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During the reporting period, the Human Capital (HC) 
department continued to make progress with the five 
strategic focus areas: becoming more customer-centric; 
enhancing data analytics and business intelligence (BI) 
capabilities; re-designing the PPECB’s service delivery 
model to increase efficiencies and contain costs; 
improving business process efficiencies through digital 
transformation; and developing black smallholder farmers 
and suppliers to improve their business sustainability. 

The department, like the rest of the organisation, became 
more familiar with functioning in a pandemic and achieved 
much during the period despite the difficulties caused 
by the pandemic. Here are some key highlights for the 
2021/2022 reporting period:

EMPLOYEE TURNOVER
The total number of employees who left the PPECB 
voluntarily (i.e. resigned/retired) was 16. This number 
translates into an employee turnover rate of 3% for the 
reporting period. It is also worth noting that 15 new 
employees were appointed during this reporting period.

RECRUITMENT AND 
SELECTION
The HC team launched in-house training for hiring 
managers to help them navigate the hiring system in order 
to create and route requisitions for approval, review and 
move candidates through the workflow, thus reducing the 
administrative burden of the recruitment process.

Onboarding surveys were created to solicit feedback 
from new employees about their overall recruitment/
onboarding experience. This helps the team measure the
level of satisfaction of new employees with the
recruitment and onboarding process and develop targeted 
actions for continuous improvement.

HC facilitated and supported the Operations 
Department by using agile or flexible methods to recruit 
54 employees on  two-year fixed-term contracts to build 
a competent and diverse pool of seasonal employees.

EMPLOYEE EXPERIENCE
In the previous year’s report, the department stated it 
would prioritise an enhanced employee experience in this 
financial year. Accordingly, the HC team implemented 
an email signature survey to ask for quick feedback 
from employees and external stakeholders on how they 
experience the HC team’s support. The survey gave 
employees the opportunity to reflect on HC’s support 
and how it impacted their day-to-day activities. Based 
on the 108 responses received, employees indicated they 
strongly agreed (i.e. 94% satisfaction) that the team:

• Addressed enquiries or issues with professionalism;
• Was available for queries within a reasonable time; 

and
• Was responsive or extremely responsive to queries. 

In addition, On the Couch sessions were held to inform 
employees where the Executive Committee (EXCO) 
shared the direction on our digital transformation 
journey.

The People Connect sessions continued with the 
focus on digital transformation, where we engaged 
employees on cyber security and project updates. The 
HC team and business leaders kept employees informed 
on the new policies and procedures in health and 
safety, finance and Information and Communications 
Technology (ICT) and received feedback on what can 
be improved in various departments. In addition, On 
the Couch sessions were held where the EXCO shared 
the direction on our digital transformation journey with 
all our  employees.

PINKI LUWACA 
Human Capital Executive
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HEALTH AND SAFETY 
The number of Injury on Duty incidents or accidents (IODs) has dropped from ten, during 2020/2021, to four during 
2021/2022, which represents a 60% decrease. The decrease may be attributed to ongoing awareness and training on 
the contributory factors and a change in behaviour.

INCIDENT/ACCIDENT RESULT TOTAL FOR CURRENT YEAR: 2021/22 TOTAL FOR PREVIOUS YEAR: 2020/21

No injury 0 1

Minor injury (No medical treatment needed) 2 1

Serious injury (Needed medical treatment) 2 8

Death 0 0

TOTAL 4 10

GRIEVANCES 

The total number of grievances recorded for the reporting period was two (as reflected in the table below), while there 
were five in the previous year, which represents a 60% decrease. 

AREA TOTAL FOR CURRENT YEAR: 2021/22 TOTAL FOR PREVIOUS YEAR: 2020/21

Interpersonal conflict 1 3

Relating to recruitment 1 1

Relating to policy 0 0

Relating to management decision 0 1

TOTAL 2 5

A critical success factor for an employee wellness 
programme (EWP) is ongoing awareness, planned campaigns 
and essential interventions. The HC team took an active role 
in implementing the EWP in the organisation during this 
reporting period.

The highlights include:
• Continuously communicating reliable information regarding 

the prevention and management of COVID-19, vaccine 
efficacy, and the support services available to employees; 
and

• Implementing organisation-wide group sessions, which 
included two training sessions for managers to identify 
the signs of stress and coping with mental health issues 
due to the COVID-19 pandemic. Additionally, 18 sessions 
were conducted to assist employees in dealing with stress, 
burnout and trauma.

Management and trade union 
representatives once again 
executed efficient negotiations 
for 2022/2023 salaries and 
conditions of employment. 

An agreement on an annual salary 
increase of 5% across the board 
was reached after a virtual meeting 
between the parties. Additionally, a 
three-year agreement was reached 
on the essential vehicle allowance 
for qualifying employees. 

EMPLOYEE
WELLNESS

SALARY 
NEGOTIATIONS
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TALENT MANAGEMENT
Highlights of the PPECB’s Talent Management Framework implementation during the period included:

• The roll-out of the business unit Management Talent Forums, where managers were engaged on their 
talent needs; and

• Critical competencies/roles were identified, and Talent Development opportunities were designed and 
implemented to establish Talent Development Pools for critical roles:
1 Seasonal employee talent pools: Talent Development initiatives for identifying, developing and mapping 

seasonal talent were implemented;
2 Operational supervisory talent pools: The third annual opportunity was implemented to prepare 

potential lead assessor and chief inspector talent for future vacancies by equipping them with on-
the-job exposure and training on supervisory competencies to strengthen the Operations leadership 
pipeline. Fifteen candidates were enrolled on the annual initiative during this period;

3 Data literacy upskilling pool: 41 nominees were upskilled to build capacity for data analysis and to 
report on the ERP system and other business digitalisation initiatives; and

4 Transformation development facilitator pool: A developmental opportunity was created to initiate 
internal capacity building for developing smallholder farmer scarce skills.

The talent mapping of the employees who have completed the Leadership Development Programmes (LDP) 
was concluded to provide a view of the readiness of potential leadership talent for future requirements.

DISCIPLINE
The following table shows that disciplinary actions fell by 32% during 2021/2022 compared with those registered in 
2020/2021:

DISCIPLINARY ACTIONS
TOTAL FOR CURRENT YEAR: 

2021/2022
TOTAL FOR PREVIOUS YEAR: 

2020/2021

Verbal warning 6 7

Written warning 9 17

Final written warning 0 4

Dismissal 6 3

TOTAL 21 31

 

LABOUR DISPUTES
Disputes against the PPECB increased from three in 2020/2021 to eight during 2021/2022. Five of the eight cases were 
finalised within the year, while three are still pending; two are at the arbitration stage (Commission for Conciliation, 
Mediation and Arbitration), and one is at the review stage (Labour Court).

 TYPE TOTAL FOR CURRENT YEAR: 
2021/2022

TOTAL FOR PREVIOUS YEAR: 
2020/2021

Dismissal 4 3

Unfair labour practice 4 0

Unfair discrimination 0 0

Rights and interests 0 0

TOTAL 8 3
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 The highlights for Learning and Development delivery during the period 
included:

• Inhouse e-courses were developed for compliance training (POPIA and cyber 
security), future-ready skills (Growth Mindset for the New World of Work) and 
functional competencies (supervisory course for the PPECB);

• A library of soft skills courses was made available to employees according to 
their needs and convenience;

• The first technical e-courses for employee training on the Learning 
Management System were developed in-house for Citrus and Cold Chain;

• One hundred e-learning courses are now available on the e-learning platform; 
This includes in-house-developed PPECB bespoke courses and a generic 
soft skills library;

• Agri Export Technologist Programme (AETP) and LDP were successfully 
converted into blended programmes (e-learning content and virtual 
instructor-led training sessions) to mitigate pandemic restrictions;

• Future-ready skills were also a strong focus. Engagements with business unit 
managers analysed future training needs to plan interventions to address unit 
priorities. Other training was implemented to equip the PPECB employees to 
operate optimally in a hybrid working environment. This included computer-
related training, data quality management, design thinking and Virtual Guru 
facilitated virtual meetings and training. The New World of Work competencies 
were also integrated into the sourcing of new leadership that will be rolled out 
in 2022;

• The PPECB Operations employees’ technical competency status was 
exceeded (92%). The AETP Learnership Programme for unemployed 
graduates also exceeded its target; and

• The PPECB Workplace Skills Plan and Annual Training Report were 
successfully submitted despite the annual submission deadlines being 
brought forward by a month. Line managers, employees and the Employment 
Equity and Skills Forum played a vital role in submitting their Personal 
Development Plan (PDP) requests in time. Funding applications were also 
successfully concluded from DALRRD (AETP) and SETA for the mandatory 
grant and bursaries.

Trained

TOTAL 2 923

Non-technical 828

Technical 2 095 (includes 788 competency 
evaluations/tests)

E-learning
(Learning Management Systems) course completions 6 188

Training Interventions Delivered

 TOTAL 835

Non-technical 49

Technical 686

E-learning courses 
(Learning Management Systems) 100

LEARNING AND DEVELOPMENT
PPECB Learning and Development 
focus areas for the period were to: 

• Facilitate on-demand learning 
in line with the organisational 
aim of leveraging technology; 
enable progressive learning and 
development practices; 

• Provide an enabling employee 
experience; 

• Provide future-ready upskilling; 
and increase efficiencies; and 

• Cost-related value while also 
ensuring continuity of training in 
a COVID-19 restricted landscape.

Non-Technical – Detailed

MEDIUM OF DELIVERY

Online 96% 47

Blended 2% 1

Face-to-face 2% 1

A TOTAL OF

835
TRAINING 
INTERVENTIONS 
DELIVERED

92%
PPECB OPERATIONS 
EMPLOYEES' TECHNICAL 
COMPETENCY STATUS
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TRANSFORMATION
Employment equity

MALE FEMALE
FOREIGN 

NATIONALS TOTAL

A C I W A C I W MALE FEMALE

ACTUAL 2021-2022  

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 mid-management

7 6 3 6 4 4 2 6 0 0 38

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

115 54 6 51 116 23 5 10 0 0 380

Semi-skilled and discretionary decision 
making

68 40 20 3 66 38 8 8 0 0 251

Unskilled and defined decision making 1 0 0 0 10 8 0 0 0 0 19

TOTAL PERMANENT 191 102 29 61 197 73 16 24 0 0 693

Temporary employees 19 4 2 3 53 8 3 0 0 0 92

GRAND TOTAL 210 106 31 64 250 81 19 24 0 0 785

The PPECB's achievement of targets is 
impacted by the temporary workforce 
required for the seasonal nature of 
work. The overall representation for 
African employees is 59%. The ratio 
of male:female is 52%:48%. 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 focus is on increasing 
African male and female levels to 
achieve the target via new engagement 
and promotion recruitment. 

The people with disabilities (PWD) 
representation has exceeded the PPECB 
target of 1.1% and is short by three of the 
National Economically Active Population 
(NEAP) target of 2%. The PPECB has 
implemented a learnership programme 
for PWD with an intake of eight learners 
in administrative roles.

EE Actuals vs Target March 2022
African Male

African Female

Indian Male

Indian Female

Coloured Male

Coloured Femal

White Male

White Female

26.8%

31.8%

3.9%

2.4%

13.5%

10.3%

8.2%

3.1%

Actual

Actual

Actual

Actual

Actual

Actual

Actual

Actual

Target

Target

Target

Target

Target

Target

Target

Target

31.1%

34.9%

3.4%

3.0%

10.7%

7.7%

6.8%

2.4%
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Disability - % PWD of total workforce: 1.7%

OCCUPATIONAL LEVELS

MALE FEMALE
FOREIGN 

NATIONALS TOTAL

A C I W A C I W MALE FEMALE

ACTUAL 2021-2022  

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 mid-management 0 1 0 0 0 0 0 0 0 0 1

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

1 0 0 1 0 1 0 0 0 0 3

Semi-skilled and discretionary decision-
making 1 0 0 0 8 0 0 0 0 0 9

Unskilled and defined  decision-making 0 0 0 0 0 0 0 0 0 0 0

TOTAL PERMANENT 2 1 0 1 8 1 0 0 0 0 13

Temporary employees 0 0 0 0 0 0 0 0 0 0 0

GRAND TOTAL 2 1 0 1 8 1 0 0 0 0 13

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

• Smallholder farmer development
 A smallholder farmer or producer is defined as a 

producer that produces at primary, secondary, and 
tertiary levels for household consumption and markets. 
Therefore, farming is consciously undertaken to meet 
the needs of households and derive a source of income. 

 These are usually the new entrants aspiring to 
produce for the market at a profit with a maximum 
annual turnover of R5 million. The PPECB smallholder 
farmer development programme focuses on training 
and upskilling smallholder farmers from designated 
groups to see them graduate from subsistence to 
commercial farming. 

• Provincial SA Good Agricultural Practices (SAGAP) 
programme

 The PPECB has agreements with all provinces where 
SAGAP certification and training is provided to selected 
smallholder farmers:
• SAGAP training workshops for 302 smallholder 

farmers were conducted during the year under review. 
The annual target was exceeded as agreements with 
provinces were concluded, and COVID-19 levels 
allowed for in-person training of bigger groups. 

• Eighty-eight farmers, who are producers of raisins, 
rooibos, vegetables and fruit, were certified for export.

• Agri Academy training programme 
 Training of three cohorts of black youth and women in 

the Western Cape, KwaZulu-Natal and Eastern Cape was 
conducted. This market access programme enables 
the delegates to produce a business plan and allows 
for coaching over a three-year period to successfully 
achieve the goal of the programme. The Western Cape 
saw the launch of a partnership that trained youth in 
farm production and as chefs, using produce from the 
farms as part of the tourism routes.

• Corporate Social Investment (CSI)
 The PPECB’s CSI initiates and participates in projects 

that are external to normal business activities and 
not directly for purposes of increasing organisational 
revenue. The PPECB has launched initiatives that 
contribute to the betterment of general society, whether 
financially or in kind.
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Partnership - Social Enterprise Development/CSI

CALL 2 CARE /IGARDI

SOIL FOR LIFE

SINEMIHLALI

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

Local home 
food growing, 
natural food 
growing methods 
and training 
methodologies 
to achieve food 
security. 

Women-owned 
Co-op in Mgwali/
Stutterheim, 
Eastern Cape 
creating jobs in 
the community 
and training in 
agriculture.

Spend at March 2022: R175 842

Beneficiaries: 1 313 direct 
beneficiaries, one community.

Impact: Establishment of a food 
garden, youth training in food 
gardening and introduction of waste 
management training.

Saron Primary

Spend at March 2022: R443 945

Beneficiaries: 1 310 direct beneficiaries 
and families, four communities.

Impact: Establishment of mini-nurseries 
for seedling cultivation and food garden, 
youth training in food gardening.

Roodezant High

Steenberg Cove Primary, Hopefield 
Primary and EJ Malgarte.

Spend at March 2022: R105 375

Beneficiaries: Nine direct beneficiaries, 
seven communities.

Impact: Establishment of a tunnel for 
hydroponic tomato production.

Youth skills development and small 
business development.
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