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Introduction
Netcare’s contribution to Broad-based Black Economic 
Empowerment (B-BBEE) is measured against the Department 
of  Trade and Industry’s (dti) Codes of  Good Practice (the dti 
Codes). 

Netcare scored 63.3 points out of  a possible 109 points in the 
revised dti Codes and achieved a Level 8 B-BBEE rating, which 
was independently verified. Comparatively, against the 2007 dti 
Codes we scored 91.7 out of  100 points, maintaining a Level 2 
B-BBEE rating. Our scores are set out in the table on page 32.

The B-BBEE recognition measurements, and the weighting and 
scoring mechanisms have recently been revised to focus on 
growing small and medium black-owned enterprises, creating 
employment, driving local manufacturing and processing, and 
accelerating the representation of  black (African, Coloured  
and Indian) South Africans, rural communities and youth in 
business activities. For Netcare’s 2015 reporting year, two 
measurement parameters were used; the 2007 dti Codes 
which were in effect for the first seven months of  the year, and 
the revised codes, which took effect on 1 May 2015 (five months 
of  our current financial year).   

The newly promulgated codes have been used to refine our 
transformation strategy and to set a baseline for 2016 
transformation objectives. In addition to the dti Codes, our 
transformation performance also takes into account the 
requirements of  the Employment Equity Act, Employment 
Equity Regulations and the Codes of  Good Practice for 
Equal Pay for Work of  Equal Value issued by the Department 
of  Labour. 

This report refers to our South African (SA) operations only. 

SA: TRANSFORMATION
REPORT
Netcare is committed 
to making a positive 
difference and 
has established a 
transformational 
culture in the business 
as evidenced by our 
sustained progress in 
transformation.

We have formulated an 
integrated Netcare 
2020 transformation 
strategy that 
incorporates a five-year 
employment equity 
plan for the period 
2016 to 2020.
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Previous dti Codes Revised Codes

Dimension Weighting 2007 2008 2009 2010 2011 2012 2013 2014 2015 Weighting 2015

Ownership 20 13.6 17.0 16.8 18.8 19.2 18.5 22.0 22.0 22.0 25 24.6
Management 
control 10 5.1 6.3 6.3 6.8 8.8 8.4 8.4 8.1 6.5

19 8.2
Employment 
equity 15 4.4 6.5 7.4 8.5 9.2 5.9 8.3 8.4 9.7
Skills 
development 15 11.8 12.0 12.1 12.2 12.5 13.8 12.8 13.1 14.6 20 11.7
Procurement 20 1.1 13.8 15.4 16.1 15.6 15.5 16.4 19.5 18.9

40 13.7Enterprise 
development 15 15.0 14.8 15.0 15.0 15.0 15.0 15.0 15.0 15.0
Socioeconomic 
development 5 5.0 5.0 5.0 5.0 5.0 5.0 5.0 5.0 5.0 5 5.0
Total score 100 56.0 75.4 78.0 82.4 85.3 82.1 87.8 90.8 91.7 109 63.3
B-BBEE level 1 5 4 3 3 2 3 2 2 2 1 7
Empowerdex 
rating BBB A AA AAA AA AAA AAA  AAA Level 8 C

Transformation performance at management level

2015
Number of 
managers

% of black 
employees

% of black 
women

employees

Senior managers (E band) 28 25% 14%
Middle managers (D band) 472 34% 18%
Junior managers (C band) 7 842 61% 52%

2014
Number of 
managers

% of black
 employees

% of black 
women 

employees

Senior managers (E band) 27 22% 15%
Middle managers (D band) 479 33% 17%
Junior managers (C band) 7 724 59% 50%

Ownership
In 2005, we transferred 160 million 
Netcare shares into the Health Partners 
for Life Trusts in an empowerment deal 
worth R1 billion. The Trust consists of  
four B-BBEE ownership schemes. In 
September 2014, 134 million shares were 
allocated, of  which 84 million were 
allocated to black beneficiaries. Together 
with black share ownership through retail 
investors, a total of  116 million Netcare 
shares (25.6%) were held by black 
beneficiaries. 

Netcare’s black ownership of  26.1% 
(2014: 35.4%) compares favourably to the 
25%+1 target set by the 2007 dti Codes. 
Similarly, black women ownership of  
14.9% (2014: 14.8%) is ahead of  the dti’s 
prescribed 10%. The downward shift in 
black ownership is a result of  the revised 
Codes, which impose restrictions in how 
the ‘modified flow-through principle’ is 
applied. New black entrants in Netcare’s 
B-BBEE ownership schemes remained at 
18.8% against a 2% dti target, largely due 
to the Health Partners for Life Trusts 
creating value for beneficiaries that had 
not previously held any equity instruments 
greater than R50 million. The reduction in 
debt allocated to the schemes, together 
with the appreciation of  the value of  the 
shares, has resulted in scheme members 

realising an improved net asset value. 
Netcare’s black ownership net asset value 
was rated at 23.9% against a 25% target. 

Since 2005, the total value distributed to 
the beneficiaries of  the Health Partners 
for Life Trusts share scheme was 
R560 million, with R211 million distributed 
in 2015. At 30 September, the Trusts 
owned around 101 million Netcare shares 
with the value of  vested and unvested 
units being R437 million and R188 million 
respectively. The unallocated value in 
the staff  scheme at this date was around 
R1.5 billion. A total of  R347 million has 
been distributed to staff  to date, with 
R139 million paid out in 2015. After 
1 October 2015, the staff  scheme has 
a further 20 future vesting dates. 

Our ownership strategy to 2020 is to 
maintain black ownership above the dti 
prescribed thresholds and to focus on 
generating greater value for scheme 
members. The internally funded debt 
associated with the Health Partners for 
Life Trusts was settled in July 2015, 
leaving the trusts unencumbered and 
providing us with greater flexibility in 
terms of  future allocations. The staff  
scheme’s board of  trustees are evaluating 
the scheme’s rules with the intention 
of making amendments to increase 
value creation for beneficiaries. 

Management control
At September 2015, the Netcare Board 
consisted of  nine members (2014: 10), 
following the retirement of  Jerry Vilakazi. 
Three of  the nine Board members are 
black people (33.3%) against a target of  
50% and two are black women (22.2% 
against a target of  25%). At executive 
management level, Netcare had 10 
directors of  which two were black (20% 
against a target of  60%) and both were 
women (22.2% against a dti target of  
30%). We scored 3.9 against the revised 
dti Codes for management control. 

Employment equity 
Driving diversity and inclusion is an 
integral part of  our transformation and 
human resource strategies and 
processes. At 30 September 2015, we 
employed 20 094 (2014: 20 616) people 
in SA, 74.0% (2014: 73.0%) of  whom 
were black employees, 60.0% (2014: 
59.0%) black women and 2.6% (2014: 
2.4%) people with disabilities. Black 
employees with disabilities have increased 
to 310 (2014: 295), which equates to 1.5% 
(2014: 1.3%) of  the SA workforce. During 
2015, we continued to drive greater 
diversity at managerial levels as shown in 
the table that follows: 

Our score for representation at senior 
management level, measured against the 
2007 dti Codes, is 2.2 out of  a possible 
five points. However, when measured 
against the revised codes, the score shifts 
to 0.6 out of  three points. The shift in our 
score is mostly attributable to an increase 
in white men and women, and the 
under-representation of  black people, 
particularly African and Coloured people 
relative to their economically active 
population (EAP) ratios. EAP includes 
people from 15 to 64 years of  age who 
are either employed, or unemployed and 
seeking employment.

At middle management level, we have 
made a 5.0% improvement in the number 
of  black people from 142 people in 2010 
to 162 in 2015. Some 95% of  these 
appointments were black women with our 
representation of  black women increasing 
from 68 in 2010 to 87 in 2015. 

We have continued to create a diverse 
leadership pipeline at junior management 
level for future career progression into 
middle management. We achieved our 
previous employment equity plan 
objective of  reaching 61.0% black 
representation at junior management level. 
In 2010, 51.0% of  our 7 232 junior 
managers were black, with 3 255 being 

black women. As a result of  our efforts to 

drive skills development in our nursing, 

pharmacy and emergency services, as 

well as management development 

programmes, 61.0% of  our 7 842 junior 

managers in 2015 were black, with 4 078 

being black women. As men remain 

under-represented at junior management 

level, our 2020 employment equity plan 

places particular focus on driving greater 

male representation across all races. 

Disability management 
The inclusion of  people with disabilities in 

the mainstream economy is a critical 

imperative in the national transformation 

agenda and is core to Netcare’s diversity 

strategy. We adopt a multi-dimensional 

approach to addressing the external and 

internal barriers that limit meaningful 

economic participation of  people with 

disabilities. We have developed a 

comprehensive integrated disability 

mainstreaming strategy which covers:

 ✛ Disability management as part of  the 
Group’s transformation strategy;

 ✛ Leadership accountability for disability 
management;

 ✛ Interventions to promote the required 
organisational culture change;

 ✛ Integration of  disability management 
into our recruitment strategy, guides 
and tools;

 ✛ Learnership programmes targeted at 
people with disabilities (discussed 
under skills development on page 35);

 ✛ An annual target to employ one more 
person with a disability in each 
Netcare facility; and 

 ✛ Partnering with organisations, 
non-governmental organisations and 
agencies that specialise in the 
recruitment of  people with disabilities.

At September 2015, we had 563 people 
with disabilities in our employ, 2.6% of  the 
SA workforce (2010: 137 and 0.7% of  the 
workforce). A total of  310 were black 
people with disabilities compared to 49 in 
2010. Representation of  black women 
with disabilities improved to 186 in 2015 
from 26 in 2010. However, our progress is 
marginally less than our previous 
employment equity plan target of  3% or 
599 people with disabilities by 2015. Our 
new employment equity plan has set a 
stretch target of  4% by 2020. 

Our learnership programme for people 
with disabilities is expected to contribute 
approximately 30 such individuals within 
the next training period, measured from 
1 April 2015 to 31 March 2016. 
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It is encouraging to note that representation of  people with disabilities within Netcare is evenly distributed across all occupational 
levels and is filtering into all key functions, including clinical services, as shown in the graphs below. 

 Target
 Actual

Senior
management

3.
70

%

2.
38

%

Junior
management

1.
80

%

2.
66

%

Unskilled

3.
96

%

Inclusion in all occupational levels

Middle
management

Semi-skilled

4%4% 4% 4% 4%

57%  Administration and

  support

31%  Nursing

11%  Pharmacy

  1%  Emergency services

Profile per job category

2015

Our contribution 
Our contribution to making the healthcare sector in SA more inclusive of  people with disabilities is set out below. Of  the 1 867 people 
with disabilities currently employed in the healthcare sector, 30.0% work for Netcare. Within the private healthcare sector, 53.0% work 
for Netcare.

Number of people with disabilities employed

Healthcare
sector SA

Private
healthcare sector

Netcare

1
 8

6
7

1
 0

6
5

5
6
3

Employment equity plan (2015 to 2020)
Our current employment equity plan came to an end in September 2015. Our new five-year plan to 2020 has been finalised and 
focuses particularly on achieving greater national demographic representation in management and leadership, and driving 
interventions to support organisational culture change. 

Workplace transformation committees
Engagement between management and labour, facilitated through our workplace transformation committees, is critical in ensuring the 
development of  our workplace transformation strategy. We have audited the operational functioning of  all workplace transformation 
committees with the results showing a 98% compliance rate. We invest in appropriate training interventions to ensure that committee 
members have the capability to engage on critical issues relating to race, gender, disability, sexuality, religion, nationality and culture. 
This project will be carried forward to 2016 to ensure compliance with the requirements of  the Employment Equity Act. 

Skills development
Our spending on skills development was 3.8% of payroll, inclusive of direct and indirect training costs.

Our skills development strategy focuses on formal structured learning programmes that lead to employment and career progression 
for black people. Enrolments in training interventions are aligned to our transformation objectives; therefore approximately 86% of  our 
total training spend was invested in developing black employees, of  which 75% was spent on developing black women.

Training statistics 

2015 2014 2013

Spend (Rm) (March year-end)
Planned skills development spend per the Workplace Skills Plan (SETA) 32 36 35
Actual skills development spend 41 45 46
% of  skills development spend on black people 86 84 82
% of  skills development spend on black women 75 70 53
Learning and development interventions
Number of  interventions delivered 27 607 35 548 40 994
Total number of  employees trained 11 143 12 021 18 689
• Women 83% 84% 83%
• Black participants 77% 74% 73%
Training period is from 1 April 2014 to 31 March 2015.

Our verified skills development spend on black employees using the criteria prescribed in the dti Codes, which includes direct and 
indirect costs of  training, was R222 million. Of  the total, R191 million was spent on black women and R2.7 million on black employees 
with disabilities. Our investment in training people with disabilities increased to 2.3% of  total training spend from 1.1% in 2013/14. In 
2015, we achieved a skills development rating of  11.7 out of  20 against the revised dti Codes.

WWW FURTHER INFORMATION ON OUR SPEND FOR THE 2014/2015 TRAINING PERIOD CAN BE FOUND IN THE SA: OUR PEOPLE REPORT. 

Our Sinako graduate programme provides skills development and experiential learning opportunities to people with disabilities with 
the aim of  offering successful candidates permanent employment. The project offers structured internships and learnerships in a 
number of  fields including business administration, basic and post basic pharmacist assistant, human resources and nursing. 
The programmes are aimed at developing the technical skills that afford participants real opportunities in the workplace. Sinako 
learnerships are awarded to both Netcare employees and unemployed learners. Since the inception of  the programme in 2012, 
157 South Africans with disabilities have participated in learnerships and internship training. A total of  35 learners and interns were 
registered on the programme in 2015, and we achieved an overall permanent employment rate of  82%, narrowly missing our target 
of  85%. This metric excludes involuntary turnover such as death.

SA | TRANSFORMATION REPORT continued SA | TRANSFORMATION REPORT
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Case study: Netcare’s Sinako programme
After successfully completing the Business Administration learnership in 2013 under the Sinako programme, Nelson Selepe 
was permanently employed as a Risk and Quality Assurance Assistant at Netcare’s Primary Care division. This 33-year old 
man was born with impaired sight. In 2002, Nelson completed his Matric certificate after which he enrolled for a Bachelor of  
Administration degree in Human Resources Management at the University of  Johannesburg. However, due to financial 
limitations, Nelson was unable to complete his university studies. 

Nelson applied for and was accepted onto Netcare’s Sinako programme, which aims to provide training and development 
opportunities to improve the employment prospects of  people with disabilities. He admits that the journey through the 
learnership was not always smooth, particularly balancing the highly demanding theoretical and practical elements of  the 
programme. He spent the first six months as a switchboard operator and receptionist and also moved to other departments 
where he received exposure to the administrative aspects of  the business. Thereafter, Nelson was transferred to the risk 
department where he was eventually offered permanent employment. 

As a Risk and Quality Assistant, Nelson monitors and provides quality assurance on all incoming and recorded calls for 
Netcare’s two call centres. He is also responsible for compiling monthly claim reports. 

“I enjoy working in the risk department. The support from my line manager and colleagues is a great motivator to consistently 
work hard,” says Nelson.

Gladys Mathabata, another graduate who is now permanently employed as a receptionist at Netcare Pinehaven Hospital 
echoes Nelson’s sentiments: “Netcare employees are very professional. They treat you with respect and allow you to ask 
questions when you are not clear and need support. Sinako has taught me to work productively and effectively in a team. 
Thank you to my line mangers for the support.”

Supplier and enterprise development 
Our total procurement spend at 30 September 2015 was R10.9 billion of  which R8.9 billion (81%) was measurable under the dti 
scorecard (2014: total spend of  R15.3 billion with R9.0 billion qualifying for B-BBEE purposes). Of  our total B-BBEE measurable 
spend, 92% or R8.1 billion was with B-BBEE compliant suppliers (2014: 81% or R7.3 billion). Procurement spend on qualifying small 
and exempt micro enterprises decreased to R1.0 billion compared to R1.3 billion in 2014. 

Our efforts to diversify the supplier base has yielded some positive results with our procurement spend on 50% black-owned 
suppliers improving to R1.9 billion from R1.1 billion in 2014. Procurement with suppliers that are at least 30% black women-owned 
decreased to R540 million from R570 million in 2014, largely due to the outsourcing of  our catering services in the Hospital division. 
The Primary Care division has actively driven supplier development in 2015 and has enabled small and medium suppliers to 
participate in various services particularly in the Prime Cure business operations. 

Preferential procurement spend

Criteria Points Phase 2   2011    2012 2013 2014 2015

Percentage achieved by 
measured spend category 
of suppliers
B-BBEE compliant suppliers 12 70% 84.0% 78.0% 83.0% 81.0% 92.0%
Qualifying small and exempt 
micro enterprises 3 15% 7.6% 7.9% 11.3% 14.3% 12.0%
50% black-owned 3 12% 2.9% 5.5% 6.3% 12.0% 21.0%
30% black women-owned 2 8% 0.7% 2.0% 2.0% 6.3% 6.0%

  20 15.6% 15.5% 16.4% 19.5% 18.9%

Measured spend achieved
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Sinako learnership participants 
 2015/14 2014/13 2013/12

Enrolled Completed  Enrolled Completed  Enrolled Completed

Business administration 
(NQF Level 4) 27 12 49 46 39 33
National certificate for pharmacist 
assistants (NQF Level 3) 4 3 3 In progress 4 3
Sinako internships 4 4 21 7 – –
National youth chefs programme – – – – 6 4
Total participants 35 19 73 53 49 40
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Socioeconomic development 
Creating access to quality healthcare remains a socioeconomic challenge in SA. As 
such, we focus our socioeconomic development initiatives and contributions on 
broadening access to healthcare for marginalised South Africans particularly those in 
rural areas. This will remain our key area of  focus for our corporate social investment 
(CSI) to 2020. Netcare’s CSI efforts are facilitated through the Netcare Foundation 
which provides structures for governance, financial accountability, monitoring and 
reporting. In 2015, the foundation invested R29 million1, 1.2% of  NPAT towards 
healthcare-related CSI initiatives. Approximately 86% of  the beneficiaries of  this 
investment were black people. This compares favourably to the dti’s target of  1% of  
NPAT criteria. 

1.  Qualifying CSI spend against the dti scorecard differs to the Netcare Foundation CSI spend.

76%  African

  6%  Coloured

  4%  Indian

14%  White

2015 financial year CSI beneficiary distribution

2015

WWW MORE DETAILS ARE AVAILABLE IN OUR SA: CSI REPORT.

Recognition 
During the 2015 financial year, Netcare 
was awarded the following accolades in 
recognition of  our contribution to 
socioeconomic development: 

 ✛ Careers24 2015 Future of Human 
Resource awards: Winner of  the Best 
Workplace Diversity and Inclusion 
Strategy Award and nominated as a 
finalist in the Best Learning and 
Development Strategy category. 

 ✛ Intellidex and Independent 
Newspaper awards: Placed 11th in 
the Top 100 Most Empowered JSE 
listed companies and 1st in the 
healthcare and pharmaceutical 
industry. 

 ✛ Oliver Empowerment awards: 
Nominated as a finalist in the 
Organisational Diversity and Skills 
Development categories.

 ✛ 2015 PMR.africa Diamond Arrow 
Award for Corporate Social 
Responsibility Initiatives: Winner for 
the third consecutive year. 

Procurement and supplier development scorecard 

Criteria Target
Target 
score Actual Points

Total B-BBEE procurement spend as a percentage of  total measured 
procurement spend 80% 5 77.1% 4.8
B-BBEE procurement spend qualifying small enterprises 15% 3 8.0% 1.6
Procurement spend with all exempt micro enterprises 15% 4 4.0% 1.1
Procurement spend with suppliers that are at least 51% black-owned 40% 9 16.4% 3.7
Procurement spend with suppliers that are at least 30% black  
women-owned 12% 4 5.2% 1.7
Bonus points: Procurement spend with designated groups that are at 
least 51% black-owned 2% 2 0% 0
Total score: Preferential procurement 25+2 12.9
Supplier development
Supplier development contributions as a percentage of  net profit after 
tax (NPAT) 2% 10 0% 0
Enterprise development
Enterprise development contributions as a percentage of  NPAT 1% 5 0% 0
Bonus points: Graduation of  one or more enterprise development 
beneficiaries to supplier development status Yes 1 No 0
Bonus points: For one or more jobs created as a direct result of  
enterprise or supplier development Yes 1 Yes 1.0
Total 40+4 13.9


