
TALENT MANAGEMENT

The PPECB Talent Framework provides an  
integrated approach to how the PPECB 
plans to attract, recruit, develop and retain 
talent that meets its current and future 
needs in support of Strategic Objective 3, 
namely strengthening the entity’s capacity 
to provide a professional suite of services.

During the 2017/18 fiscal year the 
implementation principles for the Talent  
Framework were endorsed by the 
Executive Committee (EXCO) to enable the  
integration of existing people management  
processes according to the principles.  
Subsequent work focused on reviewing job 
profiles, a competency library, recruitment, 
promotions, performance management, 
training and remuneration. The ultimate 
goal of talent management is to support 
delivery on the PPECB’s strategic goals  
and desired culture. Therefore, stronger  
consideration of competencies and
performance is being built into all people 
management processes. 

TRANSFORMATION AND
EMPLOYMENT EQUITY

After extensive consultation, the Trans-
formation principles have been agreed 
with the Board and a clearly defined 
strategic plan will be developed in the 
new financial year.

Quarterly meetings of the Employment 
Equity (EE) and Skills Development 
Forum have provided a platform of 
engagement on transformation, including 
equal opportunities for skills development 
and training for all employees. The EE 
and Skills Development Forum has 
also contributed greatly towards the 
development of the new EE plan for 
2018-2021, as well as guiding changes 
to the Study Assistance policy. 

The PPECB is 13% short of reaching 
its 2017/18 target of 69% African 
representation overall. As a remedial 
measure, the organisation is emphasising 
the recruitment and promotion of African 
males, African females, White females 
and people with disabilities to align to the 

Economically Active Population (EAP). 
For the period under review the PPECB 
was verified as a level 8 contributor. 

ORGANISATIONAL DEVELOPMENT

The focus for the 2017/18 financial 
year was to continue the journey of 
defining the culture of the organisation. 
To this end, a Culture Shift survey was 
conducted with a 65% response rate 
being achieved. The survey indicates 
that current organisational culture is 
cautious and rigid with elements of a 
good, great and endearing culture. The 
key focus areas highlighted by the survey, 
which will enable the PPECB to shift to 
a more endearing culture, include more 
open communication, reduced conflict 
avoidance, improved learning and growth, 
systems and process improvement. Focus 
groups are planned to unpack some of 
the concerns and action plans will be 
developed over the next few months to 
address specific issues. This will enable 
the PPECB to ensure that its culture 
remains relevant and aligned to the 
organisational strategy.

Human
CAPITAL

IN A DIGITAL WORLD MARKED BY 
INCREASING TRANSPARENCY AND 

THE GROWING INFLUENCE OF 
MILLENNIALS, EMPLOYEES EXPECT 

A PRODUCTIVE, ENGAGING AND 
ENJOYABLE WORK EXPERIENCE.

Organisations therefore need a new approach, one 
which builds on the foundations of culture and 
engagement to focus on the employee’s holistic 

experience, considering all the contributors to worker 
satisfaction, engagement, wellness and alignment.

The Human Capital Team at the PPECB, guided by both internal and external factors impacting the organisation, made it their purpose 
to develop a future fit organisation. All people interventions during the 2017/18 financial year were geared towards ensuring that the 
PPECB is fit for the future and that its employees are well equipped.

During the period under review the PPECB launched the Talent Framework, embarked on a journey of defining its culture, continued 
with the employee wellness initiatives and launched the eLearning platform.

Despite these positive achievements the organisation experienced some challenges including, for the first time in the PPECB’s history, 
a wage dispute which resulted in a strike.
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CAPACITY BUILDING OF LINE MANAGEMENT

A key accomplishment for the Human Capital department lies in 
the value that it adds to line management. During 2017/18, a total 
of 53 supervisors received customised training to enable the shift 
from punitive discipline to constructive discipline, which is in line 
with the shift from a performance management to performance 
motivation process. In addition, when it became apparent that 
strike action would occur in May 2017, the Human Capital 
department proved its value-add by equipping all line managers 
with the necessary tools to prepare for the strike. As a result, the 
strike was well managed and had little to no impact. 
 
EMPLOYEE WELLNESS

Building Healthy Relationships was the employee wellness theme 
for 2017/18. In promoting this theme 21 Topic Talk sessions 
were rolled out throughout the organisation in partnership with 
the contracted service provider (CAREWAYS). The Topic Talk 
sessions were in direct response to feedback received from 
focus groups and a callout in March for topics for the Topic Talk 
campaigns. Keeping a focus on improving the employee experience, 
it has been proven that having a network of healthy relationships 
helps employees to have more enjoyable workdays, which in turn  
add value to the organisation as far as human capital is concerned. 

Furthermore, in order to ensure employees are aware of their 
human rights and the enforcement thereof, sessions were held in 
all regions in acknowledgement of Human Rights Day. 

OCCUPATIONAL HEALTH AND SAFETY

All Occupational Health and Safety Audits that were planned for 
the year were conducted successfully throughout the organisation, 
including the new Operations Office at the Johannesburg Fresh 
Produce Market. A review of the current Health and Safety Risk 
Register for the organisation was also completed which included 
injury on duty incidents reported during this fiscal year. In total, 
only five cases of non-fatal occupational injuries were reported to 
management over the 2017/18 financial period.  Improvements 
were made in ensuring reasonable accommodation for current 

and future employees living with disabilities, including provision 
of emergency equipment in compliance of legislated occupational 
health standards. 

LEARNING AND DEVELOPMENT 

During the year in review the Learning and Development 
Department applied for and received funding for: 
•	 Six	 interns	 (agriculture	 students	who	 required	workplace	 
 exposure to graduate) 
•	 Five	 graduate	 placements	 (unemployed	 graduates	 who	 are	 
 placed in support service areas); 
•	 Adult	Education	and	Training	(AET)	for	six	people	who	do	not	 
 have matric
•	 Four	postgraduate	bursaries	for	PPECB	staff	

Other key achievements included: 
•	 For	 the	 first	 time	 the	 Agriculture	 Export	 Technologist	 
 Programme (AETP) modules presented by the PPECB were  
 placed online for advance reading by students to reduce  the  
 time spent in the classroom during central training. 
•	 The	PPECB	Skills	Development	Facilitator	won	the	Emerging	 
 Practitioner of the Year Award at the Institute of People  
 Management (IPM) awards.
•	 Engagements	with	 Lesotho	 started	which	will	 be	 a	 similar	 
 project to that run for the Agro Marketing and Trade Agency  
 (AMTA) in Namibia to upskill their inspectors.
•	 Competency	 evaluations	 were	 concluded	 for	 the	 AMTA	 
 inspectors in Namibia, with all their inspectors found  
 competent.
•	 An	increased	number	of	farms	were	nominated	onto	the	SA 
 GAP certification programme with the Department of Agriculture,  
 Forestry and Fisheries (DAFF), with a corresponding  
 increase in the number of certifications, especially certifications  
 for cooperatives.
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REMUNERATION AND BENEFITS

REMUNERATION POLICY

The PPECB’s remuneration policy addresses remuneration on an organisation-wide basis and is one of the key components of the PPECB’s
overall human resources strategy, in full support of the overall PPECB business strategy. It supports the business strategy by helping to 
build a competitive, high-performance and innovative culture that attracts, retains, motivates and rewards high-performing employees. 

KEY ELEMENTS OF PPECB’S REMUNERATION POLICY

PPECB’s remuneration philosophy is supported by robust performance management practices, which strive to set all employees’ total 
remuneration package at a competitive level by benchmarking to the market and providing incentives geared to drive the agreed-upon 
performance outcomes, where appropriate.

The remuneration policy is based on the following principles:

•	 The	remuneration	policy	reflects	the	rules	that	underpin	all	 
 aspects of remuneration and reward in the PPECB.
•	 The	 remuneration	policy,	 procedures	 and	practices	 support	 
 and are consistent with effective risk management. 
•	 Employees	 are	 rewarded	 on	 a	 Total	 Cost	 of	 Employment	 
 (TCE) basis, upon which comparisons will be made. 
•	 The	 guaranteed	 component	 of	 the	 reward	 includes	 a	 base	 
 salary, retirement fund and benefits.
•	 The	following	key	aspects	apply:	
- Remuneration will be compared with selected comparators
 in the South African labour market on a bi-annual  
 basis to ensure competitive remuneration levels in the  
 PPECB; and
- Comparison of PPECB remuneration with the comparators  
 will be done on a TCE basis. 

•	 Cost	of	living	adjustments	will	serve	as	the	basis	upon	which	 
 remuneration will be increased annually.
•	 Any	non-guaranteed	rewards,	bonuses	or	 incentives	will	be	 
 paid as motivation to ensure that exceptional performance is  
 being maintained.
•	 The	organisation	will	adhere	to	principles	of	good	corporate	 
 governance, as depicted in best practice and regulatory  
 frameworks such as King IV and the Solvency Assessment and  
 Management Project. 

EXECUTIVE REMUNERATION

The principles underpinning the approach to executive remuneration serve as the foundation for everything we do, and are listed below.
•	 Alignment	with	 the	 PPECB’s	 strategy:	 The	 Executives	 TCE	 are	 linked	 to	 the	 achievement	 of	 targets	 seen	 as	 indicators	 of	 the	 
 execution of PPECB’s strategy.
•	 Competitiveness:	Remuneration	levels	are	determined	externally	against	companies	of	comparable	size,	complexity	and	scope.
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