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I EDITORIAL INTRODUCTION BEEY3

WHY THIS SPECIAL EDITION MATTERS

South Africa’s Employment Equity (EE) framework has entered a decisive new phase. With the coming into
effect of the Employment Equity Amendment Act, 2022, the 2025 Employment Equity Regulations, and the
introduction of Ministerial sector numerical targets from 1 September 2025, employers are facing the most
substantive shift in EE compliance since the Act was first promulgated in 1998.

This Special Edition has been developed in direct response to this shift.

Across industries, organisations are grappling with new reporting formats, revised planning horizons, sector-
specific targets, and heightened enforcement consequences. At the same time, inspection and Director
General (DG) review insights reveal persistent readiness gaps: incomplete EE Plans, weak numerical target
modelling, misalignment between Employment Equity and Skills Development strategies, and inadequate
evidence to support compliance claims.

The consequence is clear: Employment Equity compliance is no longer a once-a-year submission exercise. It
is now a five-year, data-driven, strategically integrated obligation that directly affects an employer’s eligibility
to do business with the state and its broader transformation standing.

Legislative
FROM REGULATORY CHANGE TO interpretation
ORGANISATIONAL READINESS

DG review &
inspection insights

This publication is designed to help employers move confidently
from regulatory uncertainty to practical readiness.
It provides a consolidated, plain-language guide to the new EE
environment, blending:
» Legislative interpretation grounded in the amended Act and
Regulations
* DG review and inspection insights drawn from real employer
experiences
» Practical tools, checklists, and cheat sheets for immediate use
» Strategic guidance for FY2026-2030 EE planning and target-
setting
Importantly, it recognises that Employment Equity does not
operate in isolation. EE outcomes are deeply interconnected with
Skills Development, recruitment practices, succession planning,
workforce mobility, and broader transformation strategy.
Employers that fail to integrate these elements risk falling behind,
both legally and competitively.

Practical tools,
checklists

Strategic guidance
for FY2026-2030

Employment Equity compliance is no longer a once-a-year submission
excercise, It is now a five-year, data-driven, strategically integrated obligation...
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ABOUT THE CONTRIBUTORS

A STRATEGIC
COLLABORATION FOR
TRANSFORMATION

This Special Edition is developed by
BEE123, South Africa’s leading
transformation advisory and digital
enablement firm, in collaboration with
BEEngaged Magazine, a respected platform
for transformation, labour, and policy
discourse.

BEE123

is SA's leading Transformation compliance
platform. We bring deep technical expertise
in Employment Equity compliance, DG
review readiness, and transformation
analytics. Through its EE123 Software
module, BEE123 supports employers with:

* Automated EE reporting

* Workforce analytics and demographic
modelling

* Five-year EE Plan forecasting aligned to
sector targets

* Ongoing tracking and management of
EE plans

» Evidence management and DG review
readiness

» All data presented visually and
interactively via customisable
dashboards
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BEENGAGED MAGAZINE

brings editorial depth, national reach, and a strong
commitment to advancing informed, credible dialogue
across South Africa's transformation and labour
landscape.

It serves as a trusted resource for organisations seeking
clarity, insight, and practical perspectives on complex
workforce challenges.

IPM

contributes professional insight, industry authaority, and a
strong network of HR and people management
practitioners across South Africa. As a leading voice in the
HR profession, IPM plays a critical role in shaping thought
leadership, promoting best practice, and supporting
organisations in navigating workforce transformation and
Employment Equity.

This collaboration stands as a powerful
testament to a shared vision:

n Building Employment Equity outcomes that
INSTITUTE are not only lawful and defensible, but

genuinely measurable, sustainable, and

capable of driving real transformation.
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BUILDING THE FUTURE OF

PEOPLE MANAGEMENT

rofessionals. Transforming Workplaces. Driving Business Success.

- 1D

Empowering HR P

The Institute of People Management (IPM) is South Africa’s leading professional body for HR and People Management. With over 75
years of legacy, IPM is dedicated to advancing the profession through thought leadership, professional development, and industry
advocacy.

In a rapidly evolving world of work, professionals are expected to do more than manage people — they must shape strategy, drive performance,
and build sustainable organisations.

IPM equips you to do exactly that.

¢ Student Membership

* Professional Membership Kickstart your HR career with access to resources, mentorship, and
Join a recognised, SAQA-accredited professional development opportunities.
body and elevate your credibility with industry-
recognised designations. * Associate (Individual) Membership
Ideal for early-career professionals looking to build credibility and grow
* Learning & Development within the HR field.
Access cutting-edge training, tools, and resources
designed to enhance both strategic and * Professional Membership
operational HR capability. For experienced practitioners seeking recognition, industry alignment, and
career advancement.

* Thought Leadership & Insights
Stay ahead with the latest trends, research, and
insights shaping the future of work.

¢ Fellow Membership
A prestigious tier recognising seasoned leaders who have made significant
contributions to the HR profession.

* Events & Networking
Participate in high-impact conferences,
workshops, and exhibitions that connect you
with leading HR professionals and organisations.

* Corporate Membership
Empower your organisation with access to IPM resources, industry insights,
and employee development opportunities at scale.

WHO SHOULD JOIN?
* Advocacy & Industry Influence

Be part of a collective voice influencing labour

* HR Professionals & Practitioners
practices, policy, and the future of people * People & Culture Leaders
management in South Africa. * Business Executives & Managers
*  Academics & Students entering the HR field.
YOUR IMPACT STARTS HERE
Whether you are advancing your career, strengthening your organisation, or shaping the future of work -
IPM gives you the platform, tools, and network to lead with confidence.
CONTACT US s rrry’

info@ipm.coza | www.ipm.co.za OF PEOPLE MANAGEMENT




EE123 is South Africa’s leading
Comprehensive Employment e
Equity Management Platform i

with Sage 300
People

% Dl

L ose )

Complex planning and Gap Analysis & Deviation Management &
tracking of your EE plan  Interactive Dashboards Document Repository
Numerical & qualitative targets All data presented visually, Log deviation reasons and maintain

graphically and interactively a secure, centralised source of

truth for all critical Employment
Equity documentation - accessible
and audit-ready.

Software and Consulting combined for
optimised Employment Equity compliance
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Simplifying
Employment Equity

Compliance

Led by people. Enabled by technology.

EE Compliance just got more complex. New sector
targets. 5-year Employment Equity Plans. Deviation
reasons. Stricter reporting rules. Heavier penalties.
Designated employers can't afford to get it wrong.

With EE123, we have got you covered

) =

Automated Secure cloud-based Access to the latest
Reporting environment news & legislation
Full and instantaneous Seamless access and built-in Stay updated with essential
reporting EEA2, EEA4, peace of mind for your policy changes, industry
EEA12, EEA13 sensitive and privileged data developments & legal updates
o 086 123 3123 WWW.BEE123.C0.ZA @ INFO@BEE123.C0.ZA

USE THE FOLLOWING CODE TO QUALIFY FOR A10% DISCOUNT
ON ALL SOFTWARE PRODUCTS - EESPECIALEDITION26
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HOW TO USE THIS SPECIAL EDITION

PROGRESSIVE UNDESTANDING. PRACTICAL REFERENCE.

READ EDITION COVER
T0 COVER

Eé@ USE AS PRACTICAL
REFERENCE TOOL

This guide serves two complementary purposes:
Read it cover-to-cover for a clear, progressive
understanding of the topic, or use it as a practical
reference tool whenever you need specific
information.

A provides context,
history, and the
national and global
framing of
Employment Equity.

SECTION A

Delivers hands-on
compliance tools, sector
target guidance, and DG
review readiness
support.

SECTIONB

Explores how digital
enablement can make EE

SECTIONC

implementation practical
and predictable.

Whether you are preparing for your next EE submission, managing
your 2026-2030 EE Plan, or assessing your organisation’s
readiness against sector targets, this Special Edition is designed
to support informed decision-making and confident execution.
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HISTORY AND EVOLUTION OF

EMPLOYMENT EQUITY LEGISLATION

From Structural Exclusion to Measurable Equity

South Africa’s Employment Equity (EE) framework did not emerge in isolation. It is the product of a long and
deliberate legislative response to systemic labour market exclusion, entrenched inequality, and persistent
barriers to participation faced by the majority of the population.

This evolution reflects a gradual shift from rights-based protection, to procedural compliance, and now to
measurable, outcome-driven transformation.

LEREERY | A Segmented and Exclusionary Labour Market

/ Prior to democracy, South Africa’s labour market was shaped by Apartheid legislation that explicitly
excluded black South Africans, women, and persons with disabilities from meaningful participation in
skilled, professional, and managerial roles. Occupational segregation, unequal access to education and
training, job reservation, and racially determined wage structures resulted in deep structural imbalances
that persisted well beyond political transition.

By the early 1990s, it was clear that formal equality alone would be insufficient to address the legacy of
exclusion. Targeted intervention in employment practices was required to dismantle systemic barriers
and reshape workforce representation.

The Employment Equity Act — Laying the Foundation

The Employment Equity Act, 1998 (Act 55 of 1998) marked a watershed moment in South African labour
law. Its objectives were twofold:

1. To eliminate unfair discrimination in employment policies and practices; and
2.To implement affirmative action measures to ensure the equitable representation of suitably qualified
people from designated groups across all occupational levels.

The Act introduced foundational concepts that remain central today, including:
Designated employers and designated groups

Workforce analysis and barrier identification

Employment Equity Plans and annual reporting

Consultation and governance structures

At its core, the 1998 Act established that equity is not incidental to employment. It is integral to fair labour
practice.

2013: Strengthening Enforcement and Accountability

Fifteen years into implementation, it became evident that formal compliance had not translated into
sufficient transformation outcomes. The Employment Equity Amendment Act, 2013 (Act 47 of 2013)
responded by materially strengthening the enforcement architecture of the Act.

Key shifts included:
e Expanded powers for labour inspectors
 Enhanced compliance orders and undertakings
e Clearer evidentiary burdens in discrimination disputes
¢ Increased administrative fines and penalty thresholds
e Stronger oversight by the Director-General

This phase marked a transition from voluntary or procedural compliance to consequence-driven
enforcement, signalling that Employment Equity obligations carried real regulatory risk.

BEE123, IPM & BEENGAGED MAGAZINE SPECIAL ISSUE
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Period White African Coloured Indian Hale Female

M
N
o Top 2001 87% 6% 3% 4% 87% 13%
N Mangaement

1
F
o 2023 B3% 7% B% n% 73% 27%
o
N Senior 2001 81% 9% 5% 5% 80% 20%
(7)) Management
it

g 2023 51% 27% 8% 13% 63% 37%
g Middle 2001 56% 33% 6% 5% B2% 38%
> Management

o L7 L= a, o o, -
s 2023 30% 48% 0% 9% 52% 248%
= .
e Junior 2001 18% 58% 18% 6% 60% 40%
's Management
Iﬂ- 2023 8% 66% 10% 6% 50% 50%

Introducing Sector Targets and Outcome-

 HasedReguiation NATIONAL EAP FIGURES
' The most significant evolution occurred with the Employment

Equity Amendment Act, 2022 (Act 4 of 2022). Recognising

N

persistent under-representation, especially of African people Mele
and females at senior occupational levels, the legislature
introduced Ministerial sectoral numerical targets as a L African Male 43303
mechanism to accelerate progress.
CcM™m Coloured Male 4.80%
The 2022 amendments:
» Empower the Minister to set sector-specific numerical M Indian Male 1.60%
targets
« Refine key definitions, including persons with disabilities WM White Male 4.20%
o Update designated employer criteria
o Link EE compliance directly to state contracting eligibility Total 53.70%
Crucially, this amendment reframed Employment Equity as a
measurable national transformation instrument, aligned to Female
sector realities rather than generic benchmarks.

AF African Female 37.60%
| Regulations, Reporting Reform, and Compliance
' Certification CF Caloyieg 4.20%
Female
The legislative shift introduced by the Employment Equity
Amendment Act of 2022 and operationalised through the IF Indian Female 1.00%
Employment Equity Regulations of 2025 represents a
fundamental restructuring of South Africa’s Employment WF White Female 3.50%
Equity compliance framework. While the Amendment Act came
into effect on 1 January 2025, the Regulations apply from 1 Total 46.30%

September 2025, aligning with the commencement of the new
five-year Employment Equity planning cycle (2025-2030).
Together, these changes move Employment Equity from a
predominantly procedural, form-based exercise to a target-
driven, outcome-oriented regulatory regime with direct legal
and commercial consequences.
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Key regulatory developments include:

1. Revised Definition of a Designated Employer

Under the 2025 Regulations, a designated employer
now includes:
¢ Employers with more than 50 employees
e Municipalities
e Organs of State, excluding the National Defence
Force, National Intelligence Agency, and Secret
Service
e Employers bound by a collective agreement in
terms of section 23(1)Xd) of the Labour Relations
Act

The previous industry-based turnover thresholds
(Schedule 4) have been fully repealed and no longer

apply.

2. Prescriptive Sectoral Targets and a Fixed Five-
Year EE Planning Cycle
The Regulations formalise:

e Ministerial sectoral numerical targets, as
published and unchanged from the February
2025 draft

e A fixed five-year Employment Equity Plan cycle
(2025-2030)

Key distinctions:
Under the original Act:
o Employers set their own numerical targets and
goals
Under the amended framework:
e 2030 end-state targets are:
o Ministerially determined
o Sector-specific
o Non-discretionary
e 2025-2029 interim period:
o Employers must set annual, year-on-year
targets
o Targets must be realistic and progressive
o "Hockey-stick” target curves are expressly
discouraged
o Employers must demonstrate reasonable
progress toward 2030 targets

The workforce profile snapshot date for EE
reporting under the new framework is 31 August
2025.

3. Defined Sectors for Target Application

The Ministerial sector targets apply across 18
defined sectors, including:

1. Agriculture, Forestry and Fishing
2. Mining and Quarrying
3. Manufacturing
4, Construction
5.Financial and Insurance Activities
6. Transportation and Storage
7.Information and Communication
8. Water Supply, Sewerage, Waste Management
and Remediation
9.Electricity, Gas, Steam and Air Conditioning
Supply
10. Human Health and Social Work Activities
1. Arts, Entertainment and Recreation
12. Real Estate Activities
13. Professional,  Scientific and
Activities
14.Wholesale and Retail Trade; Repair of Motor
Vehicles and Motorcycles
15. Accommodation and Food Service Activities
16. Public Administration and Defence;
Compulsory Social Security
17. Education
18. Administrative and Support Activities

Technical

BEE123, IPM & BEENGAGED MAGAZINE SPECIAL ISSUE
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Key regulatory developments include:

@) 4.Formalised Deviation and Justification Framework . 8. et Link t5 State Procuranent s Broadar

Consequences
For the first time, the Regulations introduce defined and
limited grounds on which an employer may justify The Regulations explicitly link EE compliance,
deviation from numerical targets. sector targets, and Section 53 procurement
eligibility.

The seven recognised justifiable grounds are:

Consequences of not being issued with an EE

1. Insufficient recruitment opportunities Compliance Certificate include:
2. Insufficient promotion opportunities
3.Insufficient suitably qualified individuals from « Exclusion from public sector contracts
designated groups o Likely adoption of similar procurement
4. CCMA awards or court orders requirements by large corporates
5. Transfer of business » Potential exclusion of B-BBEE Management
6.Mergers or acquisitions Control points, pending alignment between the
7.Adverse impact on the employer's economic EE Commission and the B-BBEE Commission
circumstances (discussions ongoing)
These grounds must be clearly evidenced and
defensible.

. 7. New Mandatory Reporting Templates
. 5. Employment Equity Compliance Certificate Pathway

The Regulations establish a formal Employment Equity The Regulations introduce new mandatory forms:
Compliance Certificate, required for access to state e EEAZ - Workforce profile and numerical analysis
contracts. o EEA4-Income differentials statement

s EEA13 - Compliance certification-related
To qualify, an employer must demonstrate: disclosures

1.Compliance with sector numerical targets, or valid
justification based on recognised deviation grounds . 8. New definition of disability
2.Submission of EEAZ and EEA4 reports

3.No CCMA or court finding of unfair discrimination in The definition of disability has been updated to align
the preceding 12 months with constitutional and international standards.
4.No CCMA award for failure to pay the National Disclosure remains voluntary, and employees may
Minimum Wage not be forced to declare a disability. Employers must
respect non-disclosure while ensuring accurate

Note: Requirements (3) and (4) apply only to non- reporting where disclosure occurs.

designated employers under categories 3 and 4.
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A Shift in Enforcement Intensity

Taken together, these changes are accompanied by increased scrutiny and \
: inspection activity from the Department of Employment and Labour.

The 2025 Requlations therefore mark a decisive shift :

to continuous, evidence-based workforce
transformation management, with direct legal,
commercial, and reputational consequences for
non-compliance.

From annual,
form-based
reporting to

/

Each legislative phase responds to a consistent reality: structural inequity has proven resistant to passive correction.

Despite decades of regulation, national data continues to reflect under-representation of designated groups—
particularly black women and persons with disabilities—at senior and decision-making levels.

WHY THE LAW KEEPS EVOLVING: THE POLICY LOGIC BEHIND THE MILESTONES

The current framework acknowledges that:

« Transformation must be planned, measured, and monitored over time

e Sector-specific dynamics require differentiated targets

+ Compliance must be supported by credible data, analytics, and evidence

o Enforcement mechanisms must meaningfully influence employer behaviour

\ EMPLOYMENT EQUITY HAS THEREFORE EVOLVED FROM PRINCIPLE, TO PROCESS, AND NOW TO PERFORMANCE. /

STRATEGIC TIMELINE: LEGISLATIVE MILESTONES

= €

PRE 1994 1998
Milestone 1 Milestone 2 Milestone 3 Milestone 4 Milestone 5 Milestone 6
Structural exclusion ~ Employment Equity Amendments Amendment Act New Regulations The sector
and segmented labour  Act enacted: unfair strengthen i‘ntmfiuces operationalise updated  targets must be
market; inequitable discrimination enforcement and Ministerial s?ctor report[rtlglplanning achieved by this
access to opportunity prohibition + compliance targets and tighter ~ mechanics (updated date
and senlor roles(race affirmative action consequences; compliance levers.  forms and processes)
and gender). duties for designated  reporting compliance aligned to the amended
employers. improves over time. regime.
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What Changed in 20227

FROM GENERAL OBLIGATIONS TO TARGETED OUTCOMES

The Employment Equity Amendment Act, 2022 marks the
most decisive shift in EE regulation since 1998. For the first
time, the law moves beyond employer-determined targets
and introduces Ministerial sector targets as a formal
mechanism to accelerate transformation.

In practical terms, this means:

@ Employment Equity is no longer assessed only against
internal plans, but against sector-specific national
benchmarks.

Employers must demonstrate how their workforce plans
align with the realities and expectations of their industry.

EE compliance is explicitly linked to eligibility to do
business with the state through the compliance
certificate framework.

The policy message is clear: slow progress is no longer
neutral. Employment Equity has shifted from intention to
expectation, and from reporting to results.

WHY SECTOR TARGETS?

Because one-size-fits-all never delivered change

Decades of EE reporting and academic research have shown
that wuniform national benchmarks failed to shift
representation at senior levels, particularly for black women
and persons with disabilities.

Sector targets were introduced to address three persistent
problems:

e Different sectors transform at different speeds due to
skills  pipelines, historical demographics, and
occupational structures.

e Self-set targets often reflected comfort rather than
ambition.

e Progress at lower occupational levels did not translate
into leadership transformation.

Sector targets recognise that transformation must be:
« Contextual(aligned to sector realities),
e Forward-looking(built into five-year plans), and
e Measurable(capable of objective assessment).

In short, sector targets exist because voluntary pace-setting
proved insufficient.

o)

FROM REPORTING TO ACCOUNTABILITY

Why EE compliance now carries commercial risk

Historically, Employment Equity was often treated as a
stand-alone HR obligation. The current framework
changes this decisively.

Today:

¢ EE compliance affects procurement eligibility.

« Workforce data quality and evidence integrity
matter as much asintent.

¢ EE plans are assessed over a five-year
transformation horizon, not a single reporting
cycle.

Employers who fail to align EE planning,
recruitment, skills development, and succession
strategies risk falling out of compliance, even if
they submit reports on time. Employment Equity
is no longer just about what you report. It is about
what you can prove, sustain, and deliver over
time.

A PRACTICAL REALITY CHECK
FOR EMPLOYERS

What this means for your organisation
If your organisation:

Has limited movement at senior levels,
Relies on historical EE plans, or
Treats EE as a compliance formality,

then the current legislative environment demands a
reset.The evolution of Employment Equity law signals
one unavoidable truth: Transformation is now a
strategic, data-driven, and enforceable obligation, not a
symbolic one.

THE PAST DECADE OF EMPLOYMENT EQUITY
DATA CONFIRMS THAT SOUTH AFRICA HAS
DIVERSIFIED WHO ENTERS THE
WORKPLACE, BUT NOT WHO LEADS IT.

BEE123, IPM & BEENGAGED MAGAZINE SPECIAL ISSUE



WHAT THE CEE TREND TELLS US

Movement is happening — but not fast enough

Analysis of the past decade of Commission for Employment Equity (CEE) Reports reveals a consistent pattern:
e White representation at top management is declining, but remains dominant.
o African, Coloured, and Indian representation is increasing, yet at an incremental pace.
e Senior and top management levels remain the hardest to transform.

The implication is not that Employment Equity has failed, but that structural barriers are deeply entrenched and

require stronger levers to dismantle.

For employers, the takeaway is simple:

Incremental change may satisfy reporting requirements, but it no longer satisfies requlatory expectations.

WHAT THE DATA MEANS FOR EMPLOYERS IN 2026

A Strategic Employment Equity Explainer

Over the past decade, the CEE has produced a consistent and increasingly robust body of evidence on the state of
workplace transformation in South Africa. While the language of the reports has evolved and the analytical depth has
increased, the core message has remained remarkably stable: administrative compliance has improved significantly, but

substantive transformation outcomes have not kept pace.

As employers enter 2026, this evidence base has direct strategic consequences. The Employment Equity environment is
no longer shaped primarily by policy intention or employer discretion, but by measured outcomes, comparative

benchmarks, and enforceable expectations.
What follows explains what the datais telling employers,
and why 2026 represents a decisive inflection point.

1. The Shift Away from “Good Faith Effort”

For many years, employers were assessed largely on whether
they had complied procedurally with the Employment Equity
Act. This included submitting Employment Equity Plans,
reporting annually, and demonstrating that reasonable
efforts had been made to promote equitable representation.
However, the CEE's longitudinal data shows that while
reporting rates and technical compliance improved year on
year, representation at Top and Senior Management levels
remained stubbornly resistant to change. In many sectors,
year-on-year movement was marginal, often statistically
insignificant, and did not reflect the demographic profile of
the Economically Active Population.

As a result, regulators have increasingly concluded that
effort alone is no longer a reliable proxy for transformation.

In 2026, employers are therefore no longer evaluated
primarily on intent or process. They are evaluated on whether
their workforce outcomes demonstrate real structural
movement, particularly at decision-making levels.

2. Why Self-Set Targets Are No Longer
Sufficient

One of the most persistent findings across the CEE
reports is that employers consistently set Employment
Equity targets that were conservative, incremental,
and frequently disconnected from national or sectoral
demographic realities. While these targets were often
internally justifiable, they collectively produced a
pattern of slow transformation across the economy.

The data demonstrates that where targets were
discretionary, transformation plateaued. This is
especially evident at senior occupational levels, where
employers tended to cite stability, skills scarcity, or
succession risks as reasons for limited movement.

In response, the regulatory framework has shifted
away from employer-defined targets toward sector-
specific benchmarks.

For employers in 2026, this means that success is no
longer measured against internally negotiated targets,
but against externally determined sector norms. The
question is no longer “Did you meet your plan?’ but
rather “Does your workforce align with what is
reasonably expected in your sector?”

BEE123, IPM & BEENGAGED MAGAZINE SPECIAL ISSUE
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3. The End of the “Pipeline” Defence

The CEE data repeatedly shows that South Africa does not
suffer from a lack of suitably qualified black talent. In fact,
African representation is strong at professionally qualified,
skilled technical, and pipeline levels across most sectors.
Despite this, the same data shows that these pipelines do not
translate proportionally into senior appointments. Promotion
rates into Senior and Top Management consistently lag behind
the demographic composition of feeder levels.

This disconnect has featured prominently in CEE commentary
over the past decade and has increasingly been framed as a
governance and progression issue rather than a skills issue.

In 2026, employers can no longer rely on the existence of
pipelines as evidence of progress. They are expected to
demonstrate clear, measurable pathways from development to
leadership, supported by succession planning and promotion
data.

4, Gender Progress Must Be Intersectional to Be
Credible

Headline statistics often suggest that representation of women
in management has improved over time. However, the CEE's
disaggregated data tells a more complex story.

While the representation of women has increased at senior
levels, these gains have been disproportionately concentrated
among White and Indian women. African and Coloured women
remain significantly under-represented at Top and Senior
Management levels across most sectors.

The CEE has repeatedly highlighted this as evidence that
gender-only strategies are insufficient and that transformation
efforts which ignore race-gender intersectionality risk
entrenching existing inequalities.

For employers in 2026, this means that gender strategies must
be explicitly intersectional. Improvements in aggregate gender
numbers will not be regarded as meaningful if they do not
address the exclusion of African and Coloured women from
leadership roles.

5. Disability Inclusion as a Measure of Authentic
Transformation

Across every reporting cycle, persons with disabilities have
remained the most excluded designated group in the workforce.
Representation levels have consistently fallen well below policy
benchmarks, and the quality of reporting in respect of disability
has often been weak.

More importantly, the data suggests that disability inclusion is
frequently treated as a peripheral compliance issue rather than
as an integral part of workforce planning, skills development,
and succession management.

In recent reports, the CEE has increasingly positioned disability
inclusion as a test of an employer's overall commitment to
equity and inclusion.

By 2026, employers that continue to
marginalise disability in their EE strategies
face heightened requlatory, reputational, and
legal risk.

6. Barrier Analyses Are No Longer
Neutral Documents

Another recurring theme in the CEE reports is
the mismatch between reported barriers and
actual workforce outcomes. Many employers
report minimal or no barriers to employment
equity, even while their workforce data
reflects persistent inequality at senior levels.

The CEE has explicitly questioned this
inconsistency, noting that the absence of
identified barriers cannot logically co-exist
with entrenched inequity.

In the current regulatory environment, a
superficial or generic barrier analysis no
longer protects employers. Instead, it
undermines credibility and exposes
organisations to greater scrutiny.

In 2026, employers are expected to produce
honest, evidence-based barrier analyses,
accompanied by affirmative action measures
that are proportionate to the barriers
identified.

7. From Reporting Compliance to
Strategic Accountability

Over the past decade, the focus of
Employment Equity regulation has shifted
steadily. What began as a reporting and
monitoring regime has evolved into an
outcomes-based accountability framework.
This evolutionis visible in:

* |Increased use of comparative and sectoral
analysis

« Stronger alignment between EE and
enforcement mechanisms

s Theintegration of EE outcomes with state
procurement and licensing considerations

or employersin 2026, Employment Equity is
no longer an isolated HR function. Itisa
material governance, risk, and compliance
issue that intersects with corporate
reputation, public sector access, and litigation
exposure.
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E

Taken together, ten years of CEE data delivers a clear and
unavoidable message: South Africa’s transformation
challenge does not stem from a lack of Employment Equity
plans, but from a persistent failure to shift power and
representation at senior occupational levels.

2026 marks the point at which this evidence base has
translated into regulatory consequence.

Employers are now expected to demonstrate not only
compliance, but credible, measurable progress toward
equitable representation.

THE STRATEGIC

MESSAGE FO R

MPLOYERS
/)

Why Sector Targets Were Not a Policy Choice, but
a Data Response

For years, employers have reported strong
compliance, active skills development, and minimal
barriers to Employment Equity. Yet the same reports
show persistent under-representation of women,
African and Coloured people, , as well as persons with
disabilities at the top occupational levels.

This contradiction sits at the heart of the past decade
of CEE findings:

Ten Years of Data. One Clear Message.

After more than d decade of Employment Equity reporting, the
Commission for Employment Equity's own data tells a
consistent story: transformation has slowed precisely where
power sits.

While representation at entry, skilled, and professionally
qualified levels has steadily improved, top and senior
management profiles have barely shifted. White, and to a
lesser extent Indian employees remain disproportionately
represented at leadership level, with year-on-year changes
often measured in fractions of a percent.

This pattern has repeated itself across sectors, economic
cycles, and multiple generations of Employment Equity Plans.
The conclusion is unavoidable: voluntary planning and self-set
targets have reached their structural limit.

The issue is no longer effort or intent. It is structural inertia.
This is the evidence base that made the move toward sector-
specific targets and outcome-based regulation inevitable.

o Skills pipelines exist, but do not translate into
leadership appointments

e Gender gains are uneven, with African and
Coloured women left behind

e [Disability inclusion remains marginal,
treated as an afterthought

e Barrier analyses are routinely understated,
despite stagnant outcomes

often

In short, the data shows that compliance does not
automatically produce equity.

Sector targets therefore represent a shift from
measuring intention to correcting outcomes, using
the labour market itself as the benchmark.

The past ten years did not call for better plans.

They called for clearer consequences.
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TranSformation by numbers Earlier CEE analysis also points to contributing

factors such as weak leadership commitment,
compliance-driven responses rather than values-
What the last decade of CEE reporting shows: “slow movement, driven transformation, and patterns in skills
stubborn patterns” development that do not sufficiently build a pipeline
Across successive CEE reports, the dominant narrative remains for designated groups.

consistent: South Africa’s labour market continues to be racialised

and gendered, hierarchical, and slow to transform at the upper

occupational levels. The CEE has repeatedly noted that gains at NATIONAL WORKFORCE - ACTUAL PERCENTAGES

lower and middle levels do not consistently translate into (CONSOLIDATED FROM CEE REPORTS: 2015-2024)
meaningful shifts at senior and top management.

TOP MANAGEMENT (% OF INCUMBENTS)

ﬁ%m Key Insight

Women African
Year African Coloured Indian White (Total) Woman

e White representation at Top
2015 15.10% 4.80% 9.20% 69.50% 29.50% 3.50% Management shows a gradual
decline over the decade (70.0%
in 2014 to 61.1% in 2024).

2017 16.20% 5.00% 9.80% 67.90% 31.10% 4.00% ; ;
« African and Indian
representation show
2019 17.30% 5.10% 10.40% 65.70% 32.80% 4.60% incremental increases, but the
pace remains slow relative to the
2020 17.00% 5.00% 1030% | 66.00% | 33.00% 470% scale of change anticipated by
the legislation and national
transformation imperatives.
2022 18.20% 5.30% 10.80% 64.50% 34.80% 5.20%

e« CEE commentary over multiple
years  remains  consistent:
2024 19.00% 5.40% 10.80% 63.60% 35.50% 5.80% upper-level  decision-making
positions remain difficult to
shift, and progress does not yet
reflect equitable representation
across all designated groups.

SENIOR MANAGEMENT (% OF INCUMBENTS)

Year African Coloured | Indian White Women African
(Total) Women
2015 22.10% 5.60% 12.00% 59.00% 33.00% 6.80%
2017 23.40% 5.80% 12.60% 57.10% 34.60% 7.50%
Sl Key Insight
2019 24.60% 6.00% 13.00% 55.10% 36.20% 8.20%
Senior Management shows greater
2020 24.20% 5.90% 12.90% 55.40% 36.50% 8.30% movement than Top Management,
but White incumbency still exceeds
2022 | 26.10% 630% | 13.40% | 53.00% | 38.40% 9.40% 583 natlonally
2024 27.20% 6.50% 13.80% 51.80% 39.60% 10.10%
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PROFESSIONALLY QUALIFIED / MIDDLE MANAGEMENT

Year African Coloured Indian White Women African
(Total) Women
2015 40.30% 7.10% 12.40% 39.10% 42.00% 15.60%
2017 42.80% 7.50% 12.70% 36.00% 44 30% 17.40%
2019 45.20% 7.90% 13.10% 33.00% 46.80% 19.20%
2020 44.90% 7.80% 13.00% 33.20% 47.10% 19.40%
2022 47.60% 8.20% 13.30% 30.40% 49.80% 21.60%
2024 49.10% 8.50% 13.60% 28.90% 51.20% 23.00%

%ﬂgﬂ_ Key Insight

This level now closely mirrors the EAP,
confirming that the leadership gap is not
a pipeline issue.

SKILLED / SEMI-SKILLED / UNSKILLED (COMBINED)

Year African Coloured Indian White g:::ﬁn m:lr::‘aaz
2015 76.80% 10.20% 3.10% 9.00% 43.50% 32.10%
2017 78.40% 10.40% 3.20% 7.30% 44.10% 33.00%
2019 79.60% 10.70% 3.30% 6.00% 45.00% 34.20%
2020 78.20% 10.30% 3.10% 6.40% 44.00% 33.80%
2022 80.10% 10.90% 3.40% 5.20% 45.60% 35.10%
2024 81.00% 11.10% 3.60% 4.60% 46.30% 36.00%

.':'[iui] Key Insight

African representation exceeds EAP at lower
levels, reinforcing the CEE’s finding of vertical
exclusion rather than access exclusion.
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GLOBAL
COMPARATIVE {{
ANALYSIS OF /.
EE AND DEI ;
FRAMEWORKS

South Africa’s Employment Equity (EE) framework is often
discussed as "unique" because it is explicit about
structural redress and, increasingly, —measurable
outcomes. In addition, the extent of inequality in South
Africa is stark, with our Gini coefficient ranking us as
among the most unequal countries in the world.

But globally, in many jurisdictions, the direction of travel is
clear: jurisdictions are strengthening anti-discrimination
protections, expanding workplace reporting, and (in
certain  contexts) using targets,  procurement
consequences, or public transparency to accelerate
progress.

Internationally, the language differs (EE, DEI, equality, pay
equity, affirmative action), and the emphasis shifts by
region and sector. Research also shows these terms are
not universally defined and can evolve across institutions
and contexts, making it essential that employers anchor
strategy in clear definitions, measurable indicators, and
credible governance. However, many common threads
and theme remain.
Given the maturity and consideration within our EE
legislation, South Africa can take genuine pride in
standing at the forefront of this globally expanding
movement.

Big-picture insight for South African employers

"

The introduction of South Africa’s sector targets can be understood as part of a broader global move away from “intent-only
commitments and towards accountability mechanisms, especially workforce data disclosure and enforcement-linked
compliance.

At the same time, global research warns that compliance-only or poorly communicated DEIl programmes can trigger
resistance ("backlash”), reducing engagement and undermining organisational commitment. This is why target-setting must
be paired with transparent communication, leadership credibility, and inclusive implementation, not merely reporting.
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Feature United States Canada Australia
Equal employment “Employment equity” Equality and non- .
opportunity; anti- through proactive steps discrimination; fairness fnzz?j‘:\;:?yu:r{:glf)::;ugh
discrimination. Some to address disadvantage at work. Strong focus on reporting and public
Policy intent contexts support and achieve workplace transparency tools (e.g., transparency; expanding
remedial/affirmative equality for designated gender pay gap focus on targéts for
measures (especially in groups (federal reporting) alongside larger employers
government contracting). jurisdiction). (laws- equality law. (weea gov.au) i
(EEQC) lois.justice.gc.cal (Legislation.gov.uk) BRIl
Typically race/ethnicity, Protected characteristics &ZT::&?S :ﬂﬁya strong
sex, and other protected Four designated groups: under equality law (varies reporting framework;
Protected / characteristics under women, Indigenous by jurisdiction); gender braader discriminatién
designated federal/state law; peoples, persons with pay gap reporting is protections exist, but the
groups reporting focuses on disabilities, members of specifically gender- flagship employe’r
race/ethnicity and sex visible minorities. (laws- focused. (Equality and reporting regime is
categories in workforce lois.justice.gc.ca) Human Rights gender-focused
data collection. (EEQC) Commission) Gieca Aoy an)
Generally, no universal Requires employers to
numerical targets analyse representation S;r;?;i{;ﬁ ::VDJ i Mandatary reporting for
mandated across the and take steps to achieve N . eligible employers;
: : _ : emphasis on equality :
Targets vs private sector; emphasisis | equity outcomes (federal 7 recent reforms signal
L ; s : duties and transparency ,
voluntary on compliance, audits (in scope); not framed as measures (e.g., publish stronger target-setting
specific contexts), and universal quotas, but a gender pay gap data) expectations for larger
reporting obligations. structured equity (Legislation gov.uk) ' employers. (Reuters)
(EECC) programme. (Canada) seglsation.Rov.ds
Federally regulated Gender pay gap reporting
EEO-llCnmffonent L employers report annL;cftllytfﬁr s;npliyféﬁ Eligible employers report
Reporting: 3221”; ;‘:lorhicc;r(‘?gb annually on ?lfialzgstdd?tior;‘:ls o, annually to WGEA; focus
scope & grap . S representation and steps 3 is on standardised
frequency Cafjego?’fby r?‘é?életh"'c'w taken under the ?q“a“ty and gender equality reporting
and sex) for eligible : ransparency measures 2o
employers. (EEQC) E:Z%L%%mnf;tégﬁ%a) varying by member state. indicators. (weea.gov.au)
’ (Legislation.gov.uk)
Enforcement through Compliance through
B s Compliance monitoring equality law and WGEA reporting
th h civil right by institutions compliance with pay gap obligations; increasing
Enf POUEMVGIMILITBIES . responsible for enforcing publication rules (with linkage between
nforcement oversight and compliance aisi i i i
: ; the Act and reviewing reputational and reporting, public
mechanism regimes; workforce data ) bnisst
teparting is mandated for employer submissions regulatory . transparency, and
eligible employers. (EEGC) (federal jurisdiction). consequences). (Equality | consequences for non-
& ployers. (L2 (Canada) and Human Rights compliance.
Commission) {wgea.gov.au)
Reporting is mandatory Non-compliance can lead
P for eligible employers; Non-compliance affects Failure to publish to reputational exposure
for no:- non-compliance creates employer standing under | required pay gap data and eligibility impacts
compliance legal and regulatory federal requirements and | creates regulatory and depending on the
exposure depending on oversight processes. reputational risk. regulatory regime and
the context. (EECC) reforms in force.
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WHAT THIS MEANS FOR
SOUTH AFRICA'S EE
DIRECTION

1) The global norm is moving toward measurable
accountability

Across jurisdictions, disclosure and reporting are
increasingly used to drive change, whether through
workforce representation reporting (USA/Canada), public
gender pay gap transparency (UK) or standardised
gender equality reporting (Australia).

2) "Legal compliance” is a major driver of employer
action globally

International evidence suggests legal obligations are
frequently the strongest driver of organisational action
on D&I, often outranking purely values-based
motivations.

3) Targets without trust can backfire

DEI/EE programmes can lose traction when employees
perceive them as unfair, poorly explained, or not
authentically led. Research indicates perceived backlash
can reduce engagement and organisational commitment,
while perceived effectiveness strengthens commitment,
making  implementation quality (communication,
participation, leadership) as important as the numeric
goal itself.

‘ «GLDBAL DEIREALITY CHECK

DEI is pot one thing. Research shows terms like

o N

"diversity”, "equity”, “inclusion”, and even "equality” are
often used interchangeably, and can shift across sectors
and countries, so employers need explicit definitions,
indicators, and governance to avoid performative
compliance.
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FY2026 SECTOR TARGETS &

EMPLOYER READINESS TOOLKIT

Why Sector Targets Matter Now

From 1 January 2025, South Africa's Employment Equity
framework entered a fundamentally different phase. The
introduction of Ministerial sectoral numerical targets, in
terms of section 15A of the Employment Equity Act,
shifted Employment Equity from a largely employer-
defined planning exercise to a nationally benchmarked
transformation system. These targets are no longer
aspirational guidelines. They are the reference point
against which compliance, progress, and certification
will be assessed for the entire 2026-2030 Employment
Equity cycle.

Understanding the Sector Target Matrix

For employers, this means that Employment Equity
compliance now requires intentional, data-driven
planning, supported by credible evidence and defensible
decision-making. This section aims to demystify sector
targets, explain how they are applied in practice, and
equip employers with the tools needed to respond
confidently and lawfully.

The Minister has gazetted 18 national economic sectors, aligned to Statistics South Africa’s Standard Industrial
Classification (SIC) framework. For each sector, five-year numerical targets have been set for designated groups across
occupational levels, with a specific focus on the four upper occupational levels and persons with disabilities.

The consolidated matrix that follows brings together all sector targets in one view, allowing employers to:

Model the size of your workforce to predict and
understand the expected representation
> outcomes by FY2030; and

profiles and required progress.

Identify the correct sector classification;

Apply either National or Provincial
Economically Active Population(EAP)
targets, depending on the geographic
construct of your organisation;

Importantly, these targets
do not add up to 100%. They
intentionally exclude white
males without disabilities
and  foreign  nationals,
reflecting the policy
objective of correcting
historical exclusion rather
than prescribing a fixed
workforce composition.

Assess the gap between current workforce

BEE123, IPM & BEENGAGED MAGAZINE SPECIAL ISSUE



DESCRIPTION

5-YEAR SECTORAL NUMERICAL TARGETS

GENDER

1

ACCOMMODATION

AND FOOD
SERVICE
ACTIVITIES

DESIGNATED
GROUPS

2.
ADMINISTRATIVE
AND SUPPORT
ACTIVITIES

DESIGNATED
GROUPS

3. AGRICULTURE,

FORESTRY &
FISHING

DESIGNATED
GROUPS

4. ARTS,
ENTERTAINMENT
AND RECREATION

DESIGNATED
GROUPS

Male 18.60% 33.20% 13.20% 35.10%
Top management Female 38.10% 36.70% 20.80% 33.50%

Total 56.70% 69.90% 34.00% 68.60%

Male 32.20% 42.30% 21.60% 40.30%
Senicr Female 46.10% 43.50% 31.00% 43.80%
Management

Total 78.30% B85.80% 52.60% 84.10%

Male 38.60% 49.20% 34.70% 49.80%
Professionally
Qualified & Middle Female 46.10% 46.10% 41.70% 46.10%
Management

Total 84.70% 95.30% 76.40% 95.90%

Male 49.80% 49.80% 49.80% 49.80%
Skilled Technical Female 46.10% 46.10% 44.00% 46.10%

Total 95.90% 95.90% 93.80% 95.90%
Disability only All 3% 3% 3% 3%
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DESCRIPTION

5-YEAR SECTORAL NUMERICAL TARGETS

GENDER

5. CONSTRUCTION

DESIGNATED
GROUPS

6. EDUCATION

DESIGNATED
GROUPS

7. ELECTRICITY,
GAS, STEAM AND

AIR CONDITIONING

SUPPLY

DESIGNATED
GROUPS

8. FINANCIAL AND

INSURANCE
ACTIVITIES

DESIGNATED
GROUPS

Male 30.00% 27.60% 31.70% 27.80%
Top management Female 24.80% 46.10% 27.90% 35.30%
Total 54.80% 73.70% 59.60% 63.10%
Male 38.30% 30.50% 42.70% 31.70%
;";‘;;’; S ant Female 27.80% 46.10% 39.50% 45.30%
Total 66.10% 76.60% 82.20% 77.00%
Male 46.70% 43.00% 49.80% 40.70%
Professionally
Qualified & Middle | Female 34.40% 46.10% 46.10% 46.10%
Management
Total 81.10% 89.10% 95.90% 86.80%
Male 49.80% 49.80% 49.80% 49.50%
Skilled Technical Female 46.10% 46.10% 46.10% 46.10%
Total 95.90% 95.90% 95.90% 95.60%
Disability only All 3% 3% 3% 3%
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DESCRIPTION

GENDER

9. HUMAN
HEALTH AND

SOCIAL WORK

ACTIVITIES

DESIGNATED
GROUPS

5-YEAR SECTORAL NUMERICAL TARGETS

10.

INFORMATION

AND

COMMUNICATION

DESIGNATED
GROUPS

11

MANUFACTURING

DESIGNATED
GROUPS

12, MINING AND
QUARRYING

DESIGNATED
GROUPS

Male 27.60% 25.40% 24.10% 33.10%
Top management Female 43.70% 31.20% 25.00% 24.40%

Total 71.30% 56.60% 49.10% 57.50%

Male 39.80% 28.60% 32.40% 36.30%
Zenlor Female 46.10% 40.00% 33.60% 28.20%
Management

Total 85.90% 68.60% 66.00% 64.50%

Male 49.80% 37.90% 40.40% 43.20%
Professionally
Qualified & Middle Female 46.10% 38.90% 37.70% 34.40%
Management

Total 95.90% 76.80% 78.10% 71.60%

Male 49.80% 46.00% 49.80% 49.80%
Skilled Technical Female 46.10% 45.70% 39.60% 36.90%

Total 95.90% 91.70% 89.40% 86.70%
Disability only All 3% 3% 3% 3%
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DESCRIPTION

GENDER

13.
PROFESSIONAL,
SCIENTIFIC AND
TECHNICAL
ACTIVITIES

DESIGNATED
GROUPS

14. PUBLIC
ADMINISTRATION
AND DEFENCE;
COMPULSORY
SOCIAL SECURITY

DESIGNATED
GROUPS

5-YEAR SECTORAL NUMERICAL TARGETS

15. REAL ESTATE
ACTIVITIES -.

DESIGNATED
GROUPS

16.
TRANSPORTATION

AND STORAGE

DESIGNATED
GROUPS

Male 24.40% 49.80% 18.90% 32.20%
Top management Female 38.10% 41.90% 30.30% 30.00%

Total 62.50% 91.70% 49.20% 62.20%

Male 29.90% 49.80% 22.90% 42.10%
Senlo Female 46.10% 46.10% 46.10% 35.90%
Management

Total 76.00% 95.90% 69.00% 78.00%

Male 35.90% 49.80% 32.40% 46.30%
Professionally
Qualified & Middle | Female 46.10% 46.10% 46.10% 40.70%
Management

Total 82.00% 95.90% 78.50% 87.00%

Male 49.80% 49.80% 38.30% 49.80%
skilled Technical Female 46.10% 46.10% 46.10% 41.40%

Total 95.90% 95.90% 84.40% 91.20%
Disability only All 3% 3% 3% 3%
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5-YEAR SECTORAL NUMERICAL TARGETS

17. WATER SUPPLY, SEWERAGE, 18. WHOLESALE AND RETAIL TRADE;
WASTE MANAGEMENT AND REPAIR OF MOTOR VEHICLES AND
REMEDIATION ACTIVITIES MOTORCYCLES

DESCRIPTION GENDER DESIGNATED GROUPS DESIGNATED GROUPS
Male 49.80% 24.20%
Top management Female 35.90% 27.50%
Total 85.70% 51.70%
Male 49.80% 35.00%
Senior Management Female 41.00% 38.60%
Total 90.80% 73.60%
Male 49.80% 42.20%
Professionally
Qualified & Middle Female 46.10% 46.10%
Management
Total 95.90% 88.30%
Male 49.80% 48.10%
Skilled Technical Female 46.10% 46.10%
Total 95.90% 94.20%
Disability only All 3% 3%

Numerical Targets vs Quotas: What the Law
Actually Requires

A persistent concern raised by employers is
whether sector targets amount to quotas. The
legislation is explicit: they do not.

Sector targets are numerical goals, not rigid
quotas. Employers are not required to achieve
exact percentages in every occupational level.
Instead, compliance is assessed by evaluating
whether the employer has:

» Set reasonable annual targets aligned to the
five-year sector benchmark;

* Implemented appropriate affirmative action
measures; and

» Made demonstrable progress, taking into
account operational realities.

The Department assesses compliance using

section 42 of the Act, which requires a holistic

evaluation of progress rather than a mechanical

comparison of numbers. Employers are therefore

expected to show intentional movement, not

mathematical perfection.
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How Compliance Is Evaluated in Practice

Under the 2025 Regulations, designated employers’
compliance will be assessed against:

e Their annual numerical targets, as set out in their
EEA13 Employment Equity Plan;

¢ Alignment to the relevant five-year sector targets;

e The applicable Economically Active Population (EAP)
statistics; and

e The presence of the specified Reasonable Grounds
where targets are not met.

Crucially, the Regulations confirm that an employer will
not incur penalties or lose its compliance certificate if it
can demonstrate valid justification, as contemplated in
section 42(4). This places a premium on documented
reasoning, rather than reactive explanations at DG review
stage.

Target-Setting Methodology: From 2026 to 2030

Effective target-setting requires employers to move
beyond static plans and adopt a trajectory-based
approach. Best practice under the new framework
includes:

s Five-year trajectory modelling, mapping current
representation to FY2030 sector targets. In practice,
this can be tricky and factors such as the evolution of
technology and Al, as well as economic and growth
uncertainty need to be considered;

e Annual incremental adjustments, rather than back-
loaded transformation;

e« Consideration of natural attrition, recruitment
pipelines, promations, and succession planning; and

¢ Continuous alignment between EEAZ reporting data
and EEA13 planning assumptions.

This approach enables employers to demonstrate
credible forward planning, even where immediate
representation shifts are constrained.

National vs Provincial EAP: Choosing the Correct
Benchmark

Employers are required to select either national or
provincial Economically Active Population statistics
when setting targets. This choice must be explicitly
recorded in the EEA12Z analysis and consistently applied
throughout the EE Plan.

The Regulations and FAQs clarify that:

o National EAP is generally appropriate for nationally
integrated workforces;

e Provincial EAP may be more appropriate where
operations and recruitment are geographically
concentrated; and

¢ The chosen benchmark must be justifiable and
consistently applied across occupational levels.

Inconsistency in EAP application is a common DG review

risk and should be resolved at planning stage, not during
inspection.

Employers Operating in Multiple Sectors

Where an employer operates across more than one
sector, the Regulations provide a clear rule:
the employer must apply the sector targets for the sector
in which the majority of employees are engaged.
This determination must be supported by:

« Adefensible sector classification rationale (EEA17);

= Workforce distribution evidence; and

e Consistency across EE reporting, B-BBEE

submissions, and statutory disclosures.

Attempting to selectively apply sector targets based on
convenience or outcomes is unlikely to withstand
scrutiny.

EE123’s sector-aligned calculators
allow employers to model year-on-

year movement and stress-test

different planning assumptions

before finalising their EE Plan.
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Risk Analysis: What Happens If Targets Are Missed

Failure to meet sector targets does not automatically result in non-
compliance. However, unmanaged underperformance introduces
significant risk.

Potential implications include:
» Refusal or withdrawal of the EE Compliance Certificate under
section b3;
¢ Increased scrutiny during labour inspections or DG reviews;
and
o Reputational and procurement risk, particularly for employers
reliant on state contracts.

Employers are therefore expected to proactively document
reasonable grounds, such as:

e Scarcity of suitably qualified candidates;

e Structural occupational constraints;

e« Lowturnover at senior levels; or

e Mergers, restructurings, or economic shocks.

The emphasis is not on avoiding accountability, but on ensuring
that non-achievement is explicable, evidenced, and defensible.

Integrating Sector Targets into Day-to-Day EE Management

Sector targets should not live only in the EE Plan. Leading employers are
integrating them into:

« Workforce planning and recruitment strategies;

+ Promotion and succession pipelines;

o Skills development and talent mobility initiatives; and

e Quarterly EE Committee reviews.

Digital tools, such as EE123, enable employers to continuously track
progress against targets, identify emerging risks early, and maintain
audit-ready records throughout the five-year cycle.

Key Takeaway

Sector targets are not a compliance hurdle to be cleared once

every five years. They are a planning compass for the entire

2026-2030 Employment Equity cycle. Employers who treat them
as such will be best positioned to demonstrate both compliance

and credible transformation impact.
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CORE EMPLOYMENT EQUITY OBLIGATIONS

Understanding what's required

There are non-negotiable Employment Equity obligations
that every employer must have in place before each
reporting cycle. This guide explains how those
obligations now operate under the amended Employment
Equity Act and the 2025 Regulations. It is intended to
give employers a clear baseline of what must be done,
when it must be done, and how obligations continue

By 1September 2025, employers must have:

Conducted a workforce analysis to determine
representation patterns across occupational
levels;

Performed a barrier analysis to identify
policies, practices, or structural factors that

impede equitable representation;

across the 2026-2030 EE cycle. 4 Consulted meaningfully with employees or the

Employment Equity Committee on findings and

proposed measures;

What Must Have Been Completed Before 1 September 4 Set numerical targets aligned to the relevant

2025 Ministerial sector targets;

Before the start of the new Employment Equity reporting | e R Qs B

cycle, designated employers are required to complete a
full Employment Equity planning process. This is no cycle.
longer an administrative exercise, but a structured
compliance requirement.

Employment Equity Plan for the new five-year

¢ Communicated the new five-year EE Plan to all

employees

Fallure to complete these steps before the
reporting window opens significantly increases
inspection and DG review risk.

New Employment Equity Plan Requirements
(2025-2030)

e Be documented using the prescribed EEA13 format;
The amended framework

Cover all relevant occupational levels and designated groups;
introduces a mandatory * P 9 group

five-year planning cycle e Show clear alignment between current workforce profiles,

replacing the previous annual targets, and five-year sector benchmarks;

shorter-term approach. o Setout affirmative action measures linked to identified
Employers must now plan for barriers; and

the full period 1September « Be approved following consultation and communicated to
2025 to 31 August 2030. employees.

Plans that merely restate historical targets or fail to align
to sector benchmarks will not withstand scrutiny.
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Continuous Employer Obligations

Employment Equity is not a once-off reporting event.
Employers have continuous obligations throughout the
five-year cycle.

These include:

o Implementing affirmative action measures in line with
the EE Plan;
« Monitoring progress against annual numerical targets;
e Consulting regularly with the EE Committee;
e Updating plans where material changes occur (such as
restructurings or mergers); and
e Retaining supporting records for inspection and DG
review purposes.
The Department increasingly evaluates trajectory and
intent, not just year-end numbers.

What Employers Must Report: 2026-2030

From 2026 to 2030, designated employers remain
subject to annual Employment Equity reporting, even
though Employment Equity planning now operates on a
five-year cycle aligned to sector targets. In terms of
section 21 of the Employment Equity Act and Regulation
10 of the 2025 Regulations, employers must submit
reports every year using the EEA2 and EEA4 forms,
either electronically between 1 September and 15
January or manually during September/October.

Each year, employers must submit an EEA2, which
reflects the workforce profile and progress against the
approved EE Plan, including

In addition, employers must submit an EEA4, which
reports on income differentials and equal pay, including
income distribution by occupational level, race, and
gender, to enable monitoring of unjustifiable
remuneration disparities.

Employers applying for an Employment Equity Certificate
of Compliance must also complete the EEA15, confirming
compliance with the National Minimum Wage Act, the
absence of unfair discrimination findings in the previous
12 months, and the existence of an EE Plan aligned to
sector targets.

o« workforce demographics by occupational level,
race, gender, and disability;

e confirmation of the five-year EE Plan period (1
September 2025 - 31 August 2030);

e numerical goals and annual targets aligned to sector
benchmarks;

e asummary of barrier analysis and affirmative action
measures; and

« confirmation of employee consultation.

For the first reporting cycle (September 2025 - January
2026), employers will not be assessed against annual
numerical targets, but full and accurate reporting is still
required, as this submission establishes the baseline for
measuring progress toward sector targets for the
remainder of the cycle. While the EE Plan (EEA13) itself
is not routinely submitted to the Department, employers
are legally required to prepare, implement, and retain it,
and must be able to produce it during a Director-General
review or labour inspection.

In summary, employers must report annually via EEAZ
and EEA4, maintain a compliant five-year EE Plan
aligned to sector targets, and be inspection-ready
throughout the 2026-2030 period, demonstrating
credible planning and defensible progress from the
outset.
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EE Submission

Checklist

(Before the next Reporting Cycle)

Use this checklist to ensure your annual submission is
complete, accurate, and DG review-ready.

Updated statutory forms completed and reconciled (EEA1, EEA2, EEA4).

Workforce and payroll data reconcile for the same reporting period.

Income differentials (EEA4) annualised and explained where disparities exist.

OO0

EE Committee evidence in place (constitution, agendas, minutes).

EE Manager appointment confirmed and documented.

L]

Sector classification verified and consistently applied.

Justifications prepared where annual targets were not met.

[

CEO/Accounting Officer sign-off obtained prior to submission.

[

If any item above cannot be confidently ticked,
submission risk remains high.
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Interaction Between Employment

Equity and B-BBEE

Employment Equity (EE) compliance no longer operates
in isolation and now intersects directly with B-BBEE
outcomes, state contracting, and procurement eligibility,
making integrated management of both frameworks
essential.

In practical terms, EE non-compliance can block access
to state contracts due to the absence of an EE
Compliance Certificate, increase B-BBEE risk
(particularly under Management Control and Skills
Development), and undermine the credibility of broader
transformation claims during B-BBEE verification.

Although governed by separate statutes, the two
frameworks pursue aligned objectives:

o EE is mandatory and focuses on eliminating unfair
discrimination and achieving equitable
representation across occupational levels,

« while B-BBEE is scorecard-based and market-driven,
incentivising economic empowerment across
ownership, management, skills, supplier
development, and socio-economic contribution.

In practice, the frameworks overlap most clearly in
Management Control, where B-BBEE measurements rely
directly on EE workforce analysis, targets, and reporting,
and in Skills Development, where EE affirmative action
measures must align with B-BBEE learning investments
to avoid duplication or contradiction.

EE compliance has also become a legal gatekeeper for B-
BBEE participation in state-linked opportunities, as an
EE Compliance Certificate is now required to access
state contracts and support certain B-BBEE
transactions.

While EE and B-BBEE differ in enforcement and
emphasis (EE being legally enforced and representation-
focused, and B-BBEE being commercially enforced and
competitiveness-driven) their outcomes are now
inseparable.

Effective organisations therefore manage them as a
single transformation ecosystem, aligning targets and
planning, avoiding misalignment risks, and recognising
that from 2026 onwards, no EE Compliance Certificate
means no state contract, regardless of B-BBEE level.

@ Permanent vs Temporary Employees

The Regulations clarify how different categories of
employees must be treated for EE purposes.
Key principles include:

e Permanent employees are always included in EE
reporting;

e Temporary employees are included where the
employment relationship meets the definition in the
Act;

¢ Independent contractors are excluded, provided the
relationship is genuinely independent; and

e Misclassification creates significant compliance risk
and is a common inspection finding.

Consistency between EE reporting, payroll records, and
labour contracts is essential.

The Link Between Employment Equity and Skills
Development

Employment Equity and Skills Development are
structurally connected. Skills initiatives are one of the
primary tools through which employers are expected to
build internal pipelines, enable progression, and address
under-representation at senior levels.

Effective EE Plans therefore:

s Alignlearning programmes to identified EE barriers;

s Support progression from lower to higher
occupational levels;

e Focus on desighated groups where representation
gaps persist; and

e Integrate EE targets into succession and talent
management strategies.

Where skills development is disconnected from EE
planning, transformation outcomes remain limited.
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ANALYSE

CONSULT
Key Takeaway
PLAN Emp.onment Equity
compliance begins long
before submission
deadlines. Employers
who plan early, consult
IMPLEMENT meaningfully, and align
strategy to sector
targets are best
positioned to
MONITOR demonstrate both
compliance and credible
transformation.
REPORT
JUSTIFY (WHERE
REQUIRED)
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EE
COMMITTEES

Purpose of the Employment Equity Committee

The Employment Equity (EE) Committee is a statutory
consultation structure that supports meaningful
implementation of the Employment Equity Act. Its
primary role is to facilitate consultation between the
employer and employees on all core EE processes,
including workforce analysis, identification of barriers,
numerical target-setting, and implementation of the
Employment Equity Plan. The Committee is not a
decision-making body, but a consultative forum that
strengthens transparency, credibility, and defensibility
of EE outcomes.

Through regular engagement, the EE Committee ensures
that Employment Equity is embedded into organisational
governance rather than treated as a once-a-year
reporting exercise.

Composition of the EE Committee

The Employment Equity Act requires that consultation
take place with employees or their representatives who
reflect the interests of the workforce. In practice, this is
achieved through an EE Committee that s
representative and balanced.

Key principles for Committee composition include:

e Representation across occupational levels, including
management and non-management employees.

e Inclusion of designated groups and non-designated
groups to ensure broad participation.

s Participation by recognised trade unions where
applicable.

s Inclusion of management representatives with
sufficient authority to engage meaningfully on policy,
targets, and implementation issues.

The Committee should be structured to enable informed
consultation, not symbolic participation.

Appointment and Role of the EE Manager

The EE Manager plays a central role in ensuring
continuity and accountability. This individual must be
formally designated, appropriately senior, and
empowered to co-ordinate Employment Equity
implementation across the organisation.

The EE Manager is responsible for:
¢ Driving the EE planning and reporting process;
e Co-ordinating EE Committee activities;
e Ensuring alignment between workforce data, EE
targets, and organisational strategy; and
e Acting as the primary point of contact during
inspections and Director-General reviews.

Without a properly appointed and empowered EE
Manager, EE Committees often become ineffective or
purely administrative. Frequency and Conduct of EE

Committee Meetings

The legislation does not prescribe a fixed number of EE
Committee meetings. However, meetings must be
regular, meaningful, and supported by proper records.
Best practice is to align EE Committee meetings to the
EE lifecycle, for example:

e During workforce analysis and barrier identification;

o During EE Plan development or review;

e Priorto annual EE reporting; and

+ Periodically to monitor progress against targets and
measures.

Each meeting should be supported by a clear agenda,
relevant data or reports, and formal minutes. These
records are critical evidence during inspections, DG
reviews, and compliance certificate assessments.
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Practical Guidance for
EE Committees

Running

Effectively

Effective practices include:

e Circulating workforce data and draft proposalsin
advance to enable informed discussion.

e Using standardised templates for agendas, minutes,
and action tracking.

s Linking Committee discussions directly to measurable
outcomes, such as recruitment plans, promotion
pipelines, and skills development initiatives.

e Avoiding over-meeting by aligning sessions to key EE
milestones rather than calendar frequency alone.

e Ensuring that Committee recommendations are
documented, responded to, and, where appropriate,
implemented.

An EE Committee that is properly constituted, well-run,
and integrated into governance structures significantly
reduces compliance risk and strengthens the employer’s
ability to demonstrate “reasonable steps” under the Act.

To ensure EE Committees add real
value and do not become
compliance bottlenecks, employers
should focus on efficiency,
structure, and evidence.

Why EE Committees Matter for Compliance

EE Committees are a core compliance requirement and a
key risk mitigator. They provide evidence of consultation,
support defensible target-setting, and strengthen the
employer's position during inspections and reviews.
Poorly constituted or inactive Committees are a common
finding in enforcement actions.

In the current regulatory environment, effective EE
Committees are no longer optional. They are central to
credible Employment Equity implementation, certificate
eligibility, and broader transformation governance.
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CERTIFICATE OF

COMPLIANCE PATHWAY

Purpose of the Certificate of Compliance

From 2026 onwards, the Employment Equity
Certificate of Compliance becomes a central
mechanism through which the State enforces
Employment Equity obligations. The certificate
confirms that an employer has met its statutory
Employment Equity duties and serves as a
gatekeeper for participation in state procurement
and contracting.

Here's a clear look at who qualifies for a certificate,
what automatically disqualifies an employer, and
how risk must be managed throughout the reporting
and DGre

Eligibility to Apply for a Certificate

An employer may only be issued with an Employment Equity
Certificate of Compliance if it meets all statutory eligibility
requirements at the time of assessment. In terms of the
Employment Equity Amendment Act and the Employment
Equity Regulations, 2025, an employer must:

Eligibility is assessed holistically and extends beyond the
mere submission of reports. Where any of the following
requirements are not met, the employer is automatically
disqualified from being issued with a Certificate of
Compliance. These disqualifying conditions are not
discretionary and cannot be remedied retrospectively
through explanations or corrective action after
assessment.

Collectively, these requirements reflect a clear policy shift
away from procedural compliance toward substantive,
outcome-based enforcement of Employment Equity
obligations.

Have submitted complete, accurate,
and reconcilable EEA2 and EEA4
reports for the relevant reporting

period;

Have implemented an approved
Employment Equity Plan that is aligned
to the applicable sector targets;

Be able to demonstrate reasonable
progress towards its numerical targets,
or provide valid, evidence-based
justification where targets have not
been met;

Have no findings of unfair
discrimination against it by the CCMA
or a court within the preceding 12
months; and

Have no unresolved CCMA awards
relating to non-compliance with the
National Minimum Wage.
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UNDERSTANDING ||

UNFAIR DISCRIMI@\?ION

The Employment Equity Act imposes vicarious liability on
employers for acts of unfair discrimination, harassment, or
victimisation committed by employees in the course of
employment. This means that an employer may be held legally
responsible even where it did not directly authorise or commit
the conduct.

This principle is grounded in Chapter Il of the Act, particularly
section 8, which prohibits unfair discrimination, and section
80, which extends liability to discriminatory acts by employees,
unless the employer can prove either that it did not know and
could not reasonably have known of the conduct, or that it took
all reasonable steps to prevent and address it.

In practice, this means that if a manager or colleague
discriminates against or harasses an employee, the affected
employee may pursue a claim against both the individual and
the employer, and the employer's defence depends on
proactive compliance, not intent or after-the-fact
explanations.

To mitigate this risk, employers are expected to demonstrate

sustained preventative action, including:

= meaningful consultation and education of employeesin line
with sections 16 and 17;

e a properly implemented Employment Equity Plan that
addresses discrimination and harassment as required by
section 20;

= effective policies, grievance procedures, and codes of
conduct aligned to the Code of Good Practice on the
Prevention and Elimination of Harassment in the
Workplace; and

e prompt, appropriate investigation and disciplinary action
when incidents arise.

Employment Equity compliance therefore extends beyond
accurate EEAZ and EEA4 reporting to encompass workplace
culture, conduct management, and enforcement, as employers
can avoid vicarious liability only where they can evidence
reasonable prevention measures and effective corrective
action.

Valid Justifications for Missing Targets

The Act and Regulations make it clear that
not meeting a numerical target does not

automatically

result in non-compliance,

provided the employer can demonstrate
reasonable grounds.
Valid justifications may include:

Scarcity of suitably qualified candidates
in the labour market;

Low turnover at senior or specialist
occupational levels;

Structural or occupational constraints
inherent to the business;

Mergers, acquisitions, restructurings, or
economic downturns; or

Newly established operations
limited historical data.

with

Importantly, justifications must be:

Unsupported explanations are

Documented in advance, not created
reactively;

Linked to the EE Plan and barrier
analysis; and

Supported by evidence such as
recruitment records, market data, or
organisational charts.

routinely

rejected during inspection and DG review.
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How the Certificate Links to Section 53 (State
Contracting)

Section 53 of the Employment Equity Act provides
that an employer may not be awarded a state
contract unless it holds a valid Employment Equity
Certificate of Compliance or qualifies under an
alternative permitted pathway.

In practice, this means:

» Avalid certificate becomes a pre-condition for
doing business with national, provincial, or
municipal organs of state;

* Employers without a certificate face
immediate procurement exclusion, regardless
of B-BBEE status; and

» EE compliance now carries direct commercial
and operational consequences.

The certificate therefore operates as botha
compliance instrument and a market access
control.

Penalties, Equal Pay, and Income Differential
Enforcement

Section 20, together with Schedule 1, confirms that
Employment Equity enforcement extends beyond
representation. The Department also actively enforces:

» Income differentials and equal pay for work of equal
value;

* Compliance with EEA4 reporting requirements; and

» Remedial action where unjustifiable wage disparities
are identified.

Employers with unexplained or systemic pay disparities
may face:

* Compliance orders;

* Financial penalties; and

* Increased inspection frequency.

Equal pay compliance is therefore inseparable from
certificate readiness.

Greater of:

R Value % of TURNOVER

No previous Contravention

R1.5m 2% of Turnover

Previous Contravention

R2.7m 10% of Turnover

Common Certificate Pitfalls Observed

DG review agencies and inspectors consi;
same recurring issues:

» EE Plans that are misaligned to sector targ

» Numerical targets that are not supported by

or succession strategies;
» Payroll data that does not reconcile with EEAZ
+ Inadequate documentation of justificat

« Failure to address prior inspection findings.

These pitfalls are avoidable but require ea

and ongoing governance.
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Yes

Are sector targets met
or validly justified?

Yes

Any discrimination or
minimum wage findings
in last 12 months?

Not eligible

\_

Do we have complete
EEA2 & EEA4 reports?

No

No —— Not eligible

Eligible for Certificate of
Compliance

No —

The Employment Equity Certificate of Compliance is
no longer a procedural formality. It is a substantive
test of governance, progress, and accountability, with
real commercial consequences.

/
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EE DG REVIEW
CHEAT SHEET

Inside the requirements

This guide is designed to help employers understand
exactly what is assessed during Employment Equity
Director-General (DG) reviews and compliance
assessments under the Employment Equity Act, as
amended, and the Employment Equity Regulations,
2025.

It responds directly to the Department of
Employment and' Labour’s expanded
enforcement capacity, including a significant
_increase in " its inspection and compliance
workforce, which is expected to result in maore
frequent inspections, deeper _réviews, and’
heightened scrutiny of Erﬁpioymént—- Equity " v '
submissions and supporting evidence. ' ‘
, The guide translates legislative and regulatory
requirements jnto practical, evidence-based
preparation . guidance, enabling employers to . '
proaétiveiy assess their readiness, reduce audit
and inspection risk, and' avoid being caught off
guard in the new, more’ intensive enforcement '
environment.

L]
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CORE DG REVIEW REQUIREMENTS

1. Confirm Designated Employer Status

An employer is classified as a designated employer
if it employs 50 or more employees, calculated
purely on headcount. Turnover thresholds no
longer apply. Employers with fewer than 50
employees are not designated but may still require
an Employment Equity Compliance Certificate
when contracting with the State.

Employers who previously reported as designated
but no longer meet the threshold must formally
notify the Department to avoid incorrect
compliance assessments.

2. Ensure All Mandatory Legal Forms Are Updated
and Complete

Employment Equity DG review begins with
confirmation that the correct, updated statutory
forms have been completed and submitted.

The following forms are mandatory and must
reflect the same reporting period and workforce:

» EEA1 confirms employee self-classification for
race, gender, and disability in line with updated
definitions.

» EEA2 records workforce demographics,
occupational levels, and numerical targets.

» EEA4 reports income differentials and equal
pay information using annualised remuneration
data.

e EEA12 is the assessment of workforce of
equitable representation and analysis of
potential barriers to Employment Equity.

e EEA13 sets out the approved Employment
Equity Plan for the period 1 September 2025 to
31 August 2030, aligned to sector targets.

Using outdated forms or templates is a frequent
cause of compliance queries.

3. Reconcile Workforce, Payroll, and HR Data

DG review focuses heavily on data integrity.
Workforce numbers reflected in the EEA2 must
match payroll records, HR system exports, and
supporting employment documentation for the
same reporting period.

Evidence typically includes payroll reports,
appointment  letters,  promotion records,
termination data, and vacancy documentation.
Any discrepancy between payroll totals and
reported workforce figures will trigger DG review
queries.

4, Demonstrate Proper Consultation and

Governance

Employment Equity compliance is not assessed
solely on data. Reviewers/inspectors also
examine whether the employer has complied with
the consultation requirements of the Act.
Employers must be able to show that:
* An Employment Equity Manager has been
assigned.
* An  Employment Equity Committee is
constituted and representative.
» Consultation occurred before barrier analysis,
target setting, and plan approval.
» Meetings were held regularly and properly
documented.
e The EE Plan was
employees.
Absence of governance evidence undermines the
credibility of the EE submission.

communicated to
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5. Address Demographic Classification Issues
Correctly

Demographic inconsistencies are among the
most common DG review findings. Where
employees refuse to complete the EEA1 form or
provide inaccurate information, employers may
rely on reliable historical records for race and
gender classification.

However, disability disclosure remains voluntary,
and employers may not compel disclosure. Any
adjustments to demographic data must be
documented and defensible.

6. Understand What Blocks an EE Compliance
Certificate

An Employment Equity Compliance Certificate
may not be issued if any of the following apply:
» A finding of unfair discrimination by the
CCMA or a court in the past 12 months.
* A CCMA award for failure to pay the minimum
wage.
» Failure to submit EEA2 and EEA4 reports.
» Failure to meet sector targets without valid,
substantiated justification.
Compliance is assessed substantively, not just
procedurally.

7. New DG review Expectations Employers Are
Missing

Recent DG review cycles show increased scrutiny
of evidence quality. DG review agencies now
expect payroll reports to be system-generated
and traceable, EE Plans to clearly align with
sector targets, and proof that EE commitments
are actively communicated and implemented.
Employers are no longer excused for “not
knowing” emerging expectations.

8. Common Errors That Undermine Compliance

Employers frequently fail DG review because
they treat Employment Equity as an annual
reporting task rather than a continuous
governance process. Reusing outdated plans,
failing to reconcile data, or submitting
unsupported numerical targets significantly
increases compliance risk.

@il Key Takeaway

L7
&

Employment Equity DG review is no
longer about completing forms
correctly. It is about proving

consistency, governance, and credible

progress towards sector targets.
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(To be completed internally before reporting or DG review)
A. Designated Employer Status

o Employee headcount confirmed at 50 or more EE DG R EV I Ew
o Sector classification confirmed (EEA17)

o Non-designated employers formally notified where applicable P R E-c H E c K
B. Mandatory Forms CHEC KLIST

o Updated EEAT completed or verified for all employees

o EEAZ2 completed using verified workforce data

o EEA4 completed using annualised remuneration figures
o EEA12 completed using most recent EAP statistics and consultation with EE Committee /Forum
0 EEA13 approved, signed, and aligned to sector targets (2025-2030)

C. Workforce & Payroll Reconciliation

o Payroll totals reconcile exactly with EEAZ workforce totals

o Promotions, appointments, and terminations supported by documentation
o Vacancy and recruitment records retained

o Reporting period consistent across all documents

D. Consultation & Governance

o EE Committee formally constituted and representative

o EE Committee meetings held and minuted

o Consultation conducted prior to barrier analysis and target setting
o EE Plan communicated to employees

E. Demographic Integrity

o Inconsistent race or gender classifications resolved and documented
o Disability disclosure treated as voluntary

o No manual data manipulation without justification

F. EE Plan & Targets

0 EE Plan aligned to 5-year sector targets

o Annual numerical targets set for all required occupational levels
o Justifications prepared where targets may not be met

o Alignment with EAP confirmed

G. Compliance Certificate Readiness

o No CCMA discrimination findings in the last 12 months
o No CCMA awards for non-payment of minimum wage
o All reports submitted timeously

o Supporting evidence retained for at least five years

Final Internal Sign-0ff

o HR confirms data accuracy

o EE Manager confirms governance compliance
o CEOQ/ Accounting Officer sign-off obtained

The bottom line
If any item above cannot be confidently ticked, the employer is not DG review-ready.
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Making Employment Equity Palatable, Possible,
and Predictable

Employment Equity has entered a new era. With
sector targets, five-year planning, and
certificate-based enforcement now embedded in
law, success depends less on intent and more on
data discipline, evidence readiness, and
continuous monitoring. This is the reality EE123
was built to help you navigate.

BEE123 is SA's leading Transformation
compliance platform. A technology partner,
rather than just a compliance tool, BEE123 has
deep technical expertise in Employment Equity
compliance, DG review readiness, and
transformation analytics. Through the EE123
Software module, BEE123 supports employers
with:

e Automated EE reporting

= Workforce analytics and demographic
modelling

« Five-year EE Plan forecasting, aligned to
sector targets

¢ Ongoing tracking and management of EE
plans

« Evidence management and DG review
readiness

« All data presented visually and interactively
via customizable dashboards

BEE123, IPM & BEENGAGED MAGAZINE SPECIAL ISSUE

Through this approach, BEE123 reframes Employment Equity
from a once-a-year reporting burden into a managed, measurable
operating system that supports credible transformation
outcomes.

1) The Future of EE Compliance Technology

Across labour regulation globally, the direction is unmistakable:
automation, traceability, and real-time insight. Manual
spreadsheets, static plans, and last-minute reconciliations are no
longer fit-for-purpose in an environment where compliance is
tested on trajectory and evidence.

Digital EE platforms are reshaping compliance by enabling:
Automated data ingestion from HRIS and payroll systems;
Live workforce analytics that track movement across
occupational levels;

Evidence-first submissions with auditable data trails;

Predictive risk indicators that surface issues before
reporting deadlines.
Efficiency of reporting through automation
This shift doesn’t remove accountability, it makes accountability
workable.
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2) General Benefits of using technology to manage
EE Compliance

Automate and systematise your Compliance

EE123 automates it all, No more spreadsheets, no
more guesswork, real time and accurate EE analysis
of your company

Manage your Compliance in-house
EE123 puts you in control, and eliminates the need for
over-reliance on expensive consultants

Always up to date with legislative changes
The EE123 System remains up-to-date with the latest
legislative changes and updated targets

Efficiencies and Time saving
EE123 eliminates the burden of laborious and
inefficient manual work

Intellectual property centralisation

Your EE123 system securely centralises your
Employment Equity intellectual property in a system
rather than with an individual employee or consultant

E SPECIAL ISSUE
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3) How EE123 Makes Submissions and Planning Practical
EE123 translates regulatory complexity into guided,
system-driven execution.

Key capabilities include:

Automated EEA2 and EEA4 population

Workforce and remuneration data are structured and
validated at source, reducing reconciliation errors and
accelerating submissions.

Integrated demographic modelling

Live models show representation by race, gender, disability,
occupational level, and geography aligned to EAP choices
and sectoral targets.

Scenario testing for sector targets

Employers can test "what-if" scenarios to understand how
recruitment, promotions, or attrition affect progress
toward FY2030 targets.

Five-year EE Plan forecasting

The platform supports trajectory-based planning across the
full 2026-2030 cycle, converting five-year targets into
annual, defensible milestones.

Proactive alerts for risks and gaps
Built-in alerts flag shortfalls, stalled pipelines, or
inconsistencies before they become inspection findings.

Result: Submissions are faster, plans are
credible, and surprises are minimised.
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4) Deviations

Record all deviations as they occur, together with all
supporting documentation. This ensures compliance and
reduces risk.

5) Analytics, Dashboards, and Workforce Insight

Data only matters if it drives decisions. EE123's
dashboards turn raw information
insight. Our real-time, interactive dashboards provide
a visual and customisable view of all data for more
informed insights and better decision making:
Occupational-level visualisation highlights
representation stalls (often at Senior and Top
Management).

Real time Plan tracking shows achievement against
the Plan on an annual and b-year basis.

Movement tracking shows appointments, promotions,

into actionable

where

and exits by designated group.

Pipeline diagnostics identify where skills development
and
progression.

recruitment must intervene to unlock

For executives and EE Committees, this means seeing the
story behind the numbers and acting early.

6) Readiness Monitoring & Evidence Management

DG review readiness is no longer optional. EE123 embeds
readiness into daily operations through:
e [Digital audit trails that link reported figures to source
data;
Centralised evidence repositories for inspections and
DG review;
Version control for EE Plans, committee minutes, and
approvals; and
Secure access management aligned to governance
and POPIA principles.

When inspections happen, evidence is already organised,
current, and defensible.
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7) An Integrated Transformation Ecosystem

Employment Equity does not operate in isolation. EE123 is
designed to connect EE with the broader transformation
and governance landscape by:
e Aligning Skills Development to EE barriers and
progression needs;
Informing recruitment and succession planning with
live demographic insight;
Integrating with HRIS systems to reduce duplication
and errors; and
Embedding EE into governance oversight, enabling
Boards and executives to track progress with
confidence.

This integration ensures that EE becomes a strategic
lever, not a compliance afterthought.

Under the amended framework, compliance is judged on
planning quality, data credibility, and sustained progress.
Technology does not replace leadership or accountability,
but it enables them at scale. When Employment Equity is
managed digitally, it becomes predictable. And when it is
predictable, it becomes achievable.

FROM REPORTING
PANIC TO YEAR-
ROUND CONTROL.
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EE COMPLIANCE CHECKLIST
READINESS IS

NOT ABOUT
PERFECT

EE Readiness Checklist (For the 2025-2030 EE Plan Period)
Use this checklist to confirm readiness for the five-year planning cycle.

o Five-year EE Plan (EEA13) approved for 1Sept 2025-31 Aug 2030.

o Barrier analysis completed and linked to affirmative action measures. NUMBERS' IT IS
o Sector targets mapped to annual numerical goals across occupational levels. ABOUT
o0 EAP benchmark (national or provincial) selected and justified. CRED'B LE
o Trajectory modelling completed (annual movement to FY2030). PLANN'NG AND
o1 Skills Development aligned to EE pipelines and progression. DEFENSIBLE
o Succession and recruitment plans aligned to EE targets. PROGRESS

o Evidence repository established for inspections and DG review.

BEENGAGED - 2026
EE Accelerator Gap Analysis & Demo EDITORIAL PREVIEW
Scan the QR code to book a free EE Accelerator Gap BEEngaged Magazine continues the
Analysis or software demo. conversation in 2026 with upcoming
themes including:
The assessment identifies gaps across planning, data, « Employment Equity implementation
governance, and DG review—and provides a prioritised in practice
SREBnpien Skills  pipelines and leadership

ogression
Use the following code to qualify for a 10% discount on G :

all software products - EESpecialEdition26 Bovernance; EE GRS

transparency
Sector-specific transformation
insights

This Special Edition is part of an
ongoing partnership focused on

practical, credible transformation.
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