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1. STAFFING PHILOSOPHY
G.O.D.S builds its team with the same philosophy it applies to its programmes: mission alignment over market rate, potential over credentials, capacity to grow with a system rather than fit into a static role.
The organisation is designed to scale from 18 FTEs in Year 1 to 1,163 by Year 10 — through a structured pipeline that promotes from within (S.E.T.H.S alumni and programme graduates into operational roles) while hiring externally for technical and executive capacity at each phase gate.
Non-negotiables for all hires: documented understanding of the G.O.D.S constitutional mandate, COB-conducted governance orientation, background check proportionate to role sensitivity, and probation review at Month 3.
2. ENTITY HIERARCHY & REPORTING LINES
	Entity
	Type
	Role
	Reports To
	Controls

	G.O.D.S IP Trust
	Inter vivos trust
	Mission custody. IP protection. Class A constitutional governance.
	Master of the High Court (registration)
	Class A shares in G.O.D.S Holdings. IP Schedule. Constitutional mandate.

	G.O.D.S Holdings (Pty) Ltd
	Private company
	Constitutional parent. 12 Pillar enforcement. COB operating within.
	IP Trust (Class A governance); Shareholders (economic)
	G.O.D.S TS Holdings. COB mandate.

	Constitutional Oversight Board (COB)
	Governance body
	Independent oversight. Constitutional compliance. Veto on Pillar matters.
	G.O.D.S Holdings (constituting entity); reports publicly on governance
	All executive decisions subject to COB review. Pillar veto.

	G.O.D.S TS Holdings (Pty) Ltd
	Private company
	Commercial engine. Revenue architecture. Investor capital vehicle.
	G.O.D.S Holdings (parent)
	S.E.T.H.S, UDOC Technologies, TS Industries, M.A.D.I.B.A Capital

	Division Subsidiaries (x4)
	Private companies
	Operational entities: S.E.T.H.S, UDOC, TS Industries, M.A.D.I.B.A
	G.O.D.S TS Holdings as shareholder
	Each has divisional board and governance committee




3. EXECUTIVE REPORTING LINES — STARTUP PHASE (YEARS 1–2)
	Role
	Reports To
	Manages
	Division
	Hire Priority
	CTC Range

	Founder / CEO
	IP Trust + COB (constitutional); Board (commercial)
	COO, CFO, Division Heads
	Group
	P0 — Founder, existing
	Equity + Stipend

	Chief Operating Officer
	CEO
	All Division Operations, HR, Admin
	Group
	P1 — hire Month 1
	R600K–R900K

	Chief Financial Officer
	CEO + COB (financial oversight)
	Finance, Reporting, Compliance
	Group
	P1 — hire Month 2
	R600K–R840K

	Legal Counsel / Company Secretary
	CEO + COB
	Legal, IP, Contracts, Governance
	Group
	P1 — engage Month 1
	R480K–R720K

	S.E.T.H.S Programme Head
	COO
	S.E.T.H.S team (8+ FTE)
	S.E.T.H.S
	P1 — hire Month 2
	R480K–R720K

	UDOC Engineering Lead / CTO
	COO + CEO
	Engineering team (4 FTE Phase 1)
	UDOC
	P1 — hire Month 2
	R960K–R1.44M

	T.S Project Director
	COO
	T.S project team (Phase 2 hire)
	T.S
	P2 — hire Month 8–10
	R600K–R900K

	M.A.D.I.B.A Capital Director
	CEO + COB
	M.A.D.I.B.A team (Phase 3 hire)
	M.A.D.I.B.A
	P3 — hire Month 18+
	R840K–R1.32M

	Chief of Staff
	CEO
	Board management, stakeholder comms, project coordination
	Group
	P2 — hire Month 4–6
	R360K–R540K

	Head of Partnerships
	CEO + COO
	Government relations, DFI engagement, MOU negotiations
	Group
	P2 — hire Month 4–6
	R480K–R720K




4. HEADCOUNT EVOLUTION — STARTUP TO SCALE
	Function
	Year 1
	Year 2
	Year 3
	Year 5
	Year 10

	Group Executive (CEO, COO, CFO, Legal, CTO)
	4
	5
	6
	7
	9

	S.E.T.H.S (Programme + AI Literacy + M&E)
	8
	25
	60
	160
	450

	UDOC (Engineering + Product + Client Success)
	4
	12
	28
	75
	220

	T.S (Project + Engineering + O&M)
	0
	15
	45
	120
	380

	M.A.D.I.B.A (Capital + Advisory)
	0
	3
	8
	20
	55

	Group Support (HR, Finance, Legal, Admin)
	2
	5
	10
	20
	40

	Constitutional Oversight Board (non-exec)
	3
	5
	5
	7
	9

	TOTAL HEADCOUNT
	18
	65
	157
	402
	1,163




5. DIVISION HIRING PRIORITIES — PHASE 1 DETAIL
5.1 S.E.T.H.S Division — 14 FTE at Pilot Launch
	Position
	Priority
	CTC (ZAR)
	Critical Requirements

	Programme Director
	P1 — Month 1
	R480K–R720K
	Workforce development, social programmes, government liaison, team leadership

	Head of Curriculum & Learning
	P1 — Month 1
	R360K–R540K
	Adult education, curriculum design, SETA alignment, facilitator management

	Operations Manager
	P1 — Month 1
	R360K–R480K
	Logistics, facilities, vendor management, budget oversight

	Senior Facilitators (×2)
	P1 — Month 2
	R240K–R360K
	Adult facilitation, life skills, workplace readiness, cohort management

	Vocational Facilitators A–D (×4)
	P1 — Month 2
	R180K–R240K
	Construction, digital ops, agriculture, community health — pathway specific

	Case Managers (×3)
	P1 — Month 2
	R192K–R264K
	Social work/case management, crisis intervention, participant support

	Psychosocial Counsellor
	P1 — Month 2
	R264K–R360K
	Registered counsellor, trauma-informed practice, EAP

	Employer Partnerships Manager
	P1 — Month 2
	R300K–R420K
	B2B relationship management, HR networks, labour market knowledge

	M&E Officer
	P1 — Month 3
	R240K–R300K
	Social impact measurement, M&E frameworks, data analysis, reporting


5.2 UDOC Division — 4 FTE Phase 1 + CTO
	Position
	Priority
	CTC (ZAR)
	Critical Requirements

	CTO / Chief Architect
	P1 — Month 2
	R960K–R1.44M
	Distributed systems, PQC encryption, cloud architecture, B2B SaaS, security-first design

	Senior Backend Engineer
	P2 — Month 3
	R600K–R960K
	Python, FastAPI, PostgreSQL, Kafka, API security

	Senior Frontend Engineer
	P2 — Month 3
	R480K–R720K
	React, TypeScript, compliance dashboards, data visualisation

	Security Engineer
	P2 — Month 4
	R720K–R1.08M
	Cryptography, penetration testing, NIST PQC, cloud security

	DevOps / Platform Engineer
	P2 — Month 4
	R600K–R840K
	Kubernetes, Terraform, CI/CD, sovereign cloud, on-premise deployment

	Product Manager
	P2 — Month 4
	R540K–R780K
	B2B SaaS, compliance tech, government stakeholder management

	Compliance & Legal Advisor
	P2 — Month 5
	R480K–R720K
	POPIA, GDPR, EU AI Act, data governance, government procurement law




6. COMPENSATION PHILOSOPHY
G.O.D.S cannot and does not attempt to compete on immediate compensation with large financial institutions or established technology companies. The compensation architecture is designed to self-select for candidates motivated by long-horizon institutional contribution rather than immediate maximisation.
	Component
	Design
	Objective

	Base Salary
	Market-competitive — capable, not maximum. Ensures capability threshold without misaligning incentives.
	Attract qualified, capable candidates without creating transactional culture

	Long-Horizon Equity (Class D)
	4–7 year vest. Structured to reward institutional performance and tenure. S.E.T.H.S graduates eligible after 3 years employment.
	Create generational alignment. G.O.D.S outcome improves personal financial outcome.

	Annual Performance Bonus
	0–25% of base. Tied to divisional outcomes AND constitutional compliance rating — not purely financial metrics.
	Incentivise contribution to mission, not only commercial output

	Mission Premium
	Research shows 15–25% discount for genuinely purpose-driven work among mission-aligned candidates. G.O.D.S makes this explicit in hiring.
	Self-selection — attract candidates whose values align with 250-year mandate

	Succession Investment
	Annual leadership development programme. COB-approved succession candidates identified 5 years before transition.
	Institutional continuity. Constitutionally aligned leaders at every level.
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