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INSPIRING PASSIONATE PEOPLE – OUR PEOPLE STRATEGY

We put our people at the heart of everything 
we do. The core focus of our People Strategy 
is on encouraging inspired, passionate and 
empowered people through our people 
practices. These align individual performance 
outcomes to the overall business strategy,  
and reward and recognise performance.

OUR PEOPLE PROFILE
Our talent management practices and guidelines ensure that we have the people with 
the experience, skill, and capabilities at all levels to execute our strategy.

TOTAL 
PERMANENT 
EMPLOYEES1

PERCENTAGE 
AIC

PERCENTAGE 
FEMALE AVERAGE AGE TURNOVER

29 66.7% 66.7% 40 9.68%

1 Excludes outsourced employees in JHIR.

Workforce composition
2021 

(%)
2020 

(%)

Female 66.7 70.6

Male 33.2 29.4

African 36.4 32.4

Coloured 9.1 8.8

Indian 21.2 23.5

White 33.3 35.3

Employees with SA citizenship 100 100

Foreign nationals – 2.9

Employees with disabilities 3 2.7
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MALE FEMALE FOREIGN

TOTAL
NUMBER 
BLACK

NUMBER 
BLACK 

FEMALE
%  

BLACK

% 
COMPLIANCE 

TARGET

%  
BLACK 

FEMALE

% 
COMPLIANCE 

TARGET
OCCUPATIONAL 
LEVEL A1 C1 I1 W1 A1 C1 I1 W1 MALE FEMALE

Top management – 1 1 2 1 – 50 50 – 25

Senior management 1 5 1 3 2 12 5 4 42 60 33 30

Middle management 1 3 3 7 4 4 57 75 57 38

Junior management 1 6 1 8 1 7 100 88 88 44

Semi-skilled – – – 1

Total 2 1 – 5 7 2 6 6 29 11 15 62 – 52 –

Non-permanent 3 1 4 4 1 100 – 25 –

Total 5 1 – 5 7 2 7 6 33 15 16 67 – 48 –

1 African, Coloured, Indian, White 

A flexible way of work
Following the lifting of Lockdown Level 4 
restrictions and the momentum created 
with broader access to vaccinations, L2D 
is settling into a flexible working model 
with a return to the office. We monitor 
the situation regularly and continue 
to explore ways to build our model in 
response to the constant changes in the 
environment and business.

#WeAreListening people 
engagement survey
The L2D #WeAreListening Survey 
was conducted to obtain insights on 
employee sentiments based on:

• Their working environment and 
impressions of organisational culture.

• Their experience of remote work.

This feedback shared was welcomed 
by L2D leadership, and smaller focus 
groups were facilitated to share the 
feedback with the rest of the team 
and prioritise solutions. Leadership 
committed to focusing on three areas in 
the year ahead:

• Being clear upfront.

• Having real conversations.

• Providing consistent leadership.

These areas are addressed in the L2D 
Strategy Execution and Communication 
Approach.

From a remote-working perspective, 
the survey results were predominantly 
positive.

Learning and development

40 PEOPLE ATTENDED ONLINE 
LEARNING COURSES AND/OR 

COACHING PROGRAMMES

R800 972 SPENT ON 
LEARNING AND DEVELOPMENT 

(2020: R999 529). 

100% OF OUR PEOPLE ENGAGED 
IN TAILORED INDIVIDUAL 

DEVELOPMENT PLAN 
DISCUSSIONS THROUGHOUT 

THE YEAR.

To build and grow our critical 
capabilities across the business 
and provide the necessary level of 
challenge, we encourage individuals 
to take ownership of their learning and 
development and collaborate with them 
to curate learning experiences. As part 
of our talent-management processes, 
there is a drive to build our succession 
and therefore a focus on development 
that supports those identified as rising 
stars and top talent.

We identify our people’s learning and 
development requirements during 
ongoing performance conversations in 
which key performance indicators (KPIs) 
are set and individual development plans 
are put in place. These are then reviewed 
formally over the performance period 
and in regular one-on-one conversations.

INSPIRING PASSIONATE PEOPLE – OUR PEOPLE STRATEGY
CONTINUED
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We encourage our people to pursue 
further formal educational qualifications 
and to attend industry-related 
conferences and webinars, training 
courses, seminars and workshops to 
improve their knowledge and skills 
and enhance their competence and 
capabilities. In-house seminars are 
facilitated by subject-matter experts, 
business specialists and leadership who 
share their experience and industry 
expertise with the team.

Individual leadership coaching is 
provided where leaders need support 
to address gaps in leadership skills 
and capabilities and to help them gain 
confidence in managing in an evolving 
environment. Individual and group 
coaching has also been extended 
to navigate working in a changing 
environment.

We are represented as members of 
leading committees on several industry-
body boards, including the Green 
Building Council Board and South 
African Property Association (SAPOA); 
on the board and regional committees of 
the South African Council for Shopping 
Centres; and on the SA REIT Association 
exco and committees.

During the year, 33 of our people 
benefitted from training programmes 
(including fixed-term employees and 
learnerships) (2020: 39). As a result, 
the average spend per employee was 
R24 272 (2020: R25 628).

2021 bursary spend
Category Spend

African males R360 217
African females R272 449
Indian males R12 971
Indian females R10 000
Coloured males R42 000
Coloured females R35 000

Total R732 638

Training
2021 2020

Total number of  
male employees  
who benefitted from  
training programmes 10 12
African 3 4
Coloured 1 1
Indian 1 1
White 5 6

Total number of  
female employees  
who benefitted from  
training programmes 23 27
African 9 11
Coloured 2 2
Indian 6 7
White 6 7

Total number of 
employees who 
benefitted from  
training programmes 33 39

Leadership development
We are particularly proud of the 
uptake in women’s growth and learning 
initiatives at L2D. Five women in senior 
leadership committed to the Women’s 
Property Network Board Masterclass 
series, which L2D also sponsors. Three 
women attended the Woman as Leader 
Programme at the University of Cape 
Town, and four attended the Strategic 
Leadership for Women Programme at 
the Gordon Institute of Business Science.

Succession planning
Our succession philosophy is about 
preparing L2D to be future fit, 
understanding the key capabilities that 
enable strategy both now and for the 
future, and gearing the workforce to 
meet short and long-term objectives. 
L2D’s approach focuses on the strategic 
management of talent attraction, 
acquisition, and development with 
career opportunities for all.

Our succession plan is aligned with 
our intention to implement our 
transformation strategy, grow talent 
internally, create an exceptional people 
experience and consider the retention 
of critical people and skills. It mitigates 
our succession risk and is instrumental 
in achieving our strategy and business 
objectives.

Given that we are a small organisation 
with a flat structure, we must keep 
abreast of human capital potential 
outside of the organisation.

Diversity and inclusion
We are committed to encouraging 
diversity through all levels of our 
organisation, including leadership. 
We support the principles reflected in 
the Employment Equity Act and are 
committed to creating a diverse and 
equitable workplace.

In 2021, diversity specialists, Mandate 
Molefe, conducted a series of 
workshops, focus groups and follow-
up sessions to explore the topics of 
inclusion and unconscious bias.

Our Inclusivity, Diversity and 
Employment Equity (IDEE) forum 
meets quarterly, and we completed an 
Inclusivity and Diversity workshop with 
L2D’s leadership team and people in 
2021. 

We view discrimination as a severe 
transgression and have a zero-tolerance 
approach to such matters. We have 
various policies prioritising our people’s 
rights and a sexual harassment policy 
that prohibits such behaviour as a form 
of discrimination. Our Human Experience 
is the lens through which we view the 
improvement of our Employment Equity 
Standards and Guidelines, procedures 
and practices and the overall employee 
experience.

There were no reported incidents of 
discrimination during the year, and 
no fines were paid for breaches of 
labour law.
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