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Board and committee attendance

Name of director Board NomCo RemCo ARCC SEC
PJ Moleketi’ 3/3 11 1/1
SJ Macozoma? 8/9 4/4 2/2 4/4
MS Aziz Joosub 9/9 4/4
V Badrinath® 7/7 3/3 3/3 3/3
F Bianco* 6/9 1/1 /1

DH Brown 9/9 4/4 6/6

P Klotz® 9/9

S Mdlalose® 3/3

P Mahanyele-Dabengwa’ 9/9 3/3 4/4

NC Ngweni® 8/9 4/4 3/3
AO'Leary® 2/2

JWL Otty 9/9

KL Shuenyane' 6/6 3/3 3/3
S Sood 9/9

T Streichert™ 2/2

CB Thomson'? 9/9 5/6

LS Wood"® 7/9 4/4 4/4 0/1
RK Morathi*4 4/4

- ~(O Remuneration Committee -- ~O Nomination Committee

. X Audit, Risk
O Social and Ethics Committee ARCC &= Cg(rj;;li;rs\c:réimmittee

VRPN EWN =

Jabu Moleketi resigned as a Board director, Board Chairman, and NomCo and SEC member on 21 July 2020.

Saki Macozoma was appointed as Board and NomCo Chairman on 22 July 2020.

Vivek Badrinath resigned as a Board director and stepped down as a RemCo, NomCo and SEC member on 31 December 2020.
Francesco Bianco was appointed as a RemCo and NomCo member on 1 January 2021.

Pierre Klotz was appointed to the Board on 1 April 2020.

Sitho Mdlalose was appointed as interim Group CFO on 1 July 2020 and resigned on 31 October 2020.

Phuthi Mahanyele-Dabengwa was appointed as a NomCo member on 22 July 2020.

Nomkhita Nqweni was appointed to the Board on 1 April 2020 and as an ARCC and SEC member on 22 July 2020.

Anne O’Leary was appointed to the Board on 1 January 2021.

. Khumo Shuenyane was appointed to the Board on 21 July 2020, as an ARCC and SEC member on 22 July 2020 and as SEC Chairman on 4 November 2020.
. Till Streichert resigned on 30 June 2020.

. Clive Thomson was appointed to the Board on 1 April 2020.

. Leanne Wood was appointed as an SEC member on 1 January 2021.

. Raisibe Morathi was appointed to the Board on 1 November 2020.

. Leanne Wood's alternate, Francesco Bianco, attended one meeting on her behalf.

\ @ i Vodacom Group Limited Integrated report
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Strategic
objectives
and focus
areas

The Board takes overall
responsibility for Vodacom’s
success. Its role is to exercise
leadership and sound
judgement in directing
Vodacom to achieve
sustainable growth and act
in stakeholders’ best
interests.

Strategic objectives
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The Board’s key focus areas during the year included:

Cyber threats

Our key
decisions

o Commissioned world-class security vendors to enhance sophisticated attacker
detection.

® Proactively assessed security undertaken on all projects.

e Implemented cyber incident response, containment and focus monitoring for
the Vodacom Group of companies.

e Undertook continuous security improvement programmes to manage
security risk.

e Created assurance programmes that incorporate internal and external reviews of
where and how our data is stored.

e Applied layers of security controls to protect our infrastructure storing and
transmitting of confidential information.

e Applied Vodafone Security Risk, Control and Assurance Framework.
e Introduced relevant skills to manage our IT security.
o Created awareness and provided training on cyber security.

Risk Cyber threat (all markets).
(see page 36)

00O

Unstable economic and market conditions

e South Africa’s financial downgrade and load shedding.

Strategy

® Weak economies in all markets resulting from the impact of the COVID-19
pandemic on livelihoods and our revenue.

e We delivered on our Social Contract with stakeholders to ensure we made
meaningful contributions to the economic recovery in markets where we
operate across Africa by providing zero-rating P2P payments for our
International markets. In South Africa, we invested in network infrastructure,
provided free devices and airtime to healthcare workers, implemented
track-and-trace technology and accelerated government support.

Our key
decisions

e We noted potential risks to cash flows and dividend policy, which were mitigated
by renegotiating better pricing, securing forward exchange contracts and
managed debt through a 43:57 fixed to floating interest rate.

e We promoted digital and financial inclusion by developing various products and
services to help SMMEs and corporates sustain business activities.

e We provided products (bundles) that were more relevant to consumers under
pressure due to lockdown restrictions, low economic activity and weak
economies. In South Africa, we introduced vouchers to reward customers.

e Due to ongoing roll-out blackouts in South Africa, we invested in energy security
at base stations by providing additional batteries and improved security to
reduce theft to ensure network availability.

Risk Unstable economic and market conditions.
(see page 37)
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Appointment of new Board members

Our key Appointed:

decisi
ecislons o Saki Macozoma as Board Chairman in July 2020;

® Raisibe Morathi as CFO;
o Clive Thomson as Audit, Risk and Compliance Committee member;

® Khumo Shuenyane as Social and Ethics Committee Chairman and Audit, Risk and Compliance
Committee member;

e Pierre Klotz;
® Anne O’Leary; and
e Two alternate directors who play a role in the Board’s committees.

Risk Execution of strategic projects for future growth.
(seepage 41)  Corporate governance statement.

stategy OO0OO0OO0OTCOTO

Focus area:

Our key ® Revised Group Exco to support simplified Group structure.

Introduction and implementation of a new management structure to enable the Group
CEO to focus on entrenching Vodacom as a leading pan-African technology company

decisions 4 |ntroduced a Managing Director at Vodacom South Africa to support focused operations.

Risk Execution of strategic projects for future growth.
(see page 41)

stategy QOO0 00O

Focus area:

Merger and acquisition activity and new business

Our key ® Acquired M-Pesa business from Vodafone.
decisions ¢ get up M-Pesa Africa joint venture with Safaricom.
e Entered into a new roaming and service agreement with Cell C.

Risk Execution of strategic projects for future growth.
(see page 41)

stategy OO0OOQOOCOTO
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Share information

Group institutional shareholders

As at 31 March 2021

# of shares % holding

Vodafone Group PLC' 1110629 881 60.50%
Government Employees Pension Fund (GEPF) 248 583 223 13.54%
YeboYethu Investment Company (Pty) Limited 114 451180 6.23%
Wheatfield Investments 276 (Pty) Limited 15421231 0.84%
Institutional investors 289 308 445 15.76%
Retail positions 54361 501 2.96%
Other? 3109 500 0.17%
1835864961 100.0%

Notes:

1. Directly held by Vodafone Investments SA (Pty) Limited and Vodafone International Holdings BV.

2. Other refers to the balance of remaining holdings, including shares below the analysis threshold which may include additional institutional/retail shareholdings.

Share price rebased to 100

Rebased

Share price (R)
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Capitals impacted:

Remuneration report

2021

Letter from the

Remuneration
Committee
Chairman

102
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Dear shareholders

On behalf of the Board, | am pleased to present the 2021 remuneration report for
Vodacom Group. This report includes our remuneration philosophy and policy for

executive and non-executive directors (NEDs), and describes how the policy was
implemented. It also discloses payments made to NEDs and executive directors
during the year.

Although we had to adapt to the operational challenges presented by the COVID-19
pandemic, the nature of our business —which thrives on connectivity and keeping the
world communicating and working despite severe curtailment of movement and freedom —
meant that we did not need to change our reward framework dramatically. We were
therefore able to reward and sustain our people throughout this challenging period. The
only significant change we implemented this year was to remove the service revenue
condition used in our short-term incentive (STI), and re-weight the earnings before
interest, tax (EBIT), cash flow and customer appreciation measures to cover the overall
performance measurement for the year. We were still able to provide competitive salary
increases, STl awards and provide for the vesting of long-term incentive (LTI) awards with
no other changes to our normal remuneration framework.

In line with our commitment to fair and responsible remuneration, we continuously review
our remuneration policies and practices to ensure they remain fit for purpose and align
with Vodacom'’s strategic objectives. As noted in the key focus areas identified in my letter
last year, we:

® Redesigned our recognition programme, using the global Vodafone Stars programme to
provide “in the moment” recognition for Spirit of Vodacom behaviours;

e Implemented a new benchmarking framework for the senior leadership team (SLT),
where we target the 75th percentile of comparator information. This is necessary for us
to attract and retain skills in the core and new areas of our business in a particularly
competitive market;

® Enhanced our ability to recruit and retain new skills, using this improved market
positioning — as well as our employee value proposition, which we continuously
enhance —to ensure that Vodacom is a great place to work; and

o Embedded the Spirit of Vodacom in our reward framework by reflecting
customer satisfaction, thereby creating an environment to encourage
experimentation, increasing our focus on collective rewards and reinforcing all
the behaviours using our recognition programme.

Although we received tremendous support from shareholders in terms of the
high-voting percentages on our remuneration policy and implementation
report, we have not rested on our laurels. We implemented a malus and
clawback policy and introduced an environmental, social and governance
(ESG) vesting condition to govern 10% of our 2020 LTI awards. With these
enhancements, and to keep pace with best practice, the committee is
satisfied that our current remuneration policy remains relevant and fit for
purpose. We are committed to maintaining a strong relationship with our
shareholders, built on trust and a clear understanding of our
remuneration policy and the practices that were implemented.

hoaHas

Phuthi Mahanyele-Dabengwa
Remuneration Committee (RemCo) Chairman







Remuneration report 2021 continued

Role of the RemCo

Our Board is responsible for the Group’s remuneration policy,
assisted by RemCo. The Group CEO, Group Chief Human Resources
(HR) Officer and any other executives invited for specific discussions
attend meetings by invitation, but recuse themselves before any
decisions are made that relate to them. RemCo operates according
to a charter approved by the Board. This charter is regularly
reviewed. RemCo ensures the Group’s remuneration is fair and
responsible.

RemCo’s role and responsibilities include, but are not
limited to:

—> Determining and agreeing the remuneration and overall
compensation package for the Vodacom Group CEO, CFO and
any other executive director appointed to the Vodacom Group
Board and the members of the Vodacom senior leadership
team (SLT);

—> Determining, agreeing and developing the company’s overall
policy on remuneration;

—> Ensuring fair competitive reward strategies and programmes
are in place to facilitate recruiting, motivating and retaining
high-performance employees at all levels to support realising
corporate objectives and to safeguard stakeholder interest;

—> Reviewing and recommending to the Board the relevant
criteria necessary to measure the executive management’s
performance in discharging its functions and responsibilities;

—> Reviewing the fairness of executive remuneration in the
context of overall employee remuneration and
recommending how this should be addressed and disclosed in
the annual remuneration report;

\’

Developing and implementing a policy of remuneration
philosophy for disclosure to enable a reasonable assessment
of reward practices and governance processes to be
followed by stakeholders;

Considering other special benefits or arrangements of a
substantive financial nature;

Reviewing the promotions, transfers and termination policies
for the Group;

Ensuring compliance with applicable laws and codes;

Vb b

Appointing external remuneration consultants from time
to time;

Ensuring the remuneration policy and implementation report are
put to a non-binding vote at the annual general meeting (AGM);

VAN

Reviewing the engagement of investors in the event Vodacom
does not achieve the required number of votes for either of the
remuneration policy or implementation report or both; and

—> Determining and recommending the level of NEDs' fees to
shareholders for approval.

The RemCo Chairman provides feedback to the Board after each

RemCo meeting, including key decisions and relevant discussions,
and attends the AGM to address shareholders’ questions on
RemCo’s responsibilities.

APPLCHTION APPEND 52734

Remuneration governance
Regulatory context

When RemCo considers the remuneration policy, it ensures
the policy supports the company’s purpose and strategy of
Vision 2025. Further, RemCo ensures our remuneration
principles and guidelines align with the Companies Act,
King IV principles and recommended practices, and the
JSE Listings Requirements.

RemCo considers regulatory and corporate governance
requirements as set out in Vodacom’s operating markets and
incorporates these into our remuneration governance. Each
operating market Board, with input from the country
Managing Director and its local RemCo, makes final decisions
regarding remuneration, merit increases, annual bonus
allocations and LTI awards.

Achievement of policy objectives

Our new reward structure implemented supports our Spirit
behaviours.

With the Spirit reward changes, a key element of change is that
the individual multiplier for STl and LTI has been removed.
Despite this change, our performance development process
remains robust with objectives set, performances reviewed, and
performance and talent ratings allocated. These changes were
effective from 1 April 2020 for the 2021 financial year GSTIP
cycle (i.e. for bonuses paid in June 2021) and the June 2021
share awards (forfeitable share plan (FSP)).

Business performance and the impact on our
STisand LTIs

With the outbreak of COVID-19, management reviewed the
measures and targets for STl and LTI objectives.

The Group faced certain challenges in achieving our targets.
These include COVID-19 — particularly in our International
Business — and load shedding in South Africa. Due to the
national lockdown in South Africa, emergency spectrum was
issued in April 2020, which has since been extended to the
end of March 2022, when the spectrum auction process is
expected to take place. More details on the actual
achievement are provided elsewhere in this report. The
targets and their achievement directly impact the STlIs and
LTls payable to executives.

RemCo'’s key decisions during 2021

® Approved increases and adjustments for executives, senior
management and employees;

® Reviewed the metrics of the variable short-term incentive
plan (STIP) and the variable long-term incentive plan (LTIP),
and made changes where appropriate;

® Approved STls for executives, senior management and
employees;

e Evaluated the LTIP vesting conditions for the 2017 scheme
and approved final vesting ratios;

» Set performance conditions for STIs and LTls by including
an ESG measure for LTls;

e Implemented a malus and clawback policy for executives
and key senior management; and

@ Recommended the NED fee increases to the Board.

O W



RemCo meeting dates and key discussion topics

6 May 2020

e Remuneration adjustment for the CEQ;

e Executive directors and SLT benchmarking;

e Approve increases and adjustments for executives,
senior management and employees;

e Approve STI payments for executives, senior
management and employees;

e Approve LTI awards for executives and senior

management;

Approve LTI performance achievement;

Malus and clawback policy reviewed, with subsequent

electronic approval;

® Approval of remuneration for new senior
management appointments for Vodacom
South Africa; and

® Review the draft remuneration report.

I

1 September 2020

o Ratification of electronic approval for:
— Malus and clawback policy;
— Measures and weightings for the 2021 financial year

(GSTIP); and

— Measures for the 2020 FSP allocation (LTIP).

e Update on key remuneration matters, i.e. STIP and LTIP
achievement to date; and

@ Feedback on the July 2020 annual increase process for
all operating companies in the Vodacom Group.

r

19 November 2020

e Approval of ESG targets for LTls;

e Update on key remuneration matters, i.e. STIP and LTIP
achievement to date; and

® Inflight awards — market overview and market executive
remuneration trends.

25 March 2021

® Review of trends with Inflight programmes;

® Review of the LTI measures — total shareholder return
(TSR) weighting;

® Approved the parameters for the 2021 annual
remuneration review process;

® Review executive remuneration schedules;

® Update on key remuneration matters, i.e. STIP and LTIP
achievement to date;

e Recommend NEDs’ fees to the Board; and

® Update the RemCo’s charter and work plan.

Shareholder voting

As required by King IV and the JSE Listings Requirements, Vodacom
will put a dual advisory vote to shareholders regarding the approval

of the remuneration policy and the implementation thereof. Should
either vote receive 25% or more votes against it, Vodacom will take

the following steps:

aouewsnobing O-@O-O0O——m——

® [ssue a Stock Exchange News Service (SENS) announcement
regarding the voting results;

@ Invite shareholders to engage with Vodacom regarding their
dissatisfaction with either vote;

® Schedule collective and/or individual engagements with relevant
shareholders to record their concerns and objections;

® Assimilate all responses and schedule a RemCo session to analyse
concerns and issues raised to formulate changes to policy and
implementation where required; and

@ Develop a formal response to shareholders who articulates concerns
raised and changes to be made to address them, and detail
responses to concerns where Vodacom, despite shareholder
feedback, believes its current policy and/or implementation is
adequate.

Voting at the AGM in July 2021

As required by the Companies Act and King IV, the following resolutions

will be tabled for shareholder voting at the AGM in July 2021:

@ Binding vote on NEDs' fees;

® Advisory vote on the remuneration policy; and

@ Advisory vote on the implementation report

Details can be found in the AGM notice,
[Q available online at www.vodacom.com.

Results of shareholder voting at the most recent AGMs are indicated
below.

2020 2019 2018
Approval of the
remuneration policy 98.89% 98.91% 98.83%
Implementation of the
remuneration policy 98.86% 98.91% 98.93%
NEDs’ fees 99.96% 99.76% :  99.58%

Areas of focus for the next year

To keep abreast of executive remuneration trends, RemCo continuously
assesses the executive remuneration market and governance
frameworks. RemCo anticipates the following key focus areas for the
next year:

® Consider performance conditions for LTIP;

» Monitor changes in executive remuneration, especially those of our
direct competitors, including responses to the COVID-19 pandemic;

® Review the peer group applicable to the LTIP and NEDs’ fees; and
@ Focus on fair and responsible pay.

Independent external advisers

The Group RemCo contracted Bowmans for independent external
advice and is satisfied with its independence and objectivity.

Vodacom Group Limited Integrated report
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Remuneration report 2021 continued

Our remuneration philosophy,
policy and framework

The principles that govern our remuneration policy
are as follows:

Employer of choice

Our objective is to be an employer of choice in

the countries where we operate. Our reward programmes
should be designed to assist us in achieving this.

Competitive pay levels

We are committed to remuneration packages that are
competitive relative to the target market as defined in
each country. To deliver effective reward management
across all Vodacom markets, we need to undertake
localised benchmarking of guaranteed pay and target
total cash (TTC) at least every other year.

Pay for performance

We structure remuneration around pay aligned with
performance. This allows us to reward strong corporate and
individual performance. We apply malus and clawback
provisions to variable pay awards for senior management.

Internal equity
As far as possible, remuneration differentiation between
employees is based on fair and objective criteria.

Sustainable

We manage the total cost of employment for all employees
and ensure the benefits provided are affordable, sustainable
and aligned with shareholder expectations.

Benefits
Where possible, we offer benefits that align with local
market trends.

Holistic approach

Vodacom adopts a holistic approach to reward, which
incorporates guaranteed pay, variable pay, recognition and
employee development.

Relevance

We recognise that the reward philosophy and each
component of the reward policy are dynamic and should
be reviewed regularly to ensure we keep abreast of
Vodacom’s objectives and market trends. We also need to
ensure our practices comply with legislative and regulatory
requirements in the markets where we operate.

Communication

We are committed to providing transparent and
understandable information about our reward
programmes, policies and processes to employees. All our
markets must provide clear and effective communication
of the total reward package offered. This ensures
employees understand what they receive, why and when
they receive it, and how their performance can influence
the value of what they receive.

106

How remuneration and rewards support the
system of advantage

Our system of advantage is designed to deliver exponential
value to our stakeholders through an ecosystem that better
serves our customers and differentiates our offerings. This
differentiation helps us retain customers, grow our market
share and create value for stakeholders.

Our remuneration and reward policies and practices are
designed to support these goals by promoting appropriate
employee behaviours that drive innovation, optimise the
customer journey, create economies of scale, increase our
market share and ensure superior investor returns.

Our remuneration philosophy

Vodacom adheres to a total cost to company philosophy, which we
refer to as a guaranteed package (GP). All employees in South Africa,
including executive directors, receive a GP based on their roles. The
GP includes contributions to medical aid, retirement funding and
insured benefits.

Our STl is an annual cash bonus linked to achieving financial,
strategic and operational objectives. The Group’s financial
performance, measured against previously set and agreed targets,
determines the cash pool available for STls.

Our LTl is an annual share allocation that encourages ownership and
loyalty, and supports our objective to retain valued employees. It is
designed to align executives’ performance to shareholders’ interests,
as a portion of the award for Senior Leadership Team is subject to
Group performance conditions. The scheme is a full ownership
scheme and, as a result, participants receive dividends from the award
date. However, the value of the shares can only be realised after a
three-year vesting period, to the extent that the vesting conditions
were met.

Vodacom'’s reward framework

Vodacom’s reward framework comprises financial and non-financial
elements, and applies to all employees, including executive directors.
The Vodacom reward framework is explained in the picture below.

My Reward @Vodacom (financial reward)

My remuneration O GP
GSTIP -l Qe LTIP
Other, e.g. cellphone
Recognition awards O~ benefit, data and fibre
to the home (FTTH)

Shared passion - Employee benefits

Work environment -~ Learning and development

Q7/ ecognition (- Wellness programmes
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Remuneration report 2021 continued

Pay in a wider context — elements of the remuneration framework

GP

Our people’s pay reflects their skills, role and function. Vodacom offers benefits that are best practice and comply with legislation. In terms
of our total cost to company philosophy, any change in the price of a benefit or contribution level will not have a cost impact on the employer
but will affect the employee’s net remuneration. As a standard, we offer the benefits detailed below to all our South African employees,

including our executive directors.

O— Retirement funding

The Vodacom Group Pension
Fund, a defined contribution
pension scheme, is compulsory
for all permanent employees.
Executives are also required to
participate in the Vodacom Group
Provident Fund, which is also a
defined contribution scheme.
Other employees can choose to
join the Vodacom Group Provident
Fund. Employees have the option
to choose their level of
contribution to the pension and
provident funds. Contributions to
the pension fund are based on
pensionable salary and employees
can select their pensionable salary
at either 70% or 85% of GP. They
can also choose where they would
like their money to be invested
based on their individual risk
profile. The normal retirement age
is 60 for executive directors and
other executives, and 65 for all
other employees.

O— Insured benefits

We offer a tailored and segmented risk benefit programme to move away from a
one-size-fits-all package. This enables our employees to select benefits that suit their
circumstances. The options allow employees more flexibility in selecting benefits.

The insured benefits include group life assurance, an education benefit, spouse’s death
benefit, critical illness benefit and disability benefit. These contributions are calculated as
a percentage of pensionable salary and funded from the GP.

(O Disabitity

If an employee cannot perform their duties because of disability, they will receive a
monthly income of 75% of their monthly pensionable salary. The disability premiums are
also funded from the GP. This benefit is payable until the employee recovers sufficiently
to return to work, or if not, up to normal retirement age, whereafter the employee will
retire. During the period of disability, payment to the retirement fund and Group life
insurance continues.

(O— Medical aid

Employees can choose to participate in any nominated medical aid scheme. The
schemes available at Vodacom were selected to address the needs of the diverse
Vodacom workforce. We annually review the medical aid schemes to assess their
appropriateness for our employees. As part of the medical aid benefit offering, we have a
full-time Alexander Forbes consultant on site to assist with any medical aid-related
queries. We do not offer post-retirement medical benefits, and we have no such liabilities.

STI

All employees, including executive directors, but excluding
employees on commission, or quarterly or bonus structures,
participate in the annual STIP. STI payments are discretionary and
are based on the achievement of financial and strategic measures.
Payments are made in cash in June each year.

Where annual targets are achieved in full, 100% of the on-target STI
will be paid. Where target goals are exceeded, the STl is capped at a
percentage of GP. Where the STl targets are not achieved in full, a
reduced STl is paid. Where performance is below threshold, no STl is
payable. In addition, executives assessed as top performers as part
of the performance dialogue process will receive an award of shares
in November equivalent to 25% of their target share percentage
with 24 months’ vesting.

As indicated previously, the individual multiplier for FY2021 was
removed in the calculation of the STl and this change is aligned to
our Spirit behaviours.

108

The on-target and maximum STI percentages are set out below:

On-target Maximum

% of GP % of GP

Role FY2021 FY 2021
Group CEO 100% 200%
Previous Group CFO 60% 120%
New Group CFO* 75% 150%

* Following a review of the market benchmarks, it was agreed to increase the
on-target STI for the new CFO.

For FY2021, the STI will be based on business performance only and
is capped at 200% of target, which is the maximum business
multiplier with no personal performance multiplier.

b g W
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Remuneration report 2021 continued

LTi

Select employees, including all executives, are invited to
participate in our LTIPs. These incentive plans aim to retain key
skills and motivate executives over the long-term, which is
essential for sustainable performance. The awards are made using
a combination of Vodacom and Vodafone awards. Only certain
executives receive Vodafone awards. These awards may be made
in retention shares (only time-based vesting), performance shares
(performance vesting conditions in addition to time-based
vesting) or a combination of these award types.

The Vodacom awards are FSP where the maximum number of
shares are granted at the time of award. Dividends are received on
the maximum potential unvested shares from the time of award.
Vesting conditions will determine how many of the original
awards are forfeited on final vesting. The Vodafone awards are
conditional shares, where shares are settled at the time of vesting
and dividends only accrue from that point onwards.

Vodacom performance FSP shares

The Vodacom performance FSP shares vest in a range of 0% to
100% of the number of shares awarded, being the maximum that
can be achieved in the case of stretch performance, where 50% is
the target vesting level.

Vodacom retention FSP shares

Vodacom operates in highly competitive markets, where
competitors are local and international and span industries
beyond telecommunications. An element of the LTIP award for
employees, other than the Group CEO is retention awards.
Therefore, they only have time-based performance vesting
conditions.

Vodafone retention and performance conditional share plan
(CSP) awards

@ Details regarding performance conditions and vesting periods for the
Vodafone awards can be found in the Vodafone annual report 2021 on
https://investors.vodafone.com/reports-information/
results-reports-presentations

On-target and maximum LTIP FY2021

The on-target and maximum LTIP percentages are set out below,
The CEO’s on-target LTl was increased from 190% to 225% with
effect from the LTI award in June 2020:

On-target Maximum
Role % of GP % of GP
Group CEO 225% 400%
New Group CFO* 100% 150%

* Following a review of the market benchmarks, it was agreed to increase the
on-target LT for the new CFO.

Vodacom removed the individual multiplier for the allocation of
LTIP awards and will allocate the on-target percentage to all
employees eligible to participate, based on their band.

110

Split of awards
On-target awards are split between Vodacom FSP and Vodafone CSP
awards, as well as between retention and performance awards.

Scheme Group CEO Group CFO
Vodacom FSP retention - 50%
Vodacom FSP performance : 77.79% 25%
Vodafone CSP retention - -
Vodafone CSP performance 22.21% 25%

The Group CEO does not receive Vodacom FSP retention awards or
Vodafone CSP retention awards.

Performance conditions for LTIP

Weighting Weighting Weighting
award 2020 award 2019 award 2018
Metric Vesting 2023 | Vesting 2022 : Vesting 2021
OFCF 60% 70% 70%
TSRrelativetoa
peer group 30% 30% | 30%
ESG target 10% E

Vodacom determines the targets for OFCF according to the
achievement of the three-year budget plan. TSR achievement is
calculated based on the position in the selected TSR peer group.

The vesting of Vodacom performance FSP shares is based on the
following scale:

OFCF TSR relative to peer group

Min 0% <15% of OFCF Below 50th percentile of
the index
Threshold 20%  Three-year plan At 50th percentile of
-15% the index
Target 50% Three-year plan  Average of the 50th and

75th percentile of the index

Three-year plan

Maximum 100% +15% 75th percentile of the index

6
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ESG measure

From June 2020, the LTl allocation has included an additional measure relating to ESG, which had a weighting of 10% and is split as follows:

ouewsnobing O-@OOO——

Digital society Inclusion for all Planet
Ensuring Vodacom customers Womenin Reduction in greenhouse
have access to mobile money management gas emissions

and financial services

Malus and clawback provisions

Vodacom implemented a malus and clawback policy in 2020, with
the aim of implementing a provision allowing for Vodacom, through
its Board, to reduce or clawback certain elements of an Executive
employee’s remuneration in circumstances where a trigger event
has occurred.

Clawback means the recoupment, during the clawback period, of all or
a portion of the clawback amount from an executive after vesting or
payment. Malus refers to the reduction of unvested or unpaid awards
before the end of the vesting period (LTI) or prior to payment (STI).

The Board adopted this policy to further align the interests of our
executives and senior management with the long-term interests of
the Group. Furthermore, this policy ensures that excessive or
inappropriate risk-taking is not rewarded, stipulates that any errors
can be corrected, and ensures a fair outcome when variable
remuneration is awarded.

The policy sets out the circumstances where the Board, following the
advice of RemCo, may apply its discretion to reduce or clawback
incentive awards (in whole or in part) in line with the policy. Currently,
Vodacom’s executive directors and SLT will be subject to the
provisions of this policy. This limited scope of application will be
reviewed from time to time to ensure that it is appropriate and in line
with market practice for South African-listed companies. This policy is
applicable to variable remuneration — STis and LTls.

Vodacom Siyanda Employese Trust

We established the Vodacom Siyanda Employee Trust to benefit
eligible employees. The trust holds its equity investment in
Vodacom Group through its interest in YeboYethu (RF) Limited
(YeboYethu).

Employees participated in the transaction by being allocated units in
the trust based on a varying percentage of GP, considering their
employment level, race and gender. We created one unit for each
share that the trust holds. The units representing vested rights to the
underlying YeboYethu ordinary shares will have a service condition
that will lift in three equal tranches at the end of years three, four and
five, but will only become fully tradeable in the BEE segment of the
JSEin three equal tranches over three years starting from the end of
the fifth year of the scheme (i.e. years six, seven and eight).

When the units are converted to shares in YeboYethu, Vodacom will
be required to deduct employee tax on the full value of units as at
that date and pay it over to the South African Revenue Service.

Fair and responsibie remuneration

King IV recommends that companies should ensure all employees
are fairly, responsibly and transparently remunerated. Vodacom
applies the principle of fair pay based on the value of the job
relative to other jobs of similar value (internal equity). Our
remuneration policy follows the same fundamental principles
across all levels of the Group’s employees.

Vodacom supports eliminating discrimination regarding
remuneration by applying the principle of equal remuneration for
work of equal value. Any difference in remuneration will be
discrimination only if the differences are directly or indirectly based
on race, sex, gender, disability or any other arbitrary ground
established in terms of section 11 of the Employment Equity Act,
1998 (EE Act).

We base our reward decisions on merit and we do not discriminate
based on gender, race, religion or belief, disability, age, sexual
orientation, or gender identity and expression.

Regulation 7 of the EE Act lists several grounds that are commonly
considered in determining remuneration. It is not considered
discrimination if the difference is fair, rational and based on any one
or a combination of the following:

e The employee’s seniority or tenure;

e The employee’s qualifications, ability, competence or potential
above the minimum acceptable level required for the role;

e The employee’s performance, quantity or quality of work,
provided that the performance management system is
consistently applied;

e Where an employee is demoted for any legitimate reason,
without a reduction in remuneration;

® Where an individual is temporarily employed in a position to gain
experience or training and, as a result, receives different
remuneration or benefits from different terms and conditions of
employment;

® Ashortage of relevant skills in a particular job classification; and

® Any other relevant non-discriminatory factor.

We review our internal pay ranges annually and consistently apply
them throughout the organisation. All operating companies in
Vodacom are required to conduct an annual fair-pay analysis to
ensure they are committed to fair pay and responsible
remuneration across all employee levels. We adopted this approach

Vodacom Group Limited Integrated report
for the year ended 31 March 2021 1711



Remuneration report 2021 continued

Executive contracts and policies
Executives have permanent contracts of employment. The notice
for the CEO, and six months for the CFO.

Payments for termination of office

period applicable to members of executive management is 12 months

RemCo has the discretion to approve termination benefits to executive directors when required. The maximum termination benefit
potentially payable will be limited to six months. These benefits will not apply to a normal voluntary resignation or retirement.

In terms of the current Vodacom policy, the CEO and CFO would be entitled to the following on termination of office on a good

leaver basis:

® Twelve months’ notice;

@ Up to a maximum of six
months’ gratuity if departure is
on a good leaver basis (RemCo
discretion); and

@ In general, pension, accrued
leave and any medical aid
benefit will continue to apply
until termination date.

CFO
® Six months’ notice;

® Up to a maximum of six
months’ gratuity if departure is
on a good leaver basis (RemCo
discretion); and

@ In general, pension, accrued
leave and any medical aid
benefit will continue to apply
until termination date.

CEQC minimum shareholding requirement

To ensure the Vodacom Group CEO maintains a high level of
shareholder alignment, we introduced the following minimum
shareholding requirement:

200% 100%
of GP of GP
N/ 2 4
In Vodacom In Vodafone
shares shares

Therefore, the total share ownership guideline for the Vodacom
CEO is 300% of GP. Should the Vodacom CEO not meet the
minimum shareholding requirements at the time of the LTIP
awards, the levels of the Vodacom and Vodafone awards will be
reduced below the target award levels indicated.
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GSTIP

® GSTIP would be pro-rated for the period of service during the
financial year and will reflect the extent to which Vodacom’s
performance was achieved;

@ RemCo has the discretion to reduce the entitlement of the GSTIP
to reflect the individual's performance and circumstances of
termination; and

@ No GSTIP is payable in the event of a normal resignation.

LTIP

® The LTIP will vest as per the terms of the FSP and satisfaction of
performance conditions measured in the normal completion of the
performance with the award pro-rated for the proportion of the
vesting period that elapsed at the date of cessation of employment;

@ RemCo has the discretion to vary the level of vesting as deemed
appropriate and, particularly, to determine that awards should not
vest for reasons which may include, at their absolute discretion,
departure in the case of poor performance, departure without the
agreement of the Board or detrimental competitive activity; and

# All unsaved shares will be forfeited in the event of a normal
resignation.

Other executives’ minimum shareholding requirement

The Board wishes to encourage individual shareholding in Vodacom
by executives as a tangible demonstration of their commitment to
the Group and to align with shareholders’ interests. As a result, we

implemented a shareholding guideline policy for our executives.
Executives are required to build up minimum levels of personal

shareholding in the Group. Additionally, executives, excluding the

CEOQ, are required to hold 1.0 times GP as a minimum individual
shareholding.

As an incentive, Vodacom will award additional FSP performance
shares to executives who exceed the minimum requirements over a
three-year vesting cycle (six years). The participants will be granted

a performance share for every three additional shares held. This

award will be capped so that holdings of no more than double the
minimum requirements will be recognised. The period over which
the executives are permitted to build up this shareholding is based
on the vesting of three cycles of the annual awards under the FSP.






Remuneration report 2021 continued

Shameel Joosub O GTCE O GSTIP OILTIP
(Group CEO) i

On target

Max —

e The maximum STI for Shameel is 2.0 times the target. This is the maximum business
performance multiplier as no personal multiplier is applicable.

e Similarly to the STI, Shameel does not have an individual performance multiplier on LTI.
Therefore, the maximum represents the potential maximum of shares that could vest,
whereas on-target represents the number of shares that are anticipated to vest.

e Dividends are received in cash on all outstanding unvested FSP awards at each dividend
declaration date. Since the dividend varies from period to period, it has not been
included in the pay mix depiction indicated above.

Tables of single total figure of remuneration

The following tables were prepared per the provisions of King IV and practice notes, and include an LTIP amount. The LTIP is valued at the
year-end share price of R126.26 for Vodacom shares and GBP1.32 for Vodafone shares.

S Joosub 2021 2020 % increase Currency
GP 12 569 250 12 060 625 42 ZAR
Other’ 4800 4800 0.0 ZAR
STI? 17 683718 11684115 51.3 ZAR
LT 16 987 905 14322 825 18.6 ZAR

FSP 14593 052 6454766 126.1 ZAR

FSP match - 4 482 452 (100.0) ZAR

Vodafone shares 2394 853 3385607 (29.3) ZAR
Dividends* 7762 669 5374033 444 ZAR
Total (pre-tax) 55008 342 43 446 398 26.6 ZAR
Total (post-tax)® 30254 588 23895519 26.6 ZAR

1. Thisincludes the Vodacom cellphone benefit.

2. These amounts relate to the bonus payable in June 2021, which is derived from performance for the year ended 31 March 2021.

3. LTIP awards made in June 2018 will vest in June 2021 based on unvested FSP awards and cash-settled in lieu of dividends on Vodafone matching shares, as well as dividends
received on Siyanda units. This does not include applied dividends receipted on awards where the performance measurement period has been concluded using the closing
share price on 31 March 2021 for both Vodacom (R126.26) and Vodafone shares (GBP1.32).

4. Dividends are the total of cash receipts during the financial year.

5. Post-tax values are indicative using a 45% rate of taxation rate being applied to the gross amount.

<4
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Remuneration report 2021 continued

Pay mix for 01 GTCE O GSTIP CILTIP
Raisibe Morathi in | 100%

(GTOUD CFO) | Ontarget | 100%

Commenced
employment ’ Max -| 100% 150% 150%

1 November 2020

® The maximum STI for Raisibe is 2.0 times the target. This is the maximum business
performance multiplier as no personal multiplier is applicable.

e Similar to the ST, Raisibe does not have an individual performance multiplier on LTI.
Therefore, the maximum represents the potential maximum of shares that could
vest, whereas on-target represents the number of shares that are anticipated to vest.

e Dividends are received in cash on all outstanding unvested FSP awards at each
dividend declaration date. Since the dividend varies from period to period, it was not
included in the pay mix depiction above.

Single total figure of remuneration

The following tables have been prepared in accordance with the provisions of King IV and practice notes and thus include an LTIP amount.
The estimated effect of share price is based on the share price movement between the date of award and the closing price of R126.26 on
31 March 2021.

R Morathi 2021 Currency
GP 3750000 ZAR
Other’ 6 001 600 ZAR
STI? 3895 490 ZAR
LT -
FSP o

Vodafone shares -

Dividends* 360022 ZAR

Total (pre-tax) 14007 112 ZAR

Total (post-tax)® 7703912 ZAR

1. Thisincludes the Vodacom cellphone benefit and a cash sign-on payment.

2. These amounts relate to the bonus payable in June 2021, which is derived from performance for the year ended 31 March 2021.

3. Sign-on share awards — two-year and three-year vesting. Due to date of appointment, no LTIP expected to vest in June 2021.

4. Dividends are the total of cash receipts during the financial year based on unvested FSP awards as well as dividends received on Siyanda units.
5. Post-tax values are indicative using a 45% rate of taxation rate being applied to the gross amount.

Outstanding share awards (value of shares)

Estimated
Estimated effect of Forfeited Settled
Financial year Date Date Value at effectof performance in the inthe Value at
awarded awarded vesting award date share price’ targets year year yearend? Currency
Vodacom FSP awards with no performance conditions
2021 Nov2020  Nov2022 5999960 38803 - - - 6038763 ZAR

2021 Nov2020  Nov2023 5999960 38 803 - - - 6038763 ZAR

1. The estimated effect of share price is based on the share price movement between the date of award and the closing price on 31 March 2021.
2. Value at year end is based on the closing share price on 31 March 2021 of R126.26 for Vodacom shares.

@ Funding of share plans and dilution details of the shares used for the FSP
are set out in the consolidated annual financial statements and the

directors’ report, which is available on www.vodacom.com. (-\ \_@ ; E
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Remuneration report 2021 continued

NED payments

Under our memorandum of incorporation, shareholders must approve these fees at the AGM. The current fee level was approved on
21 July 2020 at the AGM and was implemented on 1 August 2020.

2021 fees
Socialand | Social and
Nomination Ethics Ethics
Director ARCC ARCC RemCo | RemCo | Committee |Committee | Committee Other
fee | Chairman member |Chairman | member member [ Chairman member [ committees Total
Name R R R R R R R R R R
<_S_J__ME§:~O~29LT’|_3_E_‘_ 2 4_33 612 - 62 440 - - 38 797_ 112 622 - —| 2647 471
PJ Moleketi' 906 582 - - - - e - -| 906582
DHBrown' 635710 | 380533 - - | 152623 - - - 284324| 1453190
,L&gﬂn,af‘hz,’sf, - 381 OQO - - - | 113852 94 950 = 98116 96 005 783 923
F Bianco?® 508000 - - - - " m - ~| 508000
,P,K!Ot,z,,m,, - 508 000 - - - - - - - 99171 | 60? 1_71
PMahanyele- 546 000 - - | 267092 - 87 803 - - -| 862895
Dabengwa'’
NC,,NqWeD,i,B - 77508 000 . 148 103 - - — - 92 024 - i 7}1342]
A O’Leary“'9 127 000 . - - - - — = - -| 127000
WLOty* 508000 - - - -l - - - | 162471| 670471
_KLShuenyane'2™® 351133 - | 148103 -1 - -| 116314| 25558 99171| 740279
S Sood® 508000 | - - - - - - - —-| 508000
CBThomson™' 508 000 - 210544 - - - - - —-| 718544
LS Wood? 508 000 = . - | 152623 126 600 ~ - -| 787223
8 899 037 380 533 569 190 | 267092 | 419098 348 150| 228936 215698 741142 12068 876
1. Fees excluding VAT paid. 7. Pierre Klotz was appointed on 1 April 2020.
2. Fees fora portion of the year. 8. Nomkhita Nqweni was appointed as an alternate director to Phuthi Mahanyele-Dabengwa
3. Fees paid to Vodafone and not the individual director. on 1 April 2020.
4. Saki Macozoma was appointed as Board Chairman on 22 July 2020. 9. Anne O’Leary was appointed on 1 January 2021.
5. Jabu Moleketi resigned as director and Board Chairman on 21 July 2020. 10. Khumo Shuenyane was appointed on 21 July 2020.
6. Vivek Badrinath resigned on 31 December 2020. 11. Clive Thomson was appointed on 1 April 2020.

Based on Board and committee membership during the year, the following payments were made to NEDs for the financial year ended 31 March 2020:

2020 fees .
Socialand | Socialand :
Ethics Ethics
Director ARCC ARCC RemCo : RemCo : Nomination : Committee : Committee Other
fee Chairman member ;| Chairman ;: member : Committee: Chairman member : committees Total
Name R R R R R R R R R R
PIMoleketi™? :2871000: - - - - - - - __— 2871000
DH Brown'? 496 917 351142 -i = :147700 - -: —: 55388 :1051147
VBadrinath® | 496 917 - - - 147700; 126 600 - i 126600 36150 | 933967
F Bianco'4s 338 667 - - - i 46454 39818 - - - i 424939
M Joseph 46 149317 - - - - - - - = 149317
BP Mabelane*”! 369917 - 149 603 - - - - - - i 519520
SJ Macozoma'? 645 994 200 541 - - 126600; 221552 . - - 1194687
PMahanyele & 156917 - — | 258476 - - - - - 755393
Dabengwa
JWL Otty® 496 917 - - - - - - - 72300 i 569217
T Reisten® 496 917 - - - - - - - 36150 : 533067
SSood® i 496917 = T T T T T ST 496917
LS Wood>*? 347 600 - - — 1101246 86 782 - - - i 535628
7703997 351142 350144 : 258 476 443100 379800 221552 126 600 199988 10034799 :
1. Fees excluding VAT paid. 5. Francesco Bianco was appointed as an alternate director to LS Wood on 24 July 2019.
2. Independent NEDs received an amount of R2 000 in January 2020 for 6. Michael Joseph resigned on 24 July 2019.
incidental expenses while travelling to Board meetings held in London. 7. Priscillah Mabelane resigned on 31 December 2019.
3. Fees paid to Vodafone and not the individual director. 8. Th Reisten resigned on 31 March 2020.
4. Fees for a portion of the year. ( 9. L ood was appointed on 24 Jjuly 2019.
NEDs \
NED fees are benchmarked against a peer group of similar-2ed ¢ les as detailt e full remuneration report available on www.vodacom.com. Vodacom believes

Y

meeting attendance. NEDs neither receive any short-term cash awards nor do they receive any long-term share awards.
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that NEDs’ duties and fiduciary responsibilities extend well beyond simple attendance at meetings. For this reason, fees are set as single retainer amounts irrespective of




Disclaimer

Non-IFRS information

This report contains certain non-IFRS financial measures which
have not been reviewed or reported on by the Group’s auditors.
The Group’s management believes these measures provide
valuable additional information in understanding the performance
of the Group or the Group’s businesses because they provide
measures used by the Group to assess performance. However, this
additional information presented is not uniformly defined by all
companies, including those in the Group’s industry. Accordingly,

it may not be comparable with similarly titled measures and
disclosures by other companies. Additionally, although these
measures are important in the management of the business, they
should not be viewed in isolation or as replacements for or
alternatives to, but rather as complementary to the comparable
IFRS measures.

Normalised growth

Alt amounts in this Integrated report marked with a * represent
normalised growth, which presents performance on a comparable
basis. This adjusts for trading foreign exchange, foreign currency
fluctuation on a constant currency basis (using the current year as
base) and excludes the impact of merger, acquisition and disposal
activities, at a constant currency basis where applicable, to show a
like-for-like comparison of results. We believe that normalised
growth, which is not intended to be a substitute for

or superior to reported growth, provides useful and necessary
information to investors and other interested parties for the
following reasons:

e It provides additional information on underlying growth of the
business without the effect of certain factors unrelated to the
operating performance of the business;

e |tis used for internal performance analysis; and

e |t facilitates comparability of underlying growth with other
companies, although the term normalised is not a defined term
under IFRS and may not, therefore, be comparable with
similarly titled measures reported by other companies.

Trademarks

Vodafone, the Vodafone logo, M-Pesa, Connected Farmer,
Vodafone Supernet, Vodafone Mobile Broadband, Vodafone
WebBox, Vodafone Passport, Vodafone live!, Power to You,
Vodacom, Vodacom 4 Less and Vodacom Change the World are
trademarks of Vodafone Group Plc (or have applications pending).
Other product and company names mentioned herein may be
the trademarks of their respective owners.

Forward-looking statements

This integrated report, which sets out the annual results for
Vodacom Group Limited for the year ended 31 March 2021,
contains forward-looking statements’ which have not been
reviewed or reported on by the Group’s auditors, with respect

to the Group’s financial condition, results of operations and
businesses and certain of the Group’s plans and objectives.

In particular, such forward-looking statements include, but are
not limited to, statements with respect to: expectations regarding

L
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the Group’s financial condition or results of operations, including
the confirmation of the Group’s targets and expectations for the
Group’s future performance generally; expectations regarding the
operating environment and market conditions and trends;
intentions and expectations regarding the development, launch
and expansion of products, services and technologies; growth in
customers and usage; expectations regarding spectrum licence
acquisitions; expectations regarding adjusted EBITDA, capital
additions, free cash flow, and foreign exchange rate movements;
and expectations regarding the integration or performance of
current and future investments, associates, joint ventures,
non-controlled interests and newly acquired businesses.

vonessiuwpy - O-@O-O-O———

Forward-looking statements are sometimes, but not always,
identified by their use of a date in the future or such words as
‘will’, ‘anticipates’, ‘aims’, ‘could’, 'may’, ‘should’, ‘expects’,
‘believes’, 'intends’, ‘plans’ or ‘targets’ (including in their negative
form). By their nature, forward-looking statements are inherently
predictive, speculative and involve risk and uncertainty because
they relate to events and depend on circumstances that may or
may not occur in the future. There are a number of factors that
could cause actual results and developments to differ materially
from those expressed or implied by these forward-looking
statements. These factors include, but are not limited to, the
following: changes in economic or political conditions in markets
served by operations of the Group; greater than anticipated
competitive activity; higher than expected costs or capital
expenditures; slower than expected customer growth and reduced
customer retention; changes in the spending patterns of new and
existing customers; the Group’s ability to expand its spectrum
position or renew or obtain necessary licences; the Group’s ability
to achieve cost savings; the Group’s ability to execute its strategy
in fibre deployment, network expansion, new product and service
roll-outs, mobile data, enterprise and broadband; changes in
foreign exchange rates, as well as changes in interest rates; the
Group's ability to realise benefits from entering into partnerships
or joint ventures and entering into service franchising and brand
licensing; unfavourable consequences to the Group of making and
integrating acquisitions or disposals; changes to the regulatory
framework in which the Group operates; the impact of legal or
other proceedings; loss of suppliers or disruption of supply chains;
developments in the Group’s financial condition, earnings and
distributable funds and other factors that the Board takes into
account when determining levels of dividends; the Group’s ability
to satisfy working capital and other requirements; changes in
statutory tax rates or profit mix; and/or changes in tax legislation
or final resolution of open tax issues; and changes resulting
directly or indirectly from the COVID-19 pandemic.

All subsequent written or oral forward-looking statements
attributable to Vodacom, to any member of the Group or to any
persons acting on their behalf, are expressly qualified in their
entirety by the factors referred to above. No assurances can be
given that the forward-looking statements in this document will

be realised. Subject to compliance with applicable laws and
regulations, Vodacom does not intend to update these forward-
looking statements and does not undertake any obligation to do so.

{
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Glossary

* All amounts in this Integrated report marked with a * represent normalised growth which presents performance on a

applicable, to show a like-for-like comparison of results.

comparable basis. This adjusts for trading foreign exchange, foreign currency fluctuation on a constant currency basis (using the
current year as base) and excludes the impact of merger, acquisition and disposal activities, at a constant currency basis where

# Information pertaining to South Africa only.

2G

as the internet and email.

2G networks are operated using global system for mobile (GSM) technology which offer services such as voice, text
messaging and basic data. In addition, the entire Group’s controlled networks support general packet radio services
(GPRS), often referred to as 2.5G. GPRS allows mobile devices to access internet protocol (IP) based data services such

Fifth-generation wireless is the latest iteration of cellular technology, engineered to greatly increase the speed and

3G | Acellular technology based on wideband code division multiple access (CDMA) delivering voice and data services.
4G | 4G technology offers even faster data transfer speeds than 3G/HSPA.
5G . ]
responsiveness of wireless networks.
BEE

Black economic empowerment is a programme launched by the
South African government to redress inequalities by giving
previously disadvantaged groups opportunities previously not
available to them. It includes measures such as employment
equity, skills development, ownership, management,
socioeconomic development and preferential procurement.

Churn

Churn is calculated by dividing the annualised number of
disconnections during the period by the average monthly
customers during the period.

Consumer

A customer in their individual capacity accessing mobile and/or
fixed products and services.

EBITDA

Earnings before interest, taxation, depreciation and amortisation,
impairment losses, profit/loss on disposal of investments,
property, plant and equipment and intangible assets, profit/loss
from associate and joint venture, restructuring costs and BEE
income/charge.

Enterprise

A customer that is a business or company accessing mobile and/
or fixed products and services.

FTTx

The number of fixed-line connections in South Africa, which
includes fibre to the home (FTTh) and fibre to the business (FTTb).
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International

International comprises the segment information relating to the
non-South African-based cellular networks in Tanzania, the
Democratic Republic of Congo, Mozambique and Lesotho, as well
as the operations of Vodacom International Limited and Vodacom
Business Africa.

n/a
Not applicable.

n/m
Not measured.

Smart devices
Smart devices include smartphones, tablets and modems.

South Africa

Vodacom South Africa is commonly referred to as South Africa in
the Integrated report. It relates to Vodacom (Pty) Limited, a private
limited liability company duly incorporated in accordance with the
laws of South Africa and its subsidiaries, joint ventures and SPVs.

TSR

Total shareholder returns consist of the aggregate share price
appreciation and dividend yield.
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Vodacom Group Limited

(Incorporated in the Republic of South Africa)
(Registration number 1993/005461/06)
(ISIN: ZAE000132577 Share code: VOD)
(ISIN: US92858D2009 ADR code: VDMCY)
(Vodacom)

Secretary and registered office of
Vodacom Group Limited

Sandi Linford

Vodacom Corporate Park

082 Vodacom Boulevard

Midrand 1685

South Africa

(Private Bag X9904, Sandton 2146, South Africa)
Telephone: +27 11 653 5000

Email: companysecretary@vodacom.co.za

Sponsor

UBS South Africa (Pty) Limited
(Registration number 1995/011140/07)
144 Oxford Road

8th Floor South Wing

Melrose, Johannesburg 2196, South Africa
(PO Box 522194, Saxonwold

Rosebank 2196, South Africa)

Auditors

Ernst & Young Inc.

102 Rivonia Road

Sandton

South Africa

(Private Bag X14, Sandton 2146, South Africa)

Corporate information
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ADR depository bank

Deutsche Bank Trust Company Americas
¢/0 Ast and Trust Co

Peck Slip Station

(PO Box 2050, New York NY, 10272 — 2050)

Transfer secretaries

Computershare Investor Services (Pty) Limited
(Registration number 2004/003647/07)
Rosebank Towers

15 Biermann Avenue

Rosebank 2196

South Africa

(Private Bag X9000, Saxonwold, 2132)

Group investor relations

Telephone: +27 11 653 5000
Email: vodacomIR@vodacom.co.za
Website: www.vodacom.com

Group media relations

Telephone: +27 11 653 5000
Email: mediarelations@vodacom.co.za
Website: www.vodacom.com
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For enquiries please contact: andrew.barendse@vodacom.co.za

o vodacom




