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02 Developing effective leadership  
and empowered people

WHY THIS IS A PRIORITY 
A strong employee value proposition is essential to be considered an employer of choice, 
and to attract and retain top talent.

To cultivate a culture that empowers our employees to drive growth and innovate, 
and to steer our business through challenging economic conditions, we need an effective 
leadership team of high quality managers. This is particularly relevant during the current 
restructuring of our business which can create uncertainty for employees. In addition to 
negatively impacting succession plans, the loss of key talent impacts our customer service 
levels and increases our costs as we need to train new employees. 

Retaining talent is particularly material for Financial Services, as our employees that offer 
advice and sell regulated financial products must be accredited, therefore sourcing the 
right skills and qualifications can be difficult. In addition, the type of skill required by 
Financial Services is extensive, ranging from data science, actuarial, market analysis, 
product administration and claims management capabilities to procurement and risk 
management skills.

To deliver on our objectives requires a skilled workforce that is able to:

 > Access future growth opportunities through the expansion of our business into 
geographies outside of South Africa. 

 > Use the collective knowledge and expertise of the Motus team to build customer 
retention.

 > Drive sales by articulating the customer value proposition in a knowledgeable and 
professional manner.

 > Maintain the technical and customer experience standards required by OEMs.
 > Develop new product offerings and innovative ways of doing business that offer 

customers greater value than that provided by our competitors. 
 > Improve our utilisation of data to access further opportunities. 
 > Enhance our operating processes and cost management. 
 > Innovate and disrupt ourselves and our traditional business models in an industry that 

is facing profound change.

RISKS AND CHALLENGES

 > Consolidation of the vehicles 
businesses into one 
collaborative Motus team with 
strategically aligned objectives. 

 > Availability of successors, 
particularly black candidates, for 
executive and other key 
positions. 

 > Transforming the workforce 
in South Africa given the 
low growth environment 
which constrains our ability 
to hire new staff.  

 > Skills required to maintain 
profitability in a low growth 
environment and changing 
consumer market. 

 > Fierce competition for skills in 
the industry. 

 87% South Africa (2016: 89%)

 1% African Regions (2016: 1%)

 12% United Kingdom and Australia (2016: 10%)

Regional
breakdown

TOTAL NUMBER OF EMPLOYEES

17 523
2016: 19 436
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Strong, visible leadership and talent management

Our leaders and the future successors for each leadership role participate in strategic talent reviews, 
which assess leadership capability and provide feedback on where skills can be improved. Succession 
plans are in place for key roles and our market research makes sure that our salaries and incentive 
schemes are competitive. 

Our talent management programme identifies individuals with the potential to progress into more 
senior leadership roles. By understanding who these individuals are, we can make sure that we deliver 
the right development interventions to support their progress, and ensure that they are recognised and 
rewarded for their contributions. In certain parts of the division, mentoring programmes ensure that our 
investment in development interventions deliver the expected returns by exposing talented individuals 
to management and providing on-the-job learning.  

SDW: developing effective leadership and empowered people; more information on talent 
management at group level (page 06). 

The structural changes we 
are making in Motus aim 
to create clear 
accountabilities for our 
employees. More 
specifically, we are 
focused on creating 
stimulating careers, a 
dynamic and collaborative 
workplace and a culture 
that supports high-
performance, continual 
self-improvement and 
innovation, and embraces 
the benefits of diversity 
and the need to 
accelerate transformation.

2017 PERFORMANCE 

A strong leadership team that is driving change
The management changes that we have made within Motus over 
the past year have resulted in a younger leadership team with an 
average age of 46 years. The team is enthusiastic about the 
Motus strategy and the changes we are making to consolidate 
the division, and feel more empowered to make decisions.  

We understand that the extensive organisational changes 
underway can cause disruption and uncertainty for our 
employees, therefore our leaders have been tasked with 
transparently and regularly communicating with their employees 
to address their concerns and motivate their support in reaching 
our strategic objectives. This includes taking specific feedback on 
any obstacles that employees feel may be hindering their ability 
to fulfil their roles effectively.

366 talent conversations   
HELD WITH EXECUTIVES AND SENIOR MANAGERS. BASED 
ON THEIR ASSESSMENT OUTCOMES, DEVELOPMENT AND 
GROWTH OPPORTUNITIES WILL BE CREATED FOR THESE 
LEADERS, ENSURING THAT WE CONTINUE TO HAVE THE 
RIGHT SKILLS AND COMPETENCIES THAT WILL SUSTAIN 
MOTUS INTO THE FUTURE. 

Seventeen executives  
ATTENDED THE EXECUTIVE DEVELOPMENT PROGRAMME AT THE 
UNIVERSITY OF CAPE TOWN’S BUSINESS SCHOOL.

  Shifting our leadership 
approach towards a more 
people-focused culture

Hyundai introduced its Care and Growth Leadership 
Intervention to encourage a more people-focused culture 
within the business and lower a high employee turnover. 
All our Hyundai executives, and senior and middle 
managers were required to participate in the programme 
which was driven by a steering committee that included 
Hyundai’s CEO. When the programme ended in May 2017, 
over 200 leaders had participated.

Adopting a holistic approach, the programme assessed 
each participant’s strengths and weaknesses and gathered 
insight from their direct reports. The findings were fed 
back to participants, who then attended six application 
modules. During each module, participants shared their 
exercises with their peers and reflected on how they 
applied the principles taught. 

The programme has delivered pleasing results – our staff 
at Hyundai are more engaged and empowered and our 
staff turnover has reduced. To have sustained results, 
Hyundai will undertake follow-up interventions. 
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Transformation at management level and promoting workforce diversity

We are fully committed to the ideals set out by the Employment Equity Act, Skills Development Act and 
BBBEE, and we aim to go beyond mere compliance with minimum requirements. Our objective is to 
build a diverse and representative workforce based on the understanding that diversity matters and 
that equitable representation at all levels promotes innovation through a diversity of views, fosters a 
high aptitude for operating in diverse markets and engaging with diverse distributors and suppliers, and 
more broadly contributes to social cohesion.

Employment equity is a standing agenda item at monthly executive committees, and employment 
equity and the progression of black people into senior roles determines a portion of the incentives paid 
to senior managers.

The consolidation of Motus has provided the opportunity to develop a new standardised transformation 
philosophy and strategy for the division. Employment equity targets are in place across all our 
businesses in South Africa with timeframes varying between three and five years, however, 
consolidated targets for the division are not yet in place given the recent restructure. We are 
developing a comprehensive employment equity plan for the division which will be submitted to the 
Department of Labour. The plan will set out our employment equity targets to June 2018, as well as our 
new employment equity governance structures with dedicated committees to measure progress.  

A shortage of required skills in South Africa and a high staff turnover at junior management levels 
challenges our transformation progress. We use employee engagement surveys, management insight 
and conversations with employees to better understand the barriers to employment equity.

Our external partnerships with transformation recruitment agencies help us to attract more black 
candidates into the division. We work hard to uphold appointment ratios that promote the progression 
of black people, and aim for 50% of internal promotions and 70% of external appointments being 
awarded to black candidates. 

Our apprenticeships, learnerships for unemployed black youth and graduate development programmes 
contribute to a pipeline of skilled black employees. 

Our engagement with the 
Department of Labour is 
ongoing to establish 
achievable employment 
equity targets. 

All proposed white senior 
management 
appointments are 
reviewed to ensure that a 
robust process has been 
undertaken to first source 
suitable black candidates.



17 / SUSTAINABLE DEVELOPMENT REPORT 2017 / Motus review

 Building an inclusive culture 
To achieve a standard philosophy that drives transformation, a project to review best practices in employment equity and to 
understand the barriers to employment equity is underway. We are also revising our recruitment policies and plans to focus on 
sourcing skilled and experienced black candidates. A black woman executive was appointed in Vehicle Retail and Rental, improving 
our employment equity performance at top management level in this business unit.

During the reporting year, Vehicle Import and Distribution and Financial Services were reviewed by the Department of Labour and 
achieved clean employment equity audits. 

We continued to deliver diversity training workshops for employees at all levels. The workshops are facilitated by an external service 
provider and aim to build an inclusive culture where employees are sensitive to diversity issues. In Vehicle Retail and Rental a 
transformation action plan session was held which allowed employees to have robust conversations and develop a shared 
understanding of key transformation priorities.

A concerted effort was made during the year to transform our technical skills pool by vigorously recruiting and training 27 black female 
apprentices.

 Developing young sales cadets who are work ready

110 young people participated in the Cadet programme,  
of whom 97% are black.
In partnership with EOH’s learning and development division, Vehicle Retail and Rental has launched a flagship learnership, the Cadet 
programme. On successful completion, participants receive a National Qualification Framework (NQF) level 4 (NQF4) in sales and 
marketing. This entry-level qualification provides them with the opportunity to enter dealerships in an industry that contributes around 
7% to South Africa’s GDP. We co-fund the 12-month programme with the Services Skills Education Training Authority (SETA). 

Through the Cadet programme we aim to build a sustainable pipeline of black skills within the sales and dealership network, providing 
the next generation of dealer principles, service managers and portfolio managers and assisting us to meet our transformation objectives 
and build talent internally.

As part of the programme, cadets are exposed to various functions within a dealership, including marketing and promotions, 
basic finance and costing, the vehicle sales process, back office administration, parts sales and administration, servicing and 
the workshop environment.

CADET PATHWAY

The CEO of Vehicle Retail and Rental hosts bi-monthly mentoring breakfast sessions with the cadets and has committed the business 
unit to employing a large pool of these candidates. 

The Cadet programme has been recognised by the Gauteng Automotive Development Agency and Retail Motor Industry Organisation, 
and has featured on 702 Talk Radio.
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2017 PERFORMANCE 

Overall black representation: 68,0% 
Up 0,8% compared to June 2016, with increases across all occupational levels with the exception of a marginal decrease of 0,7% in the 
unskilled occupational level. African women and men remain underrepresented when compared to the economic active population of 
South Africa. Of the 206 employees with disabilities, 56% are black. 

BLACK REPRESENTATION AT TOP MANAGEMENT

17%
up 1% compared to 2016.

BLACK REPRESENTATION AT MIDDLE MANAGEMENT

36%
up 1% compared to 2016.

BLACK REPRESENTATION AT SENIOR MANAGEMENT

24%
up 2% compared to 2016.

BLACK REPRESENTATION AT JUNIOR MANAGEMENT

56%
up 2% compared to 2016.

Note: the consolidation of Motus during the year means that there are no divisional employment equity targets at this time, however these are being 
established as part of the division’s new employment equity plan.

Training and development 

We help our employees build focused career paths as vehicle retail professionals through programmes 
such as our in-house three-year Bachelor of Business Administration degree through the Southern 
Business School. The degree is tailored to our particular needs and has an annual intake of 40 
participants who are selected based on assessments and interviews. In its tenth consecutive year, the 
degree is offered in Cape Town, Durban and Johannesburg. 

The Southern Business School also runs a 12-month Management Development Programme for 
employees at supervisory level and below. The programme serves as a bridging opportunity for the 
university level Bachelor of Business Administration degree. It is designed for employees who require 
development but do not meet the degree’s entry requirements. Some 70% of the intake to this 
programme is targeted at black candidates. 

OEMs provide ongoing product and technical training through various interventions such as the Kia Sales 
Academy and a dedicated training facility at the new Renault parts distribution centre. 

In addition, our Imperial Technical Training Academy provides training on workshop servicing and is 
recognised as the largest and leading premier provider of automotive technical trades training in South 
Africa. We hire and train new apprentices annually in line with employment equity targets. The 
technician to apprentice ratio is strictly monitored at 1:2 to ensure that we have a pipeline of suitably 
qualified technicians. 

Tempest and Europcar also provide accredited training programmes to enhance business acumen and 
management skills. The programmes range from a generic management programme for junior 
managers and a business administration programme (both NQF4) to a programme for middle managers 
that enhances their ability to implement strategic organisational objectives (NQF5).

Our employees across all levels of the division are also provided with soft skills training, training on 
technology changes and coaching and mentoring, where required. In Financial Services, there is 
ongoing training on digitisation.

Our employees are 
regularly assessed to 
determine their 
competency levels and 
identify where they may 
have knowledge and 
skills gaps. Training and 
development needs and 
personal development 
plans are informed by 
these assessments. 
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2017 PERFORMANCE 

85% of training spend 
ALLOCATED TO BLACK EMPLOYEES. 

MANAGERIAL PROGRAMMES 

406 employees
PARTICIPATED IN A MANAGERIAL PROGRAMME, OF WHICH 
178 WERE ENROLLED ON THE BACHELOR OF BUSINESS 
ADMINISTRATION DEGREE. 

70% of participants are black 
with 106 being black women.

IMPERIAL TECHNICAL TRAINING ACADEMY

1 103 apprentices 
ENROLLED AT THE ACADEMY  
(2016: 1 135).

70% of apprentices
ARE BLACK.

378 apprentices 
QUALIFIED AS TECHNICIANS.

EMPLOYEE TRAINING 2017 % change 20161 20151

Training and development spend (R million) 205,4 11% 185,6 159,8
Training and development spend per employee (R’000) 11 724 23% 9 555 7 544
Training hours per employee 71 na² 19 18,5

1. 2015 and 2016 numbers have been restated to reflect the consolidation of the division.
2. Not comparable as 2017 numbers include apprentice training hours.

 Satisfied with performance.
# Area for improvement.
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Streamline human resources policies, procedures and practices 

We are developing a job grid which reflects the infrastructure and hierarchy of roles within the division. 
The grid clearly sets out lines of accountability and will support a more robust performance 
management process in the future. Over 700 generic role profiles have been identified and mapped to 
the division’s organisational structure. These profiles clearly set out the outputs and competencies 
associated with each role.

We use job profiling to 
identify the top and 
middle management 
positions that are critical 
to our operation and 
sustainability. 

2017 PERFORMANCE 

Strengthening how we manage our people 
Now that we have bedded down the new management structure, our focus has shifted to improving our people management practices. 
The consolidation of the division has necessitated a re-focused people strategy driven by Motus’ vision and mission, and is set out in the 
diagram below: 

The people strategy will unfold over the next three years, with the initial focus being on strengthening the core of the human capital 
function and practices. During the year, we appointed a chief people officer for the division and we are investing in technology to 
improve our human capital data which will support better human capital processes going forward. We have evaluated and selected a 
new human capital and payroll technology system for the division which will be implemented in phases over the next 18 to 24 months, 
and our approach to performance management has been standardised and formalised across the division.

The second year of strategy implementation will be geared towards developing a high performing organisation and the third year will 
move us onto an industry-leading trajectory. 
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 Building a strong employee value proposition within financial services
Financial Services has launched a new set of values that align with Motus’ brand values and which are being entrenched into all areas 
of the business, starting with the on-boarding process and also included as part of our staff recognition programmes. 

A number of development interventions, over and above the division’s Bachelor of Business Administration degree, Management 
Development Programme and Cadet programme, are in place to help our employees to reach their career aspirations and meet our 
strategic objectives. 

In partnership with Legitimate Leadership, we are developing a leadership programme that will harness and develop the strengths of 
our leaders in all areas of the business, providing a cutting edge advantage in terms of leading with a purpose. A tailored leadership 
programme for LiquidCapital, follows the Bachelor degree by including a practical aspect that allows participants to tackle a real 
business problem.

We assist our telesales agents to achieve their industry critical qualification, Regulatory Examinations (RE) 5, through months of 
rigorous workshops and numerous exam practice sessions. Our assistance has resulted in 82% of our employees being declared ‘fit 
and proper’ within the regulated deadlines. As part of the FAIS ‘fit and proper’ requirements, we also assist our employees to obtain 
their NQF4 retail insurance qualification. In addition, selected employees attended a two-day workshop on RE1 training for key 
individuals, a compulsory requirement of the Financial Services Board. The workshop is facilitated by a qualified instructor.

We also run a financial skills learnership which has assisted selected administration staff to obtain a NQF4 qualification in financial 
services management. 

eLearning helps new and existing employees to learn about our products in a fast, creative way. In addition to convenience, 
eLearning enables us to quickly update sales agents on minor product changes without requiring them to take time away  
from their desks. 

We also undertake onsite wellness programmes on a regular basis, helping employees to understand their health statuses in terms 
of their cholesterol, blood pressure and stress levels. Regular blood drives are also undertaken, as well as voluntary annual 
tuberculosis testing.

During the year, we provided employees with a half-day self-defence and anti-hijacking awareness session facilitated by a qualified 
self-defence instructor.  




