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HUMAN RESOURCES REPORT

The key focus areas of this revised strategy are: 

• To improve client experience through seamless 
integration with PPECB systems 

• To provide relevant and timeous export and market 
trend information to enhance the competitiveness of the 
industry 

• To continuously improve the business through 
transformation, innovation and automation 

• To revise business models through the introduction 
of a risk-based approach to increase efficiencies and  
contain cost 

• To improve business sustainability for black smallholder 
farmers and suppliers.

The Human Resources division aligned itself with the 
organisational strategy by focusing on the following objectives 
in the year under review:

• To build critical skills and competencies for the 
organisation

• To enhance current and future bench strength 
through the provision of appropriate leadership  
development interventions 

• To support organisational design and change management 
initiatives

• To use data effectively to enhance the employee 
experience.

The division also had to review its own operating model 
and structures to be able to deliver on the new strategy. It 
is now comprised of the following units: Human Resources 
Operations; Learning and Talent Development; Organisational 
Effectiveness and Transformation; and Remuneration  
and Benefits.

Increasing learning and developing talent 
For the year under review, this unit continued to focus on 
developing the leadership skills of the PPECB supervisory 
and junior management levels. The feedback received from 
these delegates has been overwhelmingly positive as they 
develop and implement their new skills in the workplace. 
Future skills have been a focus area during the year and 
numerous training interventions were attended both online 
and face to face by employees across varied departments. 
The instructional design team have also developed multiple 
modules during the year, including ones supporting the  

In the 2019/20 financial year the PPECB revised its strategy to include digital transformation. 

roll-out of TITAN 2.0®, as well as compliance-related modules 
like cyber security. We continued providing successful 
learnerships and internships in collaboration with the 
Department of Agriculture, Forestry and Fisheries (DAFF), 
now DALRRD, and the AgriSETA.     

We also provided study assistance to our employees for 
furthering their studies.

The project to phase out guaranteed promotions based on 
technical competency and tenure (Career Path System) was 
concluded in April 2020. This will enable all employees to 
be promoted and rewarded according to performance and 
potential. Employee engagement regarding the new approach 
was concluded during the period and the critical competencies 
and roles were finalised for the leadership and operations 
supervision teams by the EXCO Talent Forum. A Talent 
Management Framework (TMF) was introduced to execute 
the PPECB’s performance-based remuneration strategy. The 
TMF integrates development; competency management; 
performance and succession-planning with reward practices 
designed to retain talented employees. 

Management talent forums were established and managers 
are being trained on talent identification and talent mapping, 
based on assessment results and performance history for 
identified critical competencies. Talent identification and 
retention planning by the talent forums will take place once 
the development programmes and post-assessments conclude 
in 2020. Psychometric assessments to determine potential and 
guide talent development plans were rolled out as part of the 
formal leadership development programmes and supervisory 
talent development opportunities. 

An example of this is the additional seasonal capacity 
requirements which, in the year under review, required acting 
chief inspectors and lead assessors. This was formalised into 
the operations supervisory talent development opportunity 
programme, which allows for individualised development of 
critical competencies and the establishment of talent pools of 
ready talent to fill roles when they become available.

To support the PPECB’s digital transformation strategy 
a competency library of future skills requirements was 
developed. This included a record of training requirements, 
with examples of online learning courses for all employees. 
The selection process for future skills training needs was 
incorporated into the new performance motivation and 
personal development plan cycle for 2020/21. This will ensure 
that all employees can start future-proofing their skills and 
deliver against the new departmental performance objectives.

Human Resources Report
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The PPECB’s achievement of targets is impacted by the 
temporary workforce required by the seasonal nature of 
the PPECB’s work. The overall representation for African 
employees is 60% and the ratio of male to female is 52%:48%. 

Building organisational effectiveness and  
ensuring transformation
A successful Peoples Day: 2025 Imagined was held with the 
theme of #FutureNow, aligned to our digital transformation. 

Target vs. Actual 

Various expert partners volunteered their time and 
resources to enable our managers to understand the digital 
transformation journey. Change management and internal 
communication support was also provided for TITAN 2.0® 
and the ERP projects to ensure successful uptake of the tools. 

We have improved on African female numbers year on year 
as most of this intake is in our AETP programme, which is 
our talent pipeline for our technically skilled workforce. 
Our main focus is on increasing African male and African 

Occupational levels

Male Female Foreign 
Nationals   Total

A C I W A C I W Male Female

Targets 2019/20 32.6% 13.4% 2.9% 7.2% 28.4% 10.7% 1.5% 3.4%

Top management 0 1 0 0 0 0 0 0 0 0 1

Senior management 0 1 0 1 1 0 1 0 0 0 4

Professionally qualified and 
experienced specialists and 
middle management

7 6 4 6 2 6 2 5 0 0 38

Skilled technical and 
academically qualified 
workers, junior management, 
supervisors, foremen and 
superintendents

98 48 6 51 93 20 4 11 0 0 331

Semi-skilled and 
discretionary decision- 
making

44 37 14 3 48 31 7 8 0 0 192

Unskilled and defined 
decision-making

1 0 0 0 7 4 0 0 0 0 12

TOTAL PERMANENT 150 93 24 61 151 61 14 24 0 0 578

TEMPORARY EMPLOYEES 59 9 2 9 113 13 2 3 0 0 210

GRAND TOTAL 209 102 26 70 264 74 16 27 0 0 788
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Transformation
Our transformation strategy focuses on building lasting 
partnerships with organisations making a difference in the 
industry.
1. Smallholder farmer development: A smallholder farmer 
or producer is defined as a producer that produces (at 
primary, secondary and tertiary level) for household 
consumption and markets, such that farming is consciously 

Transformation
Our transformation strategy focuses on building lasting 
partnerships with organisations making a difference in  
the industry.

1. Smallholder farmer development: A smallholder farmer 
or producer is defined as a producer that produces (at 
primary, secondary and tertiary level) for household 
consumption and markets, such that farming is consciously 

female levels to achieve the target via new engagement and 
promotion recruitment. The PPECB will be implementing a 
Women in Leadership programme focusing on accelerating 
the development and progression of female leaders to achieve 
targets. We will also use the Talent Management Framework 
for all designated groups.

 

People with disabilities (PWD) remain under-represented at 
0.5%, with a shortfall of 12 to reach a target of 2%. Diversity, 
disability and inclusion sessions were conducted across the 
organisation to create a culture of understanding, trust and 
openness. There has been a campaign to encourage employees 
to declare their disability status and many have come forward 
with potential disabilities during these sessions. AgriSETA 
funding is being sought to implement the learnership 
programme for PWD in the new financial year.

undertaken in order to meet the needs of the household and 
as a source of income. These are usually the new entrants 
aspiring to produce for market at a profit with a maximum 
annual turnover of up to R5 million per annum. The PPECB 
smallholder farmer development programme focuses on 
the training and up-skilling of smallholder farmers from 
designated groups, with the objective of helping them 
graduate from subsistence to commercial farming. 

Disability - % PWD of Total Workforce: 0.5%

Occupational levels

Male Female Foreign  
Nationals   Total

A C I W A C I W Male Female

Top management 0 0 0 0 0 0 0 0 0 0 0

Senior management 0 0 0 0 0 0 0 0 0 0 0

Professionally qualified and 
experienced specialists and 
middle management

0 1 0 0 0 0 0 0 0 0 1

Skilled technical and 
academically qualified 
workers, junior management, 
supervisors, foremen and 
superintendents

0 0 0 0 0 2 0 0 0 0 2

Semi-skilled and discretionary 
decision-making

1 0 0 0 0 0 0 0 0 0 1

Unskilled and defined 
decision-making

0 0 0 0 0 0 0 0 0 0 0

TOTAL PERMANENT 1 1 0 0 0 2 0 0 0 0 4

TEMPORARY EMPLOYEES 0 0 0 0 0 0 0 0 0 0 0

GRAND TOTAL 1 1 0 0 0 2 0 0 0 0 4

undertaken in order to meet the needs of the household and 
as a source of income. These are usually the new entrants 
aspiring to produce for market at a profit with a maximum 
annual turnover of up to R5 million per annum. The PPECB 
smallholder farmer development programme focuses on 
the training and up-skilling of smallholder farmers from 
designated groups, with the objective of helping them 
graduate from subsistence to commercial farming. 
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Enterprise development programme Enterprise development programme

New partnerships SA Agri Academy SATI

Spend at end March 2020 R465 000 R325 000

Beneficiaries 62 farmers 5 farmers

Impact • Limpopo – black female farmers; expansion 
to 142 ha; now part of a cluster, which gives 
better access to markets, infrastructure and 
seed stock.

• Gauteng – black youth farmers from AFASA; 
78 ha and forming a cluster based on 
application for 100 ha land.

• Northern Cape – PWD and San farmers; 10 
ha with access to new markets/clients, as 
well as providing protected work  
for PWD.

• Tierkloof Investments (Ceres) – black 
male and female farmers; expansion of 3 
ha per year to a total of 15 ha.

• Vergelegen Packaging (Pty) Ltd trading 
as Imdawo Ekhule (Pty) Ltd (Robertson) 
– black male and female farmers;  6 ha of 
table grape vineyards; have replaced old 
cultivars and are exporting.

• Bergvallei Boerdery (Pty) Ltd (Piketberg) 
–  black male farmer; 3 ha renewal; SA GAP 
assessment requested as ready to export.

2. Corporate Social Investment (CSI): Initiating and participating 
in projects that are external to normal business activities and 
not directly for purposes of increasing organisational revenue.  

Partnership - 
Social Enterprise 
Development/ CSI

Call 2 Care 
(Western Cape)

Deciduous Fruit 
Development Chamber SA 
(DFDC) (National)

iKhaya le Themba (Home of Hope)  
(Imizamo Yethu, Cape Town)

What they do Waterwise gardening 
providing food security, 
improved nutrition and 
education in communities 
at grassroots level.

Supporting AGM meeting to 
empower black smallholder 
farmers in the industry. 

Providing a safe and nurturing space for 
orphaned and vulnerable children, as well 
as intensive care after-school services to 
children and families. 

Spend at end  
March 2020

R214 600 R25 000 R50 000

Beneficiaries 906 beneficiaries, four 
communities

113 producer units 100 children and support to more than  
60 families 

Impact Assisted schools and 
communities in Gugulethu, 
Paarl and Simondium 
to create food gardens, 
providing  food security 
and income-generation 
potential.

Provided a platform for 
education and engagement 
on critical issues for black 
smallholder farmers, allowing 
them to expand ownership 
in the industry and build 
sustainable enterprise.

• Provided comprehensive after-
school care and remedial teaching to 
vulnerable children in the township, 
aged 6-14 years.

• Supported families who care for 
vulnerable children and orphans 
through their Parent Centre, providing 
holistic education to adults.

• Developed an ECD home-based 
crèche system to provide employment 
to carers from the community and 
quality care to children aged 0-6 years.

In the year under review, the PPECB launched initiatives designed 
to contribute to the betterment of general society, whether 
financially or in kind.

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

We are committed to rewarding our employees with 
compensation, benefit and incentive programmes that are 
competitive in the marketplace and are aligned with our 
performance culture. Remuneration throughout the company 
comprises fixed and variable monetary compensation, non-
monetary rewards and other intangible benefits. Our rewards 
programme is linked to our Talent Management Framework 
and is used as a basis for establishing and evaluating the value 
of employees’ positions and salaries in a market-driven and 
performance-oriented way.

During the reporting period, the Board Remuneration Policy 
was amended to include attendances of official engagements 
by Board members, such as the budget vote, as well as 
obtaining prior approval from the Chairperson of the Board 
and the CEO for exceptional attendances by   Board members.

HR highlights for the year under review
• IT staff outsourcing: The organisation successfully 

implemented a Section 197 (Labour Relations Act) 
transfer process whereby five of our employees were 
transferred to T-Systems South Africa (Pty) Limited. 
Employee morale was successfully maintained and legal 
risks were minimised. 

• Employee turnover: The employee turnover rate for the 
reporting period was quite low at 3.8% consisting of 19 
employees. This is way below the general average of 14% 
for South African organisations. Of the 19 terminated 

employees, only 8 were due to voluntary resignations 
whereas the rest were due to dismissals (6) and Section 
197 transfers (5).

• Salary negotiations: Management and trade union 
representatives swiftly concluded negotiations for 
2020/21 salaries and conditions of employment. 
Agreement on an annual salary increase of 6% was 
reached after a single meeting, even though each party 
had to go away to convince their principals before 
finalising the agreement. 

• Health and safety: The total number of injuries on duty 
have been reduced from 17 the previous year to 14 in this 
reporting period. All the incidents that entailed medical 
expenses and/or absence from work for more than three 
days were reported timeously and according to the 
Compensation for Occupational Injuries and Diseases 
(COID) Act requirements.

• Grievances: There were only eight grievances recorded 
for the reporting period, which is a decrease by 47% 
from the 15 grievances recorded during the previous  
financial year.

• Discipline: A total of 48 disciplinary cases were recorded 
by the organisation in the 2019/20 financial year, while 
in the previous period there were only 20 disciplinary 
cases. The increase comes largely from cases relating 
to failure to abide by the company’s code of conduct 
or procedures. All 48 cases have been finalised within 
reasonable timeframes. 

• Labour disputes: A total of five labour disputes were 
lodged outside of the organisation to the Commission for 
Conciliation, Mediation and Arbitration (CCMA) in this 
reporting period. Three of these cases were withdrawn or 
settled at arbitration level, without any financial impact 
on the organisation, while the other two are pending, as 
they were referred during the COVID-19 outbreak. 
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