
Become an employer of choice in the 
automotive industry

Overview
Motus’ people strategy delivers integrated human capital management practices that position 
Motus as a high-performing organisation, an industry leader and an attractive choice for top 
calibre talent in the automotive industry. 

Our people strategy is delivered through four 

components: 

> One Motus: improves efficiency in human

capital management.

> Culture and transformation: creates a

high-performance culture with diversity,

innovation and the customer at its core.

> Talent management: places our

best people in roles that will drive the

incremental value they have committed to.

> Leadership and people capabilities:

ensures that our leaders and the

workforce have the managerial and

technical skill sets they need to achieve

organisational growth.
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Become an employer of choice in 
the automotive industry continued

Our opportunity Link to our top risks Our challenges

 > Cultivating a culture where
employees feel empowered and
encouraged to take advantage of
business growth opportunities.

 > Compliance and legal risk: non-
compliance with human capital-
related legislation, including skills
development and employment equity.

 > Reputational risk: failure to inculcate
a culture that drives corporate
citizenship.

 > People risk: succession of senior
management and accessing the
talent required to resource the
Group’s growth strategies.

 > Attract and retain talented people,
especially from designated groups
(black people, women and people
with disabilities) to improve the
demographics of the Group and to
secure the skills we need for today
and the future to maintain our
leadership position in the fast-
changing automotive industry.

 > Correct the poor representation of
women in key leadership roles in the
automotive industry.

 > Ensure that leaders maintain the
desired management style in a
pressured business environment.

 > Maintain a moral compass in these
ethically challenging times.

Link to strategic pillars Reporting boundary Related content

 > Ensure market leadership.
 > Enhance financial performance.
 > Drive innovation.
 > Invest in human capital and change
management.

All Motus entities.  > Embed defensible health and safety
practices.

>  73% of the workforce in South Africa are black employees, and 38% of our dealer principals are black.

>  Met our overall employment equity targets at top, senior, middle and junior management levels.

>  Piloted a new approach to performance management and development, which clearly aligns job
responsibilities to the business strategy through cascading goals, and improves engagement with our
employees on their performance and contribution, as well as development areas.

>  Launched the Motus Leadership Academy with leadership development programmes that aim to build both 
a unique Motus leadership code and leaders with the capabilities to achieve the Group’s strategic objectives.

2019 HIGHLIGHTS
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One Motus

A mature, cohesive and streamlined approach to human capital management aims to set clear accountability 
for all Motus employees. This requires that all our human capital teams across the Group regularly engage and 
collaborate on working towards a common agenda – an enabling environment that drives a high-performance 
culture with diversity, innovation and the customer at its core.

Our management priorities 
 > Implement best people practices across the Group while ensuring the necessary flexibility to enable practical
and cost-effective delivery of human capital management within different divisions.

 > Streamline our people systems across all operating businesses. The new payroll and human capital management 
system will provide accurate human capital data and one view of the employee base, supporting strategic
human capital decision-making.

Our approach

2019 PROGRESS

Made significant progress 
in harmonising people-
related policies and 
procedures across the 
Group, including conditions 
of employment and a single 
pay date. Updated and, in 
some cases, developed 
new standardised policies 
relating to disciplinary and 
grievance procedures, 
employee purchase of 
company vehicles, maternity 
and paternity leave, sexual 
harassment, weapons and 
substance abuse. 

Advanced the core data 
platform, which includes 
job profiles, structures and 
reporting levels.

Started developing a new 
payroll and human capital 
management system. User 
testing and training has 
commenced. 

Looking forward we will:

>  Continue to review and standardise
essential human capital-related
policies to enhance the fair and
consistent management of our
people, enable talent mobility and
reduce human capital costs in the
workplace.

>  Integrate repetitive administrative
human capital transactions into
a single function to minimise
duplication of effort and costs.

>  Complete the implementation
of the payroll and human capital
management system. The
system will go live in a staggered
approach across the operating
businesses over the next
18 months.

>  Continue to engage with human
capital teams across all divisions
on the people strategy and its
objectives.
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Culture and transformation

Our objective is to drive an inclusive and collaborative high-performance culture that empowers employees to 
take advantage of business growth opportunities. We seek to create opportunities for all employees and provide 
Motus with the benefit of diverse thinking that drives business results and improves engagement with our diverse 
customer base.

In South Africa, we are working towards transforming our workforce to reflect the economically active population. 
Executive management recognises that this objective requires an accelerated approach to transformation and 
has tasked the divisions with pursuing more aggressive internal strategies and targets. Targets for race, gender 
and disability at each occupational level are set across each division and consolidated at a Group level.

We maintain an appointment, promotion and training ratio of 70:30 in favour of employees from designated 
groups. To incentivise top and senior managers in South Africa, 20% of their short-term incentive is allocated to 
progress against transformation targets. 

Over the past year, our people have had to deal with radical organisational change, the listing of Motus and tough 
economic conditions. This resulted in an increase in industrial relations matters and in the number of referrals to 
wellness specialists. Our diversity and inclusion training and people policies aim to ensure that our employees 
understand the behaviours we expect of them and to foster a healthy and inclusive working environment. 

Related information
Page 6 of the defensible health and safety practices report for information on our wellness initiatives. 

Our management priorities 
 > Deliver diversity training to managers and employees to create an environment in which everyone can perform 
to their full potential. The training raises awareness on the value of diversity, empowers managers to lead 
diverse teams and educates employees on how to work in diverse teams.

 > Implement targeted interventions to develop and promote internal candidates from designated groups and 
strategically source external talent within these groups to drive transformation and diversity at management 
level.

 > Drive talent pipeline programmes at Group level to create a pool of entry-level candidates from designated 
groups from which we are able to fill posts when they become available. 

Our approach
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Culture and transformation continued

Looking forward we will:

>   Undertake a Group-wide survey 
to assess culture, transformation 
and diversity training.

>   Build a common understanding 
of the critical success factors 
and desired behaviours required 
to drive employee effectiveness, 
profitability and an inclusive 
culture.

>   Continue to drive robust 
transformation targets and 
initiatives.

2019 PROGRESS

Diversity training
296 managers and 1 713 employees attended diversity 
training.

Black representation (South Africa)
Black employees represent 73% of the workforce in South Africa. 
(2018: 71%)

Black representation at top management level was 31%. 
(2018: 25%)

Black representation at senior management level was 36%. 
(2018: 32%)

38% of dealer principals are black.

People with disabilities (South Africa)
Of the 269 people with disabilities in the South African workforce, 
64% are black people and 62% are women. 

Women representation (Group)
Women represented 30% of the overall workforce.

Submitted our five-year Employment Equity Plan to the Department of 
Labour. The barriers to employment equity identified through focused 
employee engagement in 2018 are addressed in the plan. 

Met all employment equity targets for the overall representation of 
black people at top, senior, middle and junior management levels. 

Developed an Industrial Relations for Management programme to 
empower line managers to deal proactively and independently with 
people-related issues. Feedback from the 95 participants has been 
very positive and there is a growing demand to attend the programme. 

Employment equity table: page 14. 
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Talent management

During the year, we designed a new integrated talent management approach. Specific focus has been placed on 
the attraction of the right skills and strategic talent, performance management and development planning and 
succession planning. Integrating these human capital management practices supports the delivery of Motus’ 
strategic ambitions through a diverse complement of highly competent and experienced individuals and teams.

We are pleased to have been able to fill most vacancies and advance careers from within the Group. For example, 
a vacancy in the Motor-Related Financial Services division’s finance department enabled us to progress the 
careers of four employees in the Vehicle Import and Distribution division. In the Aftermarket Parts division, a 
senior female manager has been relocated to China to grow Motus’ distribution channels, with more managers 
scheduled to follow in the next financial year as part of the project. 

Our management priorities 
 > Ensure effective performance development, talent management and succession planning that aligns employee 
capabilities and expectations with business objectives and career opportunities.

 > Implement succession planning for the Chief Executive Officer, his direct reports and other levels of management 
for the short and long term.

Our approach

06 Sustainable development 2019 MOTUS HOLDINGS LIMITED

Become an employer of choice in the automotive industry



Talent management continued

2019 PROGRESS

As a key foundational element of talent management, we piloted a 
new approach to performance management and development in 
selected areas of the Group in October 2018. Feedback is being used 
to improve the approach further. A second pilot programme will be 
launched before Group-wide roll-out. The new approach measures 
what was achieved as well as how it was achieved in relation to the 
Motus values and is expected to:

 > Drive better engagement between managers and employees.
 > Align employees to the Motus business strategy by cascading the 
strategic objectives throughout the organisation and teams 
down to the individual, to achieve common goals. 

 > Facilitate a culture of fairness using a consistent methodology to 
assess the performance and contribution of employees, and to 
reward and recognise exceptional performance and identify 
corrective development or supportive actions to manage poor 
performance. 

 > Identify the appropriate learning and development initiatives to 
improve performance.

Continued to market the Motus brand at career fairs hosted by four 
universities to raise our attractiveness among young professionals 
and to enlighten them on the potential career paths and opportunities 
available at Motus. 

Business learnerships and apprenticeships

Thirteen unemployed youth were selected to participate in the 
12-month Sales Cadet programme, co-funded with EOH Academies 
and the Services SETA1. The programme builds a pipeline of sales 
executives for the Import and Distribution and Retail and Rental 
businesses and provides participants with an entry-level qualification 
(NQF2 level 4) in sales and marketing. To date, Motus has employed 
43 of the 128 cadets trained. 

Fourteen graduates are gaining work experience in the Hyundai 
internship programme, which is key to developing a future leadership 
pipeline for the brand. 

Thirty-six employees are participating in Motor-Related Financial 
Services’ retail insurance learnership, and 21 unemployed people in 
the business administration learnership. 

In the United Kingdom (UK), 145 people are enrolled on the Motus UK 
apprenticeship, with 27 having qualified as technicians. Motus UK is a 
finalist in its local apprentice business awards, making it easier for the 
business to attract new apprentices in an area where competition for 
skills is fierce.

1 Skills Education Training Authorities.
2 The South African National Qualifications Framework.

Looking forward we will:

>   Embed the performance 
development approach across 
the Group to support the 
business strategy. 

>   Implement the new talent 
management approach with a 
focus on identifying the right 
talent, fit-for-purpose 
development interventions and 
enhanced succession 
management to support 
continued business success.

>   Accelerate the recruitment of 
designated employees to develop 
a talent pipeline for critical roles, 
ahead of demand. 
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Leadership and people capabilities

An effective leadership team drives the desired culture and is able to steer an organisation through challenging 
economic and changing working conditions, that would otherwise create uncertainty for the workforce. We 
require our leaders to be experienced and agile, have the right skills to execute Motus’ strategy, make effective 
decisions that impact our customers and processes, and be able to motivate our employees and attract and 
retain talented people. Our leadership development programmes help our leaders meet these expectations and 
equip them to motivate high-performance teams.

The performance management and development approach will ensure that employees receive the right training to 
support their work and career progression. Our development programmes use a blended approach to learning – 
70% is on-the-job learning including job assignments, 20% is delivered through coaching and mentoring and 10% 
is classroom-based or delivered by online learning. 

Our management priorities 
 > Develop and empower employees through relevant training interventions, which also promote the mindset, skill 
set, flexibility and responsiveness required for significant change.

 > Embed inclusivity and collaboration within the Motus culture.

Our approach
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Leadership and people capabilities continued

2019 PROGRESS

Training spend (Group)
R137 million equating to 4% of payroll.
(2018: R132 million)

Training hours (Group)
63 hours per employee.
(2018: 58 hours) 

Implemented a performance development system that keeps track of individual employee development plans. 

Management training (Group)
654 employees
participated in a managerial programme (2018: 489) – 59% of participants are black and 33% are women. 

Launched the Motus Leadership Academy with leadership development programmes targeting executives, 
women and employees identified as potential future leaders. In the coming year, the academy will launch 
a programme for employees identified as successors for middle management positions. Together, the 
academy’s interventions aim to build a unique Motus leadership code and leaders with the capabilities to 
achieve the Group’s strategic objectives.

Motus Technical Academy1 (South Africa)
686 apprentices trained for Motus, 80% are black.
93 qualified apprentices were hired and are part of the feeder pipeline for critical workshop positions. 

The Motus Technical Academy, which trains around 2 000 apprentices a year (for Motus and its peers), started 
developing new course material. Educators are being upskilled to deliver the new curriculum and meet the 
new training requirements.

¹ Previously the Imperial Technical Training Academy.
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Leadership and people capabilities continued

Driving the Motus leadership code

Women in Leadership programme 
(seven months)

In partnership with the Gordon Institute of Business 
Science

Challenges faced by women in senior positions
Unconscious bias, a scarcity of role models and a peer 
group that gets smaller as they progress into more senior 
positions. 

Participants
20 women from across the Group

Development focus
Using peer group coaching supported by a certified 
executive coach to empower women with the skills to 
improve their efficacy as authentic and effective leaders 
in a male dominated environment. 

Management Development programme
(five months)

Programme designed together with Towerstone 
Leadership Centre

Participants
32 managers from across divisions

Development focus
To equip line managers with the fundamentals and tools 
to manage people and build high-performing teams. The 
programmes target experienced managers and newly 
appointed managers with less than a year’s experience in 
a management role. 

Bachelor of Business Administration
(three years)

In partnership with the Southern Business School

Participants
92 employees with the potential to grow into senior roles 
(55 enrolled in their first year and 37 in their third year)

Development focus
Provides employees with the opportunity to pursue a 
formal qualification in business management through 
distance learning. Participants are selected based on 
interviews and psychometric assessments. Monthly 
sessions with the school’s facilitators provide participants 
with additional support.

Executive Development programme 
(three months)

In partnership with the Henley Business School

Participants
26 future leaders from across the Group

Development focus
Using face-to-face and project learning, as well as 
gamification, to help participants transition into strategic 
leadership roles. Focus is placed on the skills needed to 
develop high-performing teams, implement strategic and 
systems thinking, and proactively respond to change. Two 
of the syndicate groups will present their learnings to the 
executive committee to understand how we can apply 
their recommendations to our various businesses.

Dealer Principal and Portfolio Manager 
programmes
(12 months)

Programmes designed by business leaders in the Group 
together with Towerstone Leadership Centre

Participants
45 dealer principals and portfolio managers

Development focus
To develop potential dealer principals and portfolio 
managers, specifically focusing on black employees, 
providing them with the skills to manage people and 
deal with changes impacting the industry. Participants 
are awarded an accredited qualification in generic 
management (NQF level 5) on successful completion of 
the programme. The participants were selected based on 
interviews and psychometric assessments.
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Leadership and people capabilities continued

OUR STORIES

Supporting career advancement through 
the Bachelor of Business Administration 
programme
In 2013, I started the Bachelor of Business Administration (BBA) 
programme. I was in my early 40s, had not studied for many 
years and had undergone surgery in late 2012 to correct a brain 
injury. Pleasingly, the part-time programme is carefully designed 
to suit working lifestyles and still allows for classroom learning. 
In addition, I was amazed at how the programme supported my 
day-to-day functions, assisting me to grow and mature my 
management skills. I met wonderful colleagues through the 
programme and really enjoyed the practical aspect – 
researching opportunities to improve day-to-day operations and 
presenting these solutions to directors within the Group. My 
focus was on the principles of lean management, which 
I  continue to explore through my involvement in a research 
module for a post-graduate Honours degree in business 
management and logistics. I graduated in 2017, cum laude, and 
today I author and design the content for Hyundai’s classroom 
modules and online training. The BBA programme has equipped 
me to grow my career and follow a new path as Hyundai’s 
national commercial training manager. What stands out in my 
mind, is the endless commitment of the programme director, 
Bill Nash, and his team in making learning a practical and fun 
experience – Grant Reece, National Commercial Training 
Manager, Hyundai.

From a young age I struggled with reading and writing, and 
finished school without a matric qualification. In 2010, Renault 
helped me find a programme that enabled me to pass matric 
by attending evening classes, following which I was nominated 
for the BBA programme. However, I had difficulty passing the 
exams, which created much anxiety for me as I relived the 
difficulties experienced at school and had to face the heavy 
financial burden should I fail the programme. For the first 
time in my life, I opened up about my learning difficulties. The 
programme director took a personal interest and motivated 
for my transfer to the Higher Certificate in Management 
programme at no additional cost. I have since been diagnosed 
with ADHD and dyslexia. With the correct medication, my 
results have improved and I have obtained the higher certificate 
qualification. I have also just completed a web design course 
through the University of Cape Town, with Renault already 
reaping the benefits. Words cannot express my gratitude for the 
support I have received from Motus – my self-confidence has 
grown and I have attended a business trip to Paris to showcase 
my work, where I received an award – Liezl Piek, customer 
relations manager and data quality analyst at Renault.

I started working at a very young age and would send money 
home to my grandmother, who looked after me growing up and 
was a steadfast believer in education as the means to a better 
life. The Higher Certificate in Management course taught me 
how business works and encouraged me to ask questions of 
the product manager to gain a better understanding of product 
management. In addition, I found that I  have a passion for 
marketing and discovered creative skills that I did not know 
I had. When the new communications general manager joined 
Renault, she engaged with me on my ideas to improve how 
consumers view the brand. She really liked my ‘Renault Chillas’ 
idea, which aims to capture more of the black market, and gave 
me the opportunity to organise the first event in Soweto. At the 
event we engaged with consumers, answered their questions 
and let them take test drives in a Renault. I am now in my first 
year of the BBA programme and on graduation I will be in a 
better position to apply for roles that challenge me. I want to 
thank Motus, Renault and my lecturers for helping me to reach 
my dreams – Sade Langa, Distribution Coordinator with Renault. 

The BBA programme has enhanced my ability to interpret 
numbers on spreadsheets and use this understanding to 
meaningfully engage on the daily operations of a dealership. 
I am now able to add value by using my improved understanding 
of stock, cash flow and expense management to suggest ways 
to enhance dealership profitability. In addition, a project I worked 
on as part of the practical training has been approved as a pilot 
project to better understand how to sell vehicles in the virtual 
environment. The BBA programme is not only relevant but 
considered valuable by Motus, leading to enhanced business 
processes and employee satisfaction – Katlego Mogaswa, 
Regional Operations Manager, Renault.
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Leadership and people capabilities continued

Looking forward we will:

>   Embed the leadership 
development framework and 
continue to deliver accelerated 
development programmes for 
identified successors. 

>   Define the future skill sets 
required to improve customer 
experience and increase 
efficiencies.

>   Leverage digital channels to 
enhance learning and reduce 
learning management costs and 
time. 

OUR STORIES continued

Advancing the careers of people with disabilities
Hyundai launched a learnership for women with a disability in June 
2018, which on completion provides participants with an NQF level 3 
qualification in informal small business practice. The nine participants 
are gaining work experience at Hyundai, with some of the women 
targeted for a higher level learnership. A new group of learners will be 
selected in the second half of 2019.

Motor-Related Financial Services partnered with the Ann Harding home 
in Gauteng, employing five people living with disabilities as fixed-term 
sales validation agents for LiquidCapital. The employees received 
product and systems training and started their new roles conducting 
between three to four audits on service and maintenance plans a day. 
Pleasingly, the delegates are showing enhanced ability to add value 
within the organisation, and are now conducting up to seven audits a 
day and are ready to work without supervision. Going forward, Motor-
Related Financial Services will investigate the feasibility of establishing 
a non-profit organisation that focuses on finding work opportunities for 
people with disabilities. The division also held a disability sensitisation 
workshop to help employees understand, interact and deal with 
disabilities confidently.
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Key data

2019 2018 2017

Number of employees
Total number of employees 18 628 18 306 17 523

Regional breakdown 
South Africa (%) 81 – –
Australia (%) 3 – –
UK (%) 16 – –

Female representation 
Overall (%) 30 – –
Top management (%) 15 – –
Senior management (%) 18 – –

Employee representation 
Percentage of employees covered by collective bargaining agreements (%) 45 45 –

Executive development
Number of participants in Executive Development programme¹ 26  – –
Percentage of participants that are women (%) 30  – –
Number of participants in the Women in Leadership programme¹ 20  – –

Managerial development programmes 
Number of participants 654  489 406
Percentage of participants that are black (%) 59  55 70
Percentage of participants that are women (%) 33  17 26

Motus Technical Academy²
Number of apprentices enrolled 686  875 734
Percentage of apprentices that are black (%) 80  81 70
Number of apprentices that qualified as technicians 93 104 378

Overall training statistics 
Training and development spend (Rm) 137,4*  132,4 167,0 
Training and development spend per employee (R) 7 376  7 233 9 530 
Number of training hours 1 178 027*  1 053 020 1 251 714
Training hours per employee 63  58 71 

¹ New programme launched in 2019. 
² Reflects only the apprentices for Motus. The academy also trains apprentices from other businesses.
 Satisfied with performance. 
 Area for improvement.
* Assured (see the independent limited assurance report in the 2019 integrated annual report).
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Key data continued

Employment equity in South Africa 

Men
(number)

Women
(number)

Foreign 
nationals
(number)

Black representation
(%)

Occupational levels Black White Black White
2019

actual
2019

target
2018

actual

Top management 1 8 3 1 0 31 31 25
Senior management 34 70 17 14 7 36 36 32
Middle management 523 672 223 294 14 43 43 40
Junior management 1 275 645 461 324 40 63 62 60
Semi-skilled 4 165 899 1 826 927 58 76 76 74
Unskilled 1 081 29 435 2 15 97 97
Non-permanent 624 65 234 33 9 89 90

Total employees 7 703 2 388 3 199 1 595 143 73 71

People with 
disabilities 59 42 112 54 2 64 60

A total of 965 employees in the South African workforce held non-permanent positions and 269 are employees with disabilities. During the 
year, Motus hired 3 632 employees of which 74% are black. 

The total training spend for the year as a percentage of total payroll was 4% – 3% above the 1% stipulated by the Skills Development Act, 
however, below the 6% required by the dti Codes1 for the skills development of black employees. Some 70% of training spend supported the 
development of black employees and 14% the development of black women. Technical training accounted for 81,6% of total training spend. 

We expect to report robust turnover data once the implementation of the new human capital and payroll system is complete. 

¹ Department of Trade and Industry’s Broad-based Black Economic Empowerment Codes of Good Practice.
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