
Our employees enable the group to achieve its strategic objectives. We 
operate in a highly governed and competitive service-oriented industry. We 
continue to develop our employees and reward them for performing well. 

Progress

Improving succession planning and transformation at a senior management level 
and maintaining a talent pipeline and development plan for top black talent

Page 23

Building critical skills and core competencies necessary in the gaming and 
hospitality industry
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Instilling an employee culture that embraces the group’s vision, purpose and values Page 24

Ongoing engagement with employees through Sun Talk Page 26

Ongoing focus on equal pay for work of equal value as well as gender pay equality Page 26

Managing change management with organisational design revisions Page 25

Providing ongoing employee wellness support, education and awareness around 
Covid-19 and government’s vaccination rollout plans
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PEOPLE AND CULTURE

OUTCOMES
GOOD PROGRESS ON SUCCESSION AND TALENT 
MANAGEMENT – piloted our women in leadership programme 
and implemented a women empowerment programme

EMPLOYEE WELLNESS PROGRAMME (EWP) – developed a 
manager’s EWP toolkit and facilitated training sessions for line 
managers to optimise the value of workplace absenteeism 
management while operating in a Covid-19 environment

GENDER-BASED VIOLENCE – Sun International is standing 
firm against all forms of violence and abuse

TRANSFORMATION – good progress maintained despite loss 
of skills due to emigration:

•  92.2% (2020: 92.4%) black employment in our South African 
operations including Sun Slots

•  57.32% (2020 56.85%) female representation across our 
South African operations including Sun Slots 

RECRUITMENT – launched the Oracle 
Peoplesoft recruitment platform to streamline 
our recruitment process

TRAINING – introduced our new gaming floor 
management programme and updated our 
learning catalogue to include more online 
programmes

Covid-19 – implemented salary adjustments 
to ensure all employees were remunerated 
when operations were closed in June to July 
2021 and implemented a staggered approach 
to remuneration while operating within 
restrictive curfews until 21 December 2021
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Enhancing critical 
skills and competency 
development and 
ensuring change 
management in our 
agile work environment  
group-wide

Nurturing 
internal current 
and future 
leadership

Improving our 
employee experience 
and relaunching our 
employee recognition 
programme, SunStars

Continuing 
to focus on 
diversity, equity 
and inclusion

Ongoing focus 
on employee 
wellbeing through 
our One Sun 
Wellness (OSW) 
programme
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South Africa Sun Slots Africa

Regional employee statistics
December 

2021
December 

2020 
December 

2021
December 

2020 
December 

2021
December 

2020 

Permanent full-time employees Number 3 319 3 385 225 236 292 503

Permanent part-time employees Number 3 294 3 423 1 1 0 0

Skills development spend R million 49 38 3 1 0 0.12

Female management employees % 47 46 41.7 40.9 38 41

Employee turnover % 8.6 33.2 8.2 5.4 15.9 2.5

Employees in bargaining unit % 64 65 0 0 0 21

KEY PERFORMANCE INDICATORS

Group employee statistics 2021 2020

Total employees Number 7 131 7 548

– South Africa including Sun Slots Number 6 839 7 045

– Other Africa Number 292 503

Group employee turnover % 11.1 30.9

Group female representation % 56.2 55.4

Black representation1 % 92.2 92.4

1 South African operations.

2021 SUN INTERNATIONAL Environmental, social and governance report

Africa headcount decrease due to Swazispa’s liquidation.
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Overview
We aim to achieve legislative and substantive transformation by aligning numerical and 
non-numerical targets to the group’s strategic objectives. These targets are tracked and 
monitored quarterly and included in line managers’ performance contracts. The social 
and ethics committee is responsible for monitoring our progress against set targets.

During 2021, we achieved good progress against our unit-specific three-year employment 
equity plan, that supports the group’s strategic objectives while meeting the provincial 
gaming boards’ licencing criteria. Most units have also developed their successive 
employment equity plans for the period August 2021 to July 2024 and the consolidated 
group employment equity plan has been approved. A further review will occur in 2022 
when the new amendments, which set sector targets, are operational. The Employment 
Equity Act amendments were passed by the National Council of Provinces and were 
scheduled to be tabled at the National Assembly and scheduled to become effective in 
September 2022. However, there have been delays in the process of promulgating the 
Employment Equity Amendment Bill. As a responsible employer, we have implemented 
measures to ensure we continue to embrace transformation and adapt to change.

PERFORMANCE OVERVIEW

Diversity profile South Africa

Employee class Occupational levels

Male Female  Foreign nationals

A C I W Total A C I W Total Men Women Total

Permanent Top management 2   2 4 8   1     1     9

Senior management 17 7 21 25 70 16 4 9 17 46   4 120

Middle management 82 30 28 70 210 76 27 16 37 156 5 7 378

Skilled technical/supervisor/junior management 528 123 80 68 799 528 126 50 69 773 5 14 1 591

Discretionary decision making 1 433 145 42 23 1 643 2 521 221 39 28  2 809 26 37 4 515

PERMANENT TOTAL 2 062 305 173 190 2 730 3 141 379 114 151 3 785 36 62 6 613

Temporary   116 11 4 14 145 149 15 5 7 176 1 1 323

TOTAL   2 178 316 177 204 2 875 3 290 394 119 158 3 961 37 63 6 936

We maintained our South African (including Sun Slots) black employee representation 
at 92%, while exceeding the national economically active population distribution. The 
management team is made up of 84% (2020: 84%) black people, and 46% (2020: 46%) 
are females. Challenges remain at middle and senior management levels, where 
representation of black people, particularly black females, is lower than that of white 
people.

Sun International’s recruitment of persons with disabilities remains challenging. We 
continued with our disability capacity building workshops and disability awareness days, 
to ensure that our people understand the benefits of declaring and demystifying the 
stigma attached to declaring a disability. Awareness days centred on how workplace 
accommodation enhances the performance of our people living with disabilities. 
Significant focus has been placed on the effects of long Covid-19, which result in 
a disability.

EMPLOYMENT EQUITY AT OUR SOUTH AFRICAN OPERATIONS

Diversity profile Sun Slots

Employee class Occupational levels

Male Female  Foreign nationals

A C I W Total A C I W Total Men Women Total

Permanent Top management 1 2 1 1 5 2 1 1 4 9

Senior management 5 2 6 4 17 5 2 3 2 12 29

Middle management 7 2 2 2 13 8 1 4 13 26

Skilled technical/supervisor/junior management 59 19 9 3 90 39 16 5 1 61 1 152

Discretionary decision-making 1 1 9 9 10

Unskilled and defined decision making

PERMANENT TOTAL 73 25 18 10 126 63 20 9 7 99 1 226

Temporary   7 7 4 4 11

TOTAL   80 25 18 10 133 67 20 9 7 103 1 0 237

ESG overview Environmental
Health, safety and 

wellbeing
Socio-economic 

development
Enterprise and supplier 

development
People and cultureSocial

Our employees are key enablers to achieving the group’s 
strategy and providing memorable guest experiences. 
Business activity continued to be impacted by various 
lockdown levels during 2021 as we endured successive Covid-
19 waves, shifting curfews and the closing down of operations 
in July 2021. These disruptions required the continued 
fortitude of our employees to continue with their respective 
roles, despite salary reductions and delayed Covid-19 
Temporary Employee/Employer Relief Scheme (TERS) payouts. 
Our people were diligent in their adherence to strict Covid-19 
protocols, to ensure the safety of their colleagues as well as 
our patrons. While critical skills were lost due to emigration, 
our succession and talent management programmes were 
successful in transitioning employees into key positions. 
However, we remain concerned about the shortage of critical 
skills in the hospitality and gaming industry. There was a focus 
on training through a blended approach – a combination 
of online and face-to-face learning. Communication 
remained a central focus to continuously inform employees 
of operational changes. There was also a priority on 
reconnecting with employees to rebuild camaraderie among 
teams. We continued to enhance employee engagement 
throughout the year by using the Sun Talk communication 
platform, email, WhatsApp and video messages.

WORKFORCE PROFILE
At 31 December 2021, we had 7 131 (2020: 7 548) group 
employees. The year was marked with monthly remuneration 
being paid at an hourly rate to match hours worked due to 
strict curfews and capacity restrictions. Non-operational 
staff were subjected to a staggered decreased approach 
of remuneration resulting in the senior management team 
remaining on reduced remuneration for 2021. Although tough 
on our employees, they have remained committed, resilient 
and continued to create memorable experiences for  
our guests.

2021 SUN INTERNATIONAL Environmental, social and governance report

STRATEGIC LEADERSHIP SUSTAINABLE VALUE CREATION SUPPORTING GOOD GOVERNANCE 23STRONG BUSINESS RESPONSE



2021 SUN INTERNATIONAL Environmental, social and governance report

Legislation
We continue to uphold the principles contained in the 
group’s Employment Equity (EE) Policy, Elimination of Sexual 
Harassment Policy and the Disability Management Policy 
to protect employees’ rights in the workplace, by ensuring 
fair treatment and equality in employment processes. Any 
deviation from the protection of these rights is not tolerated. 
In so doing we have complied with not only South Africa’s 
constitutional protections, but also with our responsibility 
towards international law by complying with the UN Global 
Compact as relevant to employment practices, which address 
fairness, equality and non-discrimination in the workplace. 
These include: (a) Principle 1 (respecting internationally 
proclaimed human rights); (b) Principle 2 (ensuring that we are 
not complicit in human rights abuses); and (c) Principle 6 (the 
elimination of discrimination in respect of employment and 
occupation).

Disability management 
This is another critical area, particularly due to the effects that 
Covid-19 has on employees’ long-term physical and mental 
health. Interventions will continue to be introduced to address 
these, not only through our wellness programmes, but also 
in encouraging employees to recognise the effects of the 
pandemic on their performance levels and seek alternative 
ways of working, which will enable their full participation in 
the workplace. 

New employment equity plans
New EE plans for the period 1 August 2021 to 31 July 2024 
have been developed by all units. These plans will be subject 
to change because of the proposed amendments to the 
Employment Equity Act, expected to be passed by Parliament 
in 2022. These amendments will include legislated sector 
targets, over a five-year period, and progress will be measured 
annually for compliance. The group has been identified as 
part of the arts, entertainment and recreation sector, with 
gaming as a sub-sector and will need to comply with this 
sector’s targets. The changes to the EE plans will probably 
be for numerical targets instead of non-numerical targets. 
The Department of Employment and Labour will issue a 
compliance certificate if sector targets are compliant, and this 
certificate will be valid for B-BBEE purposes. In response to the 
expected changes to the legislative environment, the group 
has focused on an integrated approach to transformation, to 
ensure alignment between the EE Act and B-BBEE Act.  

Promotion of Equality and Prevention 
of Unfair Discrimination Act 4 of 2000 
(Equality Act)
The proposed amendments aim to prohibit unfair 
discrimination, including hate speech and harassment. Where 
unfair discrimination occurs, both the employer and employee 
will be jointly and severally liable for consequences. 

EMPLOYEE AND UNION RELATIONS

Employee communication
We engage with our employees in an open, honest and 
transparent manner through our Sun Talk platform. This  
mobile communication platform continues to gain traction, 
with a 91% (7 054) registration (2020: 6 935) to date. The app 
is also used to create awareness around the group’s various 
campaigns and initiatives.

Unions and employee relations
Sixty-four percent (2020: 65%) of our South African workforce 
(excluding Sun Slots) is covered by collective agreements. 
It is imperative to maintain healthy relationships through 
meaningful engagements with the various unions.  
Engagement focused on shop steward election across  
our units as the three-year office term of current  
committees had run its course. The election process is 
complete and committees are in place group-wide.

Human rights and freedom of association

EMPLOYEE TURNOVER
During the year under review there were 821 (2020: 2 836) 
employment terminations group-wide, and group turnover was 
11.1% of the total headcount (2020: 30.9%). The 2021 turnover 
includes eSwatini at 100% and the South African turnover of 
8.6% was the lowest in several years. 

Consolidated turnover

Report Entity Terminations

Turnover
percentage

2021
(%)

Turnover
percentage

2020
(%)

South Africa 573 8.6 33.2

Sun Slots 19 8.2 5.4

South Africa, 
including Sun Slots 592 8.6 32.4

Nigeria1 49 15.9

eSwatini1 180 100.0

TOTAL 821 11.1 30.9

1 Turnover for Nigeria and eSwatini was 2.5% in 2020.

IMPROVING OUR ORGANISATIONAL 
CULTURE

SunWay formula for success
Sun International’s progress assessment against the SunWay 
culture across our South African operations provides 
employees with an opportunity to give feedback on how 
they identified with the formula and to provide ideas on how 
to improve processes and efficiencies. The SunWay culture 
has been integrated and embedded in learning interventions, 
wellness, recruitment and the employee recognition programme. 

Employee value proposition
Our employee value proposition (EVP), ‘The Home of The 
Game Changers’ is reinforced within the group through our 
employee processes. Sun International’s EVP incorporates 
various components such as development opportunities as 
well as a challenging and enabling work environment. We drive 
the 12 EVP messages internally and externally and integrate 
them into various group initiatives so that it is embedded in 
all our processes. We continue to position our EVP externally 
to showcase Sun International’s brand and attract talent. The 
EVP has helped in creating a great brand for the group’s talent 
attraction, which is evident in the positive results we have had 
in attracting new talent to the organisation.

It is important to ensure that the group remains sensitive to 
our employees’ needs and concerns, particularly after the past 
year where many employees were impacted emotionally and 
financially by Covid-19. During 2021, we realigned our EVP to 
ensure that our focus meets employees’ needs and concerns. 
As depicted in the graphic above right, we focus on four 
elements that engage employees and make them feel part of 
the Sun family.

Source: Gartner 2021 research.

Sharing the Sun campaign
Our Sharing the Sun campaign senior leadership initiative 
grants wishes annually to some employees who give a lot 
of themselves to our business every day. Sun International 
provided R2 million in recognition of the financial strain that 
our people have experienced. 

In 2021, the initiative focused on a maximum wish value of  
R5 000 per employee, which was granted for: 

 ∞ Education assistance to Sun International employees’ 
children, including school or university fees, uniforms, 
textbooks and stationery.

 ∞ Financial assistance with regard to outstanding debts.
 ∞  Financial assistance with medical bills. 

The wishes granted since inception are shown below.

Drive deeper 
connections 
with family and 
community

Personal 
growth – 
growing as 
people not just 
professionals

Take 
collective 
action on 
purpose

Holistic 
wellbeing and 
driving usage on 
programmes

Wishes received Wishes granted

2016 134 34

2017 164 54

2018 306 103

2019 512 194

2020 556 501

2021 808 485

The group has a responsibility to ensure the effective 
human rights management. The principle of freedom of 
association, as it relates to each country’s constitution 
where we operate, is formally endorsed in our employee 
relations policy statements. It is also part of our 
recognition agreements with the trade unions in South 
Africa and other countries where we operate.

We follow the requirements of the Employment Equity 
Act, the B-BBEE Act, the Labour Relations Act, the Basic 
Conditions of Employment Act and other pertinent 
legislation which ensure that we promote fairness in the 
workplace and have zero tolerance for any discrimination. 
Our policies and practices are underpinned by the South 
African Constitution requirements, particularly the Bill of 
Rights, which requires that we promote equality, ensure 
fair employment practices and respect the right to human 
dignity, Ubuntu and the freedom of all individuals. 

During 2021, Sun International’s employee relations 
goals included:

  Strengthening the employer-employee 
relationship to create a more productive and 
successful organisation.

  Improving the employee-employer relationships 
and employee engagement. 

  Improving relationships with all stakeholders in 
the employee relations value chain.

  Creating an environment that is conducive to 
conflict resolution and minimising disputes within 
operations.
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TALENT MANAGEMENT INITIATIVES 

Creating a high-performance culture
Talent management remains a critical enabler to the 
business strategy. Our various talent management functions 
work together to support a streamlined approach to the 
employee life cycle.

Succession management  
The previous year’s talent assessments provided the 
foundation for the development of high-potential talent 
in 2021. The 2021 focus was on designing individual 
development plans with our critical high-potential talent. 
There was further refinement of the senior and functional 
talent pools as well as the succession plans for senior 
roles. In support of the senior women development and 
empowerment strategy, high-potential women were 
selected for our women in leadership programme.

Performance management
There was a focus on driving the performance management 
discipline in the organisation to enable a high-performance 
culture. This was reinforced through performance 
management training in various business units. Further 
enhancements were made to the performance management 
system to streamline the performance management process.

Recruitment and assessment
Sun International continued to use candidate search 
engines such as LinkedIn and Career Junction as a key 
source for attraction of the right talent. We also started 
using PeopleSoft as our e-recruitment tool to improve 
our reporting functionality and enhance the candidate 
experience.

Mentorship
Mentorship is an important talent development tool. 
Individual high-potential talent mentoring took place during 
the year to fast-track competencies. There will be a greater 
focus on mentorship in 2022 to fast-track the middle 
management female leaders in preparation for future senior 
vacancies.

Organisational design
Organisational redesign was critical for certain business 
areas where new jobs were created, or old jobs have 
changed or merged. This is a continuous alignment process 
to facilitate effectiveness and efficiencies.

LEARNING AND DEVELOPMENT 
In 2021, all units showed an increase in delegates attending training; however, both training spend and candidate numbers were 
impacted by Covid-19. For units to gain maximum benefit from any face-to-face interactions, all Covid-19 health and safety protocols 
are meticulously followed. The learning curriculum was also expanded to include online training that focused on middle and senior 
management. We also launched FUSE, an online system, to further encourage employees to participate in development interventions. 
The drive to promote online learning in 2021 was well received as candidates can use their smartphones to upload video assignments 
for all online interventions offered by our strategic training partner, Reach Summit (formerly The International Hotel School). Units 
continue to rollout learnerships in both gaming and hospitality and there was a marked increase in online courses from tertiary 
institutions.

A new system is being used to track B-BBEE spend, which is proving instrumental in tracking training and planning maximum employee 
development, as well as unit B-BBEE goals.

Customer experience
We continued to embed 
Sun International’s standard 
operating procedures across 
all units. This was reinforced 
by implementing a reward and 
recognition programme that 
rewards employees who focus 
on and invest in improving 
our service delivery and on 
our brand promise of ‘creating 
lasting memories’.

Learning and development initiatives
GrandWest and Sun City had successful bursary expos and encouraged all employees to attend, resulting in an increase in 
bursary recipients, especially in Accounting, Financial Management and specialist computer programmes. Online learning 
was also promoted at these expos. 

We returned to a back-to-basics approach for skills programmes, where computer literacy including Excel and Outlook 
were popular IT courses. Soft skills such as negotiation and presentation skills were facilitated in classrooms. Gaming and 
hospitality learnerships continue to be popular and remained classroom based. The group also commenced with a ‘pilot’ 
gaming supervision programme at an NQF level 4 for gaming floor managers, which focuses on cross-functional skills 
training in both tables and slots. Most interns are placed in IT, Gaming Technical (studying Engineering), Finance and HR. 
Where possible interns are placed at units after completing their studies.

ESG overview Environmental
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PERFORMANCE OVERVIEW continued

The CLEAR serving is based on: 
  Our service principles.

  Our CLEAR interaction 
processes.

  Our people paying attention 
to detail and focusing on our 
customers.
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SKILLS DEVELOPMENT SPEND 
Training incorporated face-to-face training as well as virtual training 
(blended learning) for specific functions within the group. In 2021 
South African training spend, including Sun Slots, was R52 million 
(2020: R39 million), and the number of employees trained also 
increased. South African training spend, excluding Sun Slots, was 
R49 million (2020: R38 million). The total number of South African 
employees trained, excluding Sun Slots, in 2021 was 3 770  
(2020: 2 247) and 3 954 (2020: 2 335) including Sun Slots.

Training costs as a percentage of leviable 
payroll (South African units only, excluding  
Sun Slots)

December 
2021

December
2020

Leviable payroll (R million) 1 371 1 335

Training costs (R million) 49 38

% of leviable payroll 3.6 2.8

Grants and levies
CATHSSETA grants were received for all units except SunBet. To 
access skills development grants from the Culture, Art, Tourism, 
Hospitality and Sport Sector Education and Training Authority.  
Under the levy grant scheme, we are required to:

 ∞  Pay a skills development levy to the South African Revenue 
Services (SARS).

 ∞ Submit an MGP detailing all learning interventions to be 
undertaken for the year.

 ∞ Submit a mandatory grant report confirming the implementation 
of the MGP for the previous year.

South Africa: Grants and levies
December 

2021
December

2020

Skills development levy paid 
(R million) 13.4 13.4

Mandatory grants received 
(R million) 5.7 3.4

Remuneration and benefits
We participate in and consider market remuneration surveys and 
align our pay decisions to the principles set out in our remuneration 
policy. Due to the significant financial pressures our business faced 
with lockdown and operation closures, employees’ salaries across the 
board were adjusted downwards to ensure that all employees could 
be paid while simultaneously sustaining the business. As operations 
opened on a staggered basis and cashflow resumed, salaries have 
been readjusted accordingly and at November 2021 all our people 
moved to full salaries, except for the senior management team. 

Equal pay for work of equal value
In 2019, the Department of Labour introduced amendments to 
regulations governing the income differential report (EEA4). These 
amendments assess the remuneration gap between the highest and 
lowest income earner (vertical gap), as well as revise the reporting 
on remuneration to include not only the fixed remuneration, but 
also the variable remuneration. Variable remuneration comprises 

short- and long-term incentives, which consist of share-based 
rewards (with a vesting period of more than one year), cash 
settlements, discretionary lump sum payments, bursaries, 
scholarships and dividends. A further requirement included an 
assessment of the income gap between 10% of the highest 
earners, and the corresponding 10% of lowest earners. The group 
conducts a quarterly review on these employment levels so that 
the principle of equal pay for work of equal value is adhered 
to for new recruits, promotions and gender. This process now 
applies to all bargaining unit employees.

PERFORMANCE MANAGEMENT 
We measure and provide feedback on performance by linking 
employees’ key performance indicators (KPIs) to business 
objectives through a KPI scorecard. The scorecard includes KPIs 
for managing and developing people and transformation, as 
these are important areas of our business. Individual employment 
contracts include minimum requirements and standards for each 
role. Reward is directly linked to performance at group, team and 
individual levels. Performance feedback sessions provide opinions 
on achieving or exceeding the standards set and are used to 
address performance that fails to meet requirements. These 
sessions include a review of development needs and the setting 
of plans for future development, talent and career management 
discussions.

EMPLOYEE WELLNESS 
One Sun Wellness (OSW)
Covid-19 disruptions continued into 2021, adding to employees’ 
mental health burden and placing more pressure on the 
business. While the earlier sentiment in 2021 was about loss 
in various forms, by year end there was a spirit of optimism, 
notwithstanding the very real challenges that we are yet to 
overcome. Covid-19 also dominated the wellness space, 
deflecting the focus from other potentially life-threatening issues. 
The ‘Colour Your Life’ campaign was introduced in 2021 to 
identify other causes and concerns that our people contend with 
day-to-day. It was particularly important to identify underlying 
health risks that had been sidelined in 2020, due to limited access 
to screening.

Opportunities were optimised to engage in group activations, the 
demand for counselling increased, and the contact targets for all 
OSW services were exceeded. The cumulative impact is evident in 
overall engagement level achievement of 158% (10 827 contacts) 
in the LifeAssist programmes alone.

Psycho-social support
The employee wellness programme (EWP) continues to provide 
24/7 access to professional counselling, wellness consultation, 
legal advice, financial coaching, and debt management services 
– to employees and household members, including domestic 
helpers. In 2021, 894 cases (2020: 665) were registered, a 34% 
increase in case load and a 9% increase in the case utilisation 
rate (from 9% to 13%). The top five reasons related to stress, 
bereavement, work-life balance, couples counselling and anxiety. 
High-risk cases related to stress, substance and physical abuse, 
depression, suicidal ideation, and bereavement. 

Workplace absenteeism management
The Workplace Absence Management programme (WAM) 
reaches out to employees and offers professional health 
coaching and counselling to address the underlying reasons 
for sick absence. During 2021, contact was made with 
employees through 2 746 telephone conversations. The top 
five reasons related to Covid-19 (34%), respiratory disorders 
(22%), domestic/personal matters (12%), musculoskeletal 
(10%), and psychiatric (5%) disorders. 

Onsite testing: health and lifestyle risk 
assessments and HIV counselling and 
testing 
This workplace service is voluntary and confidential. Rapid 
health risk screening and lifestyle self-assessments promote 
the early identification of chronic diseases of lifestyle that 
can inform the risk mitigation strategy, and employees gain 
insight into how to prevent or manage health and lifestyle 
risks. Employees engage with a health coach to identify 
and address health and lifestyle risks. At-risk individuals are 
referred to the EWP, WAM or a chronic disease management 
programme. In 2021, the spectrum of screening was 
expanded to include breast self-examination and weight/
body shape monitoring. Onsite testing resumed in Q2 2021 
with 1 897 participants. The major health risks are obesity, 
diabetes, hypertension and cholesterol.

Managing HIV/Aids
Sun International’s LifeSense HIV disease management 
programme (LDM) assists HIV-positive employees on primary 
healthcare to maintain anti-retroviral treatment adherence, 
to ensure they live healthy and productive lives. There are 
currently 120 active members across fourteen units. All 
employees and household members have access to the 
post-exposure prophylaxis programme, which can prevent 
HIV infection through accidental exposure. 

Addressing gender-based violence 
Sun International has zero tolerance for all forms of violence 
and abuse. Gender-based violence (GBV) has been declared 
a social pandemic, which is exacerbated by many other 
forms of abuse and cruelty. We are heeding the call to 
confront this scourge by reaching out to those within our 
circle of influence – appealing to each one of us to consider 
how we relate to each other and inviting the abused and 
the abuser to get help. Employees have recourse through 
company policies and procedures as well as support through 
our OSW and community-based initiatives.

Our 365 days of activism campaign, to end violence and 
abuse, is at the heart of the organisation – championed by 
our chief operations officer and HR Executive. A committee 
was also established to mobilise the campaign objectives. We 
support the government’s national strategic plan to eliminate 
GBV and femicide and ensure human dignity and healing, 
safety, freedom and equality in our lifetime. Sun International 
takes it beyond 16-days of activism – 365 days, every year. 

The group offers support through the EWP to those who 
are caught in the cycle of abuse in their professional and 
personal lives – both victims and perpetrators. We are 
well positioned to reach people in the workplace and 
through our presence in surrounding communities.

Training and wellness interventions
In 2021, there were more opportunities to engage – 
both in person and online, and in a hybrid model. An 
upside of the Covid-19 era is that it has stimulated 
an appetite for health and psycho-social insights. 
Various wellness events took place and strict Covid-19 
safety protocols were observed. Over 2 400 people 
participated in these events.

In 2021, 676 delegates participated in EWP-related 
training initiatives and topics included:

Risk mitigation: Manager Masterclass: WAM – sick 
absence in the time of Covid-19.

Team-building skills: The Adversity Quotient: building 
collective resilience in the face of disruption.

Psycho-social skills: Managing trauma in the workplace 
(prompted by unrest in KZN).

Life-skills: Financial wellbeing: Hierarchy of financial 
needs.

Communication
The Sun Talk and Let’s Talk app is the most effective 
platform for providing health and wellness content, 
promoting the benefits of the OSW programme, and 
inviting people to participate in activations. The LifeAssist 
website is a repository for content and practical 
resources and attracted over 2 000 visits. In 2021, two 
zones were created – a manager toolkit for EWP and 
WAM respectively – to equip managers with resources 
to hone people skills, focus on self-care, and apply the 
programmes effectively.

Managing and mitigating health and 
safety risks
Through our integrated OSW model, business is geared 
to address the key drivers of risk in the current South 
African context including Covid-19, HIV, TB, mental 
health, sick absenteeism and GBV. OSW is positioned to 
measure, monitor and mitigate these risks and to provide 
support for employees.

ESG overview Environmental
Health, safety and 

wellbeing
Socio-economic 

development
Enterprise and supplier 

development
People and cultureSocial

PERFORMANCE OVERVIEW continued
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