
Developing our people

HUMAN
RESOURCES



In August 2014, Human Resources 

Support Officers were appointed in 

CANSA's three business units and 

head office to ensure close contact 

with operational managers and 

employees on the ground.

ACHIEVEMENT OF 

EMPLOYMENT EQUITY RATIO 

TARGETS
EXCO remains fully committed to adhering 

to the policy of promoting equity. All 

external white appointments are 

authorised by the Acting CEO on motivation 

by senior management and the appropriate 

directorate (COO or CFO). When a senior 

white person reporting directly to the 

Acting CEO is to be appointed, motivation is 

to be submitted to the Remuneration 

Committee (REMCO) for consideration. A 

report on the equity status is submitted 

quarterly to REMCO, as well as to the 

Board.
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MANAGERIAL EQUITY STATUS AS
AT 31 MARCH 2014 VS 2015
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CANSA's current equity targets are:

Ÿ 50 % of workforce to be of colour.

Ÿ 30 % of management to be of colour.

Ÿ 50% of volunteer corp and leadership to be of colour.

CANSA is struggling to maintain the set equity targets mainly because of:

Ÿ High demand for professional skills within the private sector, as well as public sector with 

more attractive salary packages offered to these limited resources (junior management 

level ).

Ÿ Less interest shown in fundraising positions by equity candidates in general.

Ÿ CANSA is not able to compete with the salaries and benefits offered to middle 

management, with specific reference to divisional managers.

STAFF TURNOVER
Our goal remains to decrease employee turnover, thereby decreasing costs of training, 

recruitment, loss of talent and organisational knowledge. With 110 exits and 97 new 

appointments, retention of staff remains a challenge. At the end of March 2015, the annual 

turnover was 2.8% compared to that of 1.75% in March 2014. The increase was mainly 

because of the restructuring process. The retention of staff stabilised during the third and 

fourth quarter of the financial year.

The reasons for exits are primarily due to difficulties in adjusting to the non-profit work 

environment often associated with poor performance, as well as resigning for better 

packages in the corporate sector. A job grading and salary survey will be conducted during 

the current financial year with the help of the Averile Ryder Reward survey conducted on an 

annual basis for non-profit organisations.  
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HUMAN RESOURCES ADOPTS A

DECENTRALISED
STRUCTURE
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HIGH-PERFORMANCE CULTURE
CANSA uses the Paterson Job Grading System and categorises 

jobs into six groups that are graded and grouped into two to 

three sub-grades. The six grades, also called ‘bands’, define 

salary scales with a minimum, median and maximum scale. We 

align the current salary scales on an annual basis, aligned to the 

results of the reward survey. These findings are used as a 

guideline to determine entry levels for salary scales and, 

together with the bi-annual performance appraisal results, 

guide salary increases.

REWARDING PERFORMANCE
Performance appraisals are conducted bi-annually and the 

results are used to performance manage staff. Employees with 

a score of less than 60% (with targets not met) are performance 

managed through additional in-service training followed by 

corrective actions, should no improvement be evident in an 

agreed time. Only employees with ratings above 60% qualify for 

scaled increases. The Board of Directors, after consultation and 

recommendation by the Remuneration Committee, approved 

increases to a maximum of 5%. Performance appraisal results of 

staff were taken into consideration: staff achieving more than 

70% (exceeding targets) received up to 5% increases and those 

below 60%, received no increases, except if they were 

remunerated below entry level.

COACH, GROW AND RETAIN TALENT
We place emphasis on core competencies and development of 

staff through training, coaching and guidance to promote 

leadership and realisation of personal potential. 

A survey was conducted with all employees within the 

organisation during the third quarter regarding the new 

operating model. Results were very positive and senior 

management used them during a strategic session in the last 

quarter to improve the current model even further. Each 

business unit was divided into three divisions, each with its own 

manager to guide its employees.

INTERNSHIPS AND DEVELOPMENT
CANSA promotes the development, training and practical 

experience of students of accredited institutions by facilitating 

internships at head office and national departments. Students 

are accommodated mainly in the spheres of social 

development, health, marketing and communication. Bursaries 

are also awarded to post-graduate students studying cancer-

related fields. 

HEALTH AND WELFARE SECTOR EDUCATIONAL 

TRAINING AUTHORITY (HWSETA)
The CANSA Workplace Skills Plan (WSP) and Annual Training 

Report for the period April 2014 to March 2015 was submitted 

to HWSETA by an outsourced consultancy, Proactive Labour 

Consultants, within the prescribed legislative parameters. The 

current skills plan was approved by the HWSETA only during 

November 2014, leaving little time for outside accredited 

training. The organisation closed during December 2014 and 

re-opened in January with several national projects that 

needed to be completed before the end of March 2015.

The period reflected in the Annual Training Report displayed 

our commitment to the development of our employees and 

volunteers. Training focused mainly on:

Ÿ Health promotion.

Ÿ Counselling.

Ÿ Community mobilisation.

Ÿ Management skills.

Ÿ Administrative skills.

Ÿ Fundraising.

Ÿ Logistics and supply chain management.

Ÿ Social media.

Looking ahead for April 2015 to March 2016, development is to 

focus on:

Ÿ Computer literacy (basic and intermediate).

Ÿ On-going CANSA 3D training.

Ÿ Management and leadership.

Ÿ Advocacy.

Ÿ Volunteer training.

Ÿ Administrative skills.

Ÿ Clinical training and health promotion.

Ÿ Ongoing community mobilisation.

Ÿ Fundraising. 

Ÿ First aid.

Ÿ Interaction management.

Ÿ Industrial relations training.

STAFF MORALE
The Human Resources Department reviewed and aligned 21 

CANSA policies to comply with the changing market indicators 

within the non-profit industry. Further policies are being 

reviewed.  Budgets and monthly targets are regularly reviewed, 

with employees being positive about meeting those targets.

TRAINING AND

DEVELOPMENT 
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PENSION FUND
The new contribution rates of 5% and 7.5% are in place and 

helping reduce staff turnover, with employees joining the fund 

in the fourth month of employment.

The CANSA fund was evaluated by independent consultants 

regarding market-related admin cost and benefits, however, we 

will remain with Alexander Forbes as the benefits are relevant 

and of value to our employees. 

An improved funeral benefit was added (from R5 000 to

R15 000) for each employee and direct family members 

according to rules of the fund.

ZERO-TOLERANCE CULTURE
The internal audit process is ongoing and outcomes are 

addressed monthly at EXCO level to ensure that a zero-

tolerance culture regarding non-performance and misconduct 

is maintained. Industrial Relations training is given to all line 

managers regarding disciplinary procedures, including 

performance management. Informal and formal disciplinary 

hearings are conducted within the scope of the Labour 

Relations Act. In the year under review, 24 staff were 

disciplined; three were dismissed for non-performance and 

committing fraud; and six received final warnings for internet 

abuse, ongoing non-adherence to policies and procedures, as 

well as undermining authority.  

FAIR LABOUR PRACTICES
We recognise the importance of employee entitlement to fair 

labour practice, including the right to dignity and privacy, to 

promote a safe emotional environment within the workplace.

A total of four employees made submissions to the Commission 

for Conciliation, Mediation and Arbitration (CCMA) based on 

alleged unfair dismissals. Of the four, two reached settlements; 

one lost the case, related to fraud; and one was dismissed for 

misconduct and poor work performance.

PARTNERSHIP TO PROMOTE A SAFE 

WORKING ENVIRONMENT 
We ensure a safe physical environment for employees, while 

complying with Occupational Health and Safety legislation. 

Makrosafe Holdings, our CSI partner, conducts bi-annual 

assessments of our compliance to the Health and Safety Act 

(No 85 of 1993) at all CANSA facilities. Our compliance with the 

basic requirements has increased from 97% at the end of 

March 2014 to 99% at end March 2015.

The Makrosafe partnership includes continuous evaluation of 

10 CANSA properties, as well as training of 60 staff members in 

occupational health and safety related knowledge and skills 

through their official accredited courses. In addition, six other 

CANSA properties are evaluated annually.

FORWARD
GOING

FORWARD
GOING

Ÿ Ongoing adherence to Employment Equity control 

measures to improve equity targets.
Ÿ Updating and reviewing HR policies and procedures.
Ÿ Implementing training programme that ensure 

adherence to HWSETA requirements.
Ÿ Implementing a full roll-out of an online employee 

self-service module.

MAINTAINING 
A SAFE WORK
ENVIRONMENT

Toll-free 0800 22 66 22  www.cansa.org.za

CANSA rewards its staff every year for their 

contributions towards improving CANSA in 

various fields. The following received gold 

awards for excellent service:

Ÿ Service Delivery: Frances Minne 

Ÿ Support Service: Andre Rabie 

Ÿ Advocacy: Gavin Kester 

Ÿ Marketing: Marica Basson 

Ÿ Sustainability: Lisa Strydom 

Ÿ Team Work: CANSA Bethlehem Care Centre 

(Carel de Bruin, Rina Desiderio, Maryna Kriel, 

Richard Nel, Lerato Sekhosana and Anne-Marie 

Going) 

Ÿ Best-performing Business Unit: Central 

Business Unit 

Leadership:

Ÿ Middle Management:  Dr Eileen Snyders 

Ÿ Senior Management: Maria Scholtz 

Ÿ National Employee of the Year: Marie Claassen 

CELEBRATING PERFORMANCE
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IN LOVING MEMORY OF

FORMER CANSA CEO
It was with great sadness that we received word of the previous CANSA 

CEO Sue Janse van Rensburg’s passing on 13 March 2015, after a 

recurrence of cancer.

Despite being diagnosed with Hodgkin’s Lymphoma as a young adult, Sue qualified as a 

professional nurse. Subsequently, Sue went on to complete and Advanced Nursing Diploma 

(RAU), Bachelor of Arts in Nursing (UNISA), BA Honours in Human Resource Development 

(RAU) and a Master of Science degree in Healthcare Management (Luton University, UK). 

Prior to joining CANSA as Chief Executive Officer in June 2006, Sue was Executive Manager 

(Health and Welfare) of an HIV/Aids project in Amangwe Village, uThungulu, KwaZulu-Natal. 

SPIRITUAL
During her time as CEO, Sue was loved by most who worked with her. She was known for 

being straightforward and honest, always helpful, kind and assisting others. Sue helped 

position CANSA as a leading cancer non-profit organisation nationally and internationally. 

Under her leadership our ‘watchdog role’, research initiatives and CANSA Seal of 

Recognition programme were expanded.

She was a very spiritual person and played a major role in the national governance of the 

Seventh Day Adventist Church in South Africa.

PAYING TRIBUTE
Sue's term as CEO ended in March 2014.  She passed away quietly in her home on the East 

Rand on 13 March 2015 after a long battle with cancer. Many came to pay tribute to Sue 

during her funeral service, with messages coming from far afield. A heart-felt international 

message was read on behalf of Dr Christopher P Wild, Director of the International Agency 

for Research on Cancer (IARC), lauding the contribution made by Sue towards cancer 

control. First Lady, Madam Tobeka Madiba Zuma, who attended the funeral service, said in 

her farewell message that Sue will always be remembered for being a ‘professional beggar’ 

and philanthropic stalwart in the fight against cancer in South Africa. 

Sue’s passion and the driving force behind her leadership of CANSA are is best described in 

her own words:

“Imagine a cancer-free tomorrow: A thought to be treasured, as it holds a 

message of hope – a message that should be shared with ALL people, not 

only to those affected by cancer – a message to be advocated to all South 

Africans to motivate everyone to ‘take hands’ and help build a healthier 

future for our children... a future without cancer.”

Sue 
Janse Van
Rensburg
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