and the level of  transparency in our 2017 

remuneration report. 

In the event that our remuneration policy and/or implementation report are voted against by 25% or more of  the voting rights 

exercised at the 2019 AGM, the Board and the committee, will:

 > Engage with shareholders to ascertain reasons for dissenting votes; 

 > Address legitimate and reasonable objections raised; and

 > If  required, amend our remuneration policy or clarify and/or adjust our remuneration governance or processes.

Below is a summary of  shareholder engagement during the year.

ISSUES RAISED BY SHAREHOLDERS RESPONSE OR ACTION TAKEN

Remuneration of  the CEO and CFO positions. Engaged an external consultant to benchmark the CEO and CFO pay 

levels based on a broad comparator group of  different sizing 

methodologies. The analysis indicated that the pay levels of  Netcare’s 

CEO and CFO align with market norms and peer companies. We also 

engaged with relevant shareholders on the benchmarking exercise and 

to clarify the CEO’s pay and shareholding. In particular, we explained 

that the exercise of  shares in the 2016/2017 reporting period related to 

shares accumulated through personal funds, and which was not linked 

to variable pay received during the reporting period. 

Clarification regarding to which year the disclosed 

short-term incentives (STIs) related. In addition, 

there was a request for more detailed disclosure on 

the specific targets achieved during the year. 

Amended our disclosure to highlight the value of  STIs paid relating to 

the specific financial year, e.g. STIs paid in December 2018 relate to the 

financial year ending September 2018. We have included more detailed 

disclosure on the STIs in Part 3 of  this report.

More transparency on executive incentive awards, 

including the disclosure of  retrospective annual 

targets.

Enhanced disclosure on long-term incentives and included 

performance relative to targets for the awards vesting in the 

reporting year.

The link between performance and long-term 

incentive (LTI) awards. LTI awards should be 

subject to stretch performance targets to drive 

shareholder value over a sufficiently long period of  

time. Some shareholders have indicated a 

preference for a five-year performance period or an 

additional holding period.  

The Remuneration Committee will consider a new long-term incentive 

for adoption at the 2020 AGM, which will be incorporated according to 

leading market practice and good governance recommendations. 

We believe that the engagement undertaken during the year is in line with King IV™’s intended outcome of  understanding the 

legitimate and reasonable needs, interests and expectations of  our key stakeholders. Going forward, the committee will continue 

to actively engage with shareholders and evaluate and consider their feedback on our remuneration policy and its implementation. 

This is in line with our commitment to enhance our reporting, meet shareholder expectations where feasible, and maintaining 

accurate, transparent and relevant disclosure on the performance measures used to determine the award of  short- and  

long-term incentives. 
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Fair and responsible pay 
Netcare’s governance frameworks align with the principles 

and recommended practices of  King IV™. Principle 14 

encourages governing bodies to ensure that organisations 

remunerate fairly, responsibly and transparently to promote 

the achievement of  strategic objectives and positive 

outcomes in the short, medium and long term. 

During the year, we reviewed and approved the balanced 

scorecards for all executives to ensure alignment with 

Netcare’s strategic imperatives. A core component of  the 

Group’s executive incentive scheme is to reward individual 

and team performance, based on individual and collective 

success and output in meeting agreed performance 

objectives. This performance-based remuneration philosophy 

is underpinned by a detailed and documented methodology 

approved by the Remuneration Committee and sound 

governance and management principles.

In considering Principle 14 and in recognition of  the income 

gap, higher percentage increases are applied to the annual 

salary adjustments of  employees at the lower end of  the pay 

scale than those awarded to executive directors, prescribed 

officers and senior executives.

In 2019, the committee will continue to review the 

appropriateness of  the principles of  fair and responsible pay 

in relation to Netcare’s strategy and remuneration philosophy, 

and will report any changes in the next remuneration report. 

Summary of remuneration activities 
The main issues considered and approved by the 

Remuneration Committee following the 2018 AGM included:

 > Approved the Remuneration Committee work plan for 

2018. 

 > Reviewed the remuneration policy to ensure it remains 

appropriate and aligned with strategic objectives. 

 > Reviewed shareholder feedback after the AGM and 

responded as necessary.

 > Approved total guaranteed package (TGP) increases for 

senior management.

 > Approved STI and LTI targets for executive directors, 

prescribed officers and all other qualifying employees. 

 > Approved STI outcomes for 2018.

 > Approved LTI allocation levels for 2018 awards.

 > Oversaw the preparation of  the remuneration report and 

ensured that the remuneration policy and implementation 

report are put to a non-binding advisory vote at the AGM. 

 > Reviewed fees payable to non-executive directors and 

proposed increases.

Focus areas for 2019 

 > Continue to review the remuneration policy and practices 

to ensure that it fully aligns with King IV™ and relevant 

corporate governance practices, and that it promotes the 

achievement of  Netcare’s strategic objectives.

 > Review salary structures and STIs to ensure they are 

linked to realistic performance objectives aligned to the 

Group’s refined strategy, and support long-term 

sustainable growth and value creation.

 > Continue to engage with shareholders to obtain their 

views and feedback on remuneration structures, and to 

address their concerns to ensure support of  the 

remuneration policy.

 > Consider a new LTI which aligns to the strategic 

objectives of  the organisation and leading market 

practice, in response to shareholder feedback. As part of  

this process, the committee will consider the link between 

performance and LTI awards, and whether or not the 

introduction of  clawback provisions and/or minimum 

shareholding requirements are appropriate.

Remuneration Committee opinion
The Remuneration Committee is of  the view that:

 > It has complied with the responsibilities outlined in its 

terms of  reference and that the principles advocated by  

King IV™, the Companies Act, 2008, the JSE Limited 

(JSE) Listings Requirements and the remuneration policy 

have been adhered to, including the composition of  the 

committee and the disclosure provided.

 > The remuneration policy and its implementation reflect 

appropriate alignment between the Group’s strategic 

imperatives and stakeholder interests.

 > The remuneration principles adopted are appropriate for 

guiding its decisions to fairly and responsibly remunerate 

executive directors, prescribed officers and senior 

executives.

 > Based on the Group’s performance during the year, the 

Group’s strategic priorities have been partially met.

 > The appropriate structures exist, both at and below Board 

level, to recognise and retain Netcare’s top talent.

Remuneration policy: https://www.netcare.co.za/
Netcare-Investor-Relations/Governance/
Remuneration-Policy.

Board approval 
The Remuneration Committee reviewed and recommended 

the remuneration report to the Board for approval, which was 

obtained on 6 December 2018.
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Members
All members of  the Remuneration Committee are non-executive directors and independent as defined by King IV™. Two committee 

meetings were held during the financial year. 

MEETING DATE ATTENDANCE FOCUS OF THE MEETING

29 November 2017 All present Non-executive director fees, Forfeitable Share Plan allocations (LTI) and 

2017/2018 executive and senior management incentives.

06 March 2018 All present Annual increases, Executive Committee scorecard and the PwC 

benchmarking exercise.

Our remuneration policy sets out the principles used to 

ensure competitive remuneration while complying with all 

applicable laws and codes. It applies to the payments, 

accruals and awards made to executive directors, non-

executive directors, senior executives and prescribed 

officers for the year ended 30 September 2018.

Remuneration philosophy
Our remuneration philosophy ensures that our employees are 

fairly, reasonably and responsibly rewarded for their 

contribution to the Group’s strategic, operating and financial 

performance. It also supports our ability to attract and retain 

talent at every level of  the organisation.

The following key principles of  our philosophy shape and 

guide our remuneration policy, and support value creation:

 > Securing crucial skills to provide world-class healthcare.

 > Rewarding our employees for achieving strategic and 

operational priorities which in turn strengthens our ability 

to retain talented individuals.

 > Short-term incentives to recognise superior performance.

 > Long-term incentives as a retention and reward 

mechanism for key executives and managers, and to 

ensure continued alignment between management and 

stakeholder objectives for the long-term sustainability of  

the business.

Remuneration policy
The effectiveness of  the remuneration policy is reviewed 

annually and forms the basis of  developing the 

Remuneration Committee’s annual work plan.

We drive a high-performance culture in an active and 

responsible manner and strive to deliver performance that 

aligns with Netcare’s strategy and values, stakeholder 

expectations and market factors. Remuneration decisions 

are linked to individual performance and a balanced 

scorecard, as well as values and behaviours that promote 

value creation. Executive compensation is, therefore, 

measured in terms of  strategic and financial delivery, as well 

as non-financial objectives. Incentive programmes reward 

individual, team and Group performance when the effort and 

output align to the Group’s strategic priorities. 

Macroeconomic factors affecting the industry and the 

country are considered when awarding annual salary 

increases and incentive payments.

Employment contracts do not provide for contractually 

agreed termination payments. Only the CEO has a restraint 

of  trade of  six months and the Executive Committee 

members have a three-month notice period. 

The remuneration policy also outlines the key best practice 

principles for remunerating all other employees.

VOTING ON THE REMUNERATION POLICY 

Shareholders will be requested to cast a non-binding advisory vote on 
part 2: remuneration policy overview at the AGM on 1 February 2019.

PART 2

Remuneration policy overview 2
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Remuneration policy objectives

ATTRACT
Attract qualified, highly 
skilled employees at 
market-related 
remuneration levels.

REWARD
Drive performance by 
rewarding exceptional 
performance using 
short-term incentives.

RETAIN
Retain key employees and 

high-performing 

employees through 

long-term incentives.

Benchmarking 
All elements of  remuneration, including benefits, are subject to periodic review to ensure remuneration levels are appropriate and 

competitive, and take into account factors including the Group’s financial position, and industry and market benchmarks and 

trends. The guaranteed remuneration packages of  executive directors, prescribed officers and senior executives are 

benchmarked against relevant comparators.

To comply with King IV™’s requirements, we will continue to periodically benchmark executive and non-executive remuneration 

using external consultants. 

Executive remuneration structure
Our remuneration policy seeks to achieve a suitable balance between guaranteed and variable remuneration. Variable short-term 

incentives are limited to a maximum of  60% for executives and 75% for the CEO. 

The remuneration packages for executive directors, prescribed officers and senior executives for the year ending 

30 September 2018 comprised the following elements:

FIXED VARIABLE VARIABLE

Guaranteed package Short-term incentives Long-term incentives

Guaranteed package

OBJECTIVE

To reflect individual contribution and market value relative to role and to recognise skill and experience.

BASIS FOR DETERMINATION

Guaranteed pay includes salary and employee benefits. It is determined based on the complexity of  the role, market value, 

and the ongoing review of  the employee’s personal performance and contribution to Netcare’s overall performance and 

values. Guaranteed remuneration is reviewed annually and increases take effect in March. Annual increases consider factors 

such as prevailing economic conditions, inflation, Group performance and affordability, change in responsibilities, internal and 

external benchmarks, and average salary increases.

DELIVERY

Monthly payment after deducting contributions to retirement funding and medical scheme. The Group also makes group life 

assurance cover, funeral cover and disability insurance contributions.
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Short-term incentives 

OBJECTIVE

To reward individual contribution and Group performance in the short term.

ELIGIBILITY

Executive directors, prescribed officers, senior executives and managers participate in an annual STI plan.

STI FORMULA

The STI formula is as follows: 

BONUS PAID IF 

TARGETS MET
=

ANNUAL 

GUARANTEED 

PACKAGE

X
POTENTIAL 

ELIGIBILITY (%)
X

WEIGHTED 

AVERAGE OF 

BALANCED 

SCORECARD

The participant’s potential eligibility percentage will depend on the participant’s job grade and the thresholds for executive 

directors are as follows: 

 > CEO – (maximum of  75%)

 > CFO – (maximum of  60%)

CFO (%)CEO (%)

  Guaranteed pay
  Short-term incentive

57

43

63

37

The potential STI per executive, which is calculated by applying the potential eligibility percentage (a score between 0 – 75% 

as per the thresholds above) to the employee’s annual guaranteed package, is then modified by the balanced scorecard 

outcome. Practically this means that no executive director, prescribed officer or senior manager is capable of  earning 100% or 

more of  their annual guaranteed package.
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BALANCED SCORECARD

The balanced scorecard contains divisional, functional and individual key performance metrics. A weighting linked to Group-

based targets ensures alignment among team members with the Group’s strategic priorities and identified areas of  focus. 

The Executive Committee scorecard carries a 40% Group-based target, with the remaining 60% of  the scorecard focusing on 

individual and divisional responsibilities.

A broad range of  specific strategic and operational targets of  a financial and non-financial nature are included in the individual, 

divisional and Executive Committee balanced scorecards. These targets are aligned to the Group’s strategic priorities and drive 

the achievement of  sustainable growth and long-term value creation. Weighting and targets vary between executives 

depending on their function. 

The Remuneration Committee has approved the following Group-wide performance conditions and targets:

Gateways

 > Earnings before interest, taxes, depreciation and amortisation (EBITDA).

 > Adjusted headline earnings per share (HEPS).

Performance goals

 > Asset management.

 > Growth initiatives.

 > Transformation.

 > Consistency of  care.

Individuals must score a minimum of  60% on their individual scorecard to be eligible for participation in the incentive plan.

GATEWAY

The manner in which the gateways and balanced scorecard have been amended and implemented is more fully outlined on 

page 140 of  the implementation report.

COMMITTEE DISCRETION

Where extraneous factors outside the control of  executives are considered to have impacted on overall performance resulting 

in targets having not been met, the Remuneration Committee has discretion to award ex gratia STIs.
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Long-term incentives

OBJECTIVE

To attract and retain executive directors, prescribed officers and senior executives, and reward sustainable value creation that 

aligns with stakeholder interests over the long term.

BASIS FOR DETERMINATION

The Forfeitable Share Plan (FSP) provides benefits in line with recommended governance practice and provides both 

performance- and retention-based share awards. Performance shares are awarded against strictly monitored targets which,  

if  not met, result in the forfeiture of  the shares. The retention-based award serves to incentivise executive directors, prescribed 

officers and senior executives to remain in the Group’s employ.

The number of  forfeitable shares subject to an FSP award and the ratio between performance and retention shares is primarily 

based on the employee’s annual guaranteed package, grade, performance, retention requirements and market benchmarks 

as determined by the Remuneration Committee. The split in shares favours performance-based targets over retention-based 

awards, with weightings being 75% for performance and 25% for retention for executive directors, prescribed officers and 

executive committee members, and equal weightings for other participants.

The principles relating to the prescribed targets ensure that they are:

 > Based on suitable stretch targets for all participants, which are linked to financial targets that are commensurate with those 

of  the short-term incentive plan.

 > Linked to the Netcare share price and consider a minimum return over and above inflation.

Performance parameter Target

Return on capital employed (ROCE): 50% weighting Weighted average cost of  capital (WACC) +6%.

HEPS: 50% weighting Compound annual growth rate of  the average consumer 

price index (CPI) +4% for the performance period. 

The vesting of  performance and retention shares is set out below: 

Performance shares

Three distinct 
performance 
periods aligned 
with the financial 
year, for portion of 
allocated shares 
subject to 
performance 
conditions.

1/3 of the ‘performance shares’ 
allocated are tested for performance

ROCE – 50%

HEPS – 50%

1
2

3

YEAR 1 YEAR 3YEAR YEAR YEAR2 4 5YEAR 0
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Retention shares

Three distinct 
vesting periods 
of allocated 
shares which  
do not have 
performance 
conditions 
associated  
with them. 

1/3 of the ‘retention shares’ allocated 
vest, subject to continued employment

1
2

3

YEAR 1 YEAR 3YEAR YEAR YEAR2 4 5YEAR 0

The quantum and value of  grants are calculated as follows:

CFO
EXECUTIVE 

COMMITTEE 

MEMBERS

TGP TGP TGP

1.5 – 1.75 

x TGP

2.0 x TGP 2.5 x TGP

CEO

DELIVERY

Delivered in Netcare shares over the retention or performance period and provides dividends but not voting rights. The awards 

vest in thirds (a third each year) over a three-year period following a three-year waiting period. 

Failure to reach performance targets results in forfeiture of  performance shares allocated to the targets within the 

performance period.

TERMINATION OF EMPLOYMENT

Unvested shares are forfeited on termination of  employment.

DILUTION

There is currently an approved limit of  approximately 20 million shares for the FSP. Out of  the three awards made since 

inception of  the FSP, approximately 19 million shares have been settled to participating employees. This represents an actual 

dilution to date of  1.36% in respect of  the total issued share capital of  1.47 billion shares. The low dilution rate is attributable 

to the stretch targets set for the performance conditions, which have resulted in historically low vesting of  FSP awards. 

Based on the fact that certain performance targets were not met a significant portion of  the shares have been forfeited.
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0
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Unvested Vested Forfeited
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1 000 000
562 017
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Awarded
0

2 000 000

4 000 000

3 000 000

Unvested Vested Forfeited

7 924 0898 035 892

111 803

1 000 000

0

FSP vesting analysis
The following graphs indicate the positions of  the three tranches of  the FSP at 30 September 2018.
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PART 3

Implementation report 3
VOTING ON THE IMPLEMENTATION REPORT  

Shareholders will be requested to cast a non-binding advisory vote on 
part 3: implementation report at the AGM on 1 February 2019.

Executive director, prescribed officer and senior executive remuneration
During 2018, the increases to the executive guaranteed packages were linked to CPI and capped at levels below those of  

management and operational employees. This principle will also be applied in 2019. 

Balanced scorecard
Gateways
At a Group level, EBITDA targets were narrowly missed by 4.9% and the adjusted HEPS target missed by 3.8%; however, at an 

operational level certain business units performed well.

Aside from EBITDA and HEPS, additional performance goals were identified for the year under review.

The achievement of  Netcare’s strategic objectives, which made up 40% of  executive and prescribed officers’ balanced 

scorecards, is set out below. 

Short-term incentives

ASSET MANAGEMENT

Return on net assets TARGET MET 

Achieved 15.2% (against a target of  14.9%); through increased profits and effective 

management of  the net asset base, including lower capex and improved debtor 

collection. 

Management of  stock (inventory) 

days

TARGET LARGELY MET 

Achieved through projects to manage stock usage in hospitals and just-in-time 

procurement to the central warehouse, comprising:

 > Target set for average inventory days at 37.9; achieved 32.6 days.

 > Target set for slow moving inventory at 50% excluding central warehouse; 

achieved 50.8%.

Collections as a percentage 

of revenue

TARGET PARTIALLY MET 

Impacted by nature of  debtor and slow Compensation Fund for Occupational Injuries 

and Diseases payments, offset by improved efficiency of  debtor collection through 

centralisation and allocation of  additional resources, comprising:

Against a target of 100%; the following were achieved: 

 > Hospitals: 94.2%.

 > Netcare 911: 101.8%.

 > Primary Care: 98.6%.
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GROWTH INITIATIVES

Digitalisation initiative TARGET MET 

Ongoing digitalisation of  key systems is well advanced and the design phase of  

iMedOne on track for completion by December 2018. 

Integration of  Akeso Clinics TARGET MET 

Successful integration of  Akeso Clinics into the Group, with administrative and IT 

functions absorbed and aligned.

Number of  practising doctors TARGET MET 

Focused recruitment of  new specialists, with a net gain of  114 specialists.

TRANSFORMATION

Enterprise and supplier development TARGET MET 

Qualifying enterprise and supplier development spend of  3.3% of  SA net profit after 

tax (NPAT) against a target of  3%.

Preferential procurement TARGET MET 

Spend on preferential procurement was achieved or materially achieved against the 

following targets:

 > Preferential procurement over all: target 80%; achieved 79%.

 > Preferential procurement qualifying small enterprises: target 7%; achieved 7%.

 > Preferential procurement emerging micro enterprises: target 6%; achieved 8%.

 > Preferential procurement black ownership: target 23%; achieved 30%.

 > Preferential procurement black women ownership: target 8%; achieved 20%.

Employment equity TARGET PARTIALLY MET 

Employment equity targets met at senior and junior management level and narrowly 

missed at middle management (achieved 39.9% against a target of  41.1%). The 

target for employees with disabilities was narrowly missed: 

 > Overall employees with disabilities: achieved 3.2% against a target of  3.5%.

 > Black employees with disabilities: achieved 1.9% against a target of  2.0%.

Broad-based black economic 

empowerment scorecard 

TARGET MET 

Scored a Level 5 rating against a target of  level 6.

CONSISTENCY OF CARE

ISO 9001:2015 certification TARGET MET 

British Standards Institution (BSI) awarded Netcare Group-wide ISO 9001:2015 

certification (Hospital division, Netcare 911, Medicross, National Renal Care, Netcare 

Cancer Care (radiation therapy) and Netcare Education). 

Patient feedback TARGET NOT MET 

Representation in Discovery Health top 20 hospitals report. Target 4 hospitals; 

achieved 1 hospital.
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Variable remuneration
The Remuneration Committee reserves the right to award discretionary STIs for all employees, including executive directors, 

prescribed officers, executives and senior managers.

Although the STI gateways were narrowly missed, achievement of  the Group objectives was satisfactory for the current review period 

ending 30 September 2018. Due to this, the committee decided to award discretionary STIs at levels similar to the previous year. 

However, as the Hospital and Primary Care divisions will critically evaluate their respective operations as part of  a detailed 

restructure in 2019, the CEO, CFO, two prescribed officers and the Human Resources director have chosen to voluntarily forgo 

the discretionary STIs awarded to them.

The value of  the STI accruing to the CEO, CFO and two prescribed officers for the period under review is thus Rnil. The total 

amount paid to the remaining prescribed officer within this group of  executives is R500 000. This is reflected in the graph below 

which compares STIs paid in prior years.
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Executive Short Term Incentives 2016-2018 
Table A below summarises the STIs received by the CEO and CFO over the last three assessment periods and illustrates the 

decline in STIs. 

R’000 2016 2017 20181

R Friedland 5 500 2 750 –

K Gibson 1 750 875 –

1 Refer to the explanatory notes under variable remuneration above.

For further clarification Table A must be contextualised against the STIs reflected in the Table B on page 143 which reflects the 

STIs approved and paid in December 2017. These relate to the financial year ending in September 2017, notwithstanding that 

they are accounted for in the 2018 financial year and thus included in the annual financial statements for 2018.

The amounts paid to the CEO and CFO in December 2017 being R2 750 000 and R875 000 respectively therefore specifically 

relate to the financial performance of  the financial year 2017. 
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Executive remuneration
Table B below summarises executive remuneration accounted for in 2018; STIs relate to the 2017 financial year.

FIXED VARIABLE

TotalR’000

Guaranteed 

package

Short-term 

incentives

Executive directors

RH Friedland  9 386  2 750 12 136

KN Gibson  4 875  875 5 750

Prescribed officers

J Du Plessis  4 433  1 100 5 533

C Grindell  2 684  350 3 034

WN van der Merwe  3 715  500 4 215

 The STIs included in this table are higher than those reflected in the graph as the table includes variable remuneration approved 

and paid in the financial year ended 30 September 2018 relating to the financial performance for the 2017 financial year.

 The audited financial table has been included in the annual financial statements under note 4.1.3, and includes the fair value of  

the award of  the LTIs which have not yet vested.

LTI vesting outcomes 
Following review of  the performance conditions imposed in respect of  the FSP 2, grant 1 the Remuneration Committee is satisfied 

that one of  the performance conditions has been achieved and as a result 50% of  the performance shares of  FSP 2, grant 1 

vested on 5 December 2018.

LONG-TERM INCENTIVES

ROCE (over three years): 50% TARGET MET 

Achieved 21.0% (against a target of  17.5% (WACC of  11.53% +6%)); as above 

through increased profits and effective management of  net asset base (averaged). 

HEPS: 50% TARGET NOT MET

Forfeitable shares 
held by executive directors and prescribed officers at 30 September 2018 (number of  options)

Number of  options

Grant 

date

1 Oct 

2017 Exercised

Shares sold

 during the

 year

Shares

 granted 

during the

 year

30 Sep 

2018

Market

price at

 exercise

 date

(cents)

Gain 

arising on

 exercise 

R’000

Executive directors

RH Friedland1 13 Dec 12  762 816  (154 622)  (109 265)  889 736  1 388 665  2 659  1 879 268 

KN Gibson2 13 Dec 12  316 194  (61 892)  (42 650)  380 428  592 080  2 662  753 356 

Prescribed officers

WN van der Merwe3 13 Dec 12  82 890  (19 206)  (8 087)  217 848  273 445  2 625  504 124 

J Du Plessis 13 Dec 12  245 255  (48 980)  (34 250)  304 907  466 932  2 646  592 516 

C Grindell 13 Dec 12  66 266  (15 675)  (6 945)  173 265  216 911  2 711  424 956 

1 473 421 (300 375) (201 197) 1 966 184 2 938 033 4 154 220

1 RH Friedland exercised and sold 154 622 (2017: 291 371) share options during the year in terms of  the FSP. 

2 KN Gibson exercised and sold 61 892 (2017: 113 735) share options during the year in terms of  the FSP. 

3 Appointed as Managing Director – Medicross Healthcare Group on 1 October 2017.

The audited financial table has been included in the annual financial statements under note 4.1.2.

Non-executive director remuneration
The remuneration of  non-executive directors is reviewed annually by the Netcare Board and the Remuneration Committee, and 

has been consistently approved by shareholders at our AGMs. The committee has proposed approximately a 5% increase in 

non-executive directors’ fees, linked to inflation and consistent with the increasing demands faced by non-executive directors in 

respect of  personal liability and ongoing regulatory requirements. The increase remains subject to shareholder approval at the 

AGM on 1 February 2019.
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Non-executive director remuneration
Non-executive directors are paid a fixed fee for services rendered and fees are set at levels that will attract and retain the calibre 

of  directors necessary to contribute to a highly effective Board. Non-executive directors do not qualify for participation in any 

share or incentive scheme. 

Fees paid to non-executive directors
(based on Board, committee and ad hoc committee attendance) 

For the period 1 October 2017 to 30 September 2018

Special

Board1

Fin&

Invest7
2018

total

2017

totalR’000 Board GHG2 Audit Risk CoC3 Rem4 S&E5 Nom6 Tariff8

MR Bower  648  80  40  190  119  119  1 196  1 042 

T Brewer  974  80  40  106  59  119  59  134  239  1 810  1 526 

B Bulo  648  80  84  119  169  1 100  890 

APH Jammine  648  80  40  169  169  119  1 225  1 203 

JM Kahn  635  80  40  60  60  60  85  1 020  1 855 

MJ Kuscus  648  80  119  211  119  1 177  1 043 

K Moroka  648  80  40  169  59  996  929 

N Weltman  648  80  169  169  169  79  1 314  1 213 

Total  5 497  640  200  718  645  549  348  407  397  358  79  9 838  9 701 

Committee names:

1 Special Board meetings.

2 General Healthcare Group (operating sub-committee).

3 Consistency of  Care.

4 Remuneration.

5 Social and Ethics.

6 Nomination.

7 Finance and Investment (operating committee).

8 Tariff  (operating committee).

Annual fees paid to non-executive directors based on their Chair or member status
Proposed Actual Actual

R’000 20191 20181 20171

Board

Chair 1 340 1 270 1 203

Deputy Chair – 839 795

Member 685 650 616

Audit Committee

Chair 225 212 201

Member 179 170 161

Remuneration Committee

Chair 179 170 161

Member 126 120 113

Risk Committee

Chair 179 170 161

Member 126 120 113

Nomination Committee

Chair 179 170 161

Member 126 120 113

Social and Ethics Committee

Chair 179 170 161

Member 126 120 113

Consistency of Care Committee

Chair 225 212 201

Member 179 170 161

Payable per meeting

Ad hoc committees 42 40 38

1 These values are exclusive of  VAT.
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