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The pilot project ‘Transparency in the Supply Chain’ – which supported 
PUMA’s South African partner factories with creating their own sustainability 
reports – could serve as a role model project for other PUMA suppliers and 
go beyond compliance audits by increasing the suppliers’ awareness to take 

on responsibility for sustainability issues themselves.

Stefan Seidel, Environmental and Social Affairs Manager – EMEA – PUMA  AG
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“This is the second Sustainability Report of Imphala and we at GRI consider this a great achievement. 
This shows Impahla’s commitment to bring the sustainability agenda in a practical way to the every-
day life of the company. Their management systems were improved and several concrete issues were 
addressed because of the way they have implemented the sustainability reporting process, already 
during the previous reporting cycle in 2007.

The GRI was pleased to assist in the development of Impahla’s first Sustainability Report in 2007 
through our ‘Transparency in the Supply Chain’ initiative.  Throughout the process we were frequently 
challenged by the fact that Impahla is one of the smallest companies ever to produce a Sustainability 
Report, which forced us to consider the appropriateness of our G3 Guidelines as well as the relevance 
of the process of reporting.

Through the example set by Impahla, among other small companies, we have become confident that 
the G3 Guidelines can be effectively applied in a manner that assists smaller companies improve their 
sustainability outlook. We are delighted that we can once again see how Impahla is pressing forward 
to become a benchmark for implementation of reporting processes for smaller companies throughout 
the world. We hope they will keep this path.“

Nelmara Arbex 
Learning services Director at GRI



P An equal opportunity African company that is owned by Africans, operated by 
Africans and competing in a global market

P A privately owned garment manufacturing company based in Cape Town, South 
Africa since April 2004, and in our current premises since August 2007

P A ‘Strategic Supplier’ to PUMA, a world class apparel company, based on our 
repeated performance as an ‘A Grade’ supplier through PUMA’s contractor 
compliance programme (S.A.F.E.), including our appointment as PUMA’s sole 
supplier for branding in South Africa

P Employee population of just under 90 staff members, of which 87% is female and 
95% is non-white

P Providers of garment assembly, screen printing, heat transfer and embroidery services

P Increased production to nearly 176 000 manufactured garments in 2008, up 
15.8% over 2007, while branded garments (‘customer services’) units increased 
to over 61 000 units, up 26.3%

P Delivered our first exports in 2008 as a proud supplier to the ‘Peace One Day’ 
project through PUMA, exporting garments to Austria, Chile, France, Germany, 
Indonesia, Japan, Singapore, Switzerland, Turkey, the UK and the US, representing 
12.7% of our total annual production

P Use PUMA-approved environmentally friendly CHT inks for all screen printing 
operations

P Monitor electricity and fuel consumption to ensure the lowest possible carbon 
footprint to help reduce global warming

P With the help of CarbonCalculated and Food and Trees for Africa, we off-set our 
carbon emissions by planting 493 trees

P Recycle waste materials wherever possible, and in a manner that has a socio-
economic impact on less fortunate members of our community

O Experienced our first Lost Time Injury (LTI) during 2008, resulting in the loss of 
3 person days

O Although able to record an absenteeism rate of 2.6% for the year, well below local 
and national trade benchmarks of 6%, it is still well above our target of 1.0%

O Experienced a marked increase in the number of Non-Lost Time Injuries (NLTI) 
during 2008, up from 1 in 2007 to 16 in 2008

O Although committed to the procurement of local (i.e., South African) goods and 
services, unless unavailable in sufficient quality or quantity, 21.5% of all fabric 
purchased in 2008 was foreign

O Experienced a 21.8% increase in absenteeism, from 2.17% in 2007 to 2.64% in 2008

P 100% of all cotton used by Impahla has no less than 5% organic content

P Undertaking to provide learnership opportunities to ensure that our industry has 
access to well-trained and competent machine operators

P Fully compliant member of the National Bargaining Council for the Clothing Industry

P Member of Cape Clothing Association (CCA)

P Proud employers, colleagues and friends of Lydia du Toit, a finalist in the CCA’s 
2008 Spring Queen competition: a 1st for Impahla

P Recipient of a 2007 Sustainability Reporting Award from the Association of 
Chartered Certified Accountants (ACCA)

P This report is compliant with the GRI’s G3 Guidelines – Application Level B+

Summary of Highlights
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Spring Romance Properties 34 (Pty) Limited, trading as Impahla Clothing 
(hereafter, ‘Impahla’), is a privately owned Cape Town based clothing 
manufacturing company. 

With more than R5 million, but less than R35million, in annual turnover, we classify 
as a ‘Qualifying Small Enterprise’ (QSE) as per the Department of Trade and Industry’s 
‘Codes of Good Practice for Broad-Based Black Economic Empowerment’ (hereafter, 
‘the BB-BEE Codes’).  As such, we are a very small company, operating without the 
luxuries of our larger peers, with large marketing, communications and/or sustainability 
departments, and thus must rely on ourselves – as a 3-person management team – to 
operate all aspects of our business.

Our primary production activity is the manufacturing of apparel items, including the 
provision of in-house branding services (embroidery, screen printing and heat transfers).  
Our garment manufacturing activities are supported by the provision of branding 
services for garments produced by other manufacturers.

This is our second annual Sustainability Report, following the path that Impahla 
proudly embarked on in 2007 as a South African supplier of PUMA AG, a world-class 
apparel company operating primarily in the sporting arena.   With support from PUMA, 
the Global Reporting Initiative (GRI) and the German government’s international 
development agency (the GTZ), Impahla underwent a lengthy process of formalising 
our understanding of ‘corporate responsibility’ and the sustainability reporting process.  
Although we always believed that we were an ‘employer of choice’, a ‘supplier of 
choice’, and a ‘good corporate citizen’, we hadn’t previously invested in developing 
systems to measure our sustainability performance, nor to produce a report that could 
identify our strengths and weaknesses as a member of the global environment in which 
we operate.

Granted, our personal interests have always been reflected in our company, just as our 
company has created a mechanism for each of us to have a significant impact on the 
quality of lives of others.  While we believe that our collective commitment to being 
good citizens, on a personal basis, permeates all that we do as a company, we allowed 
the lessons learned from our first sustainability reporting process to assist us better 
understanding how we can apply the concept of being a ‘Good Corporate Citizen’ to 
improve Impahla’: economically, socially and in terms of our impacts on our physical/
natural environment.

In producing our first sustainability report, we learned the following:

• That management systems – including basic information management tools such as 
Excel – could help us identify and manage issues before they become problems;

• That statistical performance and human resource data can be a powerful tool in 
improving our overall efficiency as a supplier to clients with strict timing and quality 
requirements;

• That engaging with a variety of key stakeholders can often provide us with tips on 
how to further improve our business operations and/or to boost employee morale;

• That our ability to demonstrate commitment to key sustainability principles – 
including the use of environmentally-friendly dyes, and improvements in energy 
efficiency – is important not only to us, but also to our key clients; and,

• That monitoring our performance on an ongoing basis – not just at the end of 
the year during the reporting process – saves us money, makes us more efficient, 
and helps identify employee concerns before they have a negative impact on 
absenteeism and/or turnover.

Moreover, the reporting process identified ways in which our management systems 
could become more efficient, being mindful of the fact that Impahla is a small company 
that is actively managed by the ownership team.  In doing so, we proved that the 
sustainability reporting process – not just the end product – allows us an opportunity 
to constantly monitor all of our most material issues, thereby creating mechanisms for 
ensuring that our service to clients is managed effectively.

Introduction by the Managing Director
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In 2008 our sustainability reporting process has allowed us an opportunity to:

P Report a 15.8% increase in the number of garments manufactured, and a 26.3% 
increase in the number of non-manufactured garments that were branded in-house

P Report a 40% decrease in the amount of electricity we consume per garment 
manufactured

P Report first time export of products outside South Africa (22 237 garments, or 12.7% 
of our total production)

P Achieve carbon neutrality through our very first carbon footprint assessment

O Identify a 13.02% increase in Late Arrivals from 1.45% in 2007 to 1.63% in 2008

O Identify a 21.8% increase in Absenteeism, from 2.17% in 2007 to 2.64% in 2008

O Identify a 21% increase in the purchase of non-South African fabric (polyester)

O Identify an untenable increase in the number of non-lost time injuries (from 1 in 
2007 to 16 in 2008)

At Impahla, each of our Directors plays a key ‘hands on’ operational role in the running 
of the business, including all aspects of our product design, daily production, ordering 
and shipping processes.  Thus we need to stress that producing a Sustainability Report 
is a relatively expensive venture, both in terms of time and cash costs for printing.  As 
such, and with the gracious support of our pro bono consultant (Michael H. Rea), we 
have developed a reporting process that is as lean as possible, and while we may not 
have included all of the information you, the reader, require, we trust that we have 
made the best effort possible in our particular circumstances.  

The primary goal of this report is to offer our many stakeholders an opportunity to better 
understand who we are as a company, as a team of individuals and as a proudly South 
African manufacturer of clothing.  The following pages provide a summary of our ‘Most 
Material Issues’, including a discussion of how we believe we have been doing thus far 
and how we hope to improve in the future.  
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This is Impahla’s second report, and while the reporting period under question is limited 
to the 2008 Calendar Year (CY 2008) we have attempted to include data for the last 3 
of the 4 years of our operations as Impahla.  Where possible, trend analyses have been 
conducted for all available data on a month-by month basis.

Our operations exist only in South Africa, although our largest clients (PUMA, Adidas 
and New Balance) are international companies based outside our boundaries.  Prior 
to 2008, 100% of our sales were directed to the South African subsidiaries of our main 
clients.  However, 2008 heralded our first opportunity to export products to Austria, 
Chile, France, Germany, Indonesia, Japan, Singapore, Switzerland, Turkey, the UK and 
the US, as a proud supplier to PUMA’s involvement in the global ‘Peace One Day’ 
project.  All of our other clients are based in South Africa, as are most of our principle 
suppliers of machinery, fabric and all other input materials.

In developing this Report we have once again followed the GRI’s G3 Guidelines , opting 
this year to seek Application Level B+, and have taken into consideration comments and 
advice from a variety of stakeholders, most importantly our largest client – PUMA – and 
the Association of Chartered Certified Accountants (ACCA), but also the Cape Clothing 
Association, our unions, our suppliers and our employees (each of whom received a 
copy of the report).  Moreover, we have adopted the AccountAbility Principles Standard 
(2008) and have sought Moderate Level Type assurance from Trialogue, in accordance 
with AccountAbility’s AA1000AS (2008).

Moreover, we have raised the reporting bar within Impahla by seeking a Carbon Footprint 
assessment from the folks at Carbon Calculated: a Cape Town based consultancy that 
excels in the provision of carbon footprint assessments and off-set strategies.

Through our ongoing process of engagement with PUMA we sought advice on 
a number of key sustainability issues, and have done our best to incorporate their 
recommendations, not least of which is the shift our branding department has made to 
using only environmentally-friendly water-based CHT inks.  

By participating in the ACCA Awards for Sustainability Reporting, we were able to learn 
a number of key lessons both from the judging panel, as well as from other companies 
who produce their own sustainability reports, particularly with respect to ensuring that 
we provide a balanced accounting of our social and environmental performance, not 
just the good news we want to tell people.

Thus far, the feedback from our 2007 Sustainability Report has been very positive, 
albeit limited in quantity.  However, the greatest lesson that we learned from our last 
report was that the report itself is merely an output of the systems and processes we 
have put in place to help manage our business more effectively.  The value is therefore 
not in the report itself, but in the positive changes that we have been able to achieve 
through paying closer attention to what we thought were non-core business activities.

It is important to note that the clothing manufacturing industry in South Africa, particularly 
in the Western Cape where Impahla is located, has been under constant threat of collapse 
over the past few years.  As such, we believe that in order for Impahla to continue to 
survive the ongoing turbulence within our industry, we must be perpetually vigilant in 
ensuring that our sustainability is secure.  In analysing our company data and developing 
this report, as well as ensuring that our service to all of our clients, regardless of size or 
international status, continues to exceed their expectations, we believe that Impahla will 
continue to succeed as a well-respected, growing, and sustainable business.

At this time, it is my hope, as well as that of my co-owners and many team members, 
that you will find value in the information we have compiled on your behalf, and we 
hope that you will contact us should you have any questions or comments about this 
Report.  As you will see in the coming pages, this report tells the story of one small 
company that is driven to excellence fuelled by the collective passion and commitment 
of a vibrant and talented team.  We are an African company that is owned by Africans, 
operated by Africans: able and ready to compete in a global market.

Sincerely,

William Hughes 
Managing Director
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At Impahla, the management team adheres to an open door policy, and encourages 
the presence of effective communication mechanisms throughout our operations.  
Moreover, we live, promote and monitor adherence to the following employment 
standards:

1. Respecting all forms of Human Rights, including a commitment to ensuring that all 
employees are at least 16 years of age.

2. Ensuring that the right person for the right job is hired, irrespective of race or gender.

3. Ensuring that the company adheres to standard working hours, with a policy of 
attempting to avoid/limit voluntary overtime hours.  However, where necessary, 
we ensure that proper notification and payment of overtime is offered, in line with 
Collective Bargaining rates. 

4. Ensuring that responsible people are encouraged to take responsibility for their 
performance across all levels within the company.

5. Respecting that all employees have the right to freedom of association, working with 
the relevant unions to ensure that employees have mechanisms for understanding 
and expressing their rights.

6. Ensuring that worker health and safety is protected through our adherence to local 
laws and global best practice client requirements.  The provision of first aid training 
and supplies, the conducting of emergency evacuation fire drills, and swiftly 
attending to matters raised by our Health and Safety Officers are all enforced to 
ensure that our workers are healthy and safe.

Impahla Clothing is an equal 
opportunity African company, 
owned by Africans, run by Africans 
and worked by Africans. Our 
mission is to produce an African 
product that aspires to world class 
quality standards, while at the 
same time reducing our carbon 
footprint through conscious 
awareness and effort.

As a supplier to world-renown brands, 
we subscribe and aspire to the values 
and principles of our customers.  Our 
commitment to fairness, adherence to 
all laws, as well as our sound business 
practices and the constant maintenance 
of a safe, hygienic and comfortable 
working environment ensures our 
compliance to all of our customers’ 
corporate responsibility requirements.

Mission Statement and Business Standards

Ownership Structure and Director Profiles

Impahla is a privately owned and operated clothing manufacturing company 
that is based in Maitland, Cape Town, South Africa.  

The company is owned by four partners, of which one (Paul Visser, 10%) is a non-
executive, non-operational, silent investor living in the United States.  The other three 
partners – William (50%), Carl (30%) and Lena (10%) – are the hands-on management 
team that actively ensures that our production team is happy, healthy and deployed to 
the full limits of their capacity.

Impahla means ‘clothing’ and our logo is the Flame Lily (left), a flower that is most 
prominent in Zimbabwe, and which represents the spirit and intentions of our company.  
Having grown up in Zimbabwe, William (Managing Director) remembers the Flame Lily 
as a beautiful ‘truly African’ flower which reflects the fact that Impahla is a truly African 
company, driven by the commitment and team work of truly African individuals.

Ownership share
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William Hughes was born in Nakuru, Kenya on the 6th July 
1962.  At an early age his family moved to a farm in Zimbabwe, 
where he grew up and was educated as a boarder at Ellis 
Robins School in Harare. After a short four-year stint working 
for Nampak in Johannesburg, William returned to work on the 
family farm. Many happy years on the farm was brought to a 
sudden end by the land invasions and sadly the farm was lost 
in August 2003.

Having been driven from his farm in Zimbabwe during the 
Mugabe regime’s farm redistribution programme, William – 
with his wife Joan and their two children, James and Joanne 
– returned to South Africa in 2004 and immediately began 
to search for new business opportunities, not particularly 
searching for an opportunity to manufacture clothing, but open 

to any new challenges available.

Impahla was founded in April 2004 using rented premises in Lansdowne with a 
staff complement of 60, steadily growing to a current complement of just under 90 
employees in the new premises in Maitland, Cape Town.

Carl Visser (BSc, University of Natal) was born in Kadoma, 
Zimbabwe on 18 January 1955, and qualified as a Land 
Survey Professional through the Harare Local Authority in 
Zimbabwe, and then operated his own survey practice in 
Harare until July 1984.

Carl emigrated to South Africa and joined a survey practice, 
first as an associate and then as a partner.  He Joined Rand 
Water as Assistant Chief Surveyor in 1995 and was promoted 
to Chief Surveyor in 1997. 

Carl attended several Human Resources courses including 
presenting and chairing disciplinary hearings. Management 
courses included Sean Covey’s Seven Habits for Highly Effective 
People, a Certificate in General Management from Henley 
College of Business Management in the United Kingdom, and 
a Certificate in Commercial Property Management from the 

University of Pretoria in South Africa.

Carl bought shares in Impahla Clothing in March 2005 and moved to Cape Town with 
his wife (Jann) and their two children: Ian and Lauren.

When he first joined the company, Carl attended a printing course run by a local 
supplier, before setting up Impahla’s Branding Department to handle all of Impahla’s 
screen printing, heat transfer and embroidery operations.  Not satisfied with his 
department’s reputation of being the primary polluters within the company and driven 
by the fact that PUMA is a 100% PVC free company, Carl invested two months of 
research time to develop processes that have allowed Impahla to become the first South 
African company using water-based CHT inks for all heat transfers: thus eliminating the 
company’s reliance on PVC-based inks.

In recognition of the Branding Department’s ongoing commitment to quality and 
environmental stewardship, Impahla has been awarded the status of PUMA’s sole South 
African supplier for branding (screen printing and heat transfers).

2009 is Lena’s 30th year in the clothing industry and her 5th as Impahla’s Production 
Director and part-owner of the company. Impahla was started in April 2004 as a rescue 
plan for a company that had been struggling to survive. The previous owners were in 
danger of closing the factory and adding its 60 employees to the burgeoning roster of 
the unemployed.  

When William acquired the company, it was estimated that there were only 2 months 
of further survivability.  Not knowing much about the garment manufacturing industry, 
William’s first decision was to recognise his lack of experience, and to hire someone 
who could assist him.  

Lena Lynnece Jansen was born on the 4th 
March 1960 in Southeyville, Transkei. 
She was educated at Southeyville 
Primary, finishing her schooling at Elsies 
River High School in Cape Town.  

Lena has worked in the Clothing Industry 
since leaving school, giving her, by far, 
the most experience (29 years) among our 
ownership team. She started as a cleaner 
in the Finishing Department in 1979 at 
Elite Clothing in Maitland, and moved 
through the ranks at Quality Workwear 
(cutter/marker, then production planning 
and analysis), and the Cape Town T-Shirt 
Company (Production Manager).

When, Impahla Clothing bought out the 
assets of the Cape Town T-Shirt Company 
in 2004, the acquisition and respecting 
of Lena’s knowledge and experience 
was an obvious decision.   

As a result, 10% of Impahla was given to 
Lena when she agreed to come on board 
as the Production Director.  Although 
her shareholding was initially a ‘gift’, 
the partnership fully believes that Lena 
has fully repaid this gift through her 
extremely successful management of 
the team on the shop floor over the past 
4 ½ years.

Lena, speaks, reads and writes four 
languages, including English, Afrikaans, 
Xhosa and Zulu, which is an immense 
asset on our shop floor, where the majority 
of our employees come from a range of 
local cultures and communities.

Lena is married to Jannie and they have 
two sons: Dean and Jason.

William – Impahla’s 
Managing Director 

Carl is Impahla’s 
Director of Branding  
Operations

2009 is Lena’s 30th year 
in the clothing industry 
and her 5th as Impahla’s 
Production Director 
and part-owner of the 
company.
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Governance and Risk Management

As a small privately owned and operated company, Impahla retains lean 
yet assertive governance and risk management systems and processes.  
Ultimately, all decisions are made by the partnership (including Paul Visser, 
our non-operational ‘silent’ partner, where capital expenditures are required), 
with the delegation of decision-making tasks filtering down through each 
Director’s specific roles and responsibilities.

While William (Managing Director) maintains daily oversight for all activities, Lena 
(Production Director) takes responsibility for all shop floor/production-related issues 
(including shipping and receiving), while Carl (Branding Director) oversees all of our 
screen printing, heat transfer and embroidery operations.  William also takes direct 
responsibility for overseeing our Health & Safety (including environmental issues), 
Administration and Internal Sales & Development activities.

Given the nature and size of our business, informal meetings are conducted amongst 
the management team on a daily basis to ensure the smooth operation of all aspect 
of the business, while formal production and planning meetings are scheduled on a 
monthly basis, and ownership meetings are conducted quarterly, with input from Paul 
being considered as/when necessary.

Ultimate responsibility for stakeholder engagement, contractor compliance-related 
issues, legal and/or regulatory compliance and compliance with union (SACTWU) 
and/or National Bargaining Council requirements rests with the partnership team, with 
William spear-heading all aspects of control and assurance.

Only one minor change was made to the company’s structure in 2008.  The Branding 
Department was split into two focus areas: Printing and Embroidery, each now having 
its own Supervisor.

What our employees have told us:

Once again, our consultant randomly 
engaged members of our production team 
during their lunch break throughout the 
course of developing this Sustainability 
Report. Throughout the document — a 
summary of the comments and criticism 
they shared with us:

People are generally happy 
here. There’s been nothing 

even close to a strike, mostly      
suggestions get addressed via 

the Suggestion Box and/or 
during staff meetings.

GRI G3: 2.3 (to p.10), 2.5, 2.6, 4.1, 4.2, 4.88
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Our most material issues

At Impahla, we define “material” as those issues that can, or in fact do, have a significant impact on our ability to 
remain competitive within the markets we operate.  As such, we believe that the long-term viability of our business 
rests on our ability to manage the following issues, as identified by our management team, in consultation with our key 
customers (primarily PUMA), trade union and bargaining council, the Cape Clothing Association and employees:

ISSUE PERFORMANCE TARGETS

Securing adequate orders to ensure 
the long-term financial viability of the 
company

Thus far, we have been able to maintain 
our client base through the provision 
of quality products, on-time and in a 
manner that sets Impahla apart from the 
competition.

Our recent appointment as a PUMA 
Strategic Partner has improved our sales 
outlook with PUMA over the next couple 
of years.

• Maintain current clients, and ensure 
that growth in new orders does not 
affect our ability to meet existing 
performance expectations.

• Continue to provide PUMA with 
unquestionable excellence in product 
manufacturing, branding, and support 
services: including continued ‘A’ 
grading in PUMA’s SAFE audits. 

Welfare of our team Impahla has a reciprocated commitment 
with all of our employees, and we 
believe that their overall welfare is in the 
best interests of the company.

Impahla has never placed workers on 
‘short shift’ to cut costs, even for a limited 
period of time.

Performance and zero sick leave bonuses 
are paid out to workers in exchange 
for their dedication to performance 
excellence.

‘Employee of the Month’ awards are 
offered to recognise above average 
excellence among the team. 

• Maintain a zero ‘short shift’ policy 
within the company.

• Ensure a zero redundancy policy.

• Ensure that wages are paid in-full, 
on-time and, where possible, in the 
presence of performance and special 
gratitude awards.

• Continue to identify ways to reward 
employees for excellence in team 
support and innovation.

Compliance to the National Bargaining 
Council (Clothing Industry)

Impahla has been certified as a 
‘Compliant Member’ of the NBC for each 
year of our operations.

As a certificated member, Impahla has 
been able to prove that we:

• pay correct normal and overtime wages

• pay appropriate end of year bonuses

• pay for appropriate benefits 

• adhere to appropriate guidelines on 
normal and overtime hours

To date, only one employee has raised 
a complaint about Impahla to the NBC 
(ruled in favour of Impahla).

• Maintain certificated compliance to 
the NBC.

• Ensure that no employee is treated in 
a manner that is inconsistent with the 
agreements established by the NBC.

• Ensure that all employees work 
towards targets leading to the 
payment of efficiency bonuses.
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ISSUE PERFORMANCE TARGETS

Absenteeism and late arrivals Impahla has improved the systems 
employed to monitor the impact of 
absenteeism and late arrivals on our 
production capacity.

Absenteeism rose by 21.8% in 2008 
due to improved monitoring and 
evaluation systems (2.17% in 2007 
to 2.64% in 2008).     

• Continue to improve the daily use 
of new data management systems 
developed to monitor all forms of 
absenteeism and late arrivals. 

• Reduce absenteeism to less than 2%.

• Reduce late arrivals to less than 1%.

• Continue to encourage the self-
monitoring of absenteeism and late 
arrivals amongst the team to achieve 
bonuses.

Reduce Costs Impahla operates as a lean organisation, 
adhering to the principles of ‘Just In 
Time’ manufacturing.  By ensuring that 
the purchasing of supplies is scheduled 
in accordance with our production 
commitments, we are able to reduce 
overhead costs by limiting inventories.

• Maintain acute attention to critical 
path orders in order to reduce our 
exposure to non-stock barriers to 
meeting customer requirements.

• Reduce inventory of surplus/out-dated 
fabrics and threads.

Workplace safety Safety of all of our staff is paramount 
to our ability to remain an employer of 
choice.  As such, we conduct regular 
internal safety inspections, and maintain 
a register of all identified hazards and 
incidents.

A new Safety Officer was appointed from 
the shop floor (Joyce) and trained to assist 
with incident response and prevention.

One Lost Time Injury was recorded by 
Impahla for the first time, at a cost of 3 
person days due to a slip and fall.

16 non-lost time injuries (i.e., those that 
have not resulted in lost person days) were 
recorded in 2008 (up from 1 in 2007).

• Continue to identify risks and hazards 
before they lead to injury.

• Continue to conduct random fire drills. 

• Continue to conduct employee 
lunchbox briefings to discuss all 
potential safety issues and hazards.

• Improve Incident Monitoring Systems, 
including incident tracking and 
evaluation charts in the Sick Room.

• Reduce the overall frequency and 
severity of incidents.

Environmental protection Although we believe we do not have 
significant harmful impacts on our 
physical environment, we do believe 
we have a role to play in reducing all 
possible impacts.  As such, we use fabric 
with a minimum organic content of 5%, 
and PUMA-approved CHT inks that are 
water-based, PVC-free, and therefore less 
harmful to the environment.

All recyclable materials (paper and plastics) 
are being recycled through our newly 
formed strategic partnership with Oasis.

Our first carbon footprint assessment has 
been conducted, resulting in Impahla 
becoming the first ‘carbon neutral’ 
company in the garment manufacturing 
industry in South Africa.

• Continue to identify other 
environmentally friendly materials 
that can be used in our manufacturing 
processes.

• Continue to identify ways to reduce 
the amount of waste we send 
to landfill, particularly through 
redirecting recyclable waste to re-use 
facilities

• Identify ways to reduce our water and 
energy consumption.

• Continue to monitor our carbon 
footprint, looking for ways to reduce 
both our overall impact and the costs 
of our off-sets.
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GRI G3: 2.2, 3.9 (to p.31), 4.13, 4.17, PR5 (to p.14)

Sales per core client
 2008 2006 – 2007 2006 – 2008
 # Units % of Total # Units % of Total # Units % of Total

PUMA 160 254 91.2% 176 491 62.3% 336 745 73.4%
Adidas 9 065 5.2% 27 503 9.7% 36 568 8.0%
New Balance 5 908 3.4% 28 231 10.0% 34 139 7.4%
Levis   30 966 10.9% 30 966 6.7%
Others          521 0.3% 11 642 4.1% 12 163 2.6%
K-Way   8 411 3.0% 8 411 1.8%

Total 175 748  283 244  458 992 

World class products for world class customers

Highlights

P Increased production by 15.8% to 175 748 garments

P Increased the number on non-manufactured branded items by 26.3% to 
61 077 units

P Exported 12.7% of our garments produced to 11 countries, a first for Impahla

P Have been appointed PUMA Strategic Supplier status, including much-needed 
order guarantees

O Experienced a decrease in production efficiency, from 78% in 2007 to 77% 
in 2008

Although we are a young, small yet learning and growing company, we at Impahla 
pride ourselves in our ability to provide cost and brand-conscious companies with the 
services they require.  Our goal is always to produce top quality products on-time, on-
budget, and without any unnecessary hassles. 

From cutting, printing and embroidery, straight through to assembly and finishing, 
Impahla is confident that we are, and will continue to be, a proven supplier of quality 
garment manufacturing and branding services to a number of globally recognised 
sporting apparel and fashion brands, including PUMA, Adidas, and New Balance.

Without a doubt, PUMA has been our greatest supporter over the past few years, with 
total deliveries of units (i.e., garments) representing 73.4% of our total production of 
458 992 units, including t-shirts, pants, and shorts.  

In 2008, sales to PUMA represented more than 91% of our production, 
based almost entirely on PUMA appointing Impahla a ‘World Cat 
Strategic Partner’.

Over the past few years though, Levis, New Balance, Levis, K-Way and 
other small clients have represented more than 26% of our total sales.

Recently, our biggest challenge has been to find the right balance 
between secure revenues and our ability to guarantee our clients the 
quality of service they have come to appreciate and expect.

As a result, we have had to make a strategic decision to decline 
orders from clients such as Levis (mid-2007) in order to focus on our 
ability to continue to service our larger clients, particularly PUMA.  
However, we continue to participate in contractor compliance audits 
from Levis, should our surplus capacity reach a point where we can 
resume offering them quality production services.

PUMA
Adidas
New Balance
Other

PUMA - 61.9%
Levis - 13.9%
Adidas - 9.4%
New Balance - 8.0%
Others - 6.8%
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GRI G3: 4.17

Since we first started in 2004, Impahla has been a proud supplier of garments to 
PUMA, Levis, Adidas and New Balance, all of which are among the world’s most 
recognised and respected companies.  We recognise that as a condition of our ongoing 
relationship with such well known companies, we must consistently adhere to strict 
controls over quality, timeliness of deliveries, as well as environmental and health and 
safety concerns.  As such, Impahla has undergone a number of contractor compliance 
audits from these companies, with PUMA offering the most comprehensive feedback 
on how well we meet their expectations.

It’s important to note that these audits, or site inspections of our production facilities, 
have been, and continue to be, extremely helpful sources of process improvement 
information for our company.

On close inspection of our audit results, we have found that while we continue to excel 
in the Social and Health & Safety aspects of PUMA’s audits, we still have significant 
room for improvement in our Environmental performance.  These findings are extremely 
helpful when comparing our own internal assumptions and conclusions about our 
performance with what we consider to be the ‘reality’ of our progress.  

Although no SAFE audits, or contractor compliance audits from other customers, were 
conducted in 2008, Impahla undertook to further bolster our performance according to 
client expectations, and it is our hope that through enhanced environmental and safety 
processes, we will continue to rate very highly during compliance audits.

Focusing mainly on international customers like PUMA, Impahla has geared its 
operations to the highest of international standards, and has been successfully awarded 
PUMA’s contractor compliance “A” status, being one of the first factories in Africa to 
achieve this honour.   In reaching this pinnacle of success, PUMA further rewarded 
Impahla’s hard work by nominating the company to become a World Cat Strategic 
Supplier, the first company to be given this status in Africa. 

At first, we struggled with understanding 
the scope and implications of these 
audits, but once we understood the 
expectations, we found the process to be 
extremely helpful in identifying ways in 
which we could become a world class 
producer of garments: able to supply any 
global brand that is seeking an African 
partner.

Results from these audits, including 
PUMA’s SAFE audits (right), have been a 
helpful benchmark of our performance in 
Social, Environmental and Safety areas.  

Puma Safe Scores:

 Weight 2007 2004

Social 50.00% 49.33% 47.96%

Environmental 10.00% 7.50% 5.95%

Health & Safety 35.00% 33.48% 32.26%

Additional 5.00% 5.00% 4.32%

 100.00% 95.31% 86.49%

Classification   A B

PUMA’s World Cat Strategic Partner

A brief explanation from Arne Etzold of World Cat South Africa

The Strategic Partner Concept (SPC) is a partnership that strives to create a long-
term win-win situation for both the supplier and the PUMA brand. 

From the supplier side, reliability, commitment to PUMA and compliance of the 
Strategic Partner with PUMA´s Business Key Elements form the base of our business 
relationship and the SPC. 

In exchange for these things, PUMA gives a clear commitment to the Strategic Partner 
regarding allocation of production and, if required, technical- or other support.

By mutually recognising the reciprocated commitment, PUMA and Impahla have 
entered into an agreement that we hope will sustain long-term support for the PUMA 
brand and that will contribute  significantly to satisfy our customers who expect for 
customers who choose to produce top quality products made in Africa by Africans.
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GRI G3: 2.7 (to p.18), EC8

Closer to our hearts, and almost as important as supporting global brands, Impahla 
has been able to supply garments to African teams representing our region at major 
sporting events around the world, including:

• South African Para-Olympic team for the 2008 Beijing Olympics (PUMA)

• Athletics South Africa at various world championships since 2005 (Adidas)

• Replica kit for national soccer teams representing Angola, Botswana and Namibia

We believe that these partnerships, through our excellent relationships with brand 
clients, have garnered recognition in the market, ultimately leading to a 18.4% increase 
in sales from 2007 to 2008, further to the 15.4% increase from 2006 to 2007.

Perhaps the most significant production impact for us this past year was the significant 
decrease in non-PUMA sales. With PUMA dominating our orders (over 91%), we 
recognise that we are running the risk of falling into an ‘all eggs in one basket’ dilemma.  
However, after much internal discussion and debate Impahla decided that the increased 
risk is manageable based on the assurances PUMA has offered through the Strategic 
Partner Concept.  Guarantees of production orders, as well as assurances that decreased 
demand will be forecast and communicated to us early enough to control impacts, are 
deemed sufficient enough to reduce any short and/or long-term negative impacts that 
one might associate with becoming a sole source supplier to one brand.

Production efficiency, as measured by the time used to complete garments in comparison 
to the total time available, continued to be extremely high in 2008 although there was 
a slight average decrease from 78% in 2007 to 77% in 2008.  It is our best guess that 
this decrease was due to a number of factors including a significant increase in staff 
turnover and a shift to more complicated garment designs.  
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Our lowest level occurred in June this year, with an overall monthly efficiency ratio 
of 74%, far above the 67.5% minimum recorded in March of 2007.  Once again, 
the maximum efficiency rate was 82% of total time employed in the manufacture of 
garments, in October 2008 as well as in September and October of 2007.
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Prior to Lena being a 
manager, there was no real 

open door policy to talk 
about work and/or personal 
problems.  Now we always 

have someone we can talk to 
if we need help.

Why do people complain 
about heat? I think it’s old age 
that makes some of them get 

hot flashes. <laughter!>
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GRI G3: PR8

The good news is that although there was a slight decrease in overall efficiency, the 
total production time increased to ensure that we were able to increase our total 
production (i.e., garments manufactured, excluding non-manufactured garments 
branded) increased to an average of 14 646 garments per month, a 15.8% increase 
over the 12 647 garments produced per month in 2007, following on from the 6.9% 
increase in monthly production, from 11 832 units in 2006.

Even more impressive was our branding team’s enormous 26.3% increase in branded 
item output.  In 2008 our team branded 61 077 garments that were not manufactured 
by the Impahla team – over and above the number of in-house manufactured AND 
branded items – whereas only 48 340 non-Impahla garments were branded in 2007. 
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Combined, our total team output rose 18.4% - from 200 102 garments in 2007 to 236 825 
garments in 2008: the result of a tremendous combined effort on the part of each member 
of our team. 
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More importantly, we have been able to increase our average number of garments produced 
per person day, where our total number of ‘person days’ includes our entire staff complement 
(down to 88 at the end of December, from a high of 98 at the end of January).  Although our 
efficiency target for garments per person day remains set at 10 units, our team only managed 
to increase the monthly average from 7.3 in 2007* to 8.2 in 2008 (up 12.3%).

* An error in calculating the 2007 resulted in an over-reporting of 8.5 per person per day.  This is therefore a 
re-statement of this figure.
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Although we have experienced a few returns, the total number of garments that are 
returned by clients due to issues of fabric and/or assembly concerns remains completely 
immaterial to our operations.  To date, we have never had an order rejected by a client, 
and in all cases, our team has been able to repair returns for re-issue.

In the past year the work has 
become better.  Every day 

there’s work for all the people 
and we get different types 
of work all the time, which 
makes the work much more 

enjoyable to do.

When people leave they leave 
because they think they can 
get better jobs.  Most people 

who leave want to come back 
because this is a good place 

to work.
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GRI G3: 4.13, EC6, EN1, EN2, EN5, EN6

As a small manufacturing company we do not have a marketing department, 
but rely completely on our brand-conscious clients to keep us apprised 
of their evolving requirements.  The likes of PUMA (our principal client, 
accounting for more than 90% of our sales), Adidas and New Balance all 
have highly sophisticated market research and analysis teams to assess where 
their products should be heading to meet new consumer trends.  

We are confident in our reliance on our clients, and the highly competitive consumer 
markets in which they operate, to act as a mechanism for marketing our products.  
Where deemed necessary, we are pleased to assist our customers with brand-specific 
marketing activities when called upon.

As a proudly South African clothing manufacturer we adhere to a strict ‘SA-First’ policy 
for procurement.  Without exception, we are committed to purchasing our supplies from 
a local trader unless the quality and quantity of equipment, fabric and/or accessories 
cannot meet our needs: as defined by our clients.  

However, our 2008 sales of garments requiring complex fabrics currently unavailable 
in South Africa led to a sharp increase in our foreign procurement.  48% of the polyester 
we used in 2008 was purchased from Taiwan, representing 21.5% of all fabric used.  
Meanwhile 100% of all of the buttons we used for PUMA garments were purchased 
from Hong Kong.  

In line with our commitment to environmental awareness, all of the cotton we procure 
is guaranteed to have no less than a 5% organic content, while all heat transfer and 
screen printing inks meet PUMA’s strict environmental standards (water-based, PVC-
free CHT inks that are certified as ‘environmentally friendly’).  Meanwhile, all of the 
plastic bags used for packaging garments (203 716 ‘Poly Bags’) and all of the corrugated 
cartons used for shipping (1 981 boxes) are made from recycled materials.

To further improve our efficiencies, Impahla implemented a ‘Just in Time’ (JIT) procurement 
system that has been well-supported by our suppliers.  This system ensures that we do not 
need to retain significant warehouse stocks of fabric and accessories, while ensuring that 
all materials are readily available from suppliers as and when required. 

Although we are mindful of our size, and thus the relative smallness of our orders from 
big suppliers, we are nonetheless pleased to note that while our influence may not 
impact the social and/or environmental responsibility of our main suppliers, we are 
able to report that at least one of our suppliers is also taking the issue of sustainability 
very seriously.  Coats, our principal thread supplier, has supplied the Impahla team 
with evidence of their social and environmental stewardship, through the provision 
of documents outlining their ‘Worldwide Employment Standards’ and ‘Worldwide 
Environmental Policy’.  These documents, printed on recycled paper, encourage us not 
only to continue sourcing from Coats, but also to ensure that our policies are formalised 
in similar documents for future display and distribution.

Marketing and Procurement 

Fabrics (linear metres) Total  Local  Foreign  

Cotton 85,302 54.1% 85,302 100.0% 0 0.0% 

Nylon Lycra 1,893 1.2% 1,893 100.0% 0 0.0% 

Polyester 70,516 44.7% 36,663 52.0% 33,853 48.0% 

Total 157,711  123,858  33,853 21.5% 

Other Materials

Buttons 94,080 100% imported. Looking to develop a local button

Thread (cones) 5,795 100% local

Zippers 2,750 100% local

There’s always work, and we 
never get ‘short shifted’ (i.e., 

earn less than a full day’s 
wage due to a lack of work).
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Use of appropriate technology

Over the past 4 years we have focused mainly on ensuring that our equipment is up-
to-date and well-maintained to ensure that we are consistently able to meet production 
commitments, and that our employees remain safe and healthy.  Where possible, we 
have retained a well-maintained in-house range of operator-managed machines for all 
of our core assembly activities, and have ensured that our cutters, machine operators 
and finishers are all supplied with reliable, safe and appropriate machines that would 
allow them to deliver against increasingly challenging targets.   

As a relatively new company, we were also keen to outsource our non-core activities 
to more specialised operators.  Until recently, this included the outsourcing of most of 
our branding activities to third party suppliers.  Unfortunately, we were challenged by 
a lack of reliability amongst our suppliers and had to import a MHM Automatic screen 
printing machine from Austria to facilitate our branding processes in-house.

Although our design, printing and planning activities have been at least partially 
automated since we first started our operations, we identified a need to align ourselves 
to a PUMA-related technology requirement.   As per their expectations, we purchased 
and implemented a Gerber Accumark system for pattern making, grading, ratings and 
marker making.  As expected this new equipment helped us align our order-taking 
and planning procedures with PUMA’s design specifications, it also helped to improve 
the accuracy of costing and sourcing of fabric, ultimately improving our fabric usage 
efficiency, and reducing the volume of solid waste we have had to send to landfills for 
disposal. 

In 2008, we identified a significant process bottleneck that was limiting our ability 
to manufacture garments requiring pockets.  Particularly with respect to track pants, 
our production line was slowed by the labour-intensive process to cut, trim and stitch 
pockets into the garments.  In response, Impahla purchased a Dürkopp Adler pocket 
welt machine, which under the skilful guidance of one operator, is able to not only 
reduce the number of machine operators from eight to one, but is able to ensure that 
the pocket process no longer creates a process bottleneck. 

Our branding department utilises the Wilcom Embroidery system and Corel Draw, as 
well as Adobe Illustrator, for producing finished artwork and embroideries that can be 
used to market specific teams, competitions and events, as required by our clients.

Our client-centric focus is restricted to proving that our services are accurate, timely 
and delivered according to client expectations  Our objective is to meet the strict 
requirements of our client brands, rather than attempting to develop and market our 
own products.  While our consistent ability to deliver according to client expectations 
is our tried and tested method of proving ourselves to be a supplier worth choosing, the 
management of costs is an ongoing management challenge.

Living and operating a company on 
the African continent is replete with 
both opportunities and challenges: 
some more significant than others.  
Perhaps the greatest daily challenge 
for Impahla, as an employer, is to 
strike the most effective balance 
between our personal desire to 
recruit and compensate lower wage 
employees, and the ever-present 
pressure to automate processes for 
increased production efficiency.  

As technology improves and expands 
our international horizons, the global 
village in which we operate appears to 
be rapidly shrinking.  No longer are we 
competing with neighbours in our cities 
and countries, but with other operators in 
countries that can just as easily produce 
garments and ship them to South Africa 
as we can.  

Nonetheless, we, as Africans, believe 
in the fair and ethical treatment of 
all employees, and are committed to 
ensuring that retrenchments occur only 
where the sheer will of our human 
resources can no longer allow us 
to compete in globally competitive 
markets.   

With the socio-economic challenges of 
poverty and high unemployment ever-
present in our local communities, we 
continue to be committed to create 
South African jobs, and are hopeful that 
we can remain ‘an employer of choice’ 
to those within our ranks who have 
sought us out and remain committed to 
our success.  

Unfortunately, we believe that the 
delicate balance between competitive 
pressures toward automation and job 
creation places Impahla in the unenviable 
position of looking for inventive 
ways to improve efficiencies without 
compromising on our commitment to 
the welfare of our staff.

Sometimes this does not favour our 
commitment to job creation, but we 
believe that our record of expanded 
duty rosters is a fair representation of our 
values in action.
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GRI G3: EC7 (to p.18), LA1, LA7 (to p.23), LA13, LA14

In 2004, when the Cape Town T-shirt Company was purchased, the company 
consisted of approximately 60 employees, of which every employee was 
given the opportunity to come across to Impahla.  Although all 60 employees 
initially made the decision to join the new company, some decided to move 
to new opportunities within the first few months.  

In the first year of our operations as Impahla, some of the workers taken over from the 
previous owners were clearly unsettled by the transition to new owners.  In Year 1, 
we observed a net loss of 11.4% of the total workforce, with 20 of the 26 departures 
(29.5%) resulting from workers leaving the company of their own accord (either a 
‘resignation’ or an ‘abscond’: where a worker simply fails to return to work).  For those 
that chose to remain with the company, rewards have come in many forms, of which 
secure wages, non-standard benefits and internal promotion opportunities have been 
recognised by our current team as reasons to remain within Impahla.

We are pleased that as of the end of December 2008, our staff compliment of 88 
employees still includes 25 of the pre-Impahla employees at the heart of our current 
team, including Lena who continues to direct our production activities.  Sadly, 5 more 
members of our original 2004 team left us in 2008, of which one was Elizabeth de 
Wet (right) who retired.  As our first retiree, the entire Impahla team was pleased to 
send her off with a farewell party, including a microwave oven as a small token of our 
appreciation.

Lena is our greatest success story of someone who has worked hard, starting from the 
ground level, and who is now a part-owner of the business, and a critical link in the 
success of Impahla.  She is a shining example of how, with opportunity, a competent 
and committed individual will succeed, without the presence of forced empowerment 
policies and procedures.  Although Impahla complies fully with the Employment Equity 
Act of 1995 in our policies and procedures, we sincerely believe that our empowerment 
strategy is based solely on aptitude, and that this strategy has been proven successful.  

The Impahla Team

Highlights

P Lydia represented Impahla as a finalist in the SACTWU ‘Spring Queen’ contest

P Appointment and training of Joyce as our first Shop Floor Safety Officer

P Sick Leave decreased from 0.97% to 0.70%

O An enormous increase in dismissal cases, from 1 in 2007 to 7 in 2008 (previous 
high of 4 in 2006)

O A significant increase in abscond cases, from 8 in 2007 to 10 in 2008 (another 
new high)

 FY 2008 FY 2007 FY 2006 FY 2005 

Total Employees 88  98  60  62 

White 4 4.5% 4 4.9% 5 8.3% 5 8.1%

Black 24 27.3% 33 29.4% 13 21.7% 9 14.5%

Coloured 60 68.2% 61 65.7% 42 70.0% 48 77.4%

Male 10 11.4% 11 12.7% 7 11.7% 9 14.5%

White Males 2 2.3% 3 2.9% 3 5.0% 3 4.8%

Black Males 0 0.0% 4 4.9% 1 1.7% 1 11.6%

Coloured Males 8 9.1% 5 4.9% 3 5.0% 5 8.1%

Female 78 88.6% 87 87.3% 53 88.3% 53 85.5%

White Females 2 2.3% 2 2.0% 2 3.3% 2 3.2%

Black Females 24 27.3% 30 24.5% 12 20.0% 8 12.9%

Coloured Females 52 59.0% 55 60.8% 39 65.0% 43 69.4%

The new factory is further 
from home, but I don’t mind 

too much because I like 
working for Impahla.

17



GRI G3: LA2, LA8

We are equally proud of the fact that our empowerment credentials don’t end with 
Lena.  From the very beginning, our ownership team has been committed to ensuring 
that dedication to the company will be rewarded, and that the identification and 
placement of supervisors and managers will occur from within the production team, 
wherever reasonably possible.  As such, we have been able to ensure that Lena’s entire 
supervisory team (all ladies, 1 black and 4 coloured), and one of Carl’s two branding 
supervisor-in-training (a coloured female), have been promoted from within and are all 
classified as ‘previously disadvantaged individuals’.  Not one of these individuals was a 
supervisor when Impahla took over the business.  One was a sorter in the cutting room, 
one was an embroidery operator, and the others were all machinists.

Our most recent promotion to supervisor-in-training level, Merle, was identified from 
within the team of embroidery operators.  We expect that this ongoing demonstration 
of commitment to our production staff will help reinforce our assertion that everyone 
has a chance to be promoted, and that every employee is valued. 

Although these individuals – Patricia, Lydia, Francis, Christine, Joyce, Merle and 
Mogamat – are classified in the South African context as ‘previously disadvantaged’, 
each of our promoted staff members has proven that they possess natural leadership 
qualities that are helpful to the success of our business.  

We believe that this approach is the fundamental key to Impahla’s success, and it is 
at the heart of our vision and values.  By empowering every worker, we ensure that 
while the management team receives orders and ensures delivery on time, the actual 
running of the shop is left entirely in the hands of people who have been promoted 
up from the shop floor, and who have the greatest influence over their colleagues and 
team members.

* Net Turnover is calculated against the HR total at the end of the previous year, whereas all other 
calculations are based on the current year end figure.

There are a lot of negative perceptions about the industry, particularly with respect 
to the number of job losses.  This forces one to be cautious on the one hand, but 
committed to proving the perceptions wrong over the longer term.

We believe that by building a strong base of operations around a core team of 
committed employees, we will have the opportunity to overcome the challenges that 
have been facing the clothing manufacturing sector over the past few years.  Our healthy 
growth, from 60 employees in 2004 to a high of 98 in 2007 is a fair indication of the 
strength of our team, and we are certain that we will continue to retain, and build, a 
resilient workforce over the coming years.  Although our unfortunate loss of 18 staff 
members in 2008 might appear to reflect negative sentiment, we have concluded that a 
combination of poor transport connections for some workers to get to the new location, 
and management’s heightened attention to good conduct led to the vast majority of 
our losses in 2008.  In a few cases, workers left to pursue more lucrative employment 
contracts, even though those contracts ultimately led to poorer working conditions.  
Sadly, it is Impahla’s policy to only re-hire employees who leave under good terms, 
thus restricting those who absconded from seeking re-employment.  Only 1 machine 
operator resigned under good standing, doing so to care for ailing family members in 
the Eastern Cape.

 FY 2008 FY 2007 FY 2006 FY 2005 

Left Company 18 20.5% 13 13.3% 18 30.0% 26 41.9% 
Retirements        
Resignations 1  4  10  17 
Dismissals 7  1  4  3 
Absconds 10  8  3  3 
Illness     1   
Expired Contract       3 
New Recruits 8 9.1% 51 52.0% 16 26.7% 28 45.2%
Net Turnover * -10 -10.2% 38 63.3% -2 -3.2% 2 3.3%
Total Employees 88  98  60  62 

When it’s cold it’s very cold 
and when it’s hot it’s very hot, 
but this doesn’t happen too 

much.  We open the doors to 
cool down and put jerseys on 

to stay warm.
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GRI G3: 2.10, EC3, SO2, SO4

In last year’s report we proudly reported that despite industry peers complaining of high 
levels of staff dismissals due to poor conduct, Impahla had only been forced to dismiss 
8 employees since 2004, of which only one incident occurred in 2007, and none of 
them led to any form of arbitration from either the union or the CCMA.

Although we pride ourselves on encouraging employee satisfaction, and attempt at all 
turns to avoid creating an environment where employees feel the need to behave in a 
manner that is not consistent with our team spirit, we were forced to dismiss 7 more 
employees during 2008, including:

• One case of product theft, where a cleaner was caught smuggling garments out of 
the building in refuse bags, with the support of two ironers and one examiner in the 
finishing area.  All four employees were dismissed.

• Three other employees were dismissed for poor performance.

The fact that none of our dismissals has ever resulted in a case being taken to the CCMA 
or NBC for arbitration comforts the management team, allowing us the opportunity 
to assert that we consistently and fairly play by the rules in all of our dealings with 
employee discipline.

During the process employed to produce our 2007 Sustainability Report we identified 
that while we were aware of excessive sick leave as a potential problem, we didn’t fully 
understand the scope of the problem.  Granted, we had been attempting to manage 
sick leave using a variety of strategies, including the possible need to discipline and/
or dismiss individuals who continue to pose an ongoing threat to our productivity, 
but we hadn’t really investigated a full understanding of the scope and/or nature of 
the problem.  As a result, we took our new ability to quantify the scope of our sick 
leave problem, and developed an incentive scheme to encourage employees to reduce 
unnecessary sick leave taken.

Each employee is offered an opportunity to receive a maximum of a R500 bonus every 
six months if they do not take any sick leave.  For every day they take off, they lose 
R100 of the bonus, resulting in a R0 bonus for more than five days.  In 2008, Impahla 
paid out R42 800 in sick leave bonuses, represent 428 sick days not taken.
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Although sick leave continues to present itself as an ongoing management issue, our 
team was successful in reducing our sick leave rate from 0.97% in 2007 to 0.70% in 
2008.  While our target remains 1.0% sick leave days taken, relative to the total number 
of person days worked, our hope is to reduce the rate to better than our 2006 sick leave 
rate: 0.69%.

While we continue to respect that workers need, and have the right, to take days off 
when illness or injury occurs, we also understand that many workers take excessive 
leave (referred to as ‘absenteeism’) for reasons other than illness: including such things 
as taking days off to do personal banking and shopping. This is an issue we will continue 
to actively monitor and manage.  

Impahla Employees of 
the Month for 2008
At Impahla, we believe that it is 
our responsibility to offer due 
recognition for excellent service to 
the company.  

Inasmuch as we expect our 
employees to arrive at work on-time, 
to limit their number of sick days to 
only those that are truly necessary, 
to consistently meet our production 
output and quality targets, and to 
support and encourage the rest of the 
team, we also believe our employees 
are entitled to expect us to reward 
them when superior service to the 
company is offered.  

As a result, we continue to offer an 
‘Employee of the Month’ incentive 
for members of our team.

Pictured on the front cover of this 
report, our 2008 winners were: 
Roderick (Feb), Lorrine (Mar), 
Shireen (May), Andrew (June), Portia 
(July), Francis (Aug), Virginia (Sept), 
Ann (Oct), Charmaine (Nov).  No 
award was given in April as a result 
of the theft incident reported above, 
while awards are not given for 
January and December due to the 
fact that these are holiday-related 
shortened months. 

Beyond the recognition each of 
these individuals has received 
from their fellow teammates, as 
well as the pride that comes from 
having their photo placed in our 
‘Frame of Success’ situated in our 
entrance area, each person has 
also received a grocery shopping 
voucher worth R250. 

Nobody really comes to 
complain about things.  

I’m the Shop Steward and 
they’d come to me if they 

have problems, but nobody 
complains about anything.
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Prior to producing our 2007 Sustainability Report, we assumed that we were effectively 
managing absenteeism by tracking our sick leave ratio (primarily because of the need to 
pay employees for Sick Leave taken).  However, the process of developing our Report 
opened our eyes to the fact that our total absenteeism rate (inclusive of Sick Leave) is 
more than double what we perceived it to be (an average of 2.64% per month over the 
course of the year, up from 2.17% in 2007).    

In developing this year’s Report, we identified two significant problems with our 
measurement and management systems for absenteeism.  Firstly, we recognised 
that while we recorded absenteeism due to illness (i.e., ‘Sick Leave’) for all of our 
employees, we were only recording absenteeism (i.e., persons absent from work 
without illness or special permission) for our machine operators.  As such, we identified 
that our 2007 absenteeism rate was errantly recorded as 2.62% instead of 2.18% for 
machine operators (total absenteeism neither measured nor reported).  Secondly, we 
identified that our information management processes needed updating to record ALL 
incidents where employees are ‘absent without permission’, where ‘ALL’ refers to our 
entire employee pool, not just machine operators.

As such, it should be duly noted that we might experience a significant change in 
absenteeism in 2009, due only to the changes in the way in which we monitor and 
manage our absenteeism rate.

Absenteeism, another indicator we identified as a significant problem during the 
development of our 2007 Sustainability Report, continues to be somewhat of a 
concern.  While we once assumed that late arrivals did not materially impact our 
overall production, when we began to analyse the data we had been collecting, we 
found that more than 1% of our production was lost due to late arrivals.
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In addition to our sick leave bonus programme, we worked with the National Bargaining 
Council to establish a Late Arrival incentive in the form of 0.5% of the expected 9.0% 
wage increase.  As a result, our employees received an 8.5% wage increase, with the 
additional 0.5% being set aside to establish a Late Arrivals bonus fund.  This is an ‘all or 
nothing fund’ whereby the entire employee population is encouraged to work together 
to reduce Late Arrivals to below 1.00%.  If this occurs, the employees are given an 
equal share of the fund: dispersed on a 6-monthly basis.  At the end of 12 months, if the 
target is not achieved, the pool of bonus funds is lost: a key incentive for self-regulation 
amongst the workers.

We had a problem here.  They 
(a few ladies) had a syndicate 
going and were stealing things.  
They had a hearing and some 
people left.  We understand 

why they left, and we believe 
that they (management) did 

the right thing.

The only thing I can complain 
about is the fact that our drinks 

are warm. We don’t have a 
fridge for our cool drinks. 

Management Response: The 
old fridge was broken and a 

new fridge was purchased and 
installed two days after hearing 

this complaint.
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GRI G3: EC3, HR9, 2.10

Unfortunately, and even though we began to make our employees aware of the fact that 
late arrivals would be actively monitored and managed, our total Late Arrival rate rose 
from 1.45% in 2007 to 1.63% in 2008.  Our worst months were August (2.13%) and 
December (2.01%), with only April reaping a rate close to our target of 1.00% (1.03% 
for the month).

When coupled together to form what we believe is ‘Controllable Lost Time’ (or ‘CLT’), 
our Absenteeism (2.68%) and Late Arrivals (1.63%) sum to a total production loss of 
4.31% over and above the reasonable and uncontrollable Sick Leave of 0.70%.  As such, 
we have entered into a number of discussions with our employees, through their Union 
Representative, to decrease our CLT Ratio to less than 3.00% in 2009, with our ultimate 
goal being to decrease both Absenteeism and Late Arrivals to less than 1.00% each. 

It should be noted that as a truly African company, operating in a tremendously dynamic 
multi-cultural environment, Impahla does not permit any form of discrimination against 
employees.  We do not tolerate racism, sexual harassment, or the discrimination of 
persons with any form of disability.  We are very proud of the fact that our team is 
made up of 88.6% females, and 95.5% non-Whites: both key performance indicators 
within the South African economy.  However, we still have not had an opportunity to 
employ persons with disabilities, although we would not hesitate to ensure that our 
work environment accommodates for special needs, wherever reasonably possible.

Our remuneration packages, including salary, bonuses and incentives, are above average 
for our industry, and we are registered with industrial councils and all other statutory 
bodies.  Wages are established by the National Bargaining Council, but Impahla has 
actively pursued bonus systems and other forms of non-financial reward.  

For example, the entire management team was proud to participate in the South 
African Clothing and Textiles Worker’s Union (SACTWU) Cape Region’s ‘Spring Queen’ 
competition, hosting our own internal pageant and then supporting our team’s winner – 
Lydia – through the SACTWU pageant process.  While we initially participated thinking 
that this would be ‘a fun thing to do’, we quickly realised that the development and 
upliftment of team spirit that resulted from the pageant process was of significant benefit 
to the overall employee satisfaction and productivity rates within the company.

Lydia du Toit – 
Our Spring Queen Finalist

For the first time in Impahla’s history, 
our team was represented in SACTWU’s 
Spring Queen Competition: an annual 
fashion show and pageant highlighting 
the diversity of talent in the Cape’s 
garment design and manufacturing 
industry.

In her own words, this is Lydia’s account 
of her participation in the event:

The day of our factory’s Spring Queen 
competition I was so excited and it was 
so amazing.  We were all beautifully 
dressed.  The day I was chosen for Miss 
Spring Queen I was so shocked.  Never 
in my wildest dreams did I think that I 
would get that far.  Since I was young my 
dream was always to become a model.  
It felt like my dream had come true.  

All the models chosen as Spring Queens 
of the different factories in the Western 
Cape went to the Union Buildings where 
they chose the girls who would go on 
to the finals at the Good Hope Centre. 

In the evenings when we practiced I 
met a lot of new friends.  All-in-all I met 
52 new friends.  We all struggled a bit 
with the dance steps the choreographer 
taught us but we got it right before going 
to the Centre.  

All the models went to the Mount 
Nelson for a champagne breakfast 
which was sponsored by Sanlam.  We 
also received gift sets from Sanlam.  
The following weekend we went to 
Viesehnhof for our weekend farewell 
party.  We had a lot of fun.  

The morning of the 15th of November 
all the girls were all nervous.  This was 
the last day of practice before the big 
moment.  

The evening at the Good Hope 
Centre was packed with people, the 
music was playing and the crowd 
was excited. I felt nervous and 
overwhelmed when I walked on the 
ramp, with all the people watching 
and being on the big screen.  They 
chose 20 finalists and I was one of the 
first whose name was called. I never 

thought I’d be chosen but to stand 
there as one of the 20 finalists I felt 
excited.  I thought to myself at that 
moment they chose me, that maybe 
there is a potential model in me.  

If it wasn’t for Aunty Lena and my 
supervisor Patricia Collins, who 
encouraged me to take part in the Spring 
Queen I wouldn’t have come that far 
and experienced what I did.  I also want 
to say thank you to my boss William and 
his wife Joan for believing in me, and 
to Carl for driving me to the practices. 
I would also like to thank Aunty Joyce 
for mothering me through the whole 
event.  Thank You to the committee who 
raised funds on my behalf and best of all 
I want to thank the girls in the factory for 
supporting me.

I would love to do it again in the future.

Just a word of encouragement for others  

If you want to do something go for it 
and believe in yourself.  You can do it!

If you want to do 
something go for 
it and believe in 

yourself.  You can 
do it!
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GRI G3: LA9 (to p.24)

For Impahla, ‘Zero Harm’ refers to the creation and maintenance of a work environment that is free from the potential for illness or 
injury for our employees, our clients, and our neighbours within our business complex and the community of Maitland.  In our most 
recent review Hazard Identification and Risk Assessment (HIRA), we identified the following potential risks and hazards:

1. Minor 
cuts

9 minor cuts and abrasions occurred in 2008, mostly resulting from the improper use of new/sharp trim scissors.

Although we insist on the use of appropriate Personal Protective Equipment (PPE) by all of our cutting room staff, the 
risk of injuries still exists, as wire mesh gloves cannot be effectively used in other areas where knives and scissors are 
used; particularly in our trim section.  

2. Slips & 
falls

4 injuries – 1 a Lost Time Injury – resulted from slips and falls in 2008.

Although Impahla prides itself on providing our team a clean and safe work environment, even our best efforts to 
avoid risks has not eliminated certain hazards altogether.  Meldine slipped coming down the steps from the lunch 
room and hurt her foot in January, resulting in a slight sprain being diagnosed, and resulting in 3 days of lost time.

4 minor slip & fall injuries were recorded, mostly due to human error, including an incident where Dolfie slipped on 
a banana peel in the lunch room and suffered a minor injury to his arm.

The Safety Team is currently considering ways to mitigate the risks associated with slips & falls, and will be embarking 
on a hazards awareness campaign early in 2009.

3. Needle 
pricks

3 needle prick injuries were recorded in 2008, up from 1 in 2007. 

The greatest risk when operating a sewing machine continues to be the potential to penetrate one’s finger with 
the needle.  

In the previous 4 years (2004 through 2007) Impahla only suffered one such incident, with the first injury of its kind 
occurring in 2007.  We attributed the low number of injuries to our use of needle guards on all of our machines, our 
concerted effort to educate our staff about the danger, and the role our supervisors play in ensuring that guards are not 
removed.  However, it is clear that the risk of needle prick injuries continues to exist, and that the team must be mindful 
to remind machine operators of their responsibility to work safely.

Occupational Health & Safety

While the management and staff at Impahla consider the company to be a 
‘safe’ place in which to work, we are nevertheless mindful of the risks and 
hazards that continue to arise on an almost daily basis, not least of which is 
the spread of HIV/Aids that has so perilously attacked our fellow citizens.  
As such, we have developed and implemented an Occupational Health 
and Safety Policy that sets out our ongoing commitment to ‘Zero Harm’, 
including:

• The development, management and stocking of a First Aid Room, where treatment 
can be obtained for injuries, or where ill employees can lay down and rest when 
required.

• The conducting of monthly Health & Safety Committee meetings, chaired by our 
Health & Safety Manager and/or our Health & Safety Officer, and attended by all 
managers, supervisors and shop stewards.

• The appointment, training and deployment of Joyce as Impahla’s first shop floor 
Safety Officer, taking over from Jann who has represented the administration team 
in all Health & Safety matters for the past few years.

• Posting of appropriate signs to direct every employee’s attention to emergency exits, 
hazards, and policies and procedures for managing Health & Safety.

• The appointment, training and testing of Fire Marshalls, including the provision of well-
maintained fire management equipment and the conducting of regular fire drills.

• Working in close cooperation with the National Bargaining Council for the Clothing 
Manufacturing Industry to conduct small-scale HIV/Aids awareness campaigns at 
Impahla on a regular basis.

Highlights

P Improved records keeping in 
the First Aid Room has resulted 
in the better monitoring of 
workplace health and safety

P An eyewash station was installed 
in the sick bay to treat workers 
who may have been sprayed with 
chemicals and/or dust.

P Appointment and training of 
Joyce as our first shop floor 
Health & Safety Officer.

O One Lost Time Injury was 
recorded by Impahla for the first 
time, at a cost of 3 person days 
due to a slip and fall

O 16 non-lost time injuries (i.e., 
those that have not resulted in 
lost person days) were recorded 
in 2008 (up from 1 in 2007)
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GRI G3: 2.10, LA7

4. Lifting 
sprains

1 lifting-related sprain was recorded in 2008.

The lifting of heavy bundles of fabric, the repetitive nature of specific tasks, and the need of some employees 
to move about areas that could become cluttered creates a multi-faceted risk of sprain injuries.  

Supervisors are tasked with ensuring that employees are not operating in an unsafe or unhealthy manner, 
but we accept that the nature of this risk is more difficult to monitor.  As such, we rely on our weekly staff 
meetings to remind employees of their responsibility to avoid behaviour that could place them in danger of a 
sprain, as well as to ensure that their work environment remains clean and obstacle-free.

5. Burns No such injuries occurred in 2008.

Heated clothes irons, used for pressing garments during our finishing process, have always been an obvious 
risk area, but no such injuries have been recorded at Impahla.  Nonetheless, we remain committed to ensuring 
that all of our employees are aware of the dangers and restricting access to the pressing area to ensure that 
unnecessary personnel are not exposed to the risk.

6. Sunlight No such injuries or complaints occurred in 2008.

When our new building was being designed, we took the decision to reduce our dependency on electrical 
lighting and heating, and installed translucent roof panels to all natural light to illuminate and warm the 
shop floor.  

While this may have appeared to be a fault-free idea at the design stage, we quickly learned that too much 
light could pose a hazard to our employees.  

Aside from the obvious exposure to sun-related cancers, our more immediate concern was eye strain and 
potential heat stroke among our machinists.

As such, we have made large umbrellas available to any staff member wishing to be shielded from the 
sunlight, and have created a means of allowing outside air into the building to create a form of natural 
cooling, without compromising the overall security aspects of the factory. 

7. Inhalation 
of harmful 
dust and 
fumes

Impahla uses low harm and environmentally friendly chemicals wherever possible in the various areas of 
operation in our business.  

Although no cases of fume-related illness have thus far been reported at Impahla, we are mindful of the 
potential to cause harm where solvents, dyes and glues might be used.  

As such, our new manufacturing facility was designed with specific attention to the provision of adequate 
ventilation and air quality management.  Where task-specific higher risks persist, we ensure that face masks 
and other PPE are used by all employees operating in the hazard area.

8. Inhalation 
of second-
hand 
smoke

Resulting from a note submitted via our Employee Complaints and Suggestions Box, we have ensured that 
non-smoking employees are not subject to the effects of second-hand smoke.  

Smoking in common areas is not permitted, and any employee wishing to smoke must exit the building and 
remain more than 5 metres from pedestrian access points.  

9. Collisions 
with 
moving 
vehicles

Although we do not own and operate any motorised vehicles within our factory, our positioning within a 
busy business park continues to present a possible, if not probable risk of collisions between vehicles and 
personnel.

As such, we continue to ensure that our entrance/exit procedures are maintained and enforced to ensure that 
all of our employees arrive and leave our premises in a manner that will decrease their risk of collisions. 

When deliveries or collections occur, access to motor vehicle pathways is tightly restricted to ensure that 
unnecessary personnel do not pose a threat to either the vehicle operator or themselves. 
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10. HIV/AIDS HIV/AIDS is a massive problem for all of Africa, particularly for those of us living and working in Sub-Saharan regions.  

The HIV/AIDS pandemic will remain a sustainability risk factor to be closely monitored and managed for many 
years to come, and Impahla is committed to ensuring that our workforce is perpetually aware of their role in 
protecting themselves, and their family members, from the disease.  

To date, we are not officially aware of any employees who have been infected by HIV/AIDS, and to the best of our 
knowledge our team has not suffered any HIV/AIDS-related deaths or illness-related employment terminations 
(i.e., ‘medical boardings’).  However, the relevant demographics suggest that Impahla remains vulnerable to the 
disease, and therefore must remain committed to addressing the risk.  

Although Impahla’s employees come from a region of South Africa that has a relatively low HIV-infection rate, we 
are of the collective belief that each of us is susceptible to HIV/AIDS related risk factors.  As such, and in mitigation 
of our direct risk, Impahla has instituted an HIV/AIDS programme which comprises of the following elements:

• Policy guidelines with regard to recruitment, promotion and management of illness in the workplace, 
including explicit mention of non-discrimination within our Code of Conduct;

• Access to education and voluntary testing campaigns through the local union (South African Clothing and 
Textile Workers Union, SACTWU) and the National Bargaining Council;

• Availability of free condoms in our restrooms.

Although we have not conducted our own HIV/AIDS awareness campaigns, this issue has been addressed in one 
or more of our monthly Health & Safety meetings, and we are committed to addressing this in the near future. 
One area of particular focus for 2009 will be the re-instatement of poster campaigns that did not transfer across 
to our new facilities in 2007.  Impahla is committed to working with the National Bargaining Council and our 
unions to ensure an effective partnership in this regard in 2009.

GRI G3: LA824



GRI G3: EN5 (to p.26), EN26 (to p.27)

In terms of South African monitoring and evaluation norms, the clothing 
and textile manufacturing industry’s potential for negative environmental 
impact is considered ‘moderate’, even according to the ratings applied by 
the Socially Responsible Investment (SRI) Index at the Johannesburg Stock 
Exchange (JSE Limited).  However, we believe that because we are such a 
small company, with a staff complement that is not likely to rise much above 
100 persons in the foreseeable future, our total environmental footprint is 
extremely limited.

That having been said, the Impahla ownership team is committed to protecting our 
natural habitats, while minimising any potential harm our operations might cause on 
the physical environment around us. As such, we believe we have a responsibility to 
monitor and manage our environmental impacts wherever possible. 

To date, we have embarked on a programme to identify and manage a number of 
environmental improvement areas, including several initiatives that were facilitated by 
our move to our new premises in August of 2007.  We are pleased to report that:

• We monitor our electricity and water accounts on a monthly basis, to ensure that 
all measures are identified to continue to reduce our overall consumption 

• We maximise the use of natural light through translucent roof sheeting to illuminate 
our factory floor and to provide natural heating during winter months, while 
employing large roller doors to create a cross-wind cooling effect in summer, thus 
reducing our reliance on electricity to create a favourable working environment

• We installed energy-efficient light bulbs and fixtures in all areas where they could 
be deployed effectively

• We use low volume dual flow toilets in all of our bathrooms, thereby reducing our 
water consumption

• We use cold water to flush all of our toilets, and only have two very small hot water 
heaters (5 litre tanks) in each of our kitchens

• We work in partnership with Oasis – a Cape Town-based NGO that employs 
mostly persons with mental disabilities – to recycle all of our plastics, paper and 
cardboard.

• We use PUMA-approved CHT inks in all of our screen printing and heat transfer 
processes, thus reducing our impact on the environment through the discharge of 
potentially harmful chemicals

• Although not a significant impact, we have implemented a system to monitor fuel 
consumption in our vehicles, to ensure that we minimise our emissions wherever 
possible

Through our participation in the contractor audits performed by many of our clients, 
including PUMA and Adidas, as well as through the process of developing our 
sustainability reports, we have consistently increased our level of environmental 
monitoring over a number of issues.

Environmental Management

Highlights

P Electricity consumed per garment 
produced has been reduced by 
40.3%, owing primarily to our 
new facilities

P Our branding processes – screen 
printing and heat transfers – 
now use only environmentally 
friendly water-based CHT inks, 
as approved by PUMA 

P Waste materials – cardboard and 
plastics – are now being recycled 
through a partnership with Oasis, 
a Cape-Town NGO that works 
with people who are mentally 
handicapped

P Systems have been put in place 
to monitor our fuel consumption, 
even though we only use 1 
vehicle for delivery purposes

P Our ‘first attempt’ at calculating 
our carbon footprint was 
successfully concluded for 2008, 
with a total carbon emissions 
total of 175.89 tons of CO2e, 
or 1.00 kilograms of CO2e per 
garment produced

P With the help of 
CarbonCalculated and Food and 
Trees for Africa, we off-set our 
carbon emissions by planting 
493 trees

O Our 2006 and 2007 water 
consumption data has been 
determined to have been 
wholly inaccurate, and cannot 
be corrected for comparison 
purposes.  Our 2008 data – our 
new baseline – is 3.31 litres 
per garment produced, nearly 
13% more than one of our peer 
companies.

1 Electricity Particularly during the fist quarter of 2008, the South African economy grew to become critically aware of our 
collective need to become more efficient consumers of electricity.  Total capacity, as supplied by the national 
electricity provider (Eskom), failed to keep pace with demand, and consumers at all levels of the economy 
were frequently subjected to periods of ‘load shedding’ (i.e., rolling black-outs).  Although the load shedding 
process has somewhat abated, we remain ever-aware of our need to ensure that we act in a responsible manner: 
shedding our own demand as much as possible.

The process of developing our Sustainability Reports has taught us the value of regularly evaluating our electricity 
bills to determine if we are managing our electricity consumption in a manner that is both cost-effective and 
environmentally sound. As such, we now use our monthly municipal rates and taxes bills to evaluate our average 
electricity consumption per unit of production.  
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GRI G3: EN3, EN4, EN16 (to p.27), EN18, EN19 (to p.27), EN20 (to p.27), LA6

 Electricity  Units of  kWh per unit of  % Decrease
 Consumed (kWh) Production Production

2008 159 641 175 748 0.91 40.3%
2007 230 925 151 762 1.52 16.4%
2006 239 173 131 482 1.82 

  In analysing our data, we were pleasantly surprised to note that after experiencing a respectable 16.4% 
decrease in electricity consumed per garment produced from 2006 to 2007, we were able to witness a 
remarkable 40.3% decrease from 2007 to 2008.  Of course, we are cognisant of the fact that this stunning 
decrease has not necessarily been something we actively planned, but must assume that this is the direct result 
of improved efficiencies that were reaped through the move to our new premises.  Our challenge now is to 
attempt to further reduce our electricity consumption per garment produced, although we predict that further 
efficiencies will be very hard to identify and/or achieve.

2. Fuel 
Consumption

Although extremely insignificant to most companies, Impahla decided in 2008 to measure and monitor our 
total fuel consumption in an effort to get a better handle on the full scope of our greenhouse gas emissions.  

For the full 12-month period, we consumed 1 695.4 litres of petrol in our delivery van and 1 010.4 litres of 
diesel in our management vehicles (when used for business purposes). 

3. Business 
Travel

Another way in which Impahla has emitted greenhouse gases has been through business travel: particularly 
flights.  In 2008, 4 international and 2 domestic flights were taken by William as a result of our participation 
in the GRI’s ‘Transparency in the Supply Chain’ project.  Three flights – two to Germany and one to the 
Netherlands – were the direct result of the GRI project, while a fourth trip – to Germany – was the result of 
PUMA’s wish to discuss the project with their stakeholders.  

Two trips to Johannesburg were taken as a result of Impahla’s involvement in the Association of Chartered 
Certified Accountants’ reporting awards for sustainability reports. 

No other business travel was recorded for the year.

4. Carbon 
Footprint

Although we are a relatively small company, we believe it is within our scope of responsibility to monitor, 
manage and report on our total carbon footprint: the amount of carbon we emit into the atmosphere as a result 
of our daily operations.  As such we have determined that our total carbon emissions, in terms of carbon dioxide 
equivalents – or CO2e – is 175.89 tons, including: 

 Electricity: 159.64 tons, based on our total consumption of 159 641 kWh.

 Fuel: 6.59 tons, based on our total consumption of 1 010.4 litres of diesel and 1 695.4 litres of petrol.

 Air Conditioning: 0 tons, as our air conditioners are CFC-free (noting that electricity consumption for air  
  conditioning is calculated in the total electricity consumption figure, above).

 Flights: 9.66 tons, based on 3 international flights to Germany and 1 to the Netherlands, plus two  
  domestic flights to Johannesburg (from Cape Town).

 Total: 175.89 tons of CO2e, or 1.00 kilograms of CO2e per garment produced.

While we believe that the process we employed to calculate our footprint is simplistic, we believe that is both a 
fair reflection of our management capabilities at this time, as well as a fair reflection of our total carbon footprint: 
with the exception of paper consumption in the patterning process (a process improvement for 2009).

With many thanks, our total carbon footprint has been calculated by Alex Hetherington of CarbonCalculated: 
a Cape Town based small consultancy specialising in carbon footprint assessments and off-set strategies (alex@
carboncalculated.co.za). 

Working in partnership with Food and Trees for Africa, CarbonCalculated assisted us with off-setting our carbon 
emissions, and through the planting of 493 trees, has ensured that for the first time in South Africa, Impahla has 
become a “Carbon Neutral” clothing manufacturer.  

Our goal now is to identify new and more cost-effective off-set solutions, while continuing to improve our 
processes and monitoring systems to reduce our overall carbon efficiency below our new baseline of 1.00 kg 
CO2e / garment produced.
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5. Water South Africa is widely considered to be a ‘Water Scarce Economy’, in that access to reliable supplies of 
potable water is not a given.  As such, our water consumption, although relatively limited, is considered to be 
an ongoing management concern at Impahla.

Unfortunately, through the process of developing this report, we identified that our water data management 
processes were not as robust as we had previously assumed.  In fact, we identified that the information 
provided in last year’s report was no where near as accurate as we had asserted, and are without the ability 
re-trace our data systems to identify the full scope of error.  

Moreover, we have identified that the water consumption figures provided by our landlords in monthly 
rates and taxes billings appears to be significantly incorrect.  Over the year, we have paid for as much 
as 948 kilolitres (Kl) of water, yet can reasonably confirm that our actual consumption – based on an 
extrapolation of eight months of accurate data – is roughly 581.3 Kl.  Our hope is that we will be able to 
rectify the over-billing problem, and recover the equivalent of a 63% over-payment for water.

Nonetheless, we have used our monthly municipal rates and taxes bills to calculate our total water 
consumption, and have evaluated this information relative to our total monthly production figures.  

Of course, our production is not water-dependent, and therefore trends and anomalies cannot necessarily 
be correlated to fluctuations in our production efficiencies, but we feel that units of production is the most 
effective tool that we can use to assess our water consumption efficiency.  In doing so, we can compare 
against one of our peer companies, and report that our water efficiency of 3.31 litres of water per garment 
produced is 12.9% higher than Suzi Products (2.93 litres per garment).

6. Non-
hazardous 
waste

Over the past few years we have noticed a significant increase in the amount of garbage that has been 
disposed of in landfills. However, we attribute this informally observed increase in waste disposal as a direct 
result of our significant increase in total garment production.

To-date, we do not have formal systems or processes in place to monitor and measure the volume (by weight) 
of solid waste sent to landfills via our waste haulage contractors.  However, we are committed to reducing 
our overall volume of waste being sent for disposal at landfills.

As of now, we are already instituting the following mechanisms for reducing our solid waste disposal:

• Using waste sorting bins to identify waste materials that can be sent for recycling, rather than disposed of 
as general waste; 

• Recycling our waste paper and plastics through a partnership with Oasis, a well-established NGO that 
employs persons with mental disabilities to sort waste for selling back to paper and plastic recycling 
companies such as Mondi; and,

• Although we have yet to find a viable partner, we intend to forward reasonably large pieces of scrap 
material to an economic development project (or projects) that can make use of the fabric to manufacture 
clothing and other items.

7. Hazardous 
waste

Although limited in total volumes consumed and/or disposed of, hazardous materials are often used in our 
manufacturing facilities, particularly in the maintenance and operation of our facilities and equipment.

Because the total volumes are extremely low, we do not have formal systems or processes in place to monitor 
and measure the volume of hazardous materials consumed throughout our operations,.  However, we 
continue to monitor the way which all solvents, lubricants and other hazardous materials are handled, stored 
and disposed of.

 Water Consumed  Units of  Litres per unit of  Peer
 (kilolitres – KI) Production Production Benchmark

2008 581.3 175 748 3.31 2.93
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We commend Impahla for their commitment to measuring their carbon footprint and the environmental 
impact of their small business and then choosing to contribute to greening and sustainable community 

development in South Africa. We hope that more clothing, and other, companies will follow their lead so 
that we can move towards a lower carbon economy and a healthier planet in the future.

Jeunesse Park, Food & Trees for Africa
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Lessons learned through stakeholder engagement 

Although Impahla learned a lot about sustainability, sustainability 
reporting, and our business through the process of developing a GRI-based 
sustainability report in 2008, the lessons learned did not end at the point 
of publishing our report.  For us, the most important part of our reporting 
process was really about what we learned once we started sharing it with 
our key stakeholders, and with others who are more experienced about 
corporate governance issues.

Through what can only be considered ‘good fortune’, the physical printing of our 2007 
report was marked by a significant production error that the printing supplier took full 
responsibility for.  Although the misprinted report was still readable, it was not of a 
sufficient quality that Impahla could share with external stakeholders.  In kindness, the 
printer gave Impahla the discarded copies (100), and we shared these with each of our 
98 employees.  In doing so, we learned the following from our employees:

• Our employees take pride in being part of a team whose story is being shared with 
our key suppliers and other stakeholders.

• Our employees were very happy with being able to see their photos in print, and 
were sad if their specific photos weren’t included.

• Our ‘Employee of Month’ section was a source of great joy for the 11 employees 
who were included.

• Our employees were more willing to inform the content of our 2008 report, based 
on the fact that they could see how the 2007 report was used.

• Our employees told us that they learned a great deal about Impahla and its structures 
by reading the report.   

• The report also seemed to bring the Management and Staff closer together as 
personal experiences were shared and perceptions narrowed.

Because of our involvement in the GRI’s ‘Transparency in the Supply Chain’ project, 
in partnership with the GTZ and PUMA, we had an opportunity to participate in 
conferences in the Netherlands and Germany, and learned the following lessons from 
conference participants:

• At a total employee population of 98 people in 2007, Impahla was one of the 
smallest organisations to ever produce a sustainability report, and respect was 
offered based on our decision to overcome our limited resource challenges while 
producing a meaningful report.

• As part of ‘Team PUMA South Africa’ at the reporting conferences, it was clear that 
the example set by all three PUMA suppliers (Vimal, Suzi Products and Impahla) was 
one of ‘reasonability’: such that reporting does not need to be overly complicated, 
but rather a process that results in a report that is meaningful in the context of 
reasonable stakeholder and/or operating environment expectations.

• The conferences illustrated how much effort is going into the Sustainability Reporting 
process, but how this does not filter down to small and medium companies in the 
likes of South Africa. 

• The GRI need to make it attractive and cost effective for small and medium sized 
companied to become involved. 

I’ve been here 7 years and I 
like it here… because I’m an 

obedient child and there’s 
nothing wrong with this 

place.  It’s clean.  Everyone is 
friendly.  It’s just that Lena can 

be tough sometimes, when 
she’s pushing for production.
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Having submitted our report to the Association of Chartered Certified Accountants 
(ACCA) in South Africa for consideration of their Awards for Sustainability Reporting, 
we not only received an award for ‘Best Newcomer, Small Enterprises’, but also learned 
the following:

• In most respects, sustainability reporting still appears to be the exclusive domain 
of larger, more financially supported, listed corporations.  However, the many 
participants and event attendees seemed to appreciate the reporting lessons that 
could be offered by the likes of Impahla and Cotlands: a non-governmental HIV/
AIDS charity operating throughout South Africa.  

• We realised the massive task that lies ahead for the likes of the GRI and the ACCA, 
to encourage other small and medium sized companies to report and to see the 
benefits of reporting. 

• We appreciated how important it is, not just to produce a report, but to structure your 
business around being sustainable. Window dressing to ‘green wash’ stakeholders 
being totally unacceptable.    

Having shared our report with the Cape Clothing Association and the National Bargaining 
Council for the Textiles and Clothing Industry, we learned that:

• Companies in our sector are battling to stay afloat, however, if they took the time to 
get involved in Sustainability Reporting they would realise that it is a survival tool 
in itself.

Having shared our report with our bankers, suppliers and competitors, we learned that:

• They appreciated receiving a report which was so open and transparent. 

• As with our employees, our report had the effect of bringing parties closer together.

As stated in last year’s sustainability report, the concept of ‘Stakeholder Engagement’ 
was somewhat foreign to us prior to the initiation of our sustainability reporting process.  
While we were confident that we were perpetually in close ‘engagement’ with our key 
stakeholders – employees, customers, suppliers, associations, unions, and bargaining 
councils – we did not have formal systems in place to monitor and/or manage our 
stakeholder engagement.  Granted, we have come to understand that much of what we 
do to ensure the ongoing productivity and profitability of our company can be construed 
as ‘engagement’, but we are fundamentally willing to accept that our engagement 
processes will remain ad hoc, with the exception of our customers, suppliers and 
employees (including their unions and the NBC).  Our formal engagement includes:

• Our weekly meetings between management and the employees and/or their 
representatives, to raise and discuss issues of importance to our employees.  This 
includes their issues/concerns being presented to management, as well as the 
presentation of production results, safety briefings, and process or policy to the 
employees.

• Regular meetings with customers to discuss new production trends, fabrics, designs 
and/or orders, as well as any issues or concerns that either party might have with 
the other.

• Regular meetings with suppliers to discuss new materials and/or orders, as well as 
any issues or concerns that either party might have with the other.

It’s a pity PUMA doesn’t give 
us stuff.  We should have a 
factory shop where we can 

get a discount.

People must be happy.  This 
is why they’re all still here.  I 

don’t think people would 
come to work here if they 

were unhappy.
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Human Rights

As a small business, Impahla has not necessarily been called upon to 
investigate and/or ascribe to any international conventions regarding 
Human Rights.  However, as a South African company, we are both obliged 
and committed to living up to our national Constitution, and to respecting 
all laws, including those pertaining to the fair treatment of employees.

Impahla falls under the watchful eye of the National Bargaining Council for the Clothing 
Industry, as well as SACTWU, the South African Clothing and Textile Workers Union, 
and we actively encourage and support employee participation in both of these rights 
bodies.  All of our non-management employees are members of the union, and are 
paid according to wage packages as defined by their collective bargaining agreements 
(above national and regional minimum wages).  Moreover, we aspire to meet or exceed 
the Bargaining Council’s Collective Agreement rules, recognising that these rules are 
merely base level guidelines, and that exceeding them, within reasonable limits, has 
created a work environment that encourages reciprocal trust, respect and commitment 
between management and our employees.

Shop stewards are aware of the rules and they attend Union meetings on behalf of 
Impahla. If any problems are raised by our workers, the stewards have the right, and 
responsibility, to address them with the Bargaining Council or Union, without being 
victimised.

Impahla does not hire child and/or forced labour, nor do we allow any of our suppliers 
or sub-contractors to engage in these practices.

Impahla’s security personnel are contracted through the business park in which we are 
situated, and we have not been informed of any incidents of excessive use of force by 
security personnel, nor would we be willing to allow such behaviour to persist in the 
exercising of their duties on behalf of Impahla.

You don’t need to be scared 
about talking to the boss… 
you can always feel free to 

say or ask anything.
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DTI codes of good practice

South Africa’s Department of Trade and Industry (DTI) has launched the 
DTI Codes of Good Practice:  a set of business principles that are expected 
to promote and develop corporate behaviour that meets international best 
practice standards for corporate responsibility.

The Codes came into full effect at the end of February 2008, and Impahla sought and 
obtained our first status assessment according to these Codes.  After a relatively quick 
evaluation process, facilitated by the Department of Trade and Industry’s online self-
assessment toolkit (http://bee.thedti.gov.za/webapp), we were able to determine that 
Impahla is a Level 2 Supplier, based on the following category scores:

As a Level 2 Supplier, we are able to offer our customers a significant bonus with 
respect to their own Preferential Procurement scoring, in that they can weight Impahla 
purchases by a factor of 125%.

Although we – as a Qualifying Small Enterprise – do not necessarily need to score 
well on all seven elements of the DTI Scorecard, and thus do not need to contribute 
to Enterprise Development (ED) or Socio-Economic Development (SED), we feel that it 
would be unfair to report that we do not make any effort in these regards.   On the ED 
front, we proudly support and encourage Oasis through our recycling programme, and 
purchase many goods from very small local enterprises.  On the SED front, while we 
do not make charitable contributions to charities, per se, our support of Oasis, as well 
as the contributions we make to our employees, over and above their negotiated wages 
and benefits, should constitute a form of SED spend, or Corporate Social Investment. 

Impahla is committed to ensuring that we continuously strive to meet the requirements 
of the DTI Codes of Good Practice wherever possible, and to ensuring that we continue 
to provide our customers with the relevant certificates and supporting documentation. 

Category Points
Ownership 5.99 
Management Control 18.67
Employment Equity 27.00
Skills Development 25.00
Preferential Procurement 14.17
Enterprise Development 0.00
Socio-Economic Development Spend 0.00

Sometimes it gets hot under the 
vents.  I think we need more 
windows to let more air in.

The only real complaint is 
that the >80% production 

rate is too high when in other 
factories the rate is <65%. 

Also, the management is very 
strict on absenteeism, unless 

you’re sick.
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This is the second time Impahla has produced a Sustainability Report, and if 
not for the support and encouragement of our consultant (Michael H. Rea) 
we highly doubt we would have been able to generate such a comprehensive 
overview of our company, our most material issues, and our opportunities to 
improve our social, safety, environmental and economic performance.

One must understand that as a small owner-operated business, our efforts have always 
been firmly invested in ensuring that our customers and employees are ‘happy’, and that 
our business remains financially strong and healthy.  Although we recognise that our 
data management systems still require further improvement to assist us with maximising 
our efficiencies, we have nonetheless been able to improve our ability to find and 
analyse information for the purpose of informing a wide array of key stakeholders.

In short, the process of developing our Sustainability Report continues to be a lengthy 
learning exercise, yet we accept that the process of reporting affords significant benefits 
in terms of being able to use statistics to evaluate our performance, including the 
conducting of comparisons, particularly with respect to issues that are directly related 
to our employees. 

This process has once again given us an opportunity to re-think our bonus structures to 
encourage full attendance and to motivate the employees to attend work regularly.  It 
has also assisted us with attempting to identify problems within our business, as well as 
to find ways to address them. 

In speaking to our staff, Michael helped us better understand the issues that they have 
apparently felt unable to bring to our attention, and has helped create mechanisms for 
addressing each of their concerns.

As a direct result of our reporting procedures, we are committed to:

• Further reducing the amount of solid waste we send to landfill sites by:

• Collecting reasonably large pieces of scrap material and distributing them to 
socio-economic development projects that can use the fabric to manufacture 
clothing and other items; and,

• Continuing to work with Oasis to recycle our scrap paper (specifically from 
patterns and office use) and plastics.

• Improving our attention to detail in monitoring and evaluating our electricity 
and water consumption figures, normalised to units of production, to ensure that 
Impahla uses both of these scarce resources in as efficient a manner as possible.

• Continuing to review and update this Report on an annual basis, using the tools and 
knowledge we have gained over the past two years to improve our data collection, 
collation and reporting procedures.

The way forward

It gets hot under the 
umbrellas.  Why can’t William 
paint the roof tiles?  It also gets 

cold in here in winter.

I enjoy working here. The 
people are all nice.  The other 
workers and the management 

are all nice.

Greenpoint Stadium being built in 
Cape Town to prepare for the 2010 
Fifa World Cup.
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To the Board and stakeholders of Spring Romance Properties 34 (Pty) Ltd, 
trading as Impahla Clothing (hereafter, ‘Impahla’):

Trialogue (Pty) Ltd was commissioned by Impahla to provide independent third 
party assurance over this 2008 Sustainability Report (the ‘Report’), covering the 
period 1 January to 31 December 2008. Over the past twelve years, Trialogue has 
consulted to companies on their social, environmental and broader sustainability-
related responsibilities to society, has developed considerable experience in social 
and environmental performance management and measurement systems, and has 
conducted a number of sustainability-related assurance engagements for companies 
in South Africa. 

Independence
Trialogue is independent from Impahla, has an impartial relationship with the 
company, and did not undertake any commissions for Impahla during the reporting 
period concerning reporting or data collection. Trialogue was not responsible for the 
preparation of any part of this Report and our responsibility in performing our assurance 
activities is to the management of Impahla alone, in accordance with the terms of our 
assurance engagement.  

Assurance objectives 
To the best of our ability, this assurance engagement has been managed in accordance 
with AccountAbility’s AA1000AS (2008) Assurance Standard, where the format of the 
engagement was structured to meet the AA1000AS Type 1 (Moderate) requirements. 
One objective of the assurance process was, therefore, to provide Impahla management 
and stakeholders with an independent Type 1 ‘moderate level assurance’ opinion on 
whether the report meets the AA1000AS (2008) principles of Inclusivity, Materiality 
and Responsiveness. A second objective was to assess the degree to which the Report 
is consistent with the Global Reporting Initiative (GRI) G3 guidelines, with the specific 
purpose of establishing whether or not the Report has met the B+ level of reporting 
requirements.

Scope of work performed
AA1000AS (2008) Compliance

The process used in arriving at this assurance statement was based on AccountAbility’s 
AA1000AS (2008) guidance, as well as other best practices in sustainability reporting 
assurance. Our approach to assurance included the following:

• A comprehensive desk review of the Report; 

• A review of Impahla’s measurement and reporting procedures; 

• An interview with Impahla’s Managing Director about the effectiveness of processes 
used to adhere to the AA1000 AccountAbility Principles; and

• Observing and inspecting operational and management practices and processes on 
a sample basis.

It should be noted that this Report was assessed at the point of data aggregation for 
reporting. Given that this is a Type 1 (Moderate) assurance engagement, the accuracy 
of specific data within the Report was not tested back to source. The analysis of data 
accuracy was therefore limited to trend appraisal and assessments for reasonableness.  

GRI compliance

In determining the GRI G3 ‘Application Level’ of the Report, we performed the following 
exercises:

• A review of the process used to define the content of the Report by looking at 
materiality of issues included in the Report; stakeholder engagement and responses 
to stakeholder issues identified; determination of sustainability context; and 
coverage of material issues;

• A review of the management approach in addressing topics discussed in the Report; 
and,

• A comprehensive desk review of the Report to confirm that the requisite number of 
GRI performance indicators has been covered in the Report.

Independent third party assurance statement

I don’t like the no-smoking 
rule, especially when it’s 
raining.  They give you an 

umbrella when you go 
outside, but it’s not nice to be 
in the cold wet weather when 

you smoke.
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I know we’ve had a few more 
injuries this year, but none of 
them have been major: just 
one minor incident where 

someone slipped on the stairs 
and hurt their ankle.
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Findings
AA1000AS (2008) – Inclusivity, Materiality and Responsiveness

Within the parameters of a ‘Moderate Level Type 1 assurance assessment’, the Report 
appears to account accurately for Impahla’s performance, and its sustainability reporting 
processes appear to be sound based on the AA1000AS (2008) principles of Inclusivity, 
Materiality and Responsiveness. It should be noted that:

• Impahla’s stakeholder engagement focuses on a number of key stakeholders broadly 
defined within the customer, employee and supplier groups. Although the evidence 
suggests that Impahla engages regularly with these most important stakeholder 
groups, there might be other groups that warrant more considered engagement.

• Knowledge about sustainability-related management and reporting rest with key 
individuals within the organisation and its consultancy. However, there is sufficient 
evidence to suggest that this knowledge is being transferred more broadly within 
the organisation, and that appropriate systems have been put in place to embed this 
knowledge. 

GRI compliance

Based on our review of the Report, as well as the processes used to collect and collate 
information covered in the Report, we conclude that this Report meets the GRI G3’s 
requirements for Application Level B – which requires a number of standard disclosures 
relating to corporate profile and management approaches, as well as no fewer than 
20 Core indicator disclosures, with at least one from each of Economic, Environment, 
Human Rights, Labour, Society and Product Responsibility. Reported performance per 
GRI Indicator is identified in Impahla’s GRI Indicator Table. Note that:

• A number of the required GRI disclosures, particularly those relating to management 
approach, were covered superficially in the Report. These disclosures require either 
data quality improvements, or further detail in disclosure.  

Recommendations
AA1000AS (2008)

• Impahla should find ways to formalise certain aspects of its stakeholder engagement 
and should consider including a broader range of stakeholder groups in the process.

• Impahla should use the stakeholder engagement process to assess whether or not 
this Report, and all future Reports, adequately addresses the concerns and reporting 
requirements of its key stakeholders.

• Impahla must ensure that it does not become overly reliant on key individuals for 
its management of issues relating to Inclusivity, Materiality and Responsiveness, but 
rather that knowledge and practice are transferred within the organisation.

• There remains scope for Impahla to improve its reporting according to the principles 
of Inclusiveness, Materiality, and Responsiveness, as guided by AA 1000AS (2008). 
Based on continual improvement, Impahla should ultimately aim for Type 2 (High) 
levels of assurance in future Reports. 

GRI compliance

Impahla should build on the sound foundations and methodology it has established in 
respect of its sustainability reporting process and the range of issues it covers. To do so, 
it should focus, first, on further improvements in the level of detail and the quality of 
data provided for conformance with GRI G3 Application Level B, before considering 
addressing the requirements of Application Level A.

Conclusions
Based on the information reviewed, Trialogue is confident that a systematic process has 
been used to derive the information and data presented in this Report, that it meets the 
AA1000AS (2008) principles of Inclusivity, Materiality and Responsiveness, and that it 
provides a comprehensive and balanced account of the environmental, safety and social 
performance of Impahla for the period under review.  Moreover, although the quality 
of reported information or data of some of the GRI G3 indicators can be improved, this 
Report appears to meet the GRI G3’s requirements for Application Level B (B+ with this 
assurance engagement).  

Trialogue 
23 March 2009
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Because this is only our second attempt at producing a Sustainability 
Report, we are mindful of the possibility that we continue to fall short of the 
reporting expectations of at least some of our key stakeholders. As such, we 
are hopeful that you, the reader of this Report, will contact us and offer us 
your views on the quality and usefulness of this document.  

Should you have any questions about our company, or comments about anything contained 
within this Report, please contact William via email at william@impahla.co.za. 

Request for feedback

GRI G3 application level requirements

Unlike with our first report, Impahla has this year decided to seek a B+ 
level of GRI G3 application.  The following tables provide a summary of the 
GRI’s requirements as well as a quick reference to our self-assessment of 
compliance to the B+ level.

For an indicator-by-indicator discussion of our Report’s compliance to all of the required 
indicators, including the required G3 Management Approach Disclosures, please email 
william@impahla.co.za. For details of the process employed by our assurance provider 
to afford Impahla the required Third Party Assurance over this Report, please email 
andy@trialogue.co.za.   

G3 Performance 
Indicators &
Sector Supplement 
Performance 
Indicators

Report on:
• 1.1
• 2.1 - 2.10
• 3.1 - 3.8, 3.10 - 3.12
• 4.1 - 4.4, 4.14 - 4.15

Report Application Level                     C                  C+                    B                    B+                       A                       A+

G3 Management 
Approach 
Disclosures

G3 Profile 
Disclosures

Not Required

Report on a minimum 
of 10 Performance 
Indicators, including 
at least one from each 
of: social, economic, 
and environment
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Report on all criteria 
listed for Level C plus:
• 1.2
• 3.9, 3.13
• 4.5 - 4.13, 4.16 - 4.17

Management Approach 
Disclosures for each 
Indicator Category

Report on a minimum of 
20 Performance 
Indicators, at least one 
from each of: economic, 
environment, human 
rights, labour, society, 
product responsibility
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Same as requirement 
for Level B

Management Approach 
Disclosures for each 
Indicator Category

Respond on each core G3 and 
Sector Supplement* indicator 
with due regard to the 
Materiality Principal by either: 
a) reporting on the indicator 
or b) explaining the reason for 
its omission
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You can’t ask me anything 
because I didn’t get my 

photo in last year’s report. 
<laughter!>
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GRI Content Index

VISION & STRATEGY

Strategy and Analysis

1.1 3-5

1.2 2, 9-10

Organisational Profile

2.1 3

2.2 3, 11

2.3 5, 8-10

2.4 7-8

2.5 5

2.6 5, 8

2.7 13-18

2.8 4

2.9 10

2.10
4, 19, 23, 

31

Report Profile

3.1 7

3.2 4

3.3 5

3.4 35

Report Scope and 
Boundary

3.5 5-7

3.6 7

3.7 7

3.8 N/A

3.9 11-31

3.10 11-14

3.11 5-7, 34

GRI Content Index

3.12 36

Assurance

3.13 5-7, 33-34

Governance,
Commitments and 

Engagement

4.1 8, 10

4.2 8

4.3 N/A

4.4 28, 31

4.5 N/A

4.6 Via E-mail

4.7 N/A

4.8 8

4.9 9-10

4.10 N/A

Commitment to External 
Initiatives

4.11 Via E-mail

4.12 7

4.13 4, 7, 11, 15

Stakeholder Engagement

4.14 30-31

4.15 30-31

4.16 30-31

4.17
7, 11, 12, 

28

ECONOMIC

Core Additional

Economic Performance

EC1 N/A

EC2

EC3 19, 21

EC4 N/A

Market Presence

EC6 15 EC5 30

EC7 17, 18

Indirect Economic Impacts

EC8 13, 31 EC9

ENVIRONMENTAL

Materials

EN1 15

EN2 15

Energy

EN3 26 EN5 15, 25-26

EN4 26 EN6 15, 25-26

EN7

Water

EN8 27 EN9 N/A

EN10

Biodiversity

EN11 EN13

EN12 EN14

EN15 N/A

Emissions, Effluents and Waste

EN16 26-27 EN18 26

EN17 EN24

EN19 26-27 EN25

EN20 26-27

EN21

EN22

EN23

Products and services

EN26 10, 25-27

EN27

Compliance

EN28

Transport

EN29

Overall

EN30

SOCIAL

Core Additional

Employment

LA1 17 LA3

LA2 18

Labour/Management Relations

LA4 30

LA5

Health and Safety

LA7
2, 4, 10, 
17-23

LA6 26

LA8 24 LA9 22-24

Training and Education

LA10 LA11

LA12

Diversity and Opportunity

LA13 6-7, 17

LA14 6, 17

Strategy and Management

HR1 HR3

HR2

Non-discrimination

HR4 30

Freedom of Association and Collective Bargaining

HR5 30

 Child Labour

HR6 30

Forced and Compulsory Labour

HR7 30

Security Practices

HR8 30

Indigenous Rights

HR9 21

Community

SO1

Corruption

SO2 19

SO3

SO4 19

Public Policy

SO5 N/A SO6 N/A

Anti-competitive Behaviour

SO7

Compliance

SO8

Customer Health and Safety

PR1 PR2

Products and Services

PR3 PR4

PR5 11-14

Marketing Communication

PR6 N/A PR7 N/A

Customer Privacy

PR8 14

Compliance

PR9

Included

Not included, potential improvement area

Included, but requires future improvement

Not applicableN/A
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