
One of the highlights during the year under review was that 24 of 
the 25 learners who participated in our flagship programme, the  
Agricultural Export Technologist Programme [AETP], successfully 
completed the programme and employment opportunities were 
created for all of them at the PPECB or in the industry [the 
student who did not complete the programme was given an 
opportunity to further her studies in Russia].

Another highlight was the increased number of farmers who received  
certificates for both primary production and pack houses, whereas  
in the previous year they only obtained primary production certificates.  
This is an encouraging trend as it indicates that previously certified 
farmers could access funding to grow their businesses.

THE 2016/17 FINANCIAL YEAR WAS A CHALLENGING PERIOD IN WHICH THE HUMAN CAPITAL TEAM 
ACQUIRED ADDITIONAL UNITS, RESULTING IN FOCUS BEING PLACED ON THE INTEGRATION OF THESE 

UNITS. A NAME CHANGE WAS ALSO ADOPTED, FROM HUMAN RESOURCES TO HUMAN CAPITAL, TO 
MORE ACCURATELY REFLECT THE BROADER NATURE OF THE DIVISION

,
S SERVICE OFFERING.

TALENT MANAGEMENT
During 2016/17 a framework was developed for formal talent management and succession planning. The talent management framework 
supports Strategic  Objective  Number 3, namely strengthening  the  organisation’s capacity  to  provide  a  professional  suite  of  services  
in providing an integrated approach to how the  PPECB plans to attract, recruit, develop and retain talent that meets the current and  
future needs of our business. It provides a mechanism for organisation-wide analysis, visibility and monitoring of talent demand and supply.

During the period under review, the PPECB’s talent management priorities were established and an Executive Management [EXCO] Talent 
Forum was conducted to ensure that the proposed talent and human capital processes are aligned to the PPECB’s strategic priorities. 
We have started creating awareness and gaining input at Management Committee [MANCO] level and are now embarking on reviewing 
competency descriptions for all roles within the PPECB to lay the foundation for top talent selection, evaluation and development practices.

CapitalCapital
HUMAN

ORGANISATIONAL DEVELOPMENT 
AND TRANSFORMATION
EMPLOYMENT EQUITY

Quarterly meetings of the Employment Equity [EE] and Skills 
Forum have provided a platform of engagement on transformation, 
including equal opportunities for skills development and training 
for all employees. The Forum has also provided input towards the 
integration of disability into the talent framework to ensure a more 
focused and holistic approach. 

The PPECB ended the year 7% short of reaching its 2016/17 target 
of 60% African representation overall. As a remedial measure, the 
organisation is emphasising the recruitment and promotion of  
African males, African females, people with disabilities as well as 
white females to align to the Economically Active Population [EAP]. 

ORGANISATIONAL DEVELOPMENT

The focus during the latter part of the financial year was to begin 
the journey of defining the culture of the organisation. Culture 
evolves, therefore it is important to review organisational culture 
from time to time to ensure that it remains relevant and aligned to 
the Organisational Strategy. 
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 HUMAN RESOURCES [HR]
 BUILDING ORGANISATIONAL HR MANAGEMENT CAPACITY 

 The need to build human resource capacity amongst line managers 
has become increasingly critical to the PPECB. This is especially 
important given the increasing responsibility and larger spans of 
control of line managers who frequently receive little or no training 
about how to be effective people managers as opposed to just 
functional experts who happen to supervise others. To this end, the 
organisation has improved its performance in relation to ensuring 
that line managers receive the appropriate level of practical 
and customised supervisory training. This training is designed 
to address both processes and softer skills such as emotional 
intelligence, crisis management, caring for employees, customer 
service, coaching, feedback essentials, difficult conversations, 
performance management and discipline. Just under 50 line 
managers, including chief inspectors, lead assessors, supervisors 
from support services and regional administrators received training 
during the reporting year.

  
 EMPLOYEE WELLNESS

 All PPECB areas and regions in the country have received the 
CAREWAYS induction training to enable employees to utilise 
these services to the fullest. Additionally, line managers received 
management referral training to enable and support them to more 
fully incorporate effective wellness practices into their day-to-day 
management of people, as well as to know how to formally refer 
employees for counseling, when necessary. During this reporting 
year legal advice was the most frequently accessed service from 
the CAREWAYS services.

 

 

 EMPLOYEE RELATIONS

 During the reporting year the following key themes or issues in 
employee relations within the PPECB were identified as requiring 
most of management’s attention:

•	Reviewing	of	the	Recognition	Agreement	between	the	PPECB	and	
Solidarity Union, especially the scope or bargaining unit of the 
agreement [i.e. which groups of workers the agreement covers] for 
the purposes of negotiations and consultation.

•	Flexible	work	arrangements	with	the	purpose	of	achieving	a	“work-
life balance” for employees, allowing them to vary their working 
hours to suit individual requirements whilst ensuring service 
standards are maintained and core working hours are adhered to.

•	 Increasing	employees’	voice	within	the	organisation	by	strengthening	
engagement forums, rather than establishing a workplace forum, 
to advance and maintain high levels of employee engagement.

•	A	 work-study	 on	 the	 use	 of	 temporary	 employees	 [“temps”]	
within the PPECB, which highlighted the challenges facing  
the organisation and identified possible solutions as far as the use  
of temporary employees is concerned.

 OCCUPATIONAL HEALTH
 AND SAFETY

 All Occupational Health and Safety audits that were planned for 
the year were conducted successfully throughout the organisation. 
A review of the current Health and Safety Risk Register for the 
organisation was also completed. In order to ensure reasonable 
accommodation, a major project was undertaken to improve 
facilities for current and future employees living with disabilities, 
including all the emergency equipment needed to comply with 
legislated occupational health standards. 
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 LEARNING AND DEVELOPMENT

 During the year in review all learning and development activities 
within the PPECB were consolidated. Three departments which all  
looked at various aspects of learning and development were merged 
into one, known as the Learning and Development Unit.

 The three units were:
•	The	harmonisation	programme,	which	focused	mainly	on	the	

technical competency and uniformity of standards application 
of inspection and cold chain services staff through training and 
evaluations

•	The	training	unit,	which	focused	on	soft	skills,	management	and	
leadership training and scholarship funding for PPECB staff

•	The	 development	 unit,	 which	 focused	 on	 the	 development	 of	
external stakeholders such as smallholder farmers, pack houses and 
other commercial entities

 The newly formed Learning and Development Unit has enabled 
the PPECB to get a consolidated view of its true training spend on 
employees, as well as its contribution to the transformation of the 
industry via its development arm. In addition, resources across the 
three units are now shared which has created economies of scale 
and has reduced dependence on contract labour.

RETIREMENT FUND

All permanent employees are members of the PPECB Retirement 
Fund. Annually, we embark on a roadshow to promote the benefits 
offered. During the year in review 64% of employees attended the  
information sessions, an increase in attendance of 14% from 2015.

We also introduced the Pension Backed Lending [PBL] facility to 
employees. This facility, which is administered by Sanlam, was 
introduced to assist employees to meet their housing needs. The 
product was well received by employees as they can now access 
much-needed housing financing instead of retaining a benefit they 
can only access at retirement.

CONCLUSION
In conclusion, although the year was challenging, a lot has been 
acheived and the division looks forward to the new financial year.

REMUNERATION AND BENEFITS

The focus during the 2016/17 financial year was on consolidating 
the remuneration strategy. Remuneration will be used in the PPECB 
to attract people with the appropriate skill and experience, retain 
competent employees and reward outstanding performance. The 
PPECB therefore reviews its remuneration scales annually, taking 
into consideration labour market movements. A comprehensive  
bi-annual [every two years] survey is done to ensure competitiveness 
with specific comparator market remuneration scales.
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