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to ensure that our workforce reflects the natural 

demographics of our workforce in the 

communities that we serve.

EXCO remains fully committed in the strict 

adherence of the policy to promote equity. All 

external white appointments are authorised by 

the CEO on motivation by senior management. 

When a senior white person reporting directly to 

the 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 

the Board.

The current equity targets within CANSA are:

Ÿ 60% of workforce to be of colour (an increase 

of  compared to the previous year)10%

Ÿ 30% of management to be of colour

The reasons why CANSA is struggling to maintain 

the set equity targets:

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 In general, less interest shown in fundraising 

positions by equity candidates.

Ÿ CANSA also not able to compete with the 

salaries and benefits offered to middle 

management with specific reference to 

divisional managers.

STAFF TURNOVER

The turnaround strategy implemented from March 

2014 sees positive results during the past three 

years. The new operating model is well established 

and employees aligned to the changes made. 

HUMAN RESOURCES
In line with our strategic objective to optimise our 

human capital through diversity, a sustainable 

knowledge base, leadership and a company that is 

conducive to a culture of high performance, we 

achieved the highlights:

Ÿ Development of an accredited Home-Base 

Care and support training project with the help 

of the Health and Welfare Sector Educational 

Training Authority regarding a new income 

stream. Internal training centres are currently 

being developed in metropolitan area for 

volunteers and interested people.

Ÿ Development of a 'buddy' and mentor 

wellness programme for employees to help 

with the induction process, staff burn-out, 

debriefing sessions, possible depression and 

any post traumatic incidents experienced.

Ÿ Implementation of a new online leave system 

with an interface to the Sage VIP payroll for 

better leave control. 

Ÿ Development and implementation of a new 

five-year employment equity plan as required 

by the Department of Labour.

Ÿ Development and implementation of a new 

five-year year succession plan for 

management in line with management equity 

targets.

Ÿ Implementation of a new performance 

evaluation (scorecard) system with a separate 

skills development needs analysis. 

ACHIEVEMENT OF 

EMPLOYMENT EQUITY 

RATIO TARGETS

CANSA serves a diverse population in terms of 

race, gender, age, religion and culture. We 

therefore aware of the importance of diversity 

when employing new staff and engaging 

volunteers. We always strive to ensure that the 

diverse needs of all communities are met and aim 
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Our goal remains to decrease employee turnover, 

thereby decreasing costs related to training, 

recruitment, loss of talent and organisational 

knowledge. It's difficult for CANSA to offer salaries 

similar even to that offered by government. With 

94 exits, retention of staff remains a challenge. 

The monthly turnover however, remained stable 

at an average of 2%. At the end of March 2017, the 

annual turnover was 2.33% compared to that of 

2.32% March 2016. 

The reasons for exits are mainly due to difficulties 

in adjusting to the non-profit work environment, 

as well as resigning for better packages in the 

corporate sector. Employees leaving the 

organisation during the first six months are mostly 

performance related. Line managers set probation 

goals and evaluate these goals on a monthly basis 

before permanent employment is confirmed.  

HIGH PERFORMANCE 

CULTURE

CANSA uses the Paterson Job Grading System and 

sorts jobs into six broad bands that are graded 

and grouped into three to five sub-grades. The six 

grades, also called 'bands' define salary scales with 

a minimum, median and maximum scale within 

every band. We align the current salary scales 

annually after using the Averile Ryder 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.

Our EXCO elected a new grading committee in 

March 2017 and a review of current and new 

positions is being conducted during the current 

financial year.

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. The Board of Directors, 

following the recommendations by the 

Remuneration Committee, approved budgeted 

increases to the maximum of 5%, based on 

performance evaluation.

COACH, GROW AND 

RETAIN TALENT

We place emphasis on core competencies and 

development of staff through training, coaching 

and guidance to promote leadership and 
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HUMAN RESOURCES
realisation of personal potential. With a limited 

training budget the process of 'train the trainer' is 

mostly implemented after a manager attends a 

course at a training provider. 

INTERNSHIPS AND 

DEVELOPMENT

CANSA promotes the development, training and 

practical experience of students of accredited 

institutions by facilitating internships at Head 

Office and many other departments nationally. 

Students are mainly accommodated in the 

spheres of social development and health and 

research departments.

TRAINING AND 

DEVELOPMENT

Health and Welfare Sector 

Educational Training Authority 

(HWSETA)

Training and Development of staff towards a high 

performance culture is a priority for CANSA. The 

CANSA Workplace Skills Plan and Annual Training 

Report for the period April 2016 to March 2017 

was submitted to HWSETA by an outsourced 

consultancy, PTS Consultants.

During the year, training was conducted to 

develop employees and volunteers employees 

regarding: 

Ÿ Health Promotion

Ÿ Counselling 

Ÿ Community Mobilisation

Ÿ Management Skills

Ÿ Administrative Skills

Ÿ Fund Raising

Ÿ Logistics And Supply Chain Management 

Ÿ Social Media

Looking ahead, 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 On-going community mobilisation

Ÿ Fundraising 

Ÿ First Aid

Ÿ Interaction management

Ÿ Industrial Relations training

POLICIES AND WELLNESS

The Human Resource department reviews and 

updates policies regularly as the need arises.  The 

Quality Assurance Committee evaluates new 

policies before approval by EXCO. The policies are 

included in the electronic employee manual used 

during the induction process. 

A number of CANSA employees benefitted from a 

new wellness programme as requested by EXCO to 

help with:

Ÿ Internal mentor and buddy programme, 

helping employees to cope with the induction 

process and work related problems.

Ÿ Counselling and support from our own 

professional counsellors within the 

organisation regarding work related burn-out, 

debriefing, stress and possible depression.

Ÿ External therapist and counsellors for more 

intense debriefing, post traumatic incidents 

and any other serious situations  

PENSION FUND

With the assistance of Alexander Forbes, we 

present regularly to staff regarding benefits 

applicable to employees and to better understand 

the pension rules.  Training is provided to all 

employees regarding the online pension 

information system to minimise manual 

statement documentation issued to employees.
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ZERO TOLERANCE 

CULTURE

The internal audit process is on-going and 

outcomes are addressed monthly at EXCO level to 

ensure that a zero tolerance culture regarding 

non-performance and misconduct is maintained. 

Industrial Relation 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. 

A total of 18 staff were disciplined, including six 

dismissals due to fraud and non-performance.  

And 12 staff members received final warnings for 

internet abuse and non-adherence to policies and 

procedures as well as undermining of 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 two employees' made submission to the 

Commission for Conciliation, Mediation and 

Arbitration (CCMA) based on alleged unfair 

dismissal and retrenchment.

Ÿ One unfair dismissal case regarding poor 

performance. An arbitration award was made 

against the organisation and after evaluation 

by the CANSA legal team, it was taken on 

review to the Labour Court in Braamfontein. A 

date for the review process is still outstanding. 

Ÿ One retrenchment case was outstanding from 

the previous year's restructuring process that 

was settled between the legal teams of the 

parties.

MAINTAINING A SAFE 

WORK ENVIRONMENT

Occupational Health and Safety is of high 

importance to CANSA and so we ensure a safe 

physical environment for employees, while at the 

same time complying with the Occupational 

Health and Safety legislation.

Makrosafe Holdings, our CSI partner, conducts bi-

annual assessments of the compliance to the 

Health and Safety Act (No 85 of 1993), at all CANSA 

facilities. Our compliance 

with the basic 

requirements has stabilised 

on 98% during the end of 

the financial year.

CELEBRATING 

PERFORMANCE 

We reward our staff annually for their 

contributions towards improving CANSA in various 

fields. The following awards were made for 

outstanding performance and achievements.

Ÿ Service Delivery - Cara Noble

Ÿ Best Care Home - CANSA Tygerberg Care 

Home

Ÿ Support Services -  Yolandie Harmse

Ÿ Advocacy - Enny Mashapa

Ÿ Marketing -  CANSA Cape Metro Care Centre

Ÿ Sustainability - Stephan Brink

Ÿ Team work - Finance and IT Team

Ÿ Best Performing Unit - Sustainability

Ÿ Most improved Unit - Central Business Unit

Ÿ Best Performing Division - Research

Ÿ Most Improved Division - KwaZulu-Natal

Ÿ Employee of the year - Liza Ward 

Ÿ Innovation - Marica Basson 

Leadership awards

Ÿ Middle Management -  Eileen Snyders

Ÿ Senior Management -  Olivia Curlewis
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