
1 Jack Hammer Executive Report Volume Five

Executive Report  |  Volume Five

Top leaders. 
Finding the facts, 
busting the myths

Jack Hammer Leadership trends Tweaked PR.indd   1 2018/11/14   14:22



2 Jack Hammer Executive Report Volume Five

Jack Hammer Leadership trends Tweaked PR.indd   2 2018/11/14   14:22



Contents

Introduction and Overview

Gender and Transformation

CEOs – Internal vs External 

Joint CEOs

Package Premiums

Brain Drain

Business Sentiment

Africa Update

Age

CEO Comparison

Succession Planning

New Rules, New Roles

Conclusion

Contact 

Pg 4

Pg 6

Pg 9

Pg 10

Pg 12

Pg 14

Pg 17

Pg 18

Pg 20

Pg 22

Pg 24

Pg 26

Pg 28

Pg 30

Jack Hammer Leadership trends Tweaked PR.indd   3 2018/11/14   14:22



4 Jack Hammer Executive Report Volume Five

The Jack Hammer Executive Report 

Volume 5 comes to you at a time of rapid 

change, when almost everything appears 

more difficult than it was in previous years. 

The global economic situation, the cliff-

hanging local economy, a new political 

dispensation, shaky investor confidence, 

concerns over property rights, increasing 

red tape and regulations, and a host of 

other factors have all had an undeniable 

impact on business.

As a result, many (arguably most) 

companies, leaders and employees are 

feeling punch-drunk.

But one thing that remains unchanged is 

the need for great leaders to grow great 

companies.

Yet… Where and how to start the search? 

Do you even know what you should be 

looking for anymore? Or whether you 

should even BE looking and investing in 

leadership talent given the tepid outlook?

This report, based on research into South 

Africa’s Top40 companies, as well as other 

leading companies for broader insight, 

seeks to answer the tough questions about 

the leadership landscape, using the latest 

and most comprehensive data available.

What is evident is that the way things 

looked five years ago - even last year-  

is different to the way they look today.

Take, for instance, the rise in the number 

of joint CEO-ships. Is that something you 

should be considering? 

And does your company know yet who is 

next in line for the top role? Should you 

fish inside or outside of the pond? Are you 

leaving that problem for next year, or are 

you already looking at the talent pool even 

though you still have plenty of time? CAN 

you afford to leave the question for later?

And how is the transformation drive going? 

In tough and uncertain times, great leadership is 
the key to ensuring your company will weather 
the storm, and thrive in spite of it.

Introduction1
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Research and surveys informing the Jack Hammer 

Executive Report Volume 5 were conducted during 

2018.

Over the course of several months, desktop research 
was conducted into the makeup and profiles of 414 
members of South Africa’s Top40 companies, which 
included 373 executives and 41 CEOs.

In addition, the profiles of 40 additional CEOs, from 
the leading companies which make up the next 40 
JSE listed companies, were researched. These are 
referred to as the ‘Broad 40’.

Finally, Jack Hammer’s annual Bonus, Salary and 

Sentiment Survey polled senior managers of local 

and multinational companies across the retail, 

financial services, professional services, education, 

FMCG and telecoms sectors. 

The various chapters throughout this report rely 

on the most relevant and applicable statistics from 

the research and surveys respectively.

Are you struggling to introduce 
meaningful change? 

Because we have the data, we can 

answer these questions, as well as 

address many of the myths and urban 

legends that surround the challenges of 

appointing great leaders. 

Our hope is that in ‘TOP LEADERS. 

FINDING THE FACTS, BUSTING THE 

MYTHS’,we can help you make your 

most important appointments, and 

devise the best future-facing strategies 

for your company.

At the very least, we hope you’ll find 

new ways of thinking about your 

company’s leadership journey, with a 

dash of energy and inspiration to tackle 

the demands of the future.

DEBBIE GOODMAN-BHYAT
CEO, Jack Hammer

Overview
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At executive level, there has 
been a slight uptick in female 
executives overall, with an 
encouraging increase in black 
female representation. 

But at CEO level, the situation is bleak. 

In the past five years, there have been 

24 CEO changes in the JSE Top 40. 

None of the new appointments has been 

female.

With zero black female CEOs, and just a 

single white female CEO (the same one 

who was there in 2015), there has been 

no movement on gender transformation 

in the corner office. 

There is a slight glimmer of positive 

movement at board level, but overall, 

gender transformation is just sputtering 

along. Anecdotally, it is clear that 

companies DO want to appoint more 

women in senior positions. Placement 

data also shows that shifts are 

being made at executive level. But 

when it comes to the most powerful 

positions in a company, women remain 

conspicuously absent.

Companies do express their desire 

to appoint female - particularly black 

female - leaders. But puzzlingly, despite 

this gender transformation agenda, 

women are simply not being appointed 

to the top job.

When looking at gender transformation in leadership 
roles, the story is somewhat tepid. 

Gender and 
Transformation

2
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The corner office remains 
the final frontier for  
SA women.

Female CEOs

2015

2%

10%

2018

TOP 40

BROAD 40

FORTUNE 500
TOP 80 

FTSE 100  
TOP 80

JSE 
TOP 80 

2%

2,5%

10%

6,2%

5%

Female Execs

2015 2018

10%7%

22% TOP 40

TOP 40 
BLACK
FEMALE

17%

7
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As companies continue to grapple with the 
question of whether they should appoint 
top leaders from within, or whether it 
would be better to bring in someone from 
outside, research suggests there are distinct 
long-term benefits in appointing external 
candidates. 

For many organisations, it is almost always 
instinctively preferable to make an internal 
appointment to the CEO role - because of 

institutional memory, knowledge of corporate 
culture, limited delay in the learning curve 
and the ability to hit the ground running, 
among others.

But recent research published by a leading 
international HealthCare Management 
journal* found that while any type of 
leadership change would result in short-
term adverse impacts on a firm’s operational 
efficiency, outsider CEO succession events 

closed the gap toward the competitive 
advantage faster than comparable firms with 
insider successions.

In South Africa, transformation also impacts 
the picture. When a company has a strong 
transformation agenda, and their only 
internal successor is white, the opportunity 
arises for the company to see what BEE 
talent they might be able to bring on board, in 
comparison with their internal candidate.

*Insider versus outsider executive succession: The relationship to hospital efficiency (Ford, Eric, W.; Lowe, 
Kevin, B.; Silvera, Geoffrey, B.; Babik, Dmytro; Huerta, Timothy, R.) HCMR  Jan-Mar 2018 Edition

Outsiders bring fresh thinking, they are able 
to take the company in a new direction, 
and can initiate company turnaround or 
transformation, which is less likely to occur 
when an internal successor takes over.

Inside or out? Where 
are the best CEOs to 
be found?

CEOs - Internal  
vs External

3
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The concept of appointing two leaders to 
share in the responsibility of running a 
company has not yet gained much traction 
in SA’s top companies and, at the time 
of this research, there were only two 
instances where this was the case in the 
JSE’s Top100 companies.

However there are a number of companies 
outside of the JSE, or not listed, that are 
picking up on the idea – particularly 
 tech-driven companies.

So the question is, should this approach 
even be a consideration? And if so, why?
It appears that appointing joint CEOs 
could be helpful for new companies, and 
particularly tech startups, where co-
founders who have different strengths 

and skillsets share the responsibility of 
running the business, albeit with clearly 
differentiated accountabilities and roles.

Over time, and as the business grows, 
one will usually emerge as the key ‘leader’ 
– typically, this will be the person with 
the more holistic skillset and people 
management savvy.

Despite the increased prevalence of the 
joint-CEO structure in young companies, 
there are always raised eyebrows when 
such an appointment is made in more 
established ones, mostly because it 
challenges the age-old notion that the 
overall accountability for an organisation 
should reside with one individual.

On top of that, when the perception exists 
that a joint-CEO structure is adopted 
to score diversity points, a company can 
expect some backlash.

But there is no doubt that an organisational 
structure with joint CEOs can – while more 
complex – be hugely successful.

A large, multi-faceted organisation can 
leverage and receive tremendous value 
from the different, complementary skills 
of its joint heads. Furthermore, such 
an organisation will have an intrinsic 
succession plan, which reduces future risk.

Are two heads 
better than one?

COMPANIES WITH JOINT CEOs 

1 2

SASOL INVESTEC

Joint 
CEOs

4

JSE TOP100 2
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1. An experienced leader who has been 
with a company for decades or more 
needs to hand over to new leadership 

2. Professionals with different strengths 
form a company together 

3. An additional CEO will bring on 
specialist capability 

4. Companies are merging and maintaining 
both CEOs to allow for a steady 
transition

Should dual leadership be 
a consideration for your 
company? Maybe yes, if:

Undoubtedly, there is a case to 
be made for the whole being 
greater than the sum of its 
parts when a company has the 
benefit of dual leadership.
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What we’re seeing in 
2018 is the hangover 
of long-term economic 
erosion, with less cash 
to go around in all areas, 
both in government and 
the private sector. 

Other ways to lure  
top candidates 
1. Sign-on bonuses
2. Shares or share options
3. Sabbaticals
4. International study
5. Flexbility to hold other non-executive 

director roles outside of the company

Managing expectations
When luring top candidates without the 
benefit of an outsized stash of cash, companies 
should highlight any potential intrinsic 
incentives accompanying a move, such as future 
opportunity, the role itself, and company culture 
and leadership. While money is, and always will 
remain important, the kind of leaders a company 
should aspire to landing will ultimately seek more 
than financial reward only, and may be persuaded 
by a host of other less obvious benefits.

12
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Average Increase Financial Services Non -Financial Services

Package 
Premium

more than
 peers

10% 25%
27% 27%

21%21%

A range of developments has seen the average percentage increase offered to 
headhunted candidates normalise from the extravagant offers of the past. South 
Africa’s precarious economic outlook hit home this year for companies searching 
for top talent, with a significant drop in the percentage increase offered to lure 
and secure the best leaders compared to previous years.

As much as companies recognise the importance of bringing on board the best 
talent, this still needs to be in the realm of affordability, which means that offers 
now include non-financial incentives to sweeten deals instead of substantial 
premiums.

In the past, companies would have had an attitude of paying what it takes to get 
the right people on board. Now, caution is the order of the day, with companies 
rather holding off on making an appointment if they can’t afford a candidate’s 
package. 

Show them more 
than money!

Package
Premiums

5

29%

22%
2

0
1

7

2
0

1
8

Black Execs Peers
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Over the past three years, there has been a consistent year-on-
year increase in the number of professionals who would consider 
leaving the country. This year, an unprecedented 86% of SA’s top 
executives polled for this report indicated that they would take 
seriously an offer to move abroad.

These statistics – and the demographic breakdown of the 
potential leavers – are mirrored in numerous other independent 
surveys and research projects across a number of sectors.
This trend, which is likely to persist in coming years, presents a 
substantial challenge for companies wanting to secure the best 
leaders, particularly given the economic challenges which further 
impact an organisation’s ability to lure and secure top talent.

South African managers are held in high regard wherever they 
land, and boast a reputation for being hard workers. Given the 
prevailing combination of push and pull factors, it’s merely a 

matter of time before opportunity knocks for suitably qualified 
and experienced candidates, and the pool of top talent contracts 
a little bit more for each executive opening the door to a life 
abroad.

In a nutshell: The number of top professionals committed to a 
career future in SA is rapidly diminishing.

The demand for their expertise is not.

So, the reality is that organisations must start thinking creatively 
about how to approach the current and future building of strong 
teams that can drive growth. In times of difficulty, it is more 
important than ever to convince professionals with a strong track 
record that despite the current climate, your organisation will 
continue to offer opportunities worth staying for.

The skills exodus 
gains momentum.

51% White
 49% Black

Willing to 
leave

Brain Drain6

Jack Hammer Leadership trends Tweaked PR.indd   14 2018/11/14   14:22



Jack Hammer Executive Report Volume Five

South Africa is losing its 
best and brightest, not just 
its whitest. It is not only the 
“Packing for Perth” brigade 
considering their international 
options, with black 
professionals considering an 
exit in almost equal numbers as 
white professionals.

Professionals who will  
consider moving abroad

2018

86%

2017

78%

47%
2016
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Positive Sentiment
(Declined)

Negative Sentiment
(Increased)

2016

2017
2018

88%

62% 54%

38%

12%

46%
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Business sentiment has 
become progressively 
negative in recent years, 
with more than half of 
respondents (up from 12% 
two years ago) expressing 
their concern about the 
future when polled in 2018. 

Key concerns raised included:
1. Market conditions, 
2. Political factors, 
3. Socio-economic uncertainties.

This is nothing new.  The South African 
business landscape is chronically 
fatigued, with professionals in all 
industry sectors partly suffering from 
habitual pessimism, partly desperate to 
find hope in the future.

But the data spells it out. 

Overwhelmingly, respondents (who are 
mostly managers and executives) are 
not feeling particularly confident or 
secure about the future.

And the impact of this can become a 
self-fulfilling prophecy.

When business lacks confidence about 
the future, growth initiatives stall, 
decisions take longer, investment lags, 
and momentum suffers. 

When people feel insecure, personal 
anxiety and stress levels increase, 
engagement reduces and performance 
and productivity are negatively 
impacted. 

As a result, poor business growth…  
and so the cycle perpetuates.

Business
Sentiment

7
Countering the cycle  
of negative sentiment:

If performance and productivity (employee 
engagement) can somehow be enhanced, 
shifted, or improved despite all of the market, 
political and socio-economic uncertainties, 
perhaps the cycle of negative sentiment can 
be reversed.

In such times, the value of quality leadership 
cannot be overstated.

As history has shown, the right leader CAN 
navigate chaos and maintain equilibrium, 
even turn things around, regardless of how 
good or bad markets are. 

Companies always need great leaders, but 
during bad times and particularly when there 
is still a glimmer of hope, you need the best to 
survive and thrive.

At a time when companies need their people 
to be optimally engaged and productive, 
leaders need to have the stamina, positive 
orientation and the ability to create a shared 
vision of an attainable, brighter future to pull 
their teams through. 

17
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Work visa requirements in Africa 
are as stringent as in any developed 
market, and often costly and time-
consuming to acquire. This means 
companies are now forced to look 
locally; and while there is a solid and 
growing talent pool in all areas of 
the market, one cannot expect to do 
a copy and paste when it comes to 
sourcing African leaders.

75%
Jack Hammer’s 

increase in briefs from 
US-based businesses 

seeking assistance with 
leadership appointments 

in Africa.

Sourcing top leaders  
for Africa. 
Time to look local.

Africa
Update

8

African Expats
in key roles

35%
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Packages and Perks 
evening out 
The historical tactic of luring top international 
executives with major perks in addition to their 
remuneration packages is no longer the norm, as 
companies seek to provide attractive prospects 
beyond lucrative expat financial incentives.

With costs rising and companies striving to keep 
their operations lean in extremely competitive 
markets, extras such as private healthcare, 
private international schooling, housing, security, 
drivers, and regular flights home are much less 
frequently offered these days. 

Multinational companies still offer SOME 
package adjustment to take into account 
additional expenses that may be incurred in a 
new market, but not the traditional full expat 
relocation package.

As global multinationals increasingly move into, or expand within the 
attractive growth markets of Africa, the war for senior leadership 
talent on the continent continues to intensify.

However despite the high demand for exceptional professionals who 
can also claim regional experience and expertise, the approach to 
securing leaders has necessarily evolved from jetting in top internal 
executives to take up local positions.

Because doing so is no longer as easy, or as desirable as it was in 
the past, companies are forced to review and refine their search 
processes.

Today, the ideal candidates to lead a company’s growth strategy in 
Africa are able to bring a strong mix of technical expertise PLUS the 
proven ability to immerse themselves and grow in the target market.

The demand for these leaders far outstrips supply, which makes 
it essential for companies to pursue the best practice strategy of 
partnering with an organisation that understands what is required in 
any given market and role, and which knows where to find the person 
who can tick all the boxes.

Trends observed throughout Jack Hammer’s 
Africa partners – in Ghana, Nigeria, Egypt, 
Kenya and Tanzania – show that it has become 
increasingly onerous for foreign professionals to 
enter local markets, which has left top companies 
hamstrung in their attempts to build strong 
teams.

19
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Are the top jobs in SA’s top companies still the exclusive domain of “older” leaders?
The stats would certainly suggest as much. 

However an interesting insight arises when one considers HOW LONG the 83 
percenters have been in their current position, and WHEN they first stepped 
into the role.

Understanding the path top leaders walk, shows that companies must ideally look at their succession 
planning in terms of decades, rather than 5-year strategies.

Because most of the over-50 CEOs were appointed while in their 40s, it would make sense for 
companies to identify future leaders early on, and ensure that they gain the requisite exposure and 
experience to empower them for leading the organisation into the future. 

of CEOs 
are OVER 60

12%

Age9

Top leaders 
emerge early.

Jack Hammer Leadership trends Tweaked PR.indd   20 2018/11/14   14:22



21 Jack Hammer Executive Report Volume Five

of CEOs 
are UNDER 50

Top talent shines through 
early on. Keep your eye on 
the leaders under 50. In your 
own company, and outside. 

of CEOs over 50
stepped into the role in their 40s 

68%

17%

of CEOs 
are OVER 50

83%
 Top 40 JSE Listed CEOs
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Companies are clear that they desire transformation, yet few 
have been successful in making a meaningful shift. In fact, 
compared to 2012, black CEO representation has remained 
stagnant.

So the question arises – what needs to be done to effect the 
change that is needed to reflect the diversity of the country in  
high-powered company leadership?

An interesting insight arises when one compares the correlation 
between non-executive board-level transformation and CEO 
transformation.

The impact of boards 
on transformation.

15%15%

2012 2015 2018

9,8%

Black CEOs in Top 40

15%
BLACK

2018 
Black vs White 
Male CEOs

Foreign CEOs
Top 40 Companies

CEO
Comparison

10

29%
2018
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It would appear that the thin edge of the transformation wedge is 
the extent to which board transformation is happening, given that 
there is a clear correlation between the transformation of boards 
and the likelihood of a black CEO. 

The numbers show that when you have 50% black NEDs you up 
the odds by 31% of having a black CEO. Therefore, by starting at 
board level and ensuring continued transformation, there is an 
increased likelihood of transformation of the top job.

While board transformation is NOT a guarantee 
of executive transformation (60% of transformed 
boards still have a white CEO), it is a move in the 
right direction. 

4/6 of these
 companies=

0 = The number of companies with a trans-
formed board of less than 40%, with a black 
CEO. 

If you have less than 40% black NEDs on 
your board, there is zero likelihood of a 
black CEO. 50%

Black CEOs in Top 40

Black NEDs

6

Jack Hammer Leadership trends Tweaked PR.indd   23 2018/11/14   14:23



24 Jack Hammer Executive Report Volume Five

When the time comes to replace an organisation’s 
leader, too many companies still realise that their 
planning has been inadequate, and that they have 
to scramble, even settle, for a candidate who ticks 
some, but not all, of the boxes.

Get time 
on your side.

Take the time, do the due diligence, 
make the right call. 

Succession
Planning

11

But with the key factor in a successful leadership transition being 
FIT, finding the right candidate requires companies to start the 
search before they have to.

FIT encapsulates all of the less tangible but absolutely critical issues 
affecting successful transition, including culture, values and EQ.

An organisation takes its cues from the head. Get the successor 
wrong, and you risk upsetting shareholders and disenchanting 
staff – as well as costing the company a pricey severance package. A 
leadership ‘wobble’ could echo through the company for years down 
the line.

To throw additional spanners in the works, the best successor also 
isn’t necessarily the current second-in-command, and realising that 
too late in the game can cause unnecessary pressure and hiring 
mistakes.

Some people are excellent in support positions and leaders need 
these people. But, just because they’re close to the action, it doesn’t 
automatically follow that they will easily and comfortably step into 
the CEO’s shoes. 
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One cannot under-estimate the impact 
of the appointment of a respected and 
admired professional to a key role in an 
organisation.

An individual with top credentials and a 
reputation of achievement will not only 
have a positive impact on the current 
staff complement, but will also be able 
to attract talented executives from other 
organisations who are keen to be part of 
a winning team.

When strategising your succession plan: 

1. Start early, before it is necessary
2. Look internally and externally
3. Ensure that all identified candidates are 

objectively and similarly evaluated at all stages 
of the investigation – whether it be several years 
before a successor will likely be called upon to fill a 
role, or whether the appointment needs to happen 
as a matter of urgency.
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With the dramatic and ongoing evolution 
of the modern workplace, companies are 
increasingly required to respond effectively to 
the capabilities inherent in new technologies to 
stay ahead of the competition.

As a result, a number of new senior leadership roles are 
emerging. Top teams are no longer merely comprise just the 
chief, the finance guru, the operations head and the IT boss.

They now require excellent leaders who can understand, 
interpret, and respond to a host of new information metrics, 
leaders who can find new and better ways of operating and 
leaders who can take advantage of new markets.

Companies who are already incorporating these new roles 
into their leadership teams are in prime position to grow (and 
outgrow the competition) for the foreseeable future.

The CDO is a cross-functional leadership role, and 
will need to interface with and influence every area 
of an organisation. Digital leaders therefore will need 
well-developed EQ and relationship skills in order to 
be successful in achieving the anticipated outcomes. 
The CDO definitely needs to be a technical whizz with 
brilliant ideas, but technical proficiency without the 
social and influencing skills to get things done is a  
non-starter

Innovation Officer

Chief Digital Officer

Rooted in technology-related improvements, this role 
typically applied to a company’s agent of change, usually 
because a business was about to undergo some radical 
shift or restructure. Now, with ideas being a dime a 
dozen, the overall custodian of the ideas is the person in 
charge of parsing, analysing and separating the wheat 
from the chaff. In South Africa, these executives mainly 
inhabit the so-called “Corporate Centres of Excellence”, 
where they look at the big picture – is this a good 
proposition, does it fit with our ultimate business goals, 
is it worth the investment, is it going to radically improve 
our bottom line and image? So, this isn’t just a thinker, 
this is an operational expert who knows how to see an 
idea through, or pull the plug when necessary.

New Rules,  
New Roles

12
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Data Science Executive Agile Coach

Data is the new gold. Or new oil, depending on who you 
talk to. So it stands to reason that you can’t just apply 
basic data analysis and expect great results. You need a 
highly skilled technical expert who can work with millions 
of lines of data in order to draw meaningful insights 
for your business. A far cry from business analysis or 
business intelligence, which tend to look at the historical 
picture, data science is predictive in nature and can, 
among other things, allow you to successfully profile 
segments of your consumer base, predict behaviours, and 
tell you when a service is most likely to be taken up. The 
executive in question needs to marry the technical skills 
with the commercial acumen needed to translate data-
driven insights into business strategy.

“Agile ways of working” is more than just a catchy phrase, 
it’s a fundamental shift in the way projects are executed on, 
where roadblocks or problems are identified and controlled 
for iteratively and processes improved as the project evolves. 
As opposed to reaching the end of a quarter and discovering 
that the business plan your team has been working on for 
three months is a non-starter. An agile coach is a management 
consultant / trainer / project manager / therapist who is there 
to help you break bad habits and get you to your business goal 
that much quicker. This leader won’t necessarily be familiar 
with the content of your work, but will help you identify and 
circumvent those “blockages” that creep up and navigate the 
hundreds of small decisions that should be made quickly in 
order to implement a successful strategy.

Customer Experience 
Executive (CXO)

With the rapid increase in the range and availability of the 
data that inform business strategy, the role of customer 
experience executive has been gaining prominence 
and traction. Customer experience has evolved from a 
soft focus to a core strategic one, requiring analytical 
prowess underpinned by high-level business and process 
improvement skills. The role that CXOs now play, or should 
be playing, is to be able to understand the market based on 
the right metrics and analytics and, most importantly, to 
respond rapidly where action is required.

Impact Investment 
Executives

Professionals who can successfully lead and grow 
companies with a dual mandate of economic and social 
returns are in high demand throughout Africa. Private 
equity, venture capital and debt funds that invest in 
Africa seek deal-makers and fund managers who can 
achieve more than just the financial bottom line, but also 
a positive social impact combined with  
sustainable growth.

Jack Hammer Leadership trends Tweaked PR.indd   27 2018/11/14   14:23



28 Jack Hammer Executive Report Volume Five

Few companies have escaped the negative impact 
of internal and external pressures reflected in 
preceding pages. Most find themselves in similar 
circumstances, and on a constant quest to 
determine how and where the ship must be steered.

And, despite our current challenging circumstances, we 
know that a collective and sustained effort can in fact turn 
things around.

To do this, we need qualified, experienced LEADERS. 
Leaders who have proven they have the mettle and the 
emotional intelligence to rally teams and effectively use new 

technology and systems to optimise and renew business 
process.

So when the questions arise where to cut and where to 
invest, finding and keeping great leaders must be considered 
a priority. When this tough phase has passed, the company 
that invested in great leadership in lean times will be in pole 
position to reap the harvest of the good years to come.
Landing these types of leaders will almost certainly be more 
challenging today than previously, given the exodus of tal-
ent and limited budget for financial incentive. This does not 
mean it can’t be done.

Finding great leaders, who grow great 
companies.

Conclusion13
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In fact, this provides an unprecedented opportunity to look 
in new and different places for the kinds of candidates who 
will take your company into the future.

Despite current challenges facing all businesses, industry 
continues to grow and multinationals continue to seek out 
new and exciting markets in Africa, to establish or develop 
their presence on the continent. Businesses under pressure 
continue to explore new territories and diversification. In 
the past year, Jack Hammer saw a 75% increase in briefs 
from US-based businesses seeking assistance with leader-
ship appointments in Africa.

As a result of the increased demand for top leaders on the 
continent, as well as the unprecedented growth in inquiries 
from the United States, we are in the process of setting up 
two new offices – in Los Angeles and San Francisco.
Clearly then, despite times being tough, global business is 
not lying down and playing dead.

And neither should we.

It is time to get our teams inspired and motivated again, to 
build a culture of optimism and pulling together as we look 
to the future.

It is the responsibility of a company’s leaders to figure out 
how to make this happen.

And it is our job to help you find them – great leaders who 
are not just good at what they do, but who have the resil-
ience and willingness to respond proactively to what we 
know is a tough period ahead.

Debbie Goodman-Bhyat

CEO, Jack Hammer
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“
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Telephone 

Email 

Physical Address 

Postal Address  

Websites 

+27 11 784-1822 (Johannesburg)

+27 21 425-6677 (Cape Town) 

+233 55 311 0682 (Ghana)

 +1 424 352 6407 (USA)

info@jhammer.co.za

29 Loop Street, Cape Town, 8012

P O Box 7460, Cape Town, 8012

www.jhammer.co.za

www.ircsearchpartners.com
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Disclaimer: The Jack Hammer Executive Report as contained in Volume Five represents only some of the salient and interesting facts 
and observations gained from the research conducted by Jack Hammer and their partners and does not seek to be a comprehensive 

reflection of all the data contained in the full report. Research for this third edition was concludead in October 2018.

Finding Great Leaders
Exclusive SA member of IRC Global Executive Search Partners
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