
Foreign Nationals:
Dos & Don’ts

CEA – TESD Webinar
15 October 2025

Presented by:  Natalie Singer, Executive Consultant, GBS



Agenda
❑ Current Immigration Landscape 

❑ Department of Home Affairs Performance Update 

❑ ZEP Extension: Critical Details 

❑ Legislative Framework for Employers 

❑ Employer Obligations & Due Diligence 

❑ Criminal Liability & Penalties 

❑ Practical Compliance Steps 

❑ Q&A Session 



FIRST THINGS, FIRST…

Who is a Foreign National?

According to the Employment Services 
Act (ESA):

“‘foreign national’ means an individuald 
who— 

(a) is not a South African citizen or does 
not have a permanent residence 
permit issued in terms of the 
Immigration Act; or

(b) has not been granted recognition as 
a refugee in terms of the Refugees 
Act”; 

Whilst the Employment Equity Act (EEA) 
does not specifically define a “foreign 
national” it clearly specifies who is deemed 
to be part of a designated group: -

an employee with a permanent residence 
permit is generally not counted as part of the 
"designated groups" for the purpose of South 
Africa's Employment Equity Act (EEA), as the 
law primarily defines these groups as 
citizens or those who became citizens by 
naturalisation before April 27, 1994. 

Only South Africans in possession of an ID 
number whose third-last digit is “0” may be 
counted for EE stats. Those with “1” as the 
third last digit, who are permanent residence 
holders, will be reported for EE as a “Foreign 
National”, however not requirement to 
gather a work permit. 

According to the Immigration Act, a foreign national 
is defined as any person who is not a South African 
citizen or a permanent resident of South Africa. This 
includes individuals who are in the country legally 
on a temporary visa, those who are present illegally, 
and those who are seeking asylum.

Citizenship:  An individual who is not a South 
African citizen is a foreign national.

Permanent Residence: A foreign national is also 
anyone who does not hold a permanent residence 
permit issued under the Immigration Act.

Legal Status: The definition applies regardless of 
whether the individual's presence in South Africa is 
authorized under the Immigration Act or not.

Refugees: Refugees are a separate category, 
defined under the Refugees Act, who are granted 
asylum or are awaiting confirmation of refugee 
status.
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FOREIGN NATIONALS IN SOUTH AFRICA

Just as the US, UK and Germany remain 
the top global destinations for migrants, 
specifically economic migrants…

South Africa remains the top destination 
country in Africa.



GLOBAL MIGRATION TRENDS
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NATIONAL LABOUR MIGRATION POLICY
A careful balancing act

Competitive 
Economy

Social 
Justice

“To give rise to efficient and effective Government 
leadership and intervention, supported by social 
partners and all major stakeholders, allowing for safe, 
orderly and regular migration for employment of highly, 
semi- and low-skilled workers to and from South Africa, 
in pursuit of the country’s national priorities.”

Vision of the National Labour Migration Policy:



EMPLOYMENT SERVICES ACT AMENDMENTS

The proposed amendments to the Employment Services Act (of 2014) aim to limit the extent to which 
employers can employ foreign nationals in possession of a valid work visa, and codifies the obligations of an 
employer engaging foreign workers to, amongst others:

• only employ foreign nationals entitled to work in terms of the Immigration Act, the Refugees Act or any 

other provision

• ascertain the foreign national is entitled to work in the Republic in the relevant position;

• satisfy themselves that there are no South Africans with the requisite skills to fill the vacancy;

• prepare a skills transfer plan, where appropriate;

• employ foreign nationals on the same terms as local workers; and

• retain copies of relevant documentation.

The proposed Amendment Bill lays out a framework that will enable the Minister to set quotas for the 
employment of foreign nationals. “A quota may apply in respect of a sector of the economy, an 
occupational category or a geographical area.  The Minister will establish a quota in a sector 
after consultation with the Employment Services Board and after  considering public comments”.



Right to Remain: 
Permanent residents
Refugees

Work Permits: 
General Work
Critical Skills
Intra-Company Transfer

Exemption Permits: 
Zimbabwean Exemption Permit (ZEP)
Lesotho Exemption Permit (LEP)

Undocumented: 
Expired, 
Irregular, 
Illegal status

KEY IMMIGRATION CATEGORIES

Others: 
Asylum seekers
“Spousal” Visa



QUICK CHECK: RIGHT TO WORK

Status Employment Criteria Validity

South African citizen Free to work (no restriction) Indefinite
Permanent Resident Free to work (no restriction) Duration of Permanent Residency
Refugee Free to work (no restriction) Duration of Refugee Permit
Asylum Seeker Free to work (as per visa condition) Duration of Permit
ZEP holder Free to work (no restriction) Until 28 May 2027 
LEP holder Free to work (no restriction) Awaiting confirmation
FN on Relative Visa May not work Indefinite
FN Spouse on 11(6) Visa Work Endorsement required Duration of Visa

FN on Work Permit
Work at specific employer in specific role 
as stipulated in permit

Duration of Permit and continued 
specified employment.

Study Visa

Work Endorsement required, with 
limitations dependent on study, 
including max 20-hours per week and no 
holiday work, unless practical work 
experience required to complete 
qualification.

Duration of studies. 
Max 36 months for school or
24 months for other institutions.



NEW ERA AT DEPT OF HOME AFFAIRS
Minister Dr Leon Schreiber's Reform Agenda

▪ Appointed April 2024 (Government of National Unity) 

▪ Focus: Economic growth through immigration reform 

▪ Digital transformation initiative 

▪ G20 Summit November 2025 – showcasing South Africa

▪ Immigration Advisory Board (IAB) established under Section 4 of the Immigration Act 13 of 2002 with the 

role of advising the Minister on policy, regulation & strategic matters

▪ Business represented by Marisa Jacobs, CEO of Xpatweb, since 1 April 2025

▪ Current focus areas have been finding a long-term solution for ZEP and LEP holders 

Gazette extending ZEP to 28 May 2027 
published last week, provides further relief
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DRAMATIC IMPROVEMENTS
2024/5 Annual Report Highlights

✓ Critical Skills Visas: 52% → 89% processed on time 

✓ Business Visas: 61% → 97% processed on time 

✓ General Work Visas: 10% → 98% processed on time 

✓ Immigration Affairs overall: 40% → 87.5% performance improvement 

✓ Smart IDs produced: 3.6 million (exceeded target by nearly 1 million)

CRACKDOWN ON CORRUPTION: 

Task teams: A multi-disciplinary task team was established in 2023 to analyze data and combat corruption
Collaboration: The DHA is working with other bodies, such as the Hawks, to conduct joint operations
Dismissals: At least 27 Department of Home Affairs (DHA) officials were dismissed between July 2024 & Feb 2025
Criminal prosecution: Officials are being prosecuted for crimes such as fraud, ID manipulation, and bribery
Prison sentences: Some officials have been convicted and sentenced to prison terms, including a 12-year 
sentence for one individual involved in a fraudulent passport syndicate

 



BACKLOG REALITY
Progress & Remaining Challenges

▪ Visa backlog largely eradicated 

▪ Persistent backlogs: Appeals & permanent residence applications 

▪ Multiple extensions issued via Immigration Directives 

▪ Current concession extended to 31 March 2026 (Immigration Directive No.22 of 2025) allowing affected 

applicants to continue to their stay in South Africa and travel under specific conditions during this period.

▪ Eligibility: The concession applies to foreign nationals with legally admitted status in South Africa who have 

pending waiver or appeal applications as of the directive's effective date.

▪ What about work? The concession allows eligible foreign nationals (as above) to continue their activities as per 

their last visas. The protection applies if they can provide proof of their pending application (e.g., a receipt from 

VFS Global).

 



DIGITAL TRANSFORMATION INITIATIVE
Future Focused Improvements

▪ Electronic Travel Authorisation (ETA) system – late 2025 launch 

▪ Digital Verification System operational 

▪ 27.8 million civic records digitisation target 

▪ AI and automation integration 

▪ Challenge: System instability, network downtime at some locations 

▪ Resource constraint: Only 40% of required staff currently employed 



TRUSTED EMPLOYER SCHEME 
Streamlining processes for compliant business



TRUSTED EMPLOYER SCHEME 
Streamlining processes for compliant business



TRUSTED EMPLOYER SCHEME 
Streamlining processes for compliant business



ENFORCEMENT STATISTICS
Increased Immigration Enforcement

▪ Deportations 2024/25: 46,898 (18% increase from previous year) 

▪ Highest in 5 years – triple recent annual figures 

▪ Exceeds France (22,000) & Germany (20,000) combined 

▪ Improved collaboration: DHA, Border Management Authority, SAPS, local law enforcement, DEL 



ZEP EXTENSION:
CRITICAL UPDATESE

C
TI

O
N

 3



HISTORY & BACKGROUND
Understanding the Context

▪ Introduced 2009 (originally as Dispensation of Zimbabweans Project) 

▪ Became ZEP in 2017, replacing Zimbabwean Dispensation Permit (ZSP)

▪ Just 178 000 ZEP issued – not all Zimbabweans are covered!

▪ Purpose: Regularise Zimbabwean nationals fleeing economic/political instability

▪ Restrictions: Allowed for freedom to live, work and travel in/out of South Africa but specifically excluded right to 

apply for permanent residence

▪ December 2021 (expiry of ZEP): Government announced discontinuation 

▪ Legal challenges followed 

▪ Gauteng High Court ruled termination unlawful (2023) 

▪ Court mandated: Consultations with stakeholders required 

▪ Multiple extensions since 2022 

▪ Helen Suzman Foundation successful legal challenge 

▪ Government obligation: Meaningful consultation process 



OCTOBER 2025 EXTENSION
What this means for ZEP holders

Minister's Immigration Directive No. 21 of 2025, published on 7 October 2025 (Government Gazette No. 53484)
allows for an 18-month extension from previous extension expiry date 28 November 2025. 

ZEP validity extended to 28 May 2027
What This Means for ZEP Holders

During the extension period:

✓ No arrest or deportation for lacking valid exemption certificate

✓ Travel rights protected: Can exit and re-enter South Africa

✓ No visa requirement when applying for other visa categories under Section 10(2)

✓ Work authorisation continues as per existing conditions

✓ No undesirable declarations under Section 30(1)(h)



WHAT HAPPENS NEXT?
Meeting legal consultation requirements

The Consultation Process

▪ IAB deliberating on long-term solutions

▪ Stakeholder consultations underway

Timeline: Consultations must conclude before May 2027

Options being considered: 

➢ Pathway to permanent residence

➢ New visa category creation

➢ Mainstreaming into existing visa types

➢ Phased transition plan



EMPLOYER OBLIGATIONS
Compliance, Monitoring & Recordkeeping

Immediate Steps for Organisations:

Audit: Identify all ZEP holders in your workforce (only 178,000 issued total)

Verify: Confirm validity of existing ZEP documentation

Plan: Prepare for potential mainstreaming to regular visa categories

Communicate: Inform affected employees of extension and their rights

Compliance: Ensure payroll & HR records accurately reflect ZEP status, with documents available (inspection)

Monitor: Stay informed of IAB decisions and consultation outcomes
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▪ Immigration Act 13 of 2002 (as amended) 

▪ Immigration Regulations 2014 

▪ Employment Services Act 4 of 2014 

▪ Labour Relations Act

▪ Basic Conditions of Employment Act

▪ Employment Equity Act 

▪ Skills Development Act 

PRIMARY LEGISLATION

Even “illegal” foreign 
nationals are protected 
by the Constitution and 

labour legislation.



EMPLOYER PROHIBITIONS
Immigration Act and Employment Services Act

Immigration Act Section 38(1) states no person shall employ:

(a) An illegal foreigner

(b) A foreigner whose status does not authorise employment by such person

(c) A foreigner on terms, conditions or capacity different from those in their status

Section 38(2): Employers must make good faith effort to ascertain no illegal foreigner is employed

Employment Services Act Section 8(1) requirements:

• Employer may not employ foreign national without valid work permit

• Employee retains rights to enforce claims despite invalid permit

Section 9 states that an Employer may not require/permit foreign national to: 

• Perform work not authorised by their permit

• Engage in work contrary to permit terms



GOOD FAITH STANDARD
What the Courts consider

Immigration Act Section 38(3) creates a rebuttable presumption:

If employment violation proven, employer presumed to have known

Defence requires proof of: 

❑ Employment in good faith, AND

❑ Compliance with due diligence requirements

Stricter standard applies to:

▪ Employers with more than 5 employees

▪ Employers with prior immigration offences



CRIMINAL PENALTIES 
Immigration Act and Employment Services Act

Immigration Act 13 of 2002

Section 49(3) – Employing Illegal Foreigners:
First conviction: Fine or imprisonment up to 1 year
Second conviction: Imprisonment up to 2 years OR fine
Third or subsequent: Imprisonment up to 5 years WITHOUT option of fine

Section 49(6) – Failing Duties (Sections 38-46):
Fine or imprisonment up to 5 years

Employment Services Act (additional liabilities)

Section 50(4):
Employer contravening Section 8(1) guilty of offence
Liable as per Immigration Act Section 49(3)

Section 50(5):
Employer contravening Section 9 guilty of offence
Liable as per Immigration Act Section 49(6)

Dual liability under 
both acts!



CRIMINAL PENALTIES 
Immigration Act and Employment Services Act

Extended Liability Provisions

Prohibited to aid, abet, assist or help illegal foreigners or foreigners violating their status, including:

❑ Issuing licences or authorisations for business

❑ Entering agreements for business/profession

❑ Conducting business in cooperation

❑ Assisting in conducting business

❑ Obtaining licences on their behalf

Exception: Necessary humanitarian assistance



CORPORATE VS. PERSONAL LIABILITY
Who bears the risk?

Corporate liability:

▪ Company can be prosecuted and fined

▪ Reputational damage

▪ Regulatory scrutiny increases

Personal liability:

▪ Directors, HR managers, hiring managers

▪ Criminal records for individuals

▪ Potential imprisonment

▪ Professional consequences

Reality check: Enforcement increasing with improved DHA-SAPS collaboration

Whilst not directly responsible for 
employees of TES workers, 

contractors or sub-contractors 
working on site, you would be found 
wanting in a raid and would need to 

prove due diligence to avoid potential 
liability under the act.



DEPARTMENT OF LABOUR AUDITS
Increased Inspection Activity

Current environment:
DHA target: 2,000 compliance inspections (2024/25)
Joint operations: Department of Employment & Labour 
Focus areas: 

• Construction sites
• Hospitality sector
• Agriculture
• Retail operations
• Manufacturing

Consequences of non-compliance discovered during audit:
➢ Criminal charges
➢ Business disruption
➢ Public exposure
➢ Labour law violations compound penalties

Typical scenarios resulting in prosecution:

• Employing expired visa holders without verification
• Failing to track visa expiry dates
• No documentary verification system
• Employing persons with tourist visas in work roles
• Continuing employment after visa expiry
• Poor record-keeping and inability to produce 

documents



EMPLOYER OBLIGATIONS: 
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PRE-EMPLOYMENT OBLIGATIONS
Before hiring Foreign Nationals

Labour Market Test 
• Attempt to fill position with SA citizen/permanent resident first 
• Advertise in national media 
• Document search efforts 

Department of Employment & Labour Certification (for General Work Visas) 
• Confirm no suitable local candidate available - Note: Current waiver may apply 
• Verify salary/benefits not inferior to SA standards 

Skills Transfer Plan (for certain visa types) 
• Develop plan to transfer skills to SA employees 
• Prescribed timeframes must be met

Compliance with Labour Laws 
• Basic Conditions of Employment Act / Collective Bargaining Agreements
• Employment Equity Act 
• Skills Development Act 

Qualification Verification (where applicable) 
• SAQA recognition confirmation - Note: Current waiver may apply 

Professional Body Registration 
• For regulated professions - Eligibility confirmation required



DOCUMENTATION REQUIRMENTS
Due Diligence Checklist

Essential documents to obtain & verify:

• Certified copy of passport (personal details page)

• Valid visa or permanent residence permit

• Proof of capacity matching visa conditions

• IRP5 certificate of earnings

• Job description aligning with visa type

Verification methods:

• DHA verification (dha.gov.za or VFS Global)

• Document authenticity checks

• Biometric verification where available

BEWARE!

Not everything presented is as it seems…

Forged = fake document (physical forgery) 

Fraudulent = false information in document 
(content-based deception) 

Fraudulently obtained = real document, 
dishonest application (process-based fraud), 
also due to corruption



7 PILLARS OF DUE DILIGENCE
Comprehensive Compliance Framework

1. Document Inspection
❑ Carefully examine all documents for tampering/inconsistencies
❑ Check security features, holograms, stamps
❑ Verify expiry dates clearly visible and valid

2. Official Verification
❑ Verify authenticity with DHA or VFS Global
❑ Use official channels only
❑ Document verification results

3. Record Keeping
❑ Maintain copies of all relevant documents
❑ Store verification results
❑ Minimum 2-year retention after employment termination

4. Monitoring & Oversight
❑ Implement tracking system for visa expiry dates
❑ Calendar alerts for renewals (90-120 days advance)
❑ Regular status reviews (quarterly recommended)



7 PILLARS OF DUE DILIGENCE
Comprehensive Compliance Framework

5. Training
❑ Ensure HR staff trained in document verification
❑ Red flag identification training
❑ Regular updates on regulatory changes

6. Written Policies
❑ Establish clear company policies on hiring foreign nationals
❑ Align contracts with the permit; timelines, conditions, etc.
❑ Document verification procedures
❑ Escalation protocols

7. Third-Party Assistance
❑ When in doubt, seek immigration lawyers/consultants
❑ Complex cases require specialist input
❑ Preventive legal review recommended



RED FLAGS TO WATCH FOR!
Warning signs for Documentation

Physical document concerns:

➢ Poor print quality, smudged text

➢ Misaligned stamps or inconsistent fonts

➢ Altered photographs or lamination irregularities

➢ Missing security features

➢ Handwritten corrections without official stamps

Status concerns:

➢ Visa conditions don't match role

➢ Permit expired or about to expire

➢ Tourist visa but seeking employment

➢ Study visa but not enrolled

➢ Refugee permit but working in restricted sector



ONGOING COMPLIANCE
Post Employment Requirements

Continuous monitoring:
• Track all foreign employee visa expiry dates
• Initiate renewal processes 3-4 months before expiry
• Verify renewed documents upon receipt
• Update HR systems with new expiry dates

Notification obligations:
• Inform DHA of employment termination (permitcompliance@dha.gov.za)
• Report any breach of foreign national's status
• Maintain records for 2 years post-termination

Change management:
• Monitor for role changes requiring visa amendments
• Salary changes may require updates
• Promotions need compliance review

mailto:permitcompliance@dha.gov.za


INSPECTION PREPAREDNESS
Documents to present

❑ Certified passport copy (personal details)

❑ Copy of relevant visa/permanent residence permit

❑ Proof of employment capacity matching visa

❑ IRP5 certificate

❑ Job description aligned with visa conditions

❑ Verification results from DHA

❑ Record of monitoring activities

Best practice: Maintain digital and physical compliance files for easy retrieval
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CONDUCTING A COMPLIANCE AUDIT
Proactive Risk Assessment

Step 1: Identification
❑ How many foreign nationals employed?
❑ Which roles do they occupy?
❑ What employment status/contract types?
❑ Which visa categories represented?

Step 2: Documentation Review
❑ Are documents valid and complete?
❑ Compliance with visa conditions?
❑ Approaching expiry dates?

Step 3: Verification
❑ Have official verifications been conducted?
❑ Are results documented?
❑ When was last verification?

Step 4: Impact Assessment
❑ What are renewal/change possibilities?
❑ What's the operational impact if employees must exit?
❑ Skills gap analysis
❑ Succession planning needs

Step 5: Scenario Planning
❑ Options for everyone
❑ Risk assessment by category
❑ Transition plans
❑ Alternative recruitment strategies

Step 6: Remediation
❑ Address non-compliance immediately
❑ Initiate renewal/regularisation processes
❑ Document all corrective actions
❑ Legal advice for complex situations



WHEN THINGS GO WRONG
Managing Non-Compliance Situations

Scenario: Expired visa discovered

Immediate actions:
❑ Suspend work duties (if visa-dependent role)
❑ Legal consultation
❑ Assess regularisation options
❑ Document discovery and actions taken
❑ Consider incapacity process if no solution available

Do not:
⮾ Continue employment as if nothing happened
⮾ Delay addressing the issue
⮾ Fail to document

Remember: Employee retains rights under Employment Services Act Section 8(4)



COMPLIANCE MANAGEMENT
Prevention is better than prosecution

STOP and consult an expert when:

 Employee cannot produce original documents 

 Documents appear tampered with or fraudulent 

 Visa conditions don't clearly match the role 

 Employee has history of visa violations or overstays 

 Facing Department of Labour inspection 

 Discovered multiple compliance issues 

 Employee marked "undesirable" or has prior deportation 

 Complex family/dependent situations 

 Unclear whether exemptions or concessions apply 

 Pressure to employ without proper documentation



INCAPACITY PROCESS 
Fair Dismissal Procedures

When no visa solution available:

Identification 
❑ Visa status confirmed expired/invalid
❑ Impact on job fulfilment assessed
❑ Timeline established

Exploration 
❑ Investigate visa options comprehensively
❑ Consider reasonable accommodation
❑ Assess suitable alternative positions
❑ Temporary staff availability

Fair Hearing 
❑ Formal consultation process
❑ Documented throughout
❑ No-fault dismissal with notice pay

Key: Due diligence must be demonstrable



TERMINATING FN EMPLOYEE
Fair Dismissal Procedures

BEFORE THE EXPIRY OF THE WORK PERMIT:

Communicate the following to the employee: 

a.   Remind the employee about the date of expiration of his / her work permit;

b.   Make it clear that it is the employee’s responsibility to renew the work permit;

c.   Inform the employee that he/she should timeously approach the employer if documentation is required and 
that the employer will assist to provide the documentation that is within its means to provide; and

d.   Clearly state what the consequences will be if the employee fails to renew the permit timeously.

AFTER THE EXPIRY OF THE WORK PERMIT:

a.    Place the employee on defined temporary lay off (e.g. 6 months);

b.    Agree on feedback dates to monitor the status of any visa / permit applied for; 

c.    Once the temporary lay off period has expired, give the employee an opportunity to make representations on 
why he / she should not be dismissed.

d.    Dismiss the employee for Operational Incapacity with notice pay.



TERMINATING FN EMPLOYEE
Sample Lay Off Letter



DUE DILIGENCE

Right to 
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ORGANISATIONAL RISK ASSESSMENT

Operations

Skills

People
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• Areas impacted
• Bottom Line impact
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EMPLOYEE RISK ASSESSMENT

Impacted 
Employee

Absconds

Disengages

Cooperates

• Likelihood? Impact? Plan B?
• Ensure standard, fair labour practice followed
• Ensure documented / accurate recordkeeping

• Engagement Strategies 
• Risk mitigation: succession intervention
• Managed Exit, aligned with fair labour practice

• Assessment of Options (Likelihood of Success)
• Incentivize: Productivity | Skill Transfer | 

Succession
• Incapacity Consultation and Procedures



COMPLIANT EXIT
Foreign Nationals afforded same protection under labour legislation.

Contractual Conditions

Disciplinary Processes

Incapacity Processes

Deferred Decision

For those on FTC, assess current end date 
and manage accordingly. Exit contract, in 
line with obligations & fair labour practice.

No fault dismissal option for individuals who 
cannot execute their duties, as a result of 

their “right to work” status.

Engage “no work, no pay” period, say 6 
months, in which job remains available, 

providing individual returns with right to work 
status, failing which, incapacity dismissal.

For those “at fault”, i.e.: provides 
fraudulent/fraudulently obtained 

documents, conduct usual Misconduct 
proceedings.



Due Diligence
“As Is”

Impact 
Assessment

Recommendations

Transition • Communicate
• Transition Plan

Engagement

• Identify individuals
• Skills Gap Analysis

Succession Planning

• Train & Develop
• Formal Transition

Skills Transfer

• Fair dismissal (FN)
• Successor Support

Exit & Support

Number & Placement of 
Foreign Workers

Scope

Foreign Worker Status 
(documents & skills)

Status

• Legal compliance
• Policy (Internal)

Governance

• OD structures
• EE Plan

Operations

• Non-compliance liabilities
• Operational Impacts: skills, leadership capacity…

RISKS

• Organisational Design to meet future needs
• EE / BBBEE / ETI / Skills Transfer

OPPORTUNITIES

• Liability Mitigation (conformance)
• Regularize Employees and Optimize EE / BBBEE 

COMPLIANCE
• Future-fit Operational Structures
• Skilled & Productive workforce

COMPETITIVE ADVANTAGE

NLMP FOREIGN WORKER ORGANISATIONAL RISK ASSESSMENT

Global Business Solutions offers a comprehensive and holistic assessment. Our subject-matter 
experts, including labour lawyers, immigration consultants, transformation (BBBEE/EE), skills 
development, human capital, workforce and organisational design specialists, offer Future-Fit 
solutions that drive competitive advantage, not just compliance! 

Contact: Natalie Singer | natalies@globalbusiness.co.za |084 450 5196

mailto:natalies@globalbusiness.co.za


OUR LEADERS
Through our leaders, we have been at the forefront of labour law and 

transformation in South Africa for more than 35 years, with a track record 

that includes –

❑ ILO/ ILC representation for 3 years

❑ Lead negotiators at NEDLAC

❑ Ministerial appointments at the Employment Equity Commission

❑ Ministeriall appointments to the National Minimum Wage Commission

❑ International and local qualifications and certifications

❑ Authors and sought after speakers

❑ Award winners across various employment relations disciplines

❑ World first DE BOT launched successfully

Global Business Solutions (GBS) has a 35-year track record that includes – 

❑ 51% Black-women owned

❑ BBBEE Level 2, QSE

❑ National footprint

❑ Clients across all sectors and industries

❑ Permanently employed attorneys, consultants and developers.



THANK YOU 
FOR ATTENDING

Natalie Singer

natalies@globalbusiness.co.za

084 450 5196

Please feel free to reach out if you need further assistance

mailto:natalies@globalbusiness.co.za
mailto:natalies@globalbusiness.co.za
mailto:natalies@globalbusiness.co.za
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