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AND DEVELOPMENT
EMPLOYEE TRAINING AND DEVELOPMENT IS A STRATEGIC
IMPERATIVE SUPPORTING THE IMPROVEMENT OF
ORGANISATIONAL CAPABILITIES AND ACHIEVEMENT OF
BUSINESS OBJECTIVES. TRAINING NEEDS ARE IDENTIFIED
THROUGH INTERACTIONS BETWEEN THE GROUP’S BUSINESS
LEADERS AND THE HUMAN RESOURCE FUNCTION, RESULTING
IN FOCUSED TRAINING PROGRAMMES.
Integrated training and development
programmes are developed and
presented in all divisions at various
levels in the organisation. These
programmes are aimed at personal
growth as well as skills development.
They are delivered through a blended
learning approach, meaning that a
variety of learning techniques are used
to ensure that learning is delivered as
effectively as possible.
During 2015, R295 million was spent on
training and development programmes
across the group.

One example of an effective training
intervention has been the management
development programmes that support
progression of employees towards
middle management levels in the
Vehicle Retail, Rental and Aftermarket
Parts and Logistics Africa divisions.
These programmes are accredited
and carry credits towards a national
qualification on NQF level 5. They
will also feed into a second year
BBA degree that will be available to
employees from 2016, following a
recent agreement with the Southern
Business School.

Training and development for senior
and executive levels is presented
through leading South African business
schools. Orientation and personal
mastery programmes are offered to
newly-appointed middle management
candidates, such as project 60 for
Chartered Accountants across the group.
Management development programmes
are run in conjunction with the Gordon
Institute of Business Science (GIBS).
Psychometric Assessments are
conducted on job applicants through
the Imperial Psychometric Assessment
Centre, to improve recruitment
decisions and employment processes.
Existing staff are also assessed for
developmental and promotional
purposes.
The centre is staffed by psychologists
and psychometrists who utilise scientific
methods and psychometric tests. On
average, 130 candidates are assessed
by the centre on a monthly basis.

Training development spend and training hours in 2015
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7 299

12 606

22 037

8 233

1 186

51 361

Training spend (R000)
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Technical training in the Vehicles
divisions is undertaken through the
Imperial Technical Training Academies,
which include facilities in Germiston and
in Cape Town, and are recognised as
leaders in the provision of automotive
technical trades training.

IMPERIAL TECHNICAL
TRAINING ACADEMIES
KEY FACTS

Seven trades in the
automotive industry
are covered by courses
at the Imperial
Technical Training
Academies
During the 2015
financial year, 1 017
apprentices were
registered on the
various programmes
Total investment
in the Academies
has amounted to
R106 million over
the last three years

Programmes form an integral part of efforts to support diversity. In the Vehicle
Import, Distribution and Dealerships division, for example, 139 black male
learners are registered on apprenticeship programmes. In the Vehicle Retail,
Rental and Aftermarket Parts division, 66% of apprentices on the programme
are equity candidates and 64% of total training spend in the division is allocated
to black employees.

“I have grown so much – emotionally,
mentally and otherwise. I have developed
a lot of great interpersonal qualities…
I learned a lot about corporate governance,
understanding different cultures in the
organisation and how to interact with them
among all the other staff.”
Princess Mphuti – a learner on one of the
Europcar programmes in 2015

TRAINING AND
DEVELOPMENT IN
THE CAR RENTAL
DIVISION

CASE
STUDY

In customer-facing industries, such as car rental, training
and development is particularly critical. In the car rental
division, close to 3,5% of annual payroll costs are allocated
to skills development and training, equating to just over
R5,3 million annually.
Programmes range from foundational learning, focusing
on communications skills in English, to national certificates
in general travel and middle management development.
During the year, the car rental division was selected as
a finalist in the Top Empowered Skills Development
Award category at the 14th Annual Oliver Empowerment
Awards. The bulk of the division’s training budget is
allocated to black employees. There is a particular
focus on the recruitment and training of previously
unemployed young black people.
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CASE
STUDY
The training intervention at KIA Motors
is focused on enhancing the customer
experience at service centres in a way
that will set the business apart from its
competitors. Traditionally, the division’s focus
was on selling cars, but training takes account
of the fact that this focus has now shifted to
enhancing the client’s experience after they
have bought a vehicle.
Learning is based on principles implemented
at the Ritz-Carlton Hotel Group, which the
division has studied to understand how
service philosophies from the hospitality
industry can be applied to the vehicle retail
sector.
Through the programme, the division
aims to change the KIA customer service
experience by:
> Training front-line employees on the
required behaviour changes
> Aligning all service centre and workshop
staff on the need for change

>P
 romoting better understanding
of the business objectives
The programme started with a pilot group
in Edenvale. On the basis of this pilot, the
division established what the issues were,
what some of the obstacles to delivering
excellent customer service consistently
might be and how well employees were
working as a team. Issues relating to
communication, trust and managing
conflict have been addressed through
‘Crucial Conversations’ training, which
all employees attend.
The anticipated outcomes of the programme
are that employees will have a thorough
understanding of and competency in the
critical areas of their job functions, an
understanding of how the various job
functions interrelate and of how their
actions impact on customer satisfaction
as a whole.

> T RAINING AND
DEVELOPMENT
Sustainable Development Report 2015

IMPERIAL HOLDINGS LIMITED

PEOPLE

04

AFRICA AUTOMOTIVE AFTERMARKET SOLUTIONS

ESTABLISHES SUPERVISORY
MANAGEMENT AND
LEADERSHIP PROGRAMMES

CASE
STUDY

Africa Automotive Aftermarket Solutions
(previously the Midas Group) launched
supervisory and leadership programmes
during the year, which are specifically
designed to develop employees at junior
and middle management levels.

>> Some of the specific outcomes are that:
Candidates develop the ability to identify
business problems and apply their learning
within their own business context –
promoting a mindset of being a ‘solution
maker’ rather than ‘problem finder’

The programmes play a critical role in
transformation, with learners generally
being able to either expand their capacity
within their current role following their
participation, or become eligible to take
on new roles. The leadership programme,
for example, consists of a number of twoday workshops, covering subjects such as
personal mastery, building relationships,
financial management and marketing, sales
and customer management as well as an
individual project completed at the end of
the course.

>> The division is better able to retain key
skilled staff, with participants remaining
committed to the group following the
training intervention
Through learnerships, the division has
also been able to provide employment
opportunities for unemployed disabled
learners. Approximately R5,3 million was
spent on skills development by the business
during 2015, of which 88% was spent on
black candidates.
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The Imperial Logistics Academy was
established in 2013 by the Logistics
Africa division to support employees
with their learning and development
needs, thereby facilitating improved
business performance and individual
career mobility. As in other divisions,
training and development programmes
support employment equity strategies.
In the Logistics Africa division, close to
1 500 equity candidates participated in
2015 in internships, in-service training
and skills programmes. Over 1 000
black males and over 300 black females
undertook learnerships and 51 black
learners undertook apprenticeships.
The Academy operates across various
levels, from facilitating workplace
entry and tertiary education support
to industry collaboration and research.
It offers a broad range of learning and
development programmes, customised
to reflect best practice in the division.
Subject matter experts from within the
group contribute to training programmes
by way of content development, guest
lecturing and mentorship, allowing for
skills transfer internally. In partnership
with the Open Learning Group, the
Academy offers three Higher Education
distance learning programmes:
> A Bachelor’s degree in Business
Administration (BBA): Logistics and
Supply Chain Management (NQF level 7)
> A diploma in Logistics and Supply
Chain Management (NQF level 6)
> A higher certificate in Logistics
Management (NQF level 5)
The Imperial Logistics Academy is
accredited with the Transport Education
and Training Authority and recognised as
an ISOE (Institute for Sector Occupational
Excellence) for the Transport and
Logistics sector. It is accredited for
various learnership programmes,
allowing employees to work towards
national qualifications.

The Academy is a registered training
partner of the Chartered Institute of
Management Accountants (CIMA) in
South Africa and has received significant
external and industry recognition for
its work, most recently being awarded
Corporate Educator of the Year Award
at the 2013 and 2014 Supply Chain
Excellence Awards of the Association of
Operations Management of Southern
Africa (SAPICS).
The group was also named Graduate
Employer of Choice in the Transport and
Logistics sector by the South African
Graduate Recruiters’ Association.
A close relationship is maintained with
further and higher education institutions
across South Africa by means of
sponsorships, guest lecturing and
participation in career programmes.
A key strategic thrust for the Academy
is to build a pipeline of graduates across
further and higher education, feeding
into the division’s bursary and internship
programmes. A dedicated graduate
development manager is employed
by the Academy to engage with these
institutions and to promote the Imperial
Logistics Africa brand to graduates
across South Africa.
The Academy contributes to thought
leadership and innovation within the
discipline of supply chain and logistics
management through research,
sponsorships and partnerships. In line
with the division’s vision to expand its
African footprint, it is also affiliated with
the Imperial Health Sciences Supply
Chain Academy, one of Africa’s leading
providers of training and development
for people working in the continent’s
public health supply chain.

CHANGE MANAGEMENT IN THE

INTERNATIONAL
LOGISTICS
DIVISION
In the context of the changes
underway in the Logistics
International division,
where the various business
streams are starting to
operate more cohesively
as a division, development
programmes have been a
critical factor in enabling
employees to interact
with other businesses in
the division, and learn
about them at first hand.
The flagship programme,
‘Develop Yourself’ has
addressed topics such as
change management,
conflict management and the
management of complexity,
which support the division’s
strategy of business streams
working together to realise
synergies for common
clients.

