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ReAd MORe

Visit senwes.
co/IR13E-38 to 

download a copy of 
the latest Senwes 
Scenario customer 

magazine.

Our stakeholders

Shareholder/Investor Objective: to be a preferred investment

Strategic importance Reasons for engagement type of engagement

Our shareholders place their trust in 

our company and provide the capital 

required for growth and sustainability.

• To be informed of their expectations, 

concerns, perceptions and feedback.

• To provide reliable and timely  

information.

• To respond to queries and concerns  

in good time.

• To communicate our strategy and  

progress.

• To inform them of significant develop

ments and material changes in the busi

ness.

• Road shows

• Annual reports

• Annual general meeting

• Media releases

• Published reports

• Presentations

• Facetoface discussions

Customer/Client Objective: to be a preferred supplier

Strategic importance Reasons for engagement type of engagement

Our customers are our lifeblood and we 

know and understand them, as well as 

the fact that they make it possible for us 

to generate revenue and create sustain

able growth.

The grain buyer provides a market for 

our product and is critical in the conclu

sion of grain transactions.

• To understand their needs, expectations, 

concerns, perceptions and feedback.

• To provide reliable information about 

products and services.

• To provide critical market information.

• To respond timely and effectively to their 

problems, complaints and enquiries.

• To inform them of significant develop

ments and material changes in the 

market and business.

• Key account managers

• Senwes Agricultural Services

• Farm visits

• Personal contact at business 

units

• Annual customer satisfaction 

survey

• SMSnotifications

• Website and social media

• eNewsletter (eScenario)

• Customer magazine (Senwes 

Scenario)

• Exhibitions

• Farmers’ days

• Demonstration days

• Promotional material

Stakeholders are at the heart of our vision and therefore stakeholder relations are 

one of Senwes’ strategic priorities. We continuously endeavour to make stakehol

der engagement an integral part of the way in which we do business.

Our approach to stakeholder engagement is based on the principles of mutuality and transparency. By engaging stakehol ders, 

we aim to cultivate a better understanding of their needs, concerns, expectations and perceptions.

We are constantly seeking innovative ways to improve the effectiveness of our engagement with all stakeholders. Senwes 

employs various communication methods to reach stakeholders via their preferred medium of communication.
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Supplier Objective: to be a preferred distribution channel

Strategic importance Reasons for engagement type of engagement

Our suppliers are critically important 

in enabling us to deliver on our value 

proposition. Our suppliers are our 

partners and the source of the quality 

products we sell.

• To gain an understanding of our  

suppliers’ strategies and objectives.

• To discuss a distribution strategy.

• To share information on customer and 

market concerns.

• To provide feedback on strategy,  

products and services.

• To discuss any pertinent issues relating 

to our relationship.

• Supplier meetings and site 

visits

• Supplier forums

• Conferences

• Electronic interaction

• Personal contact/ discussions

• Suppliers’ function

Strategic partners Objective: to be a preferred partner

Strategic importance Reasons for engagement type of engagement

Our JVpartners aid our expansion and 

value creation, whilst sharing in the risks 

and rewards of doing business with 

us. We are therefore committed to the 

same high standards and operational 

excellence.

• To be informed of their expectations, 

concerns, perceptions and feedback.

• To provide reliable and timely  

information.

• To communicate our strategy and  

progress.

• To inform them of significant develop

ments and material changes in the  

business.

• To gain an understanding of partner 

strategy and objectives.

• To discuss strategy.

• To share information relating to custo

mer and market concerns.

• To discuss any pertinent issues regarding 

our relationship.

• Meetings and site visits

• Personal and electronic  

interaction

• Strategic development

• Capital participation

• Integration and optimisation 

actions

• Risk and compliance solutions

employees Objective: to be a preferred employer

Strategic importance Reasons for engagement type of engagement

Our employees are the foundation on 

which our organisation is built. We re

spect and value the skills and experience 

of our team members and recognise the 

contributions made by each individual.

•	 To solicit input and provide information 

on the strategic direction and progress.

•	 To provide information on the sustain

ability performance of the company.

•	 To solicit input and provide updates 

on ethics, culture, the employee value 

proposition and work environment.

•	 To solicit input on innovation and orga

nisational development.

•	 To advise on significant development 

in the industry, organisation, policy 

changes and events.

•	 Divisional meetings

•	 Management road shows

•	 Internal printed newsletter

•	 Internal eNewsletter

•	 Discussion forums and articles 

on the Senwes intranet

•	 Performance objective setting 

and feedback sessions

•	 Employee award functions

•	 Employee surveys

key InSIghtS
•	 Stakeholders	are	at	the	heart	of	our	

vision and therefore stakeholder re
lations are one of Senwes’ strategic 
priorities.

•	 We	are	constantly	seeking	innova
tive ways to improve the effective
ness of our engagement with all 
stakeholders.
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Community Objective: to be a preferred social partner

Strategic importance Reasons for engagement type of engagement

Our communities not only provide us 

with a market for our products and 

services, but our employees are also part 

of these communities. It is therefore 

critical for us to operate in a responsible 

and sustainable fashion within these 

communities where our employees, 

clients and their families reside and to 

contribute towards their development.

• To gather information on their needs, 

expectations and perceptions.

• To discuss and strategise on  

development initiatives.

• To gather information and provide  

feedback on projects.

• To provide updates on the company’s  

sustainability performance.

• CSIinitiatives

• Study/focus groups

• Surveys

government and regulators Objective: to be a preferred corporate citizen

Strategic importance Reasons for engagement type of engagement

Our government and regulators pro

vide the framework within which we 

operate. Good relationships with these 

parties are critical to the expansion 

and continued existence of the Senwes 

Group.

• To submit regulatory returns.

• To supply information which assists in 

policy formulation.

• To provide input regarding policy formu

lation processes.

• To advise on industry matters.

• Engagement through industry 

structures

• Direct meetings

• Input to policy proposals

ReAd MORe

Visit www.youtube.
com/senwestv, 

where you will find 
videos about some 
of our CSI projects.

Our stakeholders (continued)

key InSIghtS
•	 Senwes	employs	various	communi

cation methods to reach stakehol
ders via their preferred medium of 
communication.

•	 We	seek	to	initiate	and	support	
innovative, groundbreaking

 initiatives and practical solutions 
to community problems.

Rudo Peens (second from left) and hanke Swart (centre) were the winners of the 2012 Senwes entrepreneurs 
competition. With them are gerhard Odendaal (Manager: Senwes Village, Bloemfontein), dr Johan van Zyl 
(head of the Unit for entrepreneurship: University of the Free State), and Japie Fransman (Manager: Public 
Relations, Senwes).
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Our CSIstrategy places emphasis on forwardlooking, integrated and strategic in

terventions, based on a wellresearched understanding of current and anticipated 

future problems and on devising longterm solutions to accomplish the initiatives 

and goals of the company.

Corporate social investment 
in a nutshell

Our CSI-objectives
  We seek to initiate and support innovative, ground  

brea king initiatives and practical solutions to community 

problems and needs.

  We seek to work with communities at grass roots level.

  We seek to support community interventions that are  

viable and have a wider, broader, sustainable impact in 

the longterm.

  We seek to leverage the resources, potential and oppor

tunities within communities to ensure that they can take 

Sports Senwes Spinners

Rural Schools Athletics Programme

education Bursaries

Learnerships

Senwes Young Farmer Future Focus Day

Techno Girls

Vuselela FET College practical exposure

entrepreneurship and job 

creation

Financial and technical assistance to emerging farmers to the value of R1,9 million.

Training of emerging farmers

Senwes Entrepreneurs Competition

health and welfare in 

communities

Annual donations for school books and uniforms

Fundraisers for Agri Securitas’ rural safety initiatives

Assistance to farmers impacted by veld fires in the Northern Cape and Free State

Senwes Village “From Greens to Dreams” charity programme

Summer production account R1 million competition

A total of R360 000 was donated to 16 NGOs in either cash or in kind.

Agricultural conference 

sponsorships

Senwes sponsored 6 national conferences, 9 provincial congresses and 170 district and 

local farmer associations or agriculturerelated institutions, which were attended by various 

organisations from the agricultural industry.

ownership and responsibility for their own development.

  We seek to provide our employees with opportunities 

and support to contribute to the wellbeing and deve

lopment of communities in which they live and where we 

operate. 

  We seek to work in a consultative manner within part

nerships with the community, government, nongovern

mental organisations (NGOs) and other businesses.

We are committed to all our employees, the communities in which we conduct our business, the environment in which we 

operate and to the sustainable development of our country and all her people. Through our involvement and investment by 

means of various partnerships and in collaboration with social partners, we have made a significant impact on the communities 

in which we operate.
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The Senwes team

the sustainability objectives and initiatives relating to organisational culture and 

employees are driven by our employee value proposition, which rests on four es

sential pillars, namely: a great company to work for; a challenging job with growth 

opportunities; an enabling, safe and healthy work environment; and recognition 

of performance and market related rewards. engagement with our employees re

volves around these four cornerstones.

ReAd MORe

Visit senwes.co/
IR13E-42 for the 

complete Sustain-
ability Report, for 
more about the 
team and CSI.

key InSIghtS
•	 The	number	of	training	days	per	

employee increased by 37,1% to 
4,8 days per year.

•	 The	sustainability	objectives	and	
initiatives relating to organisa
tional culture and employees are 
driven by our employee value 
proposition.

Employment profile
employee statistics 2012/13 2011/12 Movement

Total employment Number 2124 2170 (2,1%)

Total employee compensation R’m 456 437 4,3%

Employee turnover % 14,2 13,2 1,0%

Revenue per employee R’m 7,2 6,0 20,0%

Operating profit per employee R’000 237 206 15,2%

Disabling injury frequency rate (DIFR) Rate 1,60 1,96 (18,4%)

Employee 
recognition 
and market 

related rewards

Enabling, safe 
and healthy 

work enviro n-
ment

Great 
company  
to work for

Challenging  job 
with growth
opportunities
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Gender and racial distribution within the organisation

Occupational level  Females Males

B
la

ck
   

C
o

lo
u

re
d

In
d

ia
n

W
h

it
e

B
la

ck
 

C
o

lo
u

re
d

In
d

ia
n

W
h

it
e

Top management 0% 0% 0% 0% 0% 0% 0% 100%

Senior management 7% 0% 0% 7% 0% 0% 0% 86%

Middle management 1% 0% 0% 16% 2% 3% 0% 78%

Junior management and specialists 2% 1% 0% 19% 5% 3% 1% 69%

Skilled employees 8% 11% 0% 25% 31% 5% 0% 20%

Unskilled employees 8% 3% 0% 1% 83% 4% 0% 1%

Age distribution across various levels of the organisation

Age group

Occupational level  Under 30 30  50 Over 50

Top management 0% 50% 50%

Senior management 0% 50% 50%

Middle management 1% 55% 44%

Junior management and specialists 10% 63% 27%

Skilled employees 25% 56% 19%

Unskilled employees 18% 61% 21%

Talent management

As part of the realignment and integration of the talent 

management strategy, we are streamlining our talent de

velopment programmes to deliver on the employee value 

proposition of offering challenging jobs and development 

opportunities.

The Group is committed to investing resources towards trai

ning and skills development of employees, acknowledging 

that greater emphasis should be placed on the development 

of candidates from previously disadvantaged groups in order 

to progressively support the achievement of BBBEEtargets.  

In working towards our vision of being a company which 

is admired by all its stakeholders, our actions are driven by 

acknowledging the strategic importance of people develop

ment strategies and processes which aim to attract, retain 

and develop talent to realise strategic objectives.

Talent development statistics
talent development Indicators 2012/13 2011/12 Movement

Number of training mandays captured Number 9477 7149 32,6%

Average training days per employee Number 4,8 3,5 37,1%

Direct training costs captured R'm 7,3 4,5 62,2%

% of training investment spend on HDIs* % 31 42 (26,2%)

Certificates and diplomas awarded for registered learnerships Number 48 35 37,1%

Captured training costs as a % of payroll costs % 2,2 1,3 0,9%

*Historically disadvantaged individuals
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A culture of formulating talent development plans for all em

ployees is being infused and integrated into the performance 

management system. Learnerships, accelerated development 

and management development programmes are being im

plemented in conjunction with top business schools in the 

country and internationally.

The provision of talent development programmes is a crucial 

enabling strategy in the pursuit of transformational objec

tives. 41% of total direct training investment was spent on 

black employees.

The Senwes team (continued)

key InSIghtS
•	 Senwes	supports	and	complies	with	

the principles of the
 International Labour Organisation 

(ILO) conventions on rights at work 
and decent working conditions.

•	 A	culture	has	been	created	where	
talent development plans are 
formulated for all employees.

Employee relations
Senwes supports and complies with the principles of the In-

ternational Labour Organisation (ILO) conventions on rights 

at work and decent working conditions. In terms of these 

conventions, the following rights are observed and protected.

ILO conventions on rights at work

Union representation

Senwes is a member of the Grain Bargaining Council and recognises three trade unions, Solidarity, FAWU and NUFBWSAW.

A total of 27% of permanent employees are affiliated to a union,  31% of which are affiliated to a union that is  

represented in collective bargaining processes.

There were no reported incidents of discrimination during the year under review.

There has not been any incident of child labour during the year under review. 

There has not been any incident of forced labour during the year under review.

Employees from job grade 1 to 11 are included under the protection of the Grain Industry Bargaining Council. 73% of the 

permanent work force is included in this category.

Affiliated 
27%

Non- 
affiliated

73%

Unionaffiliated employees 
as at 30 April 2013

Freedom of  
Association

Elimination  
of forced
Labour

Elimination of 
Discrimination

Abolition of
Child Labour
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Remuneration philosophy
Our remuneration philosophy and approach are aligned 

with the Companies Act 71 of 2008 and the King III Code 

on Corporate Governance Guidelines on Remuneration. The 

remuneration philosophy and policy of the group have not 

changed substantially since the last annual general meeting. 

However, some adjustments have been made to enhance the 

management of variable remuneration, in terms of short 

term incentive eligibility percentages and aligned participa

tion in profit share.

The remuneration philosophy and strategy also support the 

Group strategy and are an essential component of the em

ployee value proposition.

The Remuneration Committee receives regular updates from 

Management and external advisors on the evolving regula

tory environment and best practices to ensure that they are 

able to respond effectively and make informed, timely and 

appropriate policy decisions.

Senwes follows a total remuneration philosophy approach. 

The Group’s philosophy is to pay for performance and it 

therefore seeks to encourage sustainable longterm perfor

mance that is consistently aligned with the strategic direc

tion, including the short and longterm objectives of the 

business.

The objective of remuneration is to attract, retain, motivate 

and remunerate talent for sustainable short and longterm 

performance, in order to achieve the Group’s operational, 

strategic and sustainable longterm goals. 

Shortterm performance incentives
The Group uses shortterm performance incentives (STI) to 

focus behaviour in respect of important strategic and busi

ness objectives. It is primarily meant to motivate the achieve

ment of shortterm goals and financial performance. 

Incentive schemes are based on the achievement of corpo

rate performance targets, divisional and individual objectives 

and follow the principle of lineofsight, in order for targets 

to be set at the level of influence of the employee.

key InSIghtS
•	 The	remuneration	philosophy	and	

strategy also support the Group 
strategy and are an essential 
component of the employee value 
proposition.

.

•	 The	objective	of	remuneration	is	
to attract, retain, motivate

 and remunerate talent for sustain
able short and longterm

 performance.

The Group positions itself at the 50th percentile in terms of marketbased pay (guaranteed) and follows a more aggressive 

incentive scheme to ensure better alignment between personnel and shareholders.

Longterm performance incentives
The objective of the longterm incentive scheme (LTI) is to 

retain selected key employees and to align their longterm 

interests to those of the shareholders.

the diagram below demonstrates our remuneration philosophy:
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Creating an ethical 
environment

ReAd MORe

Read more about 
Senwes' approach 
towards ethics in 
the Sustainability 
Report at senwes.

co/IR13E-46.

key InSIghtS
•	 Senwes	is	committed	to	conducting	

business in an ethical manner and 
seeks to promote ethical behaviour 
in all its dealings.

•	 All	employees	and	directors	are	
expected to pledge their

 commitment to the company’s 
values and ethical behaviour.

Senwes is committed to conducting business in an 

ethical manner and seeks to promote ethical beha

viour in all its dealings. The Senwes Code of Ethics 

is a high level document, which publicly articulates Senwes’ 

commitment to conducting business in a manner that is le

gally and ethically acceptable to every director and employee 

in the Group. It clarifies the values, standards and guidelines 

that everyone should observe in their dealings with both in

ternal and external stakeholders.

In this regard, Senwes has a policy of zero tolerance of un

ethical conduct, irrespective of the size or impact of the con

sequences of the unethical behaviour on the business. 

All matters explicitly covered in the code, in relevant official 

Senwes policies, in guidelines and formal communication, 

are considered to constitute clear ethical business practices 

and are targeted at promoting an ethical culture and discou

raging unethical behaviour. Managers across the board are 

expected to make it easy for their employees to communicate 

openly and freely on matters regarding ethics.

All employees and directors are expected to pledge their 

commitment to the company’s values and ethical behaviour 

and to report incidences of unethical conduct, so as to en

sure that the twopronged strategy of promoting ethical be

haviour, whilst combating unethical behaviour, is successfully 

implemented.

All reported incidents are investigated and should sufficient 

information be provided, appropriate corrective action will be 

taken. Anonymity is guaranteed for anyone reporting unethi

cal conduct.


