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Human Capital report

HUMAN CAPITAL
REPORT
This report is designed to communicate our key human resources (‘HR’) priorities for 2015, which aims to
ensure that we attract, develop, motivate and retain the best people for our business. It also includes
information on employee wellness, reward and benefits, and employee relations.

KPIs
Number of employees1
Engagement Index – People Survey (%)
Employee turnover2 (%)
Women representation in senior management2(%)
Black representation in senior management3 (%)
Ratio of average basic salary of men to women3 (times)
Total training spend (Rm) SA training numbers

2015

2014

2013

7 786
76.0
10.5
32.0
53.0
1.4
130

7 225
75.0
11.2
28.7
48.9
1.4
77

7 295
75.0
7.0
27.0
49.1
1.4
56

Notes:
1. Number of employees has been restated to exclude learners.
2. Excluding Vodacom Business Africa.
3. South Africa only.

Raise the bar on talent and build key capabilities
Vodacom uses the following designations to define employment
level, which are referenced throughout this report:

SLT

Senior leadership team

E Band

Top management

F Band

Senior management

G Band

Middle management

H Band

Junior management

I Band

Staff level

Twelve new Top managers (E Band) were brought into the
business during the year. Nine were external hires and three
were assignees from our Vodafone markets. In addition, nine
employees were promoted from F Band into E Band during
the year. The injection of new talent will bring new insights,
experiences and thought leadership to the organisation.
Of these appointments 45% were women, further balancing
the gender profile among senior leaders in the Group.

TALENT AND SUCCESSION MANAGEMENT
Four key appointments were made to the SLT in the past year,
two of which were women and three of which were internal
promotions:

Yolanda Cuba
appointed
Chief Officer
Strategy & Business
Development

Murielle Lorilloux
promoted to
Managing Director
(DRC)
(first woman MD)

Matimba Mbungela
promoted to
Chief Human
Resources Officer

Godfrey Motsa
promoted to
Chief Officer: CBU,
succeeding Phil Patel
(effective 1 April 2015)
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Proactive focus on diversity

Employment equity (‘EE’) performance against the ICT Charter for
the last three years:

Representation of women on our executive committees:
Market
South Africa
Mozambique
DRC
Tanzania
Lesotho

2015

2014

2013

17%
30%
30%
30%
40%

18%
18%
25%
33%
30%

18%
18%
16%
25%
9%

Category
Black senior managers
Black middle managers
Black junior managers
EE Score

2015

2014

2013

2.86
2.05
1.78
6.70

2.61
1.94
1.73
6.29

2.46
1.83
1.71
5.99

People with disabilities
Gender diversity has always been a priority for Vodacom and
over the years, we have embarked on initiatives such as:
Our Global Maternity policy across all markets, signifies the
importance of gender diversity in our business. The policy gives
women an option of six months fully paid leave or four months
paid leave with reduced working hours (30 hours per week) for
six months.
The Women’s Network Forum, launched in 2014, has
representation across all regions and staff bands. The forum
meets every second month to explore ways to maximise the
potential of women for both individual and business success.
We have 18 members in total, spread across all staff bands.
We hosted regional events during the month of August 2014 to
commemorate National Women’s Day on 9 August.

We currently have 41 known people with disabilities in South Africa,
including five learners who have recently been appointed through
our learnership programme.

Employment Equity (South Africa)

The candidates completed a one-year leadership development
programme through the Gordon Institute of Business Science
(‘GIBS’) and were exposed to our Executive Committee through
quarterly engagement sessions, mentorship and business
insights. The focus of the programme was based on understanding
the telecommunications industry, building world-class customer
experience and harnessing leadership awareness of women.

Our objective is to have a workforce reflective of the demographics
of South Africa. Diversity and inclusion are entrenched in our talent
management as well as a learning and development agenda which
allows us to improve our talent pipeline for designated groups.

We aim to increase the intake of learners with disabilities as part of
our learnership programme in the new year.

Women leaders key pipeline
Our flagship female leadership development programme, Female
Leaders in Waiting, is targeted at high potential female professionals
who are not employed by Vodacom and used as a lever to identify
future leaders for corporate South Africa. The 2014 programme
was concluded with seven of the 12 participants being placed
successfully in various roles in Vodacom.

The programme previously focused on external talent (not
employed by Vodacom). We have changed the scope to include
internal employees. Four internal employees form part of the 2015
programme with a total of 15 participants.
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DISCOVER GRADUATES
PROGRAMME

COLUMBUS GRADUATE
PROGRAMME
The Columbus Graduate Programme is a premier
global two-year programme within Vodafone
which provides our graduates, with two to three
years working experience, with placement
opportunities in markets outside their
local market.

Assignments
Rotation of key capabilities across the Vodafone footprint enables
us to share learnings and broaden the knowledge and careers of our
staff. During the past year we had 25 staff on short-term
assignments between different markets.
International assignments help develop global thinking and
broaden the mind. In addition, we continue to leverage our
international markets for development of local talent. We are
also increasing the flow of talent from our international markets
into South Africa. We use shorter-term exchange programmes
(maximum three months) to increase international exposure,
particularly for the G Band.
We see graduates as crucial to growing our talent pipeline to
meet future core capabilities and drive our organisation
forward. Our Discover Graduate Programme seeks to:
Build a healthy ‘home-grown’ talent pool for future business
sustainability and growth (both technical and non-technical
in line with each business’ future skills requirements).
Identify, attract, recruit, develop and promote graduates
who possess scarce and/or critical skills/potential as part of
broader succession planning.
Once on board, fast-track their development and readiness
for more demanding roles through our ‘fit for purpose’
programmes to strengthen both the technical and
leadership skills bench in the organisation.
Actively participate in addressing the socioeconomic
challenges associated with the high unemployment levels
of youth in Africa.
We received over 6 000 applications from the 14 universities
targeted. For the 2015 intake, 77 high calibre and diverse
graduates were selected. The graduates started their journey
in February and will be exposed to various functional areas
in Vodacom on a rotational basis.
Plans are in place to pilot this programme in our International
markets in the new financial year, as well as to continue with
the intake to bolster our pipeline in the business.

Assignees within the Vodacom Group
Total assignees
within the
Vodacom Group

50

DRC

15

Tanzania

12

Lesotho

7

Mozambique

9

Vodacom (Pty) Ltd

3

Vodacom Group Ltd

1

Vodacom
Business Africa

2

Mauritius

1

External bursary scheme
Total number of bursars
Bursaries granted (Rm)

2015

2014

2013

110
11.0

110
10.2

110
11.4
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“Finding out that I made it to the Discover Graduate Programme was
overwhelming, not many people get such an opportunity. This has proved that
Vodacom is not just a company that aims to make a profit but is also a company
that aims to enrich and assist people in bettering themselves. I would like to
thank Vodacom for continuously making a difference in my life by providing
financial assistance towards my journey of qualifying as an actuary.
I look forward to completing the programme.”
Dineo Ngobeni – Actuarial Sciences graduate (Discover Graduate Trainee,
Credit and Risk Decision Science)

Skills development

Capability building programmes

We are helping to address youth unemployment and close the
shortage of skills gaps through our learnership programme. The
programme focuses on business administration, marketing, finance,
project management, commercial and wholesale and retail fields.

We offer a number of capability training programmes across all
levels in the company. These training and development
programmes include mentorships, partnerships with accredited
institutions and various online courses available to all employees.

For the first 12 months the programme entails both a learning
and work experience component. Thereafter the learners are either
appointed permanently into the business or released into the market.

We focused on developing the capabilities of people working in
customer-facing roles through our People Retail Transformation
programmes, encompassing the Vodafone Way of Retail, Vodafone
Way of Selling and Vodafone Way of Marketing. These programmes
are structured to ensure that we differentiate our brand, offer
premium customer experience, increase our performance and retain
customers. Over 2 000 of our employees went through the training.

We have 48 graduates on our internship programme. Internships
offer graduates an opportunity to extend their academic
qualifications through structured workplace exposure and
specialised training.

Learners
Interns

2015

2014

2013

112
48

148
14

125
89

Other learning initiatives include online learning programmes, local
training events, global development programmes, internal bursaries
and internships.
Training spend for the last three years
R

2015

2014

2013

130 million

77 million

56 million

Build a lean and effective organisation
We have done well in delivering on organisational efficiencies and
have managed to change the organisation’s mindset on how we
deliver our business results while continuing to reduce our cost
base.
In South Africa we have reviewed and changed the operating
models in marketing (consumer segment), demand management
and learning, leading to more centralised and streamlined work,
which will result in better efficiencies.
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Health and safety
Embed a safety culture
We continue to strive for zero fatalities and injuries in the workplace.
Regrettably there were two fatalities in our supplier network due to
road incidents in the past financial year.
A revised occupational driving standard, with the aim to reduce road
risks as well as to curb a sharp increase in motor vehicle accidents,
was implemented during November 2014. Its application extends to
all suppliers in particular high-risk suppliers where most incidents
occur. The standard focuses on daily (pre-trip) vehicle inspections,

mandatory driver training, live vehicle tracking and monitoring and
fit-for-purpose vehicles (including closed bakkies). Compliance is
however still low, with only 30% of our suppliers adhering to the
above standard, and we will be enforcing full compliance within
the next financial year. All Vodacom-owned bakkies are enclosed
and comply with the standard.
We launched a programme known as Mission Road Reach in which
all Executive Committee members call a random sample of our
contractors and staff, reminding them about safety.
The implementation and adherence to our Vodacom Absolute Rules
remains mandatory, with consequence management being applied
in case of any breach.

Always wear helmets
when travelling on, or
operating, a motorbike

Always wear seat
belts when travelling in,
or operating vehicles

Never work under
the influence of
substances (alcohol
or drugs) which are illegal
or in excess of legal levels
or where this impairs the
individual’s ability
to perform tasks

Never carry out
electrical work on
electrical equipment,
circuits and gear if you are
not qualified

Always use
suitable PPE, a
safety harness and fall
protection equipment when
working at height (harnesses
must be attached at all
times when working
at height)

Never use a
hand held phone whilst
driving and only make calls
by pulling over or using hands
free devices, when it is
safe to do so

Never exceed speed
limits or travel at speeds
which are dangerous for the
type of road, vehicle or
conditions

No passengers in the backs
of bakkies and trucks

We retained our ISO 14001 certificate.

Total

Total

193

SIGNATURE
PROGRAMMES

The W8_2send (wait to send)
campaign was launched in all
our operating companies in
June 2014, reaching over
6 800 employees and over
300 suppliers. The aim of the
campaign is to raise awareness
of the dangers of texting and
driving. As part of the
campaign we have partnered
with industry players such as
Huawei, NSN, Bidvest, and
Arrive Alive to promote
driving awareness to improve
road safety countrywide.
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Employee wellness
Sustained employee engagement and mitigating against Chronic
Diseases of Lifestyle (‘CDL’) are understood to be two key
differentiators for companies given the significant and ever-rising
costs of disengaged/burned out employees and sickness absence/
incapacity. Health management is recognised as fundamental to
Vodacom’s continued success, and as such is owned by line
management.
Our health management programme is recognised as a benchmark
for best practice in South Africa and within the Vodafone Group.
The programme focuses on:
Overall health risk profile;
The cost of sickness absence;
Occupational health legal compliance;
Temporary and permanent incapacity;
Registrations on chronic diseases programmes; and
Ineffectiveness of self-referrals into the Employee Assistance
Programme (‘EAP’).

Risk determination and mitigation
Participation in national wellness days provides us with
a comprehensive view of employees’ key health risks. Obesity
and stress are currently the two most prevalent organisational
health risks.
Following the identification of health risks, line managers are
encouraged to refer employees into the following health risk
reduction programmes:
Free online personalised exercise programmes;
Free online health education and advice;
Regular testing for risk factors in primary healthcare facilities;
Use of Lifestyle Centre services for stress management and
work-life balance;
Registration with Vodacom’s sport teams;
Registration on Discovery Vitality; and
HIV-related advice, treatment and management through
medical aid registration.

Our Group HIV/Aids policy seeks to educate line managers and
employees regarding HIV/Aids and tuberculosis (‘TB’) and
communicates our policy of fairness and non-discrimination as well
as support for affected and infected employees.
Below is a summary of Vodacom’s South African HIV profile:
59% of staff in Vodacom South Africa have undergone HIV
counselling and testing (‘HCT’) during a three-year cycle;
Of employees tested during this cycle, 151 tested HIV-positive,
which is a 5% prevalence rate of the tested community;
Of the 151 HIV-positive employees in South Africa, 149
are confirmed to be registered on treatment programmes,
either through their medical aid schemes or government
programmes; and
Two employees are still in the Transition to Care programme.
Psychosocial support is available to employees through the EAP.
This support is available telephonically and face-to-face, on and
off-site. Financial wellness is a strong component of the service
offering. Line managers are encouraged to formally and informally
refer employees into this programme, as self-referral has been
shown to have a negative cost impact due to employees delaying
entry to this programme. Trauma counselling is offered to the
business. Support is also offered to employees in the event of
organisational restructures. Line managers are encouraged to make
use of the various training components available through the EAP.
Annual comprehensive executive medicals are available to
Vodacom executives. 73% of Vodacom Executives attended a
medical in the 2015 financial year. Following the medical, the
company doctor follows up to ensure sustainable lifestyle changes
are implemented. On average our executives have 2.66 out of 7 risk
factors (cholesterol, hypertension, diabetes, BMI, smoking, excessive
alcohol usage, stress).

Programme and initiative evaluation
Vodacom’s sickness and absentee rate (‘SAR’) has shown a decrease
in recent years.

Sickness absenteeism rate (%)

Chronic disease and HIV management
We have invested in a partnership with a primary and occupational
healthcare provider with a national presence to drive CDL risk
mitigation as well as a medical surveillance programme. HIV testing,
CDL risk monitoring, over-the-counter medication and vitamin B
injections are available on-site from the service provider.

0.79

1.37

1.39

Free counselling and testing for HIV is available to employees as
well as a ‘Transition to Care’ programme which supports employees
for a year after testing positive. Ongoing support is also offered
through the EAP. HIV treatment programmes are offered through
medical aid schemes.

1.49

Baseline health tests (blood pressure, glucose, cholesterol, BMI and
HIV) are now also consistently available in all regional primary
healthcare facilities.

2012 2013 2014 2015
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Vodacom Tanzania was ranked as the Employer of the Year for 2014
in Tanzania, with the best performance in:
Performance management;
HR policy practice;
Leadership and governance; and
Quality and productivity of employees.

Culture and change management
People Survey 2014
We attained an overall response rate of 85%, which was a slight
increase from last year’s survey in which 84% of employees
participated.

HR ROADSHOWS

Our People Survey results have shown a significant gain in the
Employee Net Promotor Score (‘ENPS’) (from 43 to 51), which
measures our employees’ confidence in our products and services
– a key part of improving customer experience. The focus in the
new financial year is to deliver an improved customer experience as
well as to continue to simplify our business.
We have agreed to improve our overall scores across all markets for
next year and are well on track to achieve the key objective of an
overall Engagement Index of 80 by 2017.

Summary of the results over the last three years
Engagement Index
Manager Index
Diversity
ENPS

2014

2013

2012

76
74
71
51

75
71
73
43

75
69
71
31

Culture change
We aim to activate our “Winning the Vodacom Way” programme
with our executives in August 2015. The programme aims to
reinvigorate the winning mentality and drive for innovation, and
ensure accountability and cascade the Vodacom Way behaviours
of Speed, Simplicity and Trust across the business.

Other HR updates
Improving HR visibility
HR Net Promoted Score (‘NPS’)
The HRNPS is a survey tool which gives the HR team an opportunity
to understand the activities and actions that promote or detract
delivering service to our business. We introduced the survey in 2013
as part of our transformation journey, and the feedback has enabled
us to refocus on our priorities which add value to the business. Our
score increased 23% from the previous year.

Top Employers Survey
We participated in the annual HR Best Practice Certification
Programme run by the Top Employers Institute and were certified
among the best 150 employers in Africa.

We conducted a series of roadshows in all regions in
South Africa, where staff were afforded an opportunity
to engage directly with HR leadership and business partners.
These sessions proved to be beneficial to get quick and direct
responses to people-related queries. Queries related
to understanding of our reward structure and performance
management.
Similar roadshows will be conducted in our International
operations in the next financial year.
The HR benefits team held session across the country,
together with the service providers, showcasing some
of our offerings:
Funeral cover through Momentum;
Pension fund-backed housing loans;
Insurance through Alexander Forbes;
Goodfellas driving service; and
Discounted product offerings from Reebok.
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Employer Brand
At Vodacom we realise that our employees are our biggest brand
ambassadors and as such we are at our best when our employees
perform at their best. We have launched an employer brand
proposition titled “We’re at our best, when you’re at yours”. In this,
we have established a unique way of working that expresses what
we collectively stand for: that Vodacom is at its best when our
people are at their best, every day, and continuing to empower our
customers to be confidently connected and being at their best.
In short, the employer brand is a two-way deal. It is the reputation
that Vodacom has as an employer and what our staff contribute
as employees. We have created eight proof-points that bring the
proposition to life, namely:
We’re at our best:
We’re an industry-leading company that empowers people to
shape their world;
We believe in and practice the vision of mobile for good;
We are an organisation that offers a world of opportunities; and
We create exceptional work with exceptional people.

Employee relations
Disciplinary processes
In South Africa, approximately 35 cases of employee misconduct
which resulted in disciplinary enquiries were finalised during the
year, resulting in 22 dismissals. The most common form of
misconduct related to dishonesty or misrepresentation, which
accounted for eight or approximately 61% (2014: 61%) of all
dismissals. The majority of the matters dealt with can broadly
be classified as breach of policy/failing to follow certain procedures
(7), unauthorised absence from work (6), negligence (5),
insubordination, disruptive or unprofessional behaviour and
bringing the company’s name into disrepute (3) and breach of our
health and safety rules (1). Actions taken to mitigate the risk of
reoccurrence of these types of misconduct include monthly
newsletters and making employees aware of serious misconduct
during training activities relating to prevalent forms of misconduct.

Lesotho
Lesotho had two formal disciplinary enquiries, one for dishonesty
relating to inventory in which the employee was dismissed, and the
second being gross negligence and breach of policy due to a failure
to complete a proper reconciliation which resulted in unaccounted
airtime. The employee received a final written warning.

When you’re at yours:
You deliver great results;
You live The Vodacom Way;
You strive to keep growing; and
You always do what’s right.

Tanzania

Recognition programmes
As part of our winning formula, we take pride in our people and
continually recognise our internal role models who embody The
Vodacom Way in everything that they do. Celebrating our successes
together is important, and it is our way of motivating and rewarding
these individuals for their contribution to our business.
Our recognition programmes are structured in a tier form and feed
into each other. As an example, the Vodacom Excellence winners
are automatically entered into the CEO Awards, and the CEO Awards
individual winners too are automatically entered into the
prestigious Vodafone Global Heroes Award programme. Our winners
compete with other winners from all Vodafone markets and stand a
chance to be selected as the best of all in Vodafone.
Vodafone
Global
Heroes
Vodafone
CEO
Awards
Vodafone
Excellence
Awards
Vodafone
Stars

There were eight disciplinary enquiries in Vodacom Tanzania of
which seven resulted in terminations and one in a final written
warning. Two of the enquiries related to misuse of company
vehicles and four related to unauthorised disclosure of customer
information. One employee was dismissed for fraud and another for
gross negligence resulting in financial loss to the company.

Mozambique
There were three cases of employee serious misconduct involving
Vodacom Mozambique employees. All of these cases resulted in
disciplinary enquiries and dismissals. Two of the cases related to
dishonesty (employees used their position in the company to
commit fraud). The third case related to the absolute rules where
the employee consumed alcohol, drove a company vehicle and
caused an accident.

DRC
There were 39 cases of alleged employee misconduct involving
Vodacom DRC employees during the last financial year. Sixteen
employees were dismissed through the disciplinary process. There
were nine incidents of fraud, three of falsification of documents and
nine incidents of negligence.
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Employee representation
The company has an effective consultative committee which
provides a platform to engage as well as consult with employees
on key issues affecting them and the business at large.
We have a union representation of 12% in South Africa and 48% in
the DRC. Tanzania and Lesotho are not unionised and Mozambique
has a small union representation.

Speak Up – Anonymous Employee Line
As a responsible and trustworthy corporate citizen Vodacom needs
to ensure that it reports and addresses any wrongdoing within the
organisation.
We have a whistleblowing hotline known as “Speak Up” which
encourages all of our employees to make use of the line, should
they come across anything in the workplace which they believe
may be a breach of the Vodafone Code of Conduct, or seems illegal
or unethical. Reports are anonymous, on request, and employees
utilise this facility on a regular basis.
The Risk Management Committee reviews and investigates all
reported matters. Process improvement and procedural changes are
implemented as corrective measures.

