
Developing effective leadership and empowered people 

In uncertain and complex operating environments, we compete for success by 
being able to take advantage of new ways of thinking and doing business. Our 

experienced automotive, logistics and vehicle finance professionals provide us with 
a key differentiator in today’s knowledge-based economy. Agile leaders with the 
right skill enable the group to execute its strategy, they also make decisions that 

impact our customers and processes, as well as employee motivation. 

– OUR PEOPLE –

Our businesses are heavily reliant on people. Failure 
to manage our human capital resource in a strategic 
manner, creates the risk that our people are not 
working towards a common purpose, and that we 
lose talent or have insufficient depth of key talent 
to fill the talent pipeline. Promoting people diversity 
is another key area of focus which enables diverse 
thinking at strategic levels.

The integration of divisions under the organisational 
renewal project has provided us with the 
opportunity to implement human capital strategies 
that promote a high-performance culture. The past 
year has been spent on assessing the group’s 
human resources environment and understanding 
the human capital-related challenges faced by each 
division. Concerns raised through this analysis and 
by employees can be found on page 3 of this 
section.

Our intention is that divisions independently 
manage their human capital requirements in line 
with a group-wide framework of people-related 
philosophies, practices and processes. Imperial 
Holdings, at a group level, will act as an active 
centre that adds value to the divisions and oversees 
the governance aspects of human capital 
management. Once this framework is in place, 
targets will be set to measure our human capital 
performance and the data will be used to inform 
proactive decision-making.

51 256
EMPLOYEES MAKING THE GROUP THE 
9TH BIGGEST PRIVATE  
EMPLOYER IN SOUTH AFRICA  
(2015: 51 361).

74%
OF THE WORKFORCE IS BASED IN 
SOUTH AFRICA, WITH 8% AND 
18% BASED IN THE REST OF AFRICA 
AND INTERNATIONAL OPERATIONS 
RESPECTIVELY (2015: SOUTH AFRICA 
– 73%, REST OF AFRICA – 7% AND 
INTERNATIONAL – 20%).

99%
OF SENIOR MANAGEMENT IN  
SOUTH AFRICA, ARE SOUTH AFRICAN 
CITIZENS (2015: 98%).
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HIGHLIGHTS

Organisational effectiveness project
Started the organisational effectiveness project through a 
number of initiatives ranging from leadership assessments to job 
profiling and the identification of strategically critical positions.

Employment equity
Divisions increased their overall employment equity statistics 
however, targets to increase black representation at senior 
mangament level were not met.

Training spend
At June 2016, our training spend amounted to R319 million, an 
8% increase compared to the prior year due to higher spend on 
organisational effectiveness projects (2015: R295 million).

Recognition
Awarded Top Employers South Africa 2016 certification by the 
independently rated Top Employers Institute for the third 
consecutive year, and awarded Top Employer in the Automotive 
and Logistic sector. 

Our opportunities

 > Transparent and fair people practices.
 > An engaged and highly competent workforce motivated by people-focused 

leadership.
 > Increased capability for strategic thinking that sustains long-term value 

creation.

Our risks

 > Slow transformation.
 > Succession.
 > Attracting and retaining key leadership and technical skills.
 > Labour relations.

2016 graph excludes Regent (Financial Services) which is in the process of being sold.

Divisional
workforce

2015

 43% Logistics Africa

16% Logistics International

14% Vehicle Import, Distribution
  and Dealerships

25% Vehicle Retail, Rental and
  Aftermarket Parts

 2%   Financial Services 

Divisional
workforce

2016

 46% Logistics Africa

15% Logistics International

15% Vehicle Import, Distribution
  and Dealerships

24% Vehicle Retail, Rental and
  Aftermarket Parts

TRAINING AND DEVELOPMENT SPEND PER 
EMPLOYEE

R6 355
(2015: R5 753)

TRAINING HOURS PER EMPLOYEE

16 hours
(2015: 16 hours)
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OUR KEY HUMAN 
CAPITAL 
RELATIONSHIPS 
We communicate with our employees on an 

ongoing basis through face-to-face interactions, 

as well as electronic platforms such as email. 

During the year, there was increased 

engagement with the members of the 

executive committee and the Imperial Holdings 

KEY ISSUES RAISED 
THROUGH ENGAGEMENT PERFORMANCE AND INITIATIVES
The need to improve strategic 
workforce and succession 
planning

 > See managing organisational effectiveness on page 4.

Slow transformation at  
senior management levels

 > Executive and senior management incentive rewards are linked to growth in black 
(African, Coloured and Indian) representation at senior and middle management level.

 > 19,4% (2015: 17,5%) and 24,3% (2015: 21,2%) black representation at top and senior 
management respectively.

 > 16,5% (2015: 18,3%) and 20,8% (2015: 21,0%) women representation at top and 
senior management respectively.

 > See promoting workforce diversity on page 6.

Investment in targeted leadership 
development programmes

 > Customised personal development plans are in place to drive an ethos of self-
development.

 > 27 leaders attended the Executive Development programme during the year.

A lack of people-related  
data and analytics

 > Human capital information management systems are being implemented.
 > The human resources foundation is being rebuilt to provide consistent people policies and 

practices across the group to enable proactive human capital decision-making that increases 
efficiencies and promotes an engaged workforce.

Inconsistent approach to 
performance management across 
the group

 > Once comprehensive job profiles are established across the group, a clearly 
defined performance, and remuneration and reward framework will be 
implemented.

Impact of the changes being 
made to the organisation’s 
structure

 > Imperial Holdings executives are represented on the boards of the Logistics and 
Vehicles divisions to facilitate the change management process.

 > Change management and communication will start in August 2016 to ensure that 
sustainable results are achieved.

Local employment in international 
operations

 > Understanding local markets and culture is critical and requires that we develop and recruit 
locally in all our geographic operations, and retain key individuals in the businesses we 
acquire. Expatriates are only used to assist with technical issues such as aligning financial 
reporting requirements and streamlining systems to align new acquisitions to the group’s 
processes.

Minimum wage in Germany
Refer to page 20 of the Logistics section.

Board on the implementation of the group’s 

Organisational Effectiveness Framework. In 

addition, our bi-annual leadership conferences 

serve as a platform to engage with Executive 

Forum members on the alignment of the 

group’s strategy. Employee engagement 

surveys take place at divisional level and in 

2017 we will undertake a group-wide survey.

Managing labour expectations during difficult 

economic conditions is a challenge and could 

lead to strike action, which is a material risk for 

all our businesses. Some 85% of our 
employees in South Africa are covered by 
collective bargaining agreements. Our 
engagement with labour representatives and 
shop stewards at divisional level is ongoing 
and we actively participate in industrial labour 
councils to align our practices with industry 
best practice. Alignment of our people practices 
to bargaining council agreements is reported 
regularly. Formal grievance mechanisms, that 
comply with local legislation, are accessible to 
all our employees.

More information on our stakeholder universe and our approach to stakeholder 
engagement can be found in the key relationships section.
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MANAGING ORGANISATIONAL EFFECTIVENESS
To ensure we have the right people in the right roles, at the right cost with the right capabilities for current and future business needs, requires that 
we gain insight into our workforce profile so that we can optimally deploy key talent across the group and develop leadership capability to mitigate 
against succession risk. This in turn impacts our ability to attract new talent, and motivate and retain existing talent.

OUR APPROACH

ORGANISATIONAL 
EFFECTIVENESS 
FRAMEWORK

Smart, simple, effective and trusted talent management practices across the group will build 
cohesive teams with the same vision for the future. Given that Imperial has evolved 
entrepreneurially, our talent management practices differ across the divisions. The 
Organisational Effectiveness Framework, therefore, focuses on the implementation of leading 
edge talent management processes that drive performance, succession and transformation 
across the group in a robust, fair and consistent manner.

Three work streams (explained on page 5) have been established to implement the 
framework, with the rollout across the group expected to be completed in 2018. From 2017, 
talent management will be linked to executive and senior management’s performance and 
remuneration incentives.

Two key aspects to ensure the success of the framework are capability within the group’s 
human resources functions and technology systems.

TALENT FORUM Divisional talent forums, an extension of the executive committees, are mandated to 
articulate the three to five-year talent requirements for each division, which will then be 
consolidated to provide a group-level view.

Our performance
Organisational renewal
As part of the organisational restructure into 

two integrated divisions, management 

positions and functions are being reviewed to 

identify opportunities for consolidation and 

align structures to our strategy. Our ability to 

identify individuals to lead the two 

consolidated divisions and fill Imperial 

Holdings-level positions from within the 

group, well in advance of the new structures 

taking effect, demonstrates our strong 

progress in deliberate succession planning.

This process of reviewing how our people fit 

into the renewed organisational structure 

provides a number of benefits including a 

common understanding of Imperial’s strategy, 

clear roles and responsibilities, the articulation 

of key performance areas, and aligning 

leadership with the organisational ways of 

working. Within the Vehicles division, the 

alignment of the top three levels of 

management to the operating business model 

will be completed by December 2016, with 

the alignment of the tactical and operational 

levels expected by December 2017.

Information technology
People systems are being investigated and 

implemented in a phased approach across 

divisions depending on their human capital 

management needs. Our long-term goal is to 

develop a single integrated people solution 

that provides one view of the workforce so 

that our human resources processes are 

meaningfully linked to our business strategies 

at both group and divisional levels. A group 

head of human resources technology was 

appointed during the year to oversee the 

automation of our people practices.
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Organisational Effectiveness Framework

EXECUTIVE FORUM
TALENT  
MANAGEMENT PLAN

HUMAN RESOURCES 
FRAMEWORK  
AND CORE DATA

Identifies our strategically significant 
leaders across the group and the 
development required to capacitate them 
to deliver on future requirements. In 
addition, Executive Forum members are 
developed to identify future successors for 
their roles and the upskilling required by 
these individuals.

A formal process to enable strategic 
workforce planning through the 
identification and development of 
successors across the group in a consistent 
manner that is flexible enough to meet 
each division’s customised needs.

The implementation of effective people 
practices and processes across the group 
enabling us to anticipate future human 
capital requirements to support business 
strategy.

PROGRESS MADE 
Strategic talent reviews assessing the 
cognitive and behavioural leadership aspects 
of the Executive Forum members have been 
completed. These assessments have informed 
talent discussions between the Executive 
Forum members and their line managers, as 
well as their personal development plans. The 
talent reviews have also informed decisions 
regarding key appointments.

Future successors have been identified for 
each leadership role and plans put in place 
where no clear successor exists.

The compensation structures of the top 40 
leadership roles have been benchmarked.

PROGRESS MADE 
The succession status of strategically critical 
roles has been determined. These positions 
are critical to the ongoing sustainability and 
operation of the business.

Human resources practitioners and line 
managers are being trained on talent 
management concepts, including how to  
have effective talent conversations.

PROGRESS MADE 
Reviews covering key human capital 
elements including strategy, policies and 
processes; technology and reporting; work 
structures; performance and competency 
management; pay and incentives; and 
organisational culture have been undertaken 
in each division. Findings and 
recommendations have been shared with 
each division’s chief executive officer, and 
have led to projects around core data and 
people practices.

Projects to develop robust job profiles based 
on experience, skill, responsibility and 
qualification requirements are underway. This 
will promote fair labour practices by ensuring 
consistency in pay and conditions of work, and 
will link performance to reward. To date, 40% 
of the group has completed generic job 
profiling.

OBJECTIVES 
 > Embed an executive succession and 

self-developmental ethos across the group.
 > Quarterly strategic talent reviews of 

Executive Forum members to track 
development.

OBJECTIVES 
 > A clear view of the group’s internal talent 

capable of moving into strategically critical 
positions in the next three to five years, and 
the related development requirements.

 > An understanding of the external resourcing 
required to fill potential succession gaps.

 > Identify imminent succession challenges.
 > Drive the upward mobility of black 

employees into senior positions.
 > Implement the metrics required to assess 

talent pools.

OBJECTIVES 
 > Standardised people practices and processes 

that are flexible enough to cater for each 
division’s specific human capital needs, and 
are free of race and gender bias. Policies 
and processes will be reviewed annually.

 > Better human capital decisions based on 
accurate and easily accessible data.

 > Empowered employees able to navigate 
potential career paths.
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Looking ahead

As we formalise talent management structures across the group, we aim to retain 
the empowering culture that has benefitted Imperial in the past, and is derived 
from the entrepreneurial origins of the group.

With the talent management process for the 
Executive Forum members almost fully 
embedded, the second phase of the process 
will shift focus to our next level of leaders, 
with the aim of accelerating black candidates 
into senior roles.

The implementation of effective integrated 
people practices will require upfront 
expenditure however will achieve staff cost 
and efficiencies savings over the next three to 
five years. Once comprehensive job profiling 
is complete, we will implement a consistent 
and clearly defined performance management 

framework across the group, which will 

assess the technical and behavioural 

performance of employees, enable effective 

goal-setting and identify where learning and 

development interventions are required. 

Annual salary benchmarking will also be 

conducted across the group.

Our people data reporting capability is 

expected to improve, facilitating strategic 

workforce planning and talent decisions, as 

well as the ability to track, manage and 

report employee-related cost and investment.

Strategic workforce planning will enable us to 
implement recruitment initiatives such as 
graduate programmes, school leaver 
bursaries, and vacation work to target and 
attract the required skill in a market where 
demand for skilled labour far exceeds supply. 
Not only will this help us to build skills within 
the group, but enhanced brand positioning as 
a multinational organisation that offers 
developmental opportunities will also 
contribute to Imperial’s attractiveness as an 
employer of choice.

PROMOTING WORKFORCE DIVERSITY
With 74% of our employees located in South Africa, it is imperative that our workforce increasingly reflects the demographics of the talent pools 
we select our employees from, as this enables us to understand the diverse needs of our domestic market.

OUR APPROACH

ORGANISATIONAL 
EFFECTIVENESS 
FRAMEWORK

As we have grown through the acquisition of generally white-owned businesses, our 
employment equity performance is impacted by the rate of employee attrition. To sustainably 
achieve our transformation objectives, our Organisational Effectiveness Framework will focus 
on promoting talented black employees into management positions when these positions 
become available. Based on the demographics of a particular skill set in the market, we give 
preference to black candidates when recruiting externally.

EMPLOYMENT 
EQUITY TARGETS

Employment equity plans for each division set out employment equity targets and the 
initiatives in place to meet these targets. Performance against annual employment equity 
targets is monitored by divisional transformation committees and at group level by the social, 
ethics and sustainability committee.

GENDER FOCUS IN 
GERMANY

A key focus for Logistics International is to voluntarily increase the quota of women 
representation at senior level.

EXECUTIVE AND 
SENIOR MANAGER 
PERFORMANCE 
INCENTIVES

Growth in black representation at senior and middle management level is linked to the 
performance and remuneration incentives of South African-based executive and senior 
managers. For Logistics International, gender diversity is linked to performance and 
remuneration incentives.

Our performance
Turnover at senior management level is low with senior leaders having deep specialisation in their areas of business. During the year, we 
completed a review of our employment equity practices in South Africa and are addressing gaps identified in our target setting process and 
external recruitment. The actions taken in response to the review have informed the broader talent management initiatives discussed on page 4. 

At June 2016, black representation at top and senior management levels was 19,4% (2015: 17,5%) and 24,3% (2015: 21,2%) respectively. 
Women representation in the South African operation was 16,5% (2015: 18,3%) and 20,8% (2015: 21,0%) at top and senior management 
respectively. In Germany, one executive member out of 22 executives at Logistics International is a woman and female representation at senior 
level is 10%. 

More information on our transformation progress in South Africa can be found on page 5 of the demonstrating social value section, and 
at divisional level in the Logistics and Vehicles sections.  
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Employment equity in South Africa 

Occupational levels

Male Female Foreign nationals Total

A C I W A C I W Male Female 2016 2015

PERMANENT EMPLOYEES

Top management 4 1 6 74 1 4 4 6 1 2 103 120

Senior management 30 9 45 321 13 5 23 66 2 0 514 529

Professional specialist/
mid-management 246 188 303 1 319 170 115 156 797 12 10 3 316 3 330
Skilled junior management 2 366 967 800 2 398 1 015 417 273 1 319 72 14 9 641 9 627

Semi-skilled 9 909 1 742 599 784 2 685 849 389 1 090 89 15 18 151 17 501

Unskilled 3 828 521 66 57 1 005 118 7 37 34 6 5 679 6 069

Total permanent employees 16 383 3 428 1 819 4 953 4 889 1 508 852 3 315 210 47 37 404 37 176

Non-permanent employees 118 29 19 42 86 18 7 27 0 0 346 478

Total 16 501 3 457 1 838 4 995 4 975 1 526 859 3 342 210 47 37 750 37 6541

A = African, C = Coloured, I = Indian, W = White
1 Total number of employees in South Africa.

TRAINING AND DEVELOPMENT
We operate in complex environments which place increasing demands on our employees. In addition, the lack of job opportunities in South Africa 
means that young people are not able to acquire employable skills, creating a skills shortage. These factors require that we focus on the 
continuous development of our people to ensure that we are able to meet our business objectives.

OUR APPROACH

EMPLOYEE 
ASSESSMENTS

As part of the performance management process, employees are assessed by the Imperial 
Psychometric Assessment Centre for developmental and promotional purposes. The 
assessment process will be revised going forward to align to the Organisational Effectiveness 
Framework. 

TRAINING FACILITIES 
AND DEVELOPMENT 
PROGRAMMES

Together with interactions between our leaders and the human resources function, employee 
assessments enable us to introduce focused and relevant programmes, and on-the-job 
training that meets skills gaps in areas ranging from technical training through to executive 
development. A variety of learning techniques are used to ensure that learning is delivered 
effectively.

Our Management Development and Dealership Management programmes support the 
promotion of employees into middle management. Newly appointed middle managers are 
supported in their new roles through orientation and personal mastery programmes delivered 
by accredited providers of education. The development of senior managers and executives is 
delivered through the University of Cape Town’s business school.

The group operates three academies: The Imperial Logistics Academy; and in the Vehicles 
division, the Imperial Technical Training Academy (the largest provider of automotive 
technical trades training in South Africa) and the Imperial Retail Academy.

  Training interventions specific to each division are set out in more detail in the Logistics 
and Vehicles sections.
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Our performance
At June 2016, our training spend increased 8% compared to the prior year due to higher spend on organisational effectiveness projects, and the 
average number of hours of training per employee remained at 16 hours. A total of 628 development assessments were undertaken by the 
Imperial Psychometric Assessment Centre during the year.

TRAINING Logistics Vehicles Group total

2016 Africa International

Import,
Distribution

and Dealerships

Retail,
Rental and

Aftermarket Parts

Number of employees 23 241 7 437 7 271 12 165 50 212¹
Training spend (R’000) 109 299 24 068 59 460 126 249 319 076
Training spend per employee (R) 4 703 3 236 8 178 10 378 6 355
Number of training hours 441 848 4 960 86 842 278 709 812 359
Number of training hours per employee 19 0,7² 12 23 16

Note: The group total excludes Regent (Financial Services) which is in the process of being sold. 
¹ Includes 98 employees based at head office.
² Logistics International tracks the number of hours for managers and young professionals only.

TRAINING Logistics Vehicles Group total

2015 Africa International

Import,
Distribution

and Dealerships

Retail,
Rental and

Aftermarket Parts
Financial
Services

Number of employees 22 037 8 233 7 299 12 606 1 186 51 361
Training spend (R’000) 108 730 21 670 41 742 118 105 5 244 295 492
Training spend per employee (R) 4 934 2 632 5 719 9 369 4 422 5 753
Number of training hours 459 121 3 136 100 542 293 176¹ 9 847   865 822
Number of training hours per 
employee 21 0,4² 14 23¹ 8 16

¹ Restated. 
² Logistics International tracks the number of hours for managers and young professionals only.

ONLINE CASE STUDIES

CHANGING A DISTRIBUTION  
CENTRE FROM“I” TO “WE”,  
AND REAPING THE RESULTS
Over the past three years, the Legitimate 
Leadership and Grow to Care programmes 
implemented at the parts distribution 
centre in South Africa have increased 
productivity.

MONITORING THE PROGRESS 
OF MIDDLE MANAGERS
DataDot Technology SA implemented a 
monitoring and evaluation system during 
the 2016 financial year to track the 
development of middle managers against 
specific outcomes.

A NEW TRAINING CENTRE IN  
POZNA´N FOR FORKLIFT 
OPERATORS
203 people have received practical and 
theoretical training at the new centre, 
positively contributing to the quality  
standards of Logistics International.

GRI
G4

GRI G4-2, G4-10, G4-11, G4-26 to 27, 
G4-51, EC6, LA9, LA10, LA12


