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INTRODUCTION
AS A PROJECT-DRIVEN ORGANISATION WITH A FOCUS ON TECHNICAL EXCELLENCE AND
DELIVERY, THE AIDC EASTERN CAPE PROVIDES ACCESSIBLE AND AFFORDABLE WORLD-CLASS
SERVICES IN THE AREAS OF: SUPPLY CHAIN DEVELOPMENT, SUPPLIER DEVELOPMENT, INCLUDING
SMME DEVELOPMENT, SKILLS DEVELOPMENT AND TRAINING AND WELLNESS.

The AIDC Eastern Cape is an implementing agency of national and provincial government that provides
subsidised technical and manufacturing related services and programmes to South African companies.
Its team of highly qualified engineers, does this with the primary aim of giving legs to government’s focus
of growing jobs and the economy by making South African manufacturers more globally competitive.

ALIGNMENT WITH ASCCI (AUTOMOTIVE SUPPLY CHAIN COMPETITIVENESS INITIATIVE):
THE AIDC EC CONSTANTLY ALIGNS ITSELF TO THE INITIATIVES IDENTIFIED BY ASCCI (VIA THE INDUSTRY)
AND PROVIDES THE REQUIRED SUPPORT IN THE REGION TO ACHIEVE OBJECTIVES.
THE PURPOSE OF ASCCI IS TO:

• Facilitate, coordinate and oversee supplier competitiveness improvement initiatives.
• Set the strategic direction for specific practically oriented competitiveness improvement projects.
THE STRATEGIC PRIORITIES INCLUDE:

• Supplier capability – Supplier performance improvement activities
• Localisation – Increased local content, spanning competitive local material inputs through to
investment in new supplier process technologies.
• Strategy – Insight into critical policy, regulatory & related issues that influence growth in supplier
MVA
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OUR VISION
& MISSION

VISION

MISSION

THE AIDC’S VISION IS TO BE
INDUSTRY AND GOVERNMENT’S
INSTITUTIONAL MECHANISM
FOCUSING ON EFFECTIVE
PROJECT DELIVERY IN SUPPORT
OF THE INDUSTRIAL POLICY AND
OTHER STRATEGIC INITIATIVES
WITHIN THE ADVANCED
MANUFACTURING SECTOR.

TO SERVE THE SOUTH AFRICAN
AUTOMOTIVE INDUSTRY
• To grow the SA automotive industry’s
global competitiveness.
• To support the Government’s
automotive-related objectives
• To contribute to the Government and
industry’s goals of continuous growth
and sustainable job creation
• To support the ECDC’s macro
plan. The ECDC holds 100% of the
shares in AIDC EC. ECDC’s primary
objectives are to plan, finance,
co-ordinate and facilitate economic
development priorities for the people
of the Eastern Cape
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STATEMENT FROM THE

CHAIRPERSON
OF THE BOARD
The year 2015/16 saw the emergence of a resilient and customer-centric
organization as the AIDC EC was confronted with a transitional phase both
at the Executive and non-Executive Director levels. As the organisation
put on its change management cap, a more refined and poised strategy
was adopted which was equally matched by a lean and less bureaucratic
organisational design.
During this year there was a deliberate focus on leveraging on strategic
partnerships from sister organisations such as the AIDC Gauteng, local
Chambers of Business, other economic development agencies as well as
the Metropolitan Municipalities. The overarching goal was to ensure that the
organisation continues to deliver satisfactorily to its client base and aligns
priorities and resources accordingly. The results are quite evident in the achievements outlined in this
annual report.
The Board would like to express gratitude to the former Managing Director, Mr Lance Shultz,
Mr Gordon Brink for the interim MD role he played and two of its long-serving non-Executive
Directors, Mr. Barlow Manilal and Dr. Gary Paul who passed on the baton during the year under
review.
The Board is also grateful for the continued support from the ECDC as its shareholder, the
provincial Department of Economic Development, Environmental Affairs and Tourism (DEDEAT),
National Treasury, AIDC GP, Buffalo City Metro, Chambers of Business and all its important
stakeholders and clients who believe in the vision of the organization and inspire the AIDC EC
to do better. Finally, the Board extends its well wishes to the Mr. Hoosain Mahomed as the new
Captain.

Noludwe Ncokazi
Chairperson
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EXECUTIVE’S REPORT
The positive results contained in this report are the first-fruits of a strategy that
is transforming organisational culture and performance at the AIDC Eastern
Cape.
Following a period during which the organisation lacked the requisite
leadership structure, I am happy to reflect that by the end of this financial
year, the strategy had already gained traction and propelled the
organisation to higher levels of relevancy, productivity and economic
independence.
The AIDC Eastern Cape, funded partly by the Eastern Cape Development
Corporation and a revenue stream earned through projects and services
it offers on a commercial basis to industry, has the unique ability and
responsibility to meet both the manufacturing sector’s need for support in improving shop floor quality,
cost and delivery and in implementing the Eastern Cape government’s mandate to grow jobs and socioeconomic growth.
We continue to refine our services in the areas of supply chain development, supplier development (via
World Class Manufacturing Techniques), Skills Development and Training and Wellness.
This report reflects some of the organisation’s key interventions and notes some of their quantitive
outcomes but ultimately we are acutely aware that we are only as effective, resourceful and helpful as
our clients and role-players say we are.
The results that follow are made possible only by our hard-working and resilient staff, whose willingness
to reach new heights with respect to performance delivery and professionalism, is one of the unwritten
highlights of this reporting period.
My sincere thanks too to the Board for your ongoing service and input.

Hoosain Mahomed
General Manager
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PERFORMANCE
HIGHLIGHTS
The year under review marked the development of a re-engineering strategy for the organisation.
This involved the appointment of a senior interim Managing Director and senior staff, who have
refined and focussed the AIDC EC service offerings towards industry impact and increased external
funding, to reduce the organisation’s dependance on government grant funding.
The results of the process have been exceedingly positive, with the AIDCEC not only stabilising
external revenue streams but expanding the impact of its interventions within industry. These
impacts are also directly linked to government priorities of economic growth and job retention/
creation.

Lower the cost of doing business
• Increased productivity (average 9%) and
OEE (average 10%) within companies
participating in the AIDC EC Programmes
thereby significantly reducing the cost of doing
business.
• Specialist Six Sigma Training was provided
to 25 people with Six Sigma projects
implemented in industry by the AIDC EC
securing R12m in savings at a return on
investment of 200%.
• Reduced the average cost per unit produced
through reducing production costs for
companies involved in shopfloor Programmes
as well as the time per unit produced
through reducing change over times as well
as increasing parts per operator hour for
companies involved.

• The AIDC EC’s globally acclaimed TPM
Programme trained 656 people and achieved
an average 10% OEE improvement from
baseline for 11 suppliers in the year under
review.
• The Cleaner Production Programme, in the
year under review was successful in reducing
energy consumption at participating suppliers
by an average of 10% for beginners and 5.7%
for companies with existing energy reduction
programmes, which represents a significant
cost and environmental saving.
• Three participating companies (large
component suppliers) benefitting from the
AIDC EC’s Cleaner Production programme
accumulated savings through improvements of
R1.7m while the AIDC EC trained 417 people
on energy saving initiatives, principles and
opportunities

Industry-wide process improvements
• Facilitated the flow of technological resources
to industry through active participation
in new knowledge networks, including a
host of associations, fora, workgroups and
committees.
• Facilitated the building of an environment
conducive for innovation by providing
engineering capacity to firms (PRIME Student
Programme).

• Increased the competitiveness of the market
and improved manufacturing systems through
providing training and support to companies
in the automotive supply chain as part of the
shopfloor Programmes.
• Assisted OEM supply chain efficiency through
supplier assessment and support programme
commissioned by ASCCI.
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Better health
Preventable illness makes up approximately 80% of the burden of illnesses and 90% of all health care
costs. The AIDC EC has been highly successful in assisting business reduce the financial burden on
themselves, their employees and the state through the development of Holistic Wellness Programmes,
including HIV and TB transmission in the workplace.
Since inception (2009 - 2015) the Wellness Management Workplace Cluster programme, with a
specific focus on HIV&AIDS has reached more than 9800 employees, which includes employees of
the OEM partners who form part of the network. The programme contributed towards the increased
number of employees who are informed about their HIV status as well as other health factors such as
blood pressure, blood glucose and body mass index.
• Over the period 2009 – 2015 an average HIV
Counselling & testing uptake through the AIDC
EC’s interventions across all companies of
94% of auto workers and 73% of agricultural
workers, has been achieved.
• The AIDC EC continued to apply and expand

its wellness model within the Agricultural sector
of the Eastern Cape in the year under review,
boosting sustainability by training 129 in the
agricultural and 422 in the automotive sectors.

Environmental impact
• Our World Class Manufacturing and Cleaner
Production Programmes, have been highly
successful in eliminating waste, minimizing nonvalue adding operations, correcting movement
imbalances and significantly reducing power
demand.
• The Cleaner Production Programme, in the
year under review was successful in reducing
energy consumption at participating suppliers
by an average of 10% for beginners and 5.7%

for companies - reducing strain on national
resources.
• 417 people were trained on energy saving
initiatives, principles and opportunities.

Speed up skills development
• Implemented the Automotive Experiential
Career Development Programme (Winter
Engineering School) for Grade 12 learners
(running for past 10 years) – and endorsed by
ECSA, which puts up to 30 learners annually
into engineering related study fields with
bursaries.
• Promoted education and training in priority
skills areas by developing courses/
programmes that address engineering and
technical skills shortages and providing
experiential training to interns/trainees.
• Implemented Customised and specialised
shopfloor training courses for Industry in scarce
skills.

• In the year under review the AIDC EC directly
trained industry workers and learners in
specialised skills, including 20 participants in
Renewable Energy.
• Successfully effected phase 2 to the Jobs
Fund to recruit and train, in industry, 45
unemployed engineering graduates in world
class manufacturing techniques over three
years, with the aim of securing permanent
employment for every trainee.
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Promote Research and Development
• Promoted competitiveness and employment
creation by addressing urgent skills shortages
within the automotive industry and employing
interns/trainees and placing them at no cost in
industry for 12 months.
• Conducted several research studies, including
major KAPB surveys and needs analyses,
and presented numerous papers to grow the
knowledge pool in the area of HIV&AIDS and
wellness.

Job Creation
• In partnership with National Treasury’s
Job Fund, boosted employment growth in
the short to medium term by employing
45 students/interns as part of the PRIME
student programme this reporting period,
while simultaneously involving them in
improvement projects within industry.
• Launched the Buffalo City Automotive
Aftermarket Incubator in Mdantsane
(through the same partnership) which
created 4 new automotive businesses, and
is on track to create 51 temporary and 30

permanent jobs over a three year period.
In addition, 43 people would receive
training and skills pertinent to servicing the
automotive aftermarket
• Through the Automotive Experiential Career
Development Programme, the AIDC EC
provided educational tuition and facilitated
bursaries to enable students to gain access to
tertiary engineering related study fields and
so feed the scarce skills pipeline and support
industry.

B-BBEE
• Improved the access of historically
disadvantaged individuals to infrastructure,
skills development and training by achieving
significant BEE new student enrolments in
tertiary education institutions situated in the
Eastern Cape as part of the AIDC’s Skills
Development and Training programmes.
• Empowered local communities by
enhancing their access to economic
opportunities, infrastructure and skills
training through the PRIME Student
Programme, which aims to place 45
engineers into employment each year over

three years.
• Launched a successful Jobs Fund application
to develop 5 new businesses per year through
the Buffalo City automotive aftermarket
incubator in Mdantsane.
• Through internal procurement policies, the
AIDC supports the government’s objective of
improved preferential procurement in order to
widen market access for entities. This is done
through the large percentage of consumables
supplied by BEE suppliers.
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STRATEGIC
OBJECTIVES
Care has been taken to ensure that these
performance indicators and targets are aligned
across the Eastern Cape’s Provincial development
strategies and plans.
The AIDC Eastern Cape is a focussed agency
of the Eastern Cape Provincial government’s
economic development plan with specific
reference to its large automotive and
manufacturing sectors.
On both national and at provincial levels,
the government has made very specific
pronouncements related to economic and
industrial growth plans, with a focus on industrial
and skills development, training and job creation,
as well as improving on service delivery and
infrastructure with specific developmental support
initiatives identified.
The government through the Department of Trade
and Industry (dti) has taken a conscious decision
to support the automotive sector as it is critical
for the economy and job creation, according to
Minister Rob Davies.
The Sector is the mainstay of the national industrial
base. It accounts for 7,2% of GDP, 30,2% of
manufacturing output and 11,7% of all South
African exports, (source AIEC)
The sector’s contribution to South Africa’s GDP is
forecast to rise to 10 percent by 2020 (source
Mike Whitfield, NAAMSA) and the auto
manufacturing industry has potential to increase
production by 50 % by 2020, pushing volumes
considerably from the 616,000 vehicles a year
currently - volumes which support more than
100,000 manufacturing jobs.
Sales of locally produced cars however, at around
8,000 per month, is among the lowest in living
memory and while exports are at record levels the

A FIVE YEAR STRATEGIC AND OPERATIONAL
BUSINESS PLAN, IDENTIFIES THE
STRATEGICALLY IMPORTANT GOALS AND
OBJECTIVES AGAINST WHICH THE AIDC
EASTERN CAPE’S MEDIUM-TERM RESULTS
CAN BE MEASURED AND EVALUATED BY THE
EASTERN CAPE PROVINCIAL LEGISLATURE
AND THE PUBLIC.

industry continues to battle with rising input costs,
distance to markets and deepening the levels of
local content added.
The economy is struggling to retain and grow
jobs. Cost pressures, particularly around utilities,
continue to rise with labour issues also becoming
an increasingly volatile factor in production.
On current demand it appears unlikely that the
industry will achieve its target of producing a
million vehicles by 2020.
Many smaller component manufacturers remain in
a state of “economic distress”.
The AIDC EC is well entrenched in the dti’s
automotive industry support programmes such
as the lean manufacturing, quality assurance
and cleaner production processes, as well as
government incentives to assist industry, reduce
costs, access markets, remain competitive and
retain jobs.
The AIDC EC has over the last 12 years built a
unique brand. It has also acquired experience
in supplier and supplier park development,
supply chain development, logistics,
incubation, quality management, clean and
lean production, as well as employment and
skills development. It has well established
partnerships in the province and with various
local governments in Nelson Mandela Bay
and Buffalo City Metropolitan Municipality, as
well as with the Nelson Mandela Metropolitan
University (NMMU).
The AIDC is able to (backed by a proven
track record) deliver its technical and project
management competencies in an advanced
manufacturing sector in a manner that supports
industrial and skills development, as well as
stimulating job creation and socio-economic
activities.
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The new Automotive Production and Development
Plan (APDP) post 2020, Automotive Supply
Chain Competitiveness Improvement Initiative and
within the Eastern Cape, the development of the
Automotive Industry Cluster, bear witness to the
government’s support for this sector.

The AIDC EC is aligned to give effect to the
Government’s Industrial Policy Action Plans (IPAP)
as announced by the dti, ASCCI, as well as being
in a position to provide developmental support
services required by the Eastern Cape Province
to its own medium/longer term Growth and
Development Plan (PGDP).
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MANDATE
The AIDC EC is a centre of excellence in the
automotive and manufacturing industry. The AIDC
EC was originally created to support government
objectives in improving the competitiveness of
the automotive industry by providing expert
assistance towards world-class standards. Funding
is primarily derived from grants from the Eastern
Cape Development Corporation (ECDC). Other
income is derived from consulting work done in
the industry and the utilization of external grants
from, among others the dti and Jobs Fund.
The AIDC remains a project management
driven organization with a strong focus
on technical and engineering excellence
and delivery, by providing world-class
affordable services related to the following
key development focus areas (KFA’s):
• Supplier development,
• Supply chain development and
• Skills development and training, including
Wellness

The AIDC EC’s performance will continually
be measured against the triple bottom line
of:
• Industry impact,
• Socio-economic and environment impact,
• Financial sustainability.
To be able to deliver on its present and
future mandate, the AIDC EC has to have:
• A dedicated professional team of experts
(adequate levels of staffing),
• Government (national, provincial and local),
industry and labour union support,
• Access to local and international partnering
networks, and
• Appropriate levels and stability of funding.
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OPERATIONAL REVIEW
THE AIDC EC CONTINUES TO FOCUS ON
THE NEEDS OF THE AUTOMOTIVE AND
RELATED MANUFACTURING INDUSTRY AS
REPRESENTED BY BOTH ASSEMBLERS AND
COMPONENT MANUFACTURERS. AT THE SAME
TIME, IT WORKS ACTIVELY WITH ALL LEVELS
OF GOVERNMENT THROUGH ITS VARIOUS
PROJECTS, PROGRAMMES AND INITIATIVES.

Operational excellence is a pre-requisite for
ensuring the success of the AIDC’s objectives,
reducing operational complexity, driving down
costs and promoting an environment that supports
our shared values and operational guidelines.
These include institutional focus areas as well as
important elements that are crucial to the effective
functioning of the AIDC. The AIDC EC focuses on
providing an internal working environment that:
• is functional and practical
• is aesthetically pleasing
• is ergonomically sound
• promotes efficiency

• is as cost effective as possible
• enhances the corporate image and branding
• seamlessly integrates all business functions
• minimises operational risks
During the year under review, three key objectives
of the AIDC remained the reduction of financial
dependency on government funding, operational
excellence through continuous improvement
practices for the creation of value to industry and
more stringent alignment of outputs to provincial
government objectives. These accompanied the
already entrenched emphasis of sound corporate
governance and legislative compliance.
The AIDC EC has inevitably evolved since its
launch in the Eastern Cape in 2003, supporting
the process of change whilst ensuring that its
core values and norms flourish. It sees this as
paramount to building a corporate identity that
captures the passion of our staff and celebrates
the legacy of successes achieved.

B-BBEE
THE AIDC EC STRIVES TO ENSURE THAT EQUITABLE OPPORTUNITIES ARE CREATED AND OFFERED
TO HISTORICALLY DISADVANTAGED SOUTH AFRICANS IN ITS PURSUIT OF ACHIEVING THE GOALS
AND TARGETS SET BY THE BROAD BASED BLACK ECONOMIC EMPOWERMENT (B-BBEE) ACT. B-BBEE
IS ENFORCED WITHIN THE ORGANISATION THROUGH ITS PREFERENTIAL PROCUREMENT POLICY
AS WELL AS ADHERENCE TO CORPORATE TARGETS ON PROCUREMENT SPEND WITH REGARDS
TO WOMEN, SMMES AND BEE SERVICE PROVIDERS, THE RESULTS OF WHICH ARE REPORTED
QUARTERLY TO ITS SHAREHOLDERS.

During 2015/2016 reporting period the AIDC EC was evaluated and achieved a level 2 status on
our B-BBEE Scorecard.
The focus and effort towards B-BBEE has been on-going and will remain a key driver in all
organisational transformation processes. The Automotive Experiential Career Development Programme
in the Eastern Cape, which puts up to 30 black engineers into the study and work environment each
year and The AIDC’s own Student Internship Programme, titled PRIME, which has equipped a further
45 unemployed engineering graduates with invaluable, real-world industrial teaching and shopfloor
experience, are prime examples of this work.
The Buffalo City Automotive Aftermarket Incubator which the AIDC Eastern Cape has developed in
Mdantsane is creating sustainable opportunity for four new businesses and socio-economic upliftment
for many individuals in the community.
B-BBEE will continue to be a strategic focus of the organisation as we strive for greater socioeconomic impact, profitability and operational excellence.
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PROJECT ACTIVITY

The projects and activities undertaken over the year under review are categorised under the key focus
areas of the company namely:

SUPPLY CHAIN

SUPPLIER
DEVELOPMENT

SKILLS DEVELOPMENT
AND TRAINING,
INCLUDING WELLNESS

SUPPLY CHAIN
DEPARTMENT
INTRODUCTION & METHODOLOGY
The AIDC EC’s Supply Chain Development Department (SCD) supports the Automotive Industry through
the development of customer specific logistics solutions in order to reduce operational costs. The core
focus is to identify (and implement) these solutions in identified areas of opportunities. The programmes
and services are geared toward increased operational performance and aligning the client’s supply
chain to the business strategy.
During the third and final quarter of 2015/16, the AIDC Eastern Cape Executive embarked on a process
of developing a new business model, to ensure maximised return on the investment of human capital in
implementing the services of its functional KFA’s.
Examples of the programmes developed by the SCD are the optimisation of inventory and inbound
logistics, which are aligned to the principles of the ASCCI initiative, to improve the competitiveness of
automotive suppliers. In order for organisations and the manufacturing industry to remain competitive,
operations costs must be reduced where possible.

PROJECTS ENGAGED

ASCCI World Class
Manufacturing Support
The AIDCEC partnered with ASCCI to address the objectives of the World Class Manufacturing (WCM)
projects identified by the OEMs, to develop solutions for inventory optimisation and improved inbound
logistics costs / methodologies in the supply chain.
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The AIDC EC was tasked with engaging the first suppliers identified in the projects to address the above
objectives. Through planned engagements and regular visits to the supplier, the areas identified were
tabled and presented to the sponsoring OEM, to ensure transparency of information flow, and directly
address any concerns raised. The project required intense investigation and interrogation of the supplier
logistics information which provided rich data for analysis. The project plan was initialised in November
2015, but essentially ran through the last quarter of the financial year.

RESULTS
RESULTS INDICATED THAT THE OPERATIONAL
EFFICIENCY OF THE LOGISTICS DEPARTMENT
WAS WITHIN INDUSTRY STANDARD, AND CLEAR
METRICS WERE BEING MAINTAINED TO ENSURE
COST EFFECTIVE USE OF FREIGHT FORWARDING
AND THIRD PARTY LOGISTICS SERVICES

The biggest area identified with opportunity for improvement resided with inventory integrity, but this was
also subject to internal controls within the organisation.

CONCLUSION
To realise improved competitiveness and profitability in the supply chain the AIDC EC has identified the
need for development of a best practice logistics implementation guide, which is lacking in industry, as
most service providers develop customer specific solutions, which cannot be replicated across the supply
base of the industry.
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Jobs Fund
The AIDC EC, with support from the National Treasury’s Job Fund, Eastern Cape Development
Corporation (ECDC) and the Buffalo City Municipality (BCM), successfully launched an automotive
aftermarket incubator in the East London-Mdantsane settlement, with the aim of growing the
industry and developing new B-BBEE companies.

The Buffalo City Municipality Incubator project was officially launched on 9 February 2016 to
train the young entrepreneurs in Fort Jackson – Mdantsane. The opening was done by the Mayor
of Buffalo City Municipality Alfred Mtsi and DEDEAT – MEC Sakhumzi Somyo to a wide media
audience.
How did the Project come about?
The AIDC EC was approached by the BCM to assist with the development of an automotive after-market
business incubator for the Mdantsane region in the Eastern Cape. The economic challenges in the region
has resulted in the availability of a number of industrial-type buildings.
The AIDC EC submitted a Jobs Fund Application for funding of the development, which was successful.
Government’s key objectives, which are being achieved, include:
• Developing black entrepreneurs
• Creating sustainable entrepreneurs and sustainable jobs
• Township revitalisation
Who are the partners in the project?
The partners in the incubator are Department of Economic Development Environmental Affairs
and Tourism (DEDEAT), Buffalo City Metropolitan Municipality (BCM), Eastern Cape Development
Centre (ECDC),
What type of incubator service is the AIDC EC delivering?
The incubator must have a strong automotive after-market focus due to the presence of a large number
of informal traders that include tyre-repair and fitment, glass fitment and repair, battery test and fitment,
exhaust fitment and repair, etc.
Current incubatees in the system
• 1.Tyres - Tyre Fitment and Repair Centre including Wheel Alignment.
• 2. Windscreens - Windscreen Fitment and Repair Centre
• 3.Batteries - Battery Check, Fitment and Recharge Service Centre
• 4.Shop - Shop / Kiosk

In the year under review these four (4) new businesses,
operated by previously unemployed, black entrepreneurs,
were created and launched at the location and were sustained
over the review period with each reflecting profitable returns.
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The businesses will continue to be mentored by the AIDC EC with coaching and services provided,
including:
• Human resources (HR) support;
• Finance / Accounting;
• Security services, etc.
• Basic Business Operations
• Marketing
• Business Registration and legal requirements
• Building and Infrastructure

Job Creation Link				

Estimated impact over 3 years

Number of permanent jobs created			
as a result of the funded iniatives

20

Number of new short term jobs during			
period of the grant funding

41

Number of trained beneficiaries			

33
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SUPPLIER DEVELOPMENT
TOTAL PRODUCTIVE
MAINTENANCE CLUSTER

The AIDC EC ran its TPM programme for industry in the year under review, by once again making use of
clustering. The TPM Cluster has asserted itself as a powerful driving force behind improvements in all of
the participating suppliers. This report seeks to advance the progress by providing detailed information
on the cluster’s activities to date.

INTRODUCTION
Total Productive Maintenance is fast becoming a global standard amongst firms. OEMs are becoming
increasingly reliant on local suppliers to provide cost advantages to support local content targets. In
order to reach these targets, many production systems are available but are often implemented in a
one-size-fits-all approach that produces results that do not meet expectations for a number of reasons.
Many of these reasons may be traced back to management knowledge on the concepts as well as the
implementation approach.
It has been proven across many global organisations that a good business excellence model that is
supported by management at the highest levels and driven through the shop floor leads to results that
boost supplier’s competitiveness.
The supplier base in the Eastern Cape is under continuous pressure to optimise its operations in line with
global standards and best practices.
Local content targets are driven by a number of factors and it is essential for suppliers to ensure readiness
to capture local content opportunities from the OEM’s in South Africa.
The opportunity of increasing exports also presents itself through the application of respected business
best practice systems such as Total Productive Maintenance.
Towards the end of 2015 the AIDC had TPM programmes launched within eleven companies all over
South Africa 8 in Nelson Mandela Bay, one in Cape Town, one in Durban and one in Krugersdorp.
All follow the same programme with customised implementation per company requirements. The AIDC
ensures a successful programme through having TPM facilitators who have been trained by JIPM TPM
and CII to meet international TPM standards.

GOALS OF THE PROJECT
The main purpose of the project is to transfer Total Productive Maintenance concepts to suppliers to
ensure sustainable long term gains through the implementation of the philosophy.
The sub goals of the project are:
• Zero breakdowns
• Zero accidents
• Zero defects
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AVE OEE% IMPROVEMENT
COMPANY 8
10%

COMPANY 9
6%

COMPANY 1
10%
COMPANY 2
15%

COMPANY 7
7%
COMPANY 6
11%

COMPANY 5
11%

COMPANY 3
14%

COMPANY 4
16%

To date within nine current TPM companies
an overall average of 10% OEE improvement from baseline
was achieved with five of the nine companies recording
improvement greater than 10%.
• Eastern Cape company SJM Flex SA was runner up for the Restorative category at the AIDC Kaizen
Seminar 2016, held in Gauteng at Emperors Palace.
• Quarterly Review Meetings allowed sharing of challenges and best practices among TPM cluster
participants.
• Best Practice Visits within TPM Cluster Companies assisted in the transfer of best practice in process
and procedures for continuous improvements
• TPM Newsletters highlighted company achievements
• The S4 Integration OEE system, endorsed by AIDC was used effectively.
• AIDC EC was a finalist in the Productivity SA Awards for outstanding achievement in the Total
Productive Maintenance Programme for Productivity Improvement in the category “Emerging Sector”
at the Regional Productivity SA Awards held in Port Elizabeth 18 September 2015.
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SJM FLEX SA CASE STUDY
COMPANY BACKGROUND
SJM FLEX SA was established in South Africa in March 1997 by SJM CO Ltd, to supply flexible coupling
to Ford on the C170. SJM FLEX SA is 100% owned by SJM Co Ltd of Korea, and the global company
has over 40 years experience in the flexible coupling industry.
SJM FLEX SA started with 8 employees in 1997, and has grown over the years to a current staff
complement of 285(2015) people, and of special note is that all initial 8 employees were trained in
Korea.
The company has 7 (MPL) and 2 (Truck) Assembly lines with capacity loading averaging 75%. With an
annual volume of 4million components, the manufacturing facility occupies a space of 12 000 square
meters. All equipment is manufactured by SJM Korea, giving SJM FLEX SA an advantage over the
competitors, by reducing lead times in introducing new products to their customers.

KEY CHALLENGES FACED 2013 AND 2014
• The contamination in the machine that is due to Swarf
• OEE(Overall Equipment Effectiveness) of less than 65%
• Lack of understanding of Total Productive Maintenance
• High number of Minor Stoppages and insufficient utilisation of Problem Solving techniques
• No proper programme to improve skill of Shop-floor personnel
• In-effective application of the Planned Maintenance Methodology

KEY CHALLENGES FACED 2015 AND 2016
• No planned maintenance system to calculate Mean Time between Failure (MTBF) and Mean Time to
Repair (MTTR)
• Increased volumes resulting in no time for deep cleaning on machines
• No daily visual communication between the shop floor employees and management
• No accountability for shop floor employees on hourly and daily targets
• Recording and tracking of continuous improvements made

“At the onset SJM Flex SA embraced the TPM
programme due to its methodologies of operator
involvement, value adding and empowerment.
Having addressed minor losses the implementation
of kaizen’s, OEE measurements to mention a few
with full participation of the operators has resulted in
major cost and time savings.”
Craig Ehlers
Plant Manager
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GOALS 2013 AND 2014
• Conduct Production study for model area to collect data on the inhibiting factors of production
efficiency.
• Conduct a value stream map to gain in-depth understanding the production bottle necks.
• Train operators and management on 5s, Total Productive Maintenance, Jishu Hozen, 7 Quality
Control Tools, Kubetsu Kaizen and WHY-WHY problem solving analysis. This will improve Production
Associate involvement on TPM initiatives.
• Implementing Jishu Hozen (Autonomous Maintenance) and Kubetsu Kaizen(Focused Improvement) to
restore equipment basic conditions.
• Implement TPM Master Timing Plan Board with Declaration Statement, TPM Policy and Annual KPI’s.

GOALS 2015 AND 2016
• Implement a daily Gemba walk
• Continuous improvement meetings to track and record improvements made
• Horizontal deployment of AM step 1, 2 and 3 in the entire plant
• Best practice tours to other participating TPM companies

PROGRAMME JOURNEY
SJM FLEX SA expressed interest in the TPM Cluster Programme, due to the fact the TPM system involves
and engages the production operators more and is driven by the people. The TPM Programme will assist
in the improvement of SJM FLEX SA OEE, to achieve a state of Zero Defects, Zero Accidents and Zero
Breakdowns. Training on TPM and application of the 8 Pillars of TPM is also imperial in aligning the shop
floor worker’s knowledge with the rest of the management structure on the basis of running a Breakdown
and Defect Free enterprise. SJM Flex SA implemented the TPM programme in order to increase
production, equipment efficiency and reduce costs, but SJM’s biggest drive for TPM was increasing the
employee morale and job satisfaction through employee involvement and education.
The TPM programme is focused on the following deliverables:
• OEE improvement from 60% to 95% in year three of the journey
• 100% Implementation of Autonomous Maintenance in the model area (Step 0-3) by end of 2013.
85% audit result from AIDCEC
• Zero Minor Stoppages Model Machine by end of 2013
• Zero Breakdowns on Model Machine by end 2013
• Achieving Zero Swarf Contamination on Manager Model Machine
• Changeover analysis using the SMED concept, Quick Changeover System implementation by end
2013 on Model machine
• Training of 48 Production Personnel on Autonomous Maintenance Step0-3 in the Model Area
• Training all 4 Senior Managers and 5 production Supervisors’ on the 6 Big Losses that impact OEE
• Horizontal Deployment to the whole factory commencing 2014
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In addition to the Autonomous Maintenance pillar, SJM is in the process of embarking on the Focussed
Improvement Pillar in order to improve efficiency of model machines as well as reducing the defect rate
at SJM. Activity boards in all areas of the plant have been developed in order to display and track the
activities for Autonomous Maintenance Step 1 and Focused improvement).
Decanting parts (See figure 2:)was one of the major losses that was eliminated, which was channelled
through the Focused Improvement small group activity, whereby the Ishikawa Diagram and the 5 Why
Analysis were the key tools utilised to find the real root cause, which in this case was the poor workflow
and double handling of the product. This was countered by introducing a bigger container to prevent
walking and decanting.

PROGRAMME MASTER PLAN
The initial kick-off took place in January 2013. The TPM declaration was signed off and all employees
informed that the company will embark on the TPM journey along with the AIDC.
The interlock and forming line was selected as the model area. Training on Step 0 and Step 1 of
Autonomous Maintenance was given and the practical implementation commenced. KPI’s and a TPM
policy and targets were introduced.
Value Stream Mapping, Production Studies and SMED were done on the model area. The AIDC
calculated the TAKT time and established the OEE base line. Through the production studies various big
losses were identified and in a formal meeting the AIDC presented the findings to the management team.
Step 1 of Autonomous maintenance audit was done and Step 2 of Autonomous maintenance
commenced where the sources of contamination were addressed. The employees came up with various
Kaizens for reducing cleaning time and non-value adding time.
AUTONOMOUS MAINTENANCE STEP 3
Step 1 of planned maintenance involves the evaluation of equipment failures and understanding the
current situation. SJM Flex collected data on all failures/breakdowns for MEB01 that cause production
losses. The collected data was analysed and the mean time between failures (MTBF) and mean time to
repair (MTTR) calculated. A negative map graphically displays the breakdowns that have occurred in
the model area, by displaying the percentage of breakdowns per equipment in the model area.
AUTONOMOUS MAINTENANCE STEP 4
AM step 4 focuses on the general inspection of equipment, by up-skilling team members to perform
the checks. There are 8 basic modules for general inspection of equipment. These are agreed to by the
steering committee and are based on the basic modules for inspection, as well as the company’s core
equipment components. The basic modules include safety, pneumatic systems, fasteners (nuts and bolts),
hydraulic systems, electrical systems, drive systems, bearings and lubricant and coolant.
PLANNED MAINTENANCE STEP 1
Step 1 of planned maintenance involves the evaluation of equipment failures and understanding the
current situation. SJM Flex collected data on all failures/breakdowns for MEB01 that cause production
losses. The collected data was analysed and the mean time between failures (MTBF) and mean time to
repair (MTTR) calculated. A negative map graphically displays the breakdowns that have occurred in
the model area, by displaying the percentage of breakdowns per equipment in the model area.
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QUALITY MAINTENANCE STEP 1
Step 1 of quality maintenance involves confirmation of current quality standards and quality
characteristics. SJM Flex SA is certified through ISO/TS 16949.
EDUCATION AND TRAINING
Training and education plays an important role in the effective implementation of TPM, as well as the
sustainability of the program. It is linked to all the pillars of TPM and requires the right skills to be applied
correctly. A system is required to ensure that the correct skills are identified and that training is given and
then practically applied. The pillar can also be related to administration training as well as leadership
training. All employees of SJM Flex SA have been trained on Autonomous Maintenance Step 0 and
Step 1.
BENEFITS (KPI’S)
KPI		 (KICK-OFF)
QUARTER 4
QUARTER 4
% IMPROVEMENT
		 JAN 2013
TARGET		
2015/2016
				
2015/2016
RESULTS
		
OEE		
63.35%		90%		94.6%		39%
MANPOWER
PRODUCTIVITY		
69%PPO 92%PPO		96.5%PPO		33%PPO
BREAKDOWNS		
17%		5%		4%		75%
IN-HOUSE
REJECTION (PPM)		
0.3%		0.3%		0.25%		33%

KEY LEARNING POINTS
The journey at SJM FLEX SA started out with the Works Manager doing a state of the nation address to
all the employees in the plant with a brief background on TPM. This approach proved effective as it was
evident by the number of employees who volunteered to take part in the TPM Model Area rollout. Full
participation of all employees is important as it ensures that the gains made in the journey are preserved.
SUSTAINABILITY
It is proposed that SJM FLEX SA should set up a TPM Promotion Office, by appointing on a full time basis
a TPM facilitator that will spearhead the TPM projects. The TPM Facilitator will focus on deploying TPM
horizontally across the whole organisation, with the support of Managers and Shift Leaders and conduct
training and focused improvement workshops. This approach will ensure the company is consistent in
applying TPM as its only means of survival in this globally competitive environment. SJM Flex is now in
Step 4 of Autonomous Maintenance and is busy with the development of the Technical Training centre
which will link with the Planned Maintenance Pillar of the TPM journey.
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WAY FORWARD
SJM Flex will plan to horizontally deploy Autonomous Maintenance Step 2 to the rest of the factory.
SJM is in the process of launching the Planned Maintenance pillar and is in the initial stages of capturing
and analysing the raw data in order to determine downtime causes. Daily Gemba walks with all office,
management and involving shop floor employees has already shown major benefits.
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CLEANER PRODUCTION
The AIDC EC supports the Automotive Industry through the Cleaner Production (CP) Programme to
improve productivity and reduce operational costs. Focus is on the identification and implementation
of energy optimisation opportunities. The programme incorporates energy management principles to
support the continued drive towards energy efficiency and energy performance improvement.
The CP programme remains highly relevant due to the energy cost increases experienced in the country.
In order for organisations and the manufacturing industry to remain competitive, operations costs, and
particularly utilities, which make up a significant portion, must be reduced where possible.

RESULTS
The CP programme has yielded significant savings over the last few years with primary focus on
electricity bill improvements. In the year under review an annual savings target of 10% was easily
achieved in environments where little to no energy efficiency projects had previously been implemented.
Among clients who had already implemented Cleaner Production programmes, a further 5% reduction
was targeted and we are pleased to report that our already energy matured clients recorded an average
overall improvement of 5.7%, with cost savings recorded at R1.68 million for three participating
companies.
Table 1: Cost Savings per company
		QTR 1 (Apr-Jun)

QTR 2 (Jul-Sept)

QTR 3 (Oct-Dec)

QTR 4 (Jan-Mar)

Company A

R 129 780

R 171 349

R 127 666

R 129 975

Company B

R 272 040

R 224 932

R

Company C

R 130 518R 169 120

Cumulative Total

R 532 338

R

R 1 097 739

91 992

30 858
R 207 646

R 1 348 255

R 1 685 876

In support of the cost savings and energy performance improvement initiatives, 416 people including
managers, team leaders and operators were trained on energy savings initiatives, principles and
opportunities. Basic awareness training improves participation of employees, while encouraging
sparing use of electricity and energy resources. Participation significantly improves the impact of energy
management systems and simplifies the implementation of ISO 50001.
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LEAN SIX SIGMA TRAINING
AND CERTIFICATION
Lean Six Sigma is a key competency to improve quality control and breakthrough process improvement.
The AIDC EC Six Sigma programme meets the Lean Six Sigma Body of Knowledge requirement which is
an internationally accepted standard.
The objectives of Six Sigma are: to produce at low costs; to have extremely low levels of failures; to be
competitive in markets and to obtain customer satisfaction.
Lean Six Sigma in essence consists of the systematic use of statistical methods to reduce variation and,
consequently, costs and defects with a big focus on the customer.
The Benefits of Lean Six Sigma :
To the Organisation
These are gained through the continuous reduction of variation and centering on their nominal levels.
Spin-offs include:
• Improved process flows
• Reduction in total defect and/or quality issues
• Higher levels of customer and employee satisfaction
• Increased productivity
• Improved capacity and output
• Enhanced knowledge and ability to manage that knowledge
• Faster delivery times
• Conversion of improvement into hard currency (Rand and Cents)
To the employee
• High levels of employee satisfaction
• Improved skill levels
• Increased confidence levels
• Improved employee engagement
• Increased competitive advantage
The Benefits of Lean Six Sigma :
The AIDC currently offers Six Sigma training in the Yellow Belt and Green Belt disciplines, in addition
to identifying for clients, Six Sigma projects and then providing technical support to the trainees to
ensure that they make use of the knowledge gained during training to achieve maximum cost savings for
their companies on actual projects. The training is delivered through public courses, and on site where
requested. A total of twenty five (25) people were trained in 2015/16 financial year, with companies
benefiting from five Six Sigma projects and recording R12 million in annual savings at a rate of return of
200% on investment.
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The below table lists the projects concluded and the savings gained by participating
companies.
GREEN BELT PROJECT

PROJECT DEFINITION

ANNUAL PROJECT SAVINGS

Reduction of Stock
Loss

Poor stock management resulting in losses
of over R747,994.00

R500,000.00

Improvement of the
OEE

Improve OEE from 27.1% to 60% resulting
in increased productivity

R2.4 million

Manufacturing and
Non-Manufacturing
Cost Reduction

Reduce cost of poor quality by reducing
cost of production scrap, reducing the cost
of set-up scrap, optimise tooling
performance to improve material
productivity

R 5 million

Improve equipment
capacity by reducing
dwell time

Reduce the dwell time to increase
equipment capacity to accommodate the
increased customer demand

R4.3million

The total savings gained through the AIDC Six Sigma intervention from the five projects was calculated
at just over R12 million for the 2015/16 financial year. Companies are starting to realise that Six Sigma
is not a cost but an investment with immediate returns. The above projects have given more than a 200%
return in relation to the training cost. Six Sigma practitioners can pay back up to three times their annual
salary through successfully implemented Six Sigma projects.
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SKILLS DEVELOPMENT
AND TRAINING
The funding model of Skills Development & Training over the past twelve years has ensured that
the department was able to focus on the development and implementation of skills and training
programmes, where ultimately industry was the beneficiary. The Skills Development and Training
Department was established with the government mandate to fulfil the skills development and training
needs of the automotive industry at a macro level whilst remaining aligned to national governments’ skills
imperatives and strategies. This was done through conceptualizing and translating the greater needs of
industry in the public provider environment.
Funded solely through the Eastern Cape Development Corporation with MIMO* allocations, the brief
of the department from inception was to facilitate and project manage a Human Resources Development
(HRD) Programme at regional tertiary education institutions and this became commonly known as the
Tertiary Education Institution (TEI) Programme. The objective of the programme was to capacitate the
institutions in order for them to be able to deliver human capacity aligned to the needs of industry.
The purpose of the department was to collaborate and engage with industry and the TEI’s to design,
facilitate and implement HRD programmes (for lecturers, educators, students, learners and industry)
and student orientated industry projects on behalf of government for the automotive and manufacturing
sector.
Skills Development and Training played the role of engaging, facilitating and collaborating with
educational institutions, service providers, government and industry – with the operational role of
developing (in collaboration with partners) , and overseeing (project managing) the implementation of
the various SDT initiatives and interventions. The role of the department was essentially more strategic
than that of actual implementation.
During the third and final quarter of 2015/16, the AIDC Eastern Cape Executive embarked on a
process of developing a new business model, the new strategy would apply to all the key focus
area departments and resultantly, the Skills department has applied its thinking to a short to medium
term strategy with a view to maintaining its shareholder’s core funding, but lessening the burden on
its shareholder in the medium to long term (i.e. shrink the required shareholder core funding for the
department), but ensure that all programmes designed, developed or implemented yield a return that
will sufficiently recover costs. This strategy is premised on two mutually supporting principles.
The first is that the intention is to design a turnaround strategy, not “reform” the old one. It is important
that stakeholders understand the importance of the new vision, and that each step of the process from
this point onwards (including the development of the business case) is focused on incrementally building
a new strategy that meets the needs of the economy and society, now and into the future. This will ensure
that stakeholders enter the process not defending existing structures but helping to build new ones, with
a new focus, new ways of doing things and for the department to become financially sustainable whilst
delivering on its mandate.
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The second principle is that the new strategy is built on what is working effectively currently, including
what is in the process of being built or supported to be more effective. The service offering that is
currently being offered must continue into the new system. For example, the current model (referencing
some of its existing programmes) should continue with the intention that it would be incorporated into
the new strategy and then reduced appropriately as the department becomes more sustainable. The
old adage “you cannot expect sustainability in a body that is in a development cycle” is somewhat
appropriate. The process of building a new strategy should not be seen as a process of reducing services
but growing multi directionally in order to deliver on its mandate effectively and efficiently deliver those
services. The key is to rigorously maintain professional and quality programmes and services.
With essentially very little funding available to the Department for funded HET/ industry interventions for
the financial year, two programmes were run during the year.
*MIMO (Money in, money out – funding wholly allocated and utilised for identified targeted
interventions)

KEY SKILLS DEVELOPMENT & TRAINING
PROJECTS AND ACTIVITIES PRE NEW STRATEGY
IMPLEMENTATION
RENEWABLE ENERGY SHORT COURSES FOR
INDUSTRY
The AIDC EC (Skills Development and Training) partnered with the Nelson Mandela Metropolitan
University to facilitate and provide training courses in the field of Renewable Energy to the Automotive
and Manufacturing sectors within the region. The discipline of Renewable Energy is in high demand
within the sector and the Department has extensively covered this over the last few years in different
interventions, both at secondary school, HET and industry levels.
Sufficient funding was made available by our shareholder to train 20 industry members in Renewable
Energy short courses. The courses were offered intensively over a 5 day period and accredited by the
Engineering Council of South Africa (ECSA) for Continuous Professional Development points.
Courses offered were Renewable Energy Technology, Wind Energy, Renewable Energy Finance and
Policy and Photovoltaic Systems. Courses were implemented in August 2015 and twenty industry
members were trained by the end of the financial year.
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YOUTH DEVELOPMENT THROUGH THE AUTOMOTIVE
EXPERIENTIAL CAREER DEVELOPMENT PROGRAMME
(AECDP)
The AIDC EC’s Automotive Experiential Career Development Programme (AECDP) is an educational and
mentoring initiative aimed at developing, nurturing and increasing the sparse pool of black engineers
available specifically to the manufacturing and automotive industry. The central focus of the AECDP is
to act as an educational and mentoring programme that focuses on senior high school learners from
disadvantaged communities.
The low number of graduations of automotive technologists, technicians and engineers is very
discouraging, and the programme aims to address the critical need by increasing the HET intake each
year. Further investment and spend in skills development is not just a scorecard measure. It’s an economic
imperative for a sustainable industry.
The AECDP is one of the most successful programmes of its kind and has been running for over a
decade. The Skills Department however is fully dependant on funding from industry for the continuation
of this programme and to maintain the momentum of intake to keep up with the demand for engineers
within industry.
In the year under review, the Department presented a proposal to an East Cape Automotive Supplier for
the support of learners in the AECDP Programme. The proposal was successful and thirty (30) Grade 12
learners were identified and screened for the 2015AECDP Winter School programme.
Key activities of the programme for the learners were:
• Study Toolbox - empowering learners with lifelong skills to study effectively
• A five day on-campus Winter School Programme - exposing learners with an holistic
approach to core STEM Skills (Science, Technology, Engineering, Mathematics), Innovation,
Engineering concepts, Industrial Lego (robotics and manufacturing processes), Career Pathing, HET
Study Opportunities, Industry Visits, Teambuilding and exposure to life on campus (engineering lab
visits)
• Teacher Workshops
• Maths and Science tutoring (Covering Grade 12 Syllabi)
• Mentoring of learners
• Graduation Ceremony and Certificate of Attendance
Thirty Grade twelve learners graduated in July 2015 at a ceremony held at the NMMU with sponsors
and industry in attendance.
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RE-ENGINEERING THE SKILLS ENVIRONMENT –
NEW BUSINESS STRATEGY OF THE DEPARTMENT
CORPORATE SOCIAL INVESTMENT PROGRAMMES (CSI) AND SOCIAL
ECONOMIC DEVELOPMENT (SED)
Training plays a large role in increasing productivity and skills transfers. There is sufficient evidence to
suggest a lack of skills across various industries and sectors is having an impact on our economy. Clearly
there is concern over a lack of sufficient skills sets entering the market, particularly those related to the
application of science and mathematics.
Historically the AIDC’s skills programmes were not designed to produce revenue streams for the
organisation. The AECDP programme however was able to initially obtain funding from the local
municipality, and then industry directly through sponsorship. The programme’s success can be attributed
to the interest and investment from industry and these investments allowed the department to realize
good cost recovery returns particularly in 2008, 2009 and 2010.
The Department believes that the programme responds extremely well to the Corporate Social Investment
requirements of organizations, particularly within the sector and satisfies the SED and HR requirement of
the BBBEE codes. The Department intends to expand and grow the programme substantially, increasing
intake numbers and offering the programme not only to the previously disadvantaged learners, but
to the children of employees working for sponsor organizations. Further, the AIDC EC can revise the
programme to fit other sectors or organizations.
Skills Development and Training has over the final quarter of the financial year engaged with service
providers and developed a rebranded all-encompassing Corporate Social Investment Programme with a
multitude of offerings for learners between Grades 8 and 12. This new programme is to be marketed as
the “Technology for Youth Academy” and will offer industry and sponsors select packages or pillars from
the academy or the opportunity to fund a number of learners through the entire Academy.
All learning modules are under construction and the programme will be launched via a Road Show by
end May 2016 to Industry.
The Department has already secured one industry sponsor to the programme.

SHORT COURSE TRAINING
In order to facilitate the implementation of programmes and interventions aligned to the new business
model and strategy, the department has had to undertake comprehensive exploratory meetings with
training / service providers, FET institutions and SETAs in order to better understand the service offerings
of these organisations and how the AIDC and more specifically, the SDT department, can play a
functional revenue generating role in the sector, whilst still adhering to its core mandate.
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As contained within the Business Plan as submitted to and approved by the AIDC Eastern Cape Board,
SDT has engaged with training / service providers to examine the possibility of facilitating short course
training within the soft skills arena, with a view to also undertaking technical training in the medium term.
A credible and industry relevant training provider has been identified and a PPP Agreement is pending.
As a pilot, a non-accredited, Basic Project Management course was offered to industry in April 2016.
Industry response was fair. A second training course will be offered in May 2016.

CONCLUSION
The department has underscored the need to develop and redesign itself, with a focus on new product
and service offerings. This phase is a medium to longer term strategy that will include the development
of its own products and services as well as contribution to areas of organisational development and
internal capacity building.
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WELLNESS
INTRODUCTION:
The AIDC EC Wellness Management Workplace Programme (WMWP) has been recognised as good
practice and an innovative approach, repeatedly internationally, nationally and locally. The programme
objective is to be a preferred partner to large companies for the development, strengthening and
sustainability of structures of Wellness Management programmes, with a special focus on HIV&AIDS, in
their supply chain or other affiliated small and medium enterprises.
The workplace plays a major role in an effective and strategic response to HIV. The working environment
creates the ideal setting for a captive audience, where activities and interventions can be closely
monitored, a bigger group of people can be reached and it allows for greater access to health related
services. The AIDC EC / GIZ WMWP is aligned to the objectives of both the National and the Eastern
Cape Provincial Strategic Plan on HIV and AIDS, STIs and TB. Among other relevant health issues (noncommunicable diseases, drug abuse) the WMWP has a strong focus on HIV. The programme model
has evolved through ongoing research and development as well as international and national best
practice influence. The approach is structured and standardised, focusing on maximum efficiency and
sustainability.
The following programmes are being coordinated and implemented:
• Automotive Wellness Management Programme
• Agriculture Wellness Management Workplace Programme
• Research and Development in HIV&AIDS and Wellness in the Workplace
Absenteeism costs the SA economy about R16-billion per annum. This is largely due to unmanaged sick
leave. In 2012 it was estimated that premature employee deaths related to cardiovascular disease alone
resulted in losses of R15 billion and 132 million workdays per annum in South Africa. Additionally, a
study by Stats SA (2013) showed that 40% of manufacturing companies surveyed reported a reduction
in profits due to HIV and AIDS. Wellness programmes contribute towards the reduction of costs in the
long term and the increase of productivity.
Effective HIV prevention and ARV treatment interventions are not once-off or irregularly held events.
Rather, successful prevention builds upon a variety of ongoing, coordinated activities and services. The
core components and activities of a wellness management workplace programme include information/
awareness sessions, training of wellness coordinators and peer educators, condom distribution and
HIV and wellness tests - interventions which are conducted and monitored regularly and consistently.
Implementing WMWP showcases companies’ responsiveness, leadership and commitment to employees
and communities.

METHODOLOGY:
The AIDC EC Wellness Programme establishes partnerships with and amongst identified organisations
or associations within the respective sectors, aimed at encouraging the development and strengthening
of wellness management programmes, with a special focus on HIV&AIDS, within their supply chain/
service providers. In partnership with the respective partners, the respective target groups are clustered,
to reach a defined number of employees, as per identified project KPI’s, for the implementation of
workplace programme structures, over 12-18 months.
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To ensure programme sustainability within the targeted companies/ farms, the AIDC EC Wellness
Management programme offers cluster companies or associations the required support and mentoring
in wellness programme development, coordination and management, with special focus on HIV&AIDS.
The implementation, monitoring and evaluation and alignment of the programme content and delivery
aims at contributing towards reducing the economic impact of HIV&AIDS and other health impacting
factors, amongst respective partners. Capacity development, programme mentoring and support is
aimed at developing and strengthening health and wellness structures within the business, which will
encourage the employee’s health seeking behaviour.
The programme is aligned to and informed by:
• South African National Standard (SANS) 16001: 2013 Wellness and Disease Management System
• Joint United Nations Programme on HIV and AIDS
• 7 SADC (Southern African Development Community) Best practice Criteria and Definitions (2010)
• SADC Strategic and Business Plan on HIV and AIDS (2010)
• ILO Standards on HIV and AIDS (2010)
• GIZ Project Progress Review Criteria
• Global Fund Investment Case (2013)
• Capacity WORKS (Deutsche Gesellschaft fuer Internationale Zusammenarbeit – GIZ 2015)
• 10 Minimum Standards for good project management (Deutsche Gesellschaft fuer Internationale
Zusammenarbeit – GIZ)
• Baseline risk assessments
• Annual implementation plans
• Ongoing monitoring and reporting on implemented interventions
Collaborative partnerships have allowed the programme to gain support through its consultative
network of experts in research and development, and ensure that sustainability and impact is further
strengthened. Through networking and advocacy the project team focusses on innovative solutions
supported by a strong partnership approach, where the following external stakeholders and platforms
have contributed towards the overall programme methodology:

• GIZ :

Pretoria: The Wellness programme Project Coordinator, Daniela Rudner is based at the GIZ Hatfield
headquarters, where the programme is coordinated and funded from, under the MHIVP banner, with
the support of three development advisors placed at the AIDC EC.

•
• Ghana: Planned partnership for Employee wellbeing programme implementation to roll-out in
2016/17 in at least one automotive supplier company within the Eastern Cape.

• South African Business Coalition on Health and AIDS (SABCOHA):
•

SABCOHA National Board - at a National Level, the AIDC EC Wellness Programme Manager is on
the National Board of Directors for South African Business Coalition on Health and AIDS.

• South African Peer Educator Association (SAPEA): Contributing towards the delivery
and support of a sustainable peer educator system with cluster companies.

• Department of Health, Nelson Mandela Bay Health District (NMB DoH):

The AIDC EC Wellness Management Programme has an ongoing informal partnership with this
department for the provision of free HIV test kits and glucose strips for wellness drives, in exchange
for provision of statistics which feed into the provincial uptake.
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• Nelson Mandela Bay Business Chamber Health & Wellness Task Team:

The AIDC EC Wellness programme project team are active members and the Wellness Programme
Manager also serves on the Steering Committee for development sessions within the quarterly health
and wellness task force events. The project team has also assisted in the coordination of the annual
Health and Wellness Awards event.

• Eastern Cape AIDS Council (ECAC):

The Wellness Programme Manager also serves on this platform as a Business sector representative
and has been in consultation with ECAC for this reporting period in a sub-committee for the review
of business sector response to HIV and AIDS within the Eastern Cape, based on their contribution
to health and wellness programmes and activities. AIDC EC took on the responsibility of issuing and
following up on automotive HIV testing stats within the automotive sector and we are awaiting the
report from ECAC on this research activity.

• Nelson Mandela Bay AIDS Council:

The AIDC Wellness Programme manager is a member on behalf of the Automotive sector, reporting
on business sector contributions towards the indicators as set out in the Provincial Strategic plan on
HIV, TB and STI 2013-2016, and the focus of meetings attended thus far was to contribute on behalf
of business sector in terms of the revival of the AIDS Council. For the period 2015/16 this platform
has been inactive with no formal council meetings being hosted.

• Business and Private Sector Partners:

Old Mutual: Old Mutual supports interested companies with the provision of covering the costs of
Wellness Day Assessments. AIDC EC has partnered with them to support supplier companies in the
Cluster network.
Coega Development Corporation (CDC): This partnership is based on the exchange of information
for programme development, and review of possible opportunities for collaboration or service
provision. Training services are planned for 2016/17.

• Academic Institutions:

Nelson Mandela Metropolitan University - HIV&AIDS Unit:
Data review and publications linked to KAPB (Knowledge, Attitude, Practices & Behaviour) surveys
conducted in the supplier companies. A MoU is in place to ensure continued partnership for a
mutually beneficial relationship for contributions towards research publications in HIV&AIDS and
Wellness related areas.
UNISA: Partnerships with the University of South Africa (UNISA) to place social work students in the
farming sector. Two social work students completed their practical placement in Addo assisting with
community development and case work in identified areas of vulnerability.
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RESULTS
The wellness programme has targeted interventions related to the GIZ programme partnership, focussing
on automotive suppliers within Nelson Mandela Bay and agriculture farms in Sundays River Valley/
Sarah Baartman District. A third leg of the programme focusses on research and development, where
projects have been focussed on the improvement of the automotive and agricultural wellness programme
as well as on the baseline of the Buffalo City Municipality business sector response to Wellness and HIV
and AIDS.
Within the automotive programmes, since 2009, a total of 21 automotive supplier companies with a total
of 6340 employees within Nelson Mandela Bay, have been reached by the AIDC programme, with at
least ten of these companies having fully sustained programmes. In the agricultural programme 17 farms
with a total of 3300 workers within the Sundays River Valley/ Sarah Baartman District having been
reached since inception in 2012.
Training of Peer Educators (implementation of on-site awareness) and Wellness Coordinators
(administration of programme on-site) has been conducted and quality maintained through ongoing onsite support and development. The agriculture programme has trained 66 workers as peer educators and
nine as wellness coordinators for programme coordination. A target of 60% of the workforce was initially
set for HIV Counselling and Testing for agricultural workers in the contracted farms. We are pleased to
report that 73% were in fact tested (13% above target) with test results suggesting an HIV prevalence of
around 20%.

Health and Nutrition Summit

The AIDC wellness programme partnered with the Nelson Mandela Bay Business Chamber Health
and Wellness Task Team to host the first ever Health and Nutrition Summit, at the Feather Market Hall
in October 2015 over two days and reaching at least 400 delegates from across the Eastern Cape.
The Wellness Department was proud that several partners and companies who form part of the AIDC
EC Wellness Programme received awards at the Nelson Mandela Bay Business Chamber Health and
Wellness Awards. The AIDC EC entered seven organisations into the competition and all of them won
awards for contributing towards Wellness. The Wellness team received a commendation award in the
category “Outstanding Contribution to Wellness” and the Wellness Department Manager was second
runner up in the Wellness Impact award.

Poster Development

To enhance the education and training as well as to contribute towards the organisational knowledge
management, a pictorial educational poster set has been developed by the AIDC EC Wellness team, for
use with those with low literacy levels, thus targeting use by peer educators, where the content has been
informed by information gathered through research and the baseline assessment conducted among the
employees. The educational material poster set includes 19 topics (posters) in a carry-bag accompanied
by a user guide/facilitation booklet.

New programme in Buffalo City

The AIDC EC-GIZ WPP offer had been limited to the Nelson Mandela Bay (NMB) region since its
inception in 2009. In 2013, the GIZ and AIDC EC reached an agreement to extend the Workplace
Management Programme (WPP) offer to the Buffalo City Metropolitan Municipality area (BCMM),
targeting the automotive, and where needed, manufacturing, sector. The GIZ Development Advisor
has been seconded to be placed in East London and has been accommodated at the GIZ East London
office.
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The objective of the secondment is to establish a business-wide forum to raise awareness on wellness
and provide a platform for exchange among business representatives. This serves to address the needs
of the private sector and tailor interventions and inform activities accordingly to ensure the sustainability
of employee wellness activities. A second objective is to consult with Siyakhana Health Trust, a formal
partner of the AIDC EC wellness programme, to collect baseline data at companies which includes a
small-scale assessment of the services delivered by SHT to selected companies (companies that have
implemented the SHT programme previously).

Baseline Survey for Border Kei

Through the programme implementation in the BCM region, relationships have been initiated and
established with stakeholders and partners such as SHT, the Border Kei Chamber of Business, the East
London Industrial Development Zone, and the provincial Department of Health. A tool for a baseline
survey for member businesses of the Border Kei Chamber of Business has been designed and refined
and tested in order to make it more user friendly. The survey was sent out to the Chamber database
comprising approximately 700 members. The data has been analysed and will be presented at a
workshop in collaboration with the Nelson Mandela Bay Business Chamber Health and Wellness Task
Team chairperson.

Client Satisfaction Survey

A client satisfaction survey for SHT clients has been developed, tested and refined in cooperation with
SHT. Based on the outcome of the survey and the compilation of results, a strategic workshop between
representatives of the AIDC EC and Siyakhana with regards to role clarification and MoU amendment
has been initiated. The final report will include areas that have been identified and recommendations
issued on a way forward for the partnership. A strategic workshop has been initiated in order to finalize
a way forward for activities in East London.

Research

The AIDC EC Wellness department in cooperation with GIZ South Africa offers evidence based,
scientific and tailored workplace solutions through on-going research and development as well as
international and national best practice. Through partnerships with academic institutions such as NMMU
and UNISA, the AIDC EC has developed tried and tested assessment tools that are contextually
specific for the automotive and the agriculture industry. To assist companies with the implementation of
comprehensive wellness management programmes and improve their global competiveness, AIDC EC
utilizes KABP (Knowledge, Attitudes, Behaviour and Practices) surveys to collect baseline data that forms
the basis for designing the most efficient programme tailor made for each participating company. The
findings from the surveys are presented at various platforms including international conferences. Below
are some of the highlights for 2015/2016:
• Two papers presented at the7th SA AIDS conference in June 2015 (Paper 1. ‘HIV related stigma: A
comparison of rural and urban samples in Eastern Cape’, Paper 2 ‘An investigation into the use of
facilitated screenings as a form of intervention and entertainment to create awareness about HIV
knowledge and HIV related stigma among rural dwellers in Addo, Eastern Cape’
• One paper sent for publication in the Journal of Psychology in 2016 (‘HIV related stigma: A
comparison of rural and urban samples in Eastern Cape’)
• NMMU & AIDC EC Research MOU was reviewed in 2016
• One paper accepted for presentation at the International AIDS conference to be held in July 2016
entitled ‘Interventions to increase uptake, retention and adherence to HIV services: a case of the
automotive and agriculture sector in the Eastern Cape province’
• KAPB survey rolled out at two Automotive companies in 2016
• Employee Engagement survey tool developed in 2016
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Training

Interventions outside of the realm of the GIZ programme partnership have been focussed on programme
sustainability in line with the AIDC EC business strategy through the provision of wellness related services
such as training and wellness drives at market-related prices. The roll-out of the latter is commencing in
the 2016/17 reporting period. To strengthen partnerships within the business sector as a whole, in terms
of marketing and income generation, the AIDC EC Wellness department has collaborated with partners
for the delivery of costed and where possible free training programmes, including: SANS 16001:2013
Wellness and Disease Management, How to Audit Course, SETA Accredited Peer Education Training,
Leadership Workshop (for Peer Educators), Monitoring and Evaluation Awareness Session, Substance
Abuse Policy Information Session, as well as Financial Wellness sessions.

Cost-Benefit Projection Tool

The Cost-Benefit Projection tool was critically assessed by the AIDC EC, GIZ South Africa and a public
health expert. Constructive input has been offered to the developing agent (GIZ Namibia). A cluster of
interested companies and individuals has been initiated and discussions on the most appropriate way to
calculate a Return on Investment of Wellness Programmes are ongoing.

Programme Accolades:

The AIDC EC has become the go-to company in terms of planning, coordinating and evaluating wellness
programmes, assistance with sourcing high-quality service providers, and research relevant to industry
and wellness development. There is a continuous trend of companies seeking employee engagement
solutions towards increasing work morale and productivity of their workforce.
The Agriculture wellness programme has been assessed by the International Organization for Migration
(IOM), as one of the top 10 national good practice companies on HIV and AIDS within the commercial
agricultural and forestry sector on the following dimensions:
• Effectiveness: project design, community involvement, M&E
• Ethical soundness: Peer Educator code of conduct
• Cost effectiveness: GIZ funding, voluntary work of Peer Educators and Wellness Coordinators
• Relevance: Buy in from management, identification of target group needs
• Replicability: Community outreach, expansion to other municipalities
• Innovativeness: tailor made approach, personal involvement of staff, reputation for good
relationships
• Sustainability: Hand over to workplace, sustainability network, low cost partnerships and for-pay
services.
One farm from the Agriculture sustainability network was included as one of 50 national case studies
selected for the GIZ and HSRC (Human Sciences Research Council – HSRC) initiated study “What
works’ in HIV and AIDS and the World of Work Initiatives in South Africa”.

Sustainability

An ongoing challenge in both the automotive and agriculture sector has been that companies/ farms
are disclosing that they are going through financial restraint and retrenchment and therefore cannot
currently commit a budget or employee time towards a wellness programme. It is essential to consider
offering services outside of the target sectors (Nelson Mandela Bay and Sundays River valley), as well
as expand on the wellness programme scope.
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SUSTAINABILITY REPORT
SUSTAINABILITY IS RECOGNISED AS BEING
ESSENTIAL TO THE LONG-TERM SUCCESS OF
THE AIDC EC. WE SUBSCRIBE TO THE THREE
PILLARS OF SUSTAINABILITY, THE AIDC TRIPLE
BOTTOM LINE:

SOCIO-ECONOMIC
AND
ENVIRONMENTAL
IMPACT

INDUSTRY
IMPACT
FINANCIAL
SUSTAINABILITY

COMPANY HISTORY
The AIDC Eastern Cape is 100% owned by the
ECDC. It started operations in November 2003.
The AIDC Eastern Cape is an organisation listed
according to the Public Finance Management Act
(PFMA), Act No 1 of 1999. In compliance with
Section 66 of the Public Finance Management
Act, the Board decides on the funding
requirements of the Company. Furthermore, as an
organisation conceived as a sustainable business
entity, the AIDC Eastern Cape Board of Directors
has agreed on a set of prioritised goals, objectives
and outcomes reflected in the AIDC Eastern Cape
triple bottom line: industry impact, social and
environmental impact and financial sustainability.
CORPORATE GOVERNANCE
The AIDC Eastern Cape has adopted an
enterprise governance framework covering
both the corporate governance and business
governance aspects of the organisation. It refers to
good governance that is linked with performance
management, thereby enabling the Company to
focus on areas that move its business.
Focusing on important business aspects of control,

enterprise governance considers the whole picture
to ensure that strategic goals are aligned and
good management is achieved.
Conformance can also be referred to as corporate
governance and covers issues such as Board
structures and roles, whilst the performance
dimension, also referred to as business
governance, focuses on strategy and value
creation, helping the Board to:
• Provide strategic decisions;
• Understand its appetite for risk and its key
drivers for performance; and
• Identify its key principles to decision making.
GOVERNANCE PHILOSOPHY, STRATEGY AND
OBJECTIVES
The AIDC Eastern Cape fully subscribes to
the King III Code of Corporate Governance
and the principles of openness, integrity and
accountability as advocated in the Code, as well
as the Public Finance Management Act. Through
this process, stakeholders may derive assurance
that the Company is being ethically managed
according to prudently determined risk parameters
in compliance with generally accepted corporate
practices. It is part of the mandate of the Audit
and Risk Management Committee to monitor
the Company’s compliance with the Code of
Corporate Practices and Conduct at all levels
within the organisation.
Enterprise governance requires commitment at
every level of the organisation. It is therefore
essential to create an effective governance
and compliance culture. The initial phase of
entrenching this culture involves the creation of
awareness at every level, as well as alignment
with the ethics and values of the AIDC. The
AIDCEC has developed a set of shared values, as
follows:
• Teamwork
• Client-centred
• On time, on brief, on budget
• Encouraging a learning culture
• Open and honest two-way communication
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• Respect for others
• Ethics and integrity above all
However, it is accepted that there is no “onesize-fits-all” approach to corporate governance
and any appropriate governance framework
should conform to the size of the Company, its
complexity, its structure and the risks affecting it,
providing a mechanism through which objectives
are set and monitored. Through such a vibrant and
responsive system, interaction can be effective
and responses quick within a framework of solid
corporate values.
The AIDC’s enterprise governance framework
incorporates a range of governance objectives,
a delineation of responsibilities at Board, Board
Committee and Management level, and the
identification of champions and key functions for
governance integration into all operations. The
Board has formalised its governance objectives
and annually assesses whether the process of
corporate governance implemented by the AIDC
successfully achieves these objectives. They are:

needed to monitor institutional performance
• The alignment of reporting between the
Strategic Plans, Annual Performance Plans,
budget documents and annual reports.
The Framework serves primarily as a goodpractice guideline enabling assessment of the
quality and usefulness of institutions’ various
accountability documents.
INSTITUTIONAL STRUCTURE
The AIDC EC is a public entity (Section 3D),
subject to the corporate governance rules as
laid down by the Public Finance Management
Act, Act 1 of 1999. Reporting procedures and
requirements related to the business and activities
of the AIDC EC are therefore both complex and
stringent, which require a diligent management
process.
THE MANAGEMENT STRUCTURE OF THE
AIDC

• Risk Management
• Performance Management
• Assessment of Public Finance Management Act
compliance

Present structure
During the year the AIDC EC completed
the recruitment process of a local General
Manager.

Treasury Regulations issued in terms of the
PFMA provide the necessary legal basis for the
implementation and support of the Framework for
Managing Programme Performance Information.
Accordingly, departments and public entities are
responsible for:

The senior management team, with other
management (professionals), of AIDC EC
makes up the Management Committee of the
AIDC EC. This committee meets monthly to
discuss and review various issues requiring
management’s attention. Proceedings are
properly minuted. The general manager is the
chairperson of this committee.

• The production and tabling of a Strategic
Plan with a five-year planning horizon and
including certain prescribed information
• The production and tabling of an Annual
Performance Plan with a three-year planning
horizon that sets out annual performance
targets for the medium-term expenditure
framework (MTEF) period and quarterly
performance targets, where appropriate, for
the current financial year
• The production of quarterly performance
reports, which will be submitted to the
National Treasury and the relevant provincial
treasuries. Public entities should also provide
these reports to responsible departments
• The identification of a core set of indicators

The AIDC Eastern Cape Risk Management
model
The Risk Management is incorporated into the
AIDC risk register. Each department in the AIDC
EC is responsible for identifying all risks relevant to
their respective functional areas. Risk identification
and the reporting of risk incidents are the
responsibility of all staff.
The AIDC EC management is collectively respon
sible for ensuring that the AIDC risk register is
reviewed and updated on a quarterly basis.
Risks are discussed at the monthly management
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meetings and the risk register are tabled on a
quarterly basis to the AIDC EC Board.
AIDC BOARD OF DIRECTORS
Role and composition
The AIDC Board of Directors monitors compliance
with policies and achievement of objectives.
Furthermore, the Board is responsible for
preparing financial statements that accurately
reflect the AIDC’s financial position at the end
of the financial year. In terms of the Public
Finance Management Act, the AIDC Board is the
accounting authority for the AIDC, effective 1
April 2001. The Act sets out the fiduciary duties as
well as a range of general responsibilities of the
accounting authority.

• Dr. Gary Paul (Executive Director- Human
Resources - NMMU)
• Mr. Lance Schultz (MD of AIDC)
• Mr. Ian Whittal (Director: PKF)
• Mr. Sandile Sentwa (CFO of ECDC)
• Ms. Noludwe Ncokazi ( General Manager:
Innovation & Product Development-ECDC
• Mr. Gordon Brink (Acting MD AIDC EC)

The Board meets at least quarterly and retains
full and executive control over the Company.
The Board monitors management, ensuring
that material matters are subject to Board
approval, and reserves to itself a range of
key decisions to ensure that it retains proper
direction and control of the Company. The
General Manager and Financial Manager
attend all Board meetings.

Ms. Noludwe Ncokazi

Mr. Hoosain
Mahomed

The Chairman and General Manager provide
leadership and guidance to the Company’s
Board, encourage proper deliberation of
all matters requiring the Board’s attention
and obtain optimum input from the other
Directors.

Dr. Dino Petrarolo		

Mr. Ian Whittal

New appointments to the Board are submitted to
the entire Board for approval prior to appointment.
The Board is responsible for setting the direction
of the Company through the establishment of
strategies, key policies and the approval of
financial objectives and targets. It monitors the
implementation of strategies and policies through
a structured approach to reporting by executive
management, and recognises the responsibility for
the management of relationships with its various
stakeholders.
The Board
The Board of Directors is comprised of:
• Dr. Dino Petrarolo (CEO of Kayema)
• Mr. B Manilal (CEO of TIA)

Mr. Sandile Sentwa			
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Members Attendance
Three meetings of the Board took place in the year.
• Mr. J Manilal 0% : Resigned July 9 2015
• Dr. D. Petrarolo 75%
• Dr. Gary Paul 100% : Resigned July 10 2015
• Mr. Lance Schultz 100% : Resigned July 31
2015
• Mr. Ian Whittal 100%
• Mr. Sandile Sentwa 100%
• Ms. Noludwe Ncokazi 100%
• Mr Gordon Brink 100% : Resigned Feb 29
2016
Jun
Jul
Nov
2015 2015
2015
Dr D Petrarolo X
√
√
Mr B Manilal
X
Resigned 		
Mr L Schultz
√
√
Resigned
Dr G Paul
√
Resigned		
Mr I Whittal
√
√
√
Ms N Ncokazi √
√
√
Mr S Sentwa
√
√
√
Mr G Brink			
√

May
2016
√

√
√
Resigned

Non-executive Directors
The Board has a strong contingent of Nonexecutive Directors. Non-executive Directors
bring with them diversity of experience, insight
and independent judgment on issues of strategy,
performance, resources and standards of conduct.
Non-executive Directors have no service
contracts with the Company. Recommendation
of members for re-appointment is not automatic,
but considered individually based on their
contribution.
Executive Director
The Executive Director is involved with the dayto-day business activities of the Company and is
responsible for ensuring that decisions, strategies
and views of the Board are implemented.
Board Committees
To assist the Board in discharging its
responsibilities, a number of Board Committees
have been established, details of which are
provided below. There is full disclosure by these
Committees to the Board. Control is also exercised
through the Executive Director who, together

with management, is responsible for providing
appropriate and timely information to the Board
necessary for it to fulfill its responsibilities, through
a framework of open communication and
integrated financial reporting systems. In addition,
the information needs of the Board are assessed
on an ongoing basis.
• The Audit and Risk Management Committee
(ARMC), who is primarily responsible for
overseeing the AIDC’s financial reporting
process, by assisting the Board with
attending to its fiduciary duties related to
the safeguarding of tax payers monies,
assets and ensuring the implementation of
adequate management and control policies
and procedures, ensuring accurate financial
reporting and statements are compliant with
legal and accepted accounting practices. This
Committee is also responsible for ensuring that
the AIDC keeps a detailed risk register and
properly manages all identified risks.
• The Human Resources and Remuneration
Committee (REMCO) is responsible for
reviewing HR related matters and deciding
on remuneration levels required to attract top
caliber people. This Committee also makes an
annual recommendation to the Board of the
advised percentage salary increases, as well
as the payment of any performance bonuses.
• The Procurement Committee, is responsible for
overseeing the AIDC supply chain process and
decisions regarding the procurement of assets
and approving of high value procurement
orders of over R500,000 - procurement
actions in excess of R 3 million are subject to
Board approval.
• The mandate of the Audit and Risk
Management Committee includes:
• Consideration of the annual appointment and
evaluation of the external auditors, the audit
plan and audit fees
• Evaluation of the independence of the external
auditors, consideration of non-audit services
performed by them and the establishment of
the policy in this regard
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•
•
•
•
• Review of the annual financial statements,
prior to submission to the Board
• Review of problems arising from external audit
and review of the external auditors’ reports
and identification of key issues arising
• Monitoring the ethical conduct of the
Company, its executives and senior officials
and potential conflicts of interest and bringing
to the Board’s attention any environmental and
social issues.
• Monitoring compliance with the Public Finance
Management Act (PFMA Act No 1 of 1999),
applicable Treasury Regulations and any
other applicable legislation.
• Reviewing the effectiveness of internal controls,
including internal financial control and business
risk management and maintaining effective
internal control systems
• Reviewing the safeguarding of assets against
unauthorised use or disposal
• Reviewing the control of the overall operational
and financial reporting environment and
monitoring the maintenance of proper and
adequate accounting records
• Reviewing the risk areas of the Company’s
operations to be covered in the scope of
internal and external audits
• Reviewing the adequacy, reliability and
accuracy of financial information provided
to management and other users of such
information
• Evaluation of its own performance and
effectiveness at least annually.
The Audit and Risk Management Committee is
satisfied that the mandate as laid out in the terms
of reference has been achieved.
The Audit and Risk Management Committee has
evaluated the financial statements of the Company
for the year ended 31 March 2015 and based on
the information provided, considers that it complies
in all material respects with the requirements of the
various Acts governing disclosure and reporting in
the annual financial statements. The Audit and Risk
Management Committee therefore recommends
the adoption of the annual financial statements by
the Board of Directors.

Chairman and Chief Executive
In line with best practice, the roles of Chairman
and Chief Executive are separate. The Board is
led by the Chairperson, Noludwe Ncokazi and
the executive management of the AIDC is the
responsibility of the General Manager.
This clear division of responsibilities at the helm of
the Company ensures a balance of authority and
power, so that no one individual has unrestricted
decision-making powers. At the same time, the
Board and executive management work closely
together in determining the strategic objectives of
the AIDC EC.
Company Secretary and Director
development
All Directors have unlimited access to the services
of the Company Secretary, Vasie Naidoo, who
is responsible to the Board for ensuring that all
matters relating to the Board Meetings/schedule is
arranged accordingly.
All Directors are entitled to seek independent
professional advice at the Company’s expense,
concerning the affairs of the Company.
Code of ethics and organisational integrity
Confidence, trust and integrity are the values that
have underpinned the success of the AIDC EC
since its inception. In a world in which ethics in
business are challenged daily, the AIDC aspires
to be a role model in business that attracts and
retains the finest people.
The AIDC is committed to a policy of fair dealing
and integrity in the conduct of its business. This
commitment is based on the belief that business
should be conducted honestly, fairly and legally.
To this end, the Company has adopted a Code of
Business Conduct and Ethics.
All employees, as well as those who conduct
business with the AIDC, whether contractors,
suppliers or any other business associates, are
required to comply with this Code of Business
Conduct and Ethics and maintain the highest
ethical standards to ensure that the Company’s
business practices are conducted in a manner
which, under all circumstances is above reproach.
Business governance
This area of governance focuses on adding value
to the Company by leveraging the worth created
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by conformance. Business governance forms the
link between the strategic objectives set by the
Board and Board Committees and the actions and
decisions taken by the Management Committees.
Primary functions of business governance are
the review, implementation and monitoring of
structures, internal controls and compliance
with the principles of good governance at a
management level. Business governance will drive
the culture of good governance at all levels of the
organisation.
Risk management
Effective risk management is driven by a strong
risk management culture. This culture is based on
a fundamental and philosophical core that guides
the overall approach to risk. The culture also sets
the tone throughout the AIDC EC to practice the
right risk behaviour consistently.
Effective risk management is integral to the
Company’s objective of consistently adding value
to the business. Management is continuously
developing and enhancing its risk and control
procedures to improve the mechanisms for
identifying and monitoring risks. For this reason,
the management team has developed a
comprehensive risk management plan which lists
risk areas, impact, probabilities and impact of
occurrence, corrective action, preventative action
and responsible people. This risk plan is reviewed
quarterly by the management team and presented
to the Board and Audit and Risk Management
Committee quarterly for review. In addition, a
suggestion box system has been implemented at
the AIDC that allows for anonymous reporting
by staff members, thus creating a mechanism that
can be used for whistle-blowing. The AIDC has
also adopted a Fraud and Corruption Prevention
Policy.

of internal control is in place to reduce risks taken
by the Company to an acceptable level, and
that these controls have been effective during
the period under review. The system is designed
to manage, rather than eliminate, the risk of
failure and to maximise opportunities to achieve
the business objectives. This can only provide
reasonable, but not absolute, assurance.
Internal controls
To meet its responsibility with respect to providing
reliable financial information, the AIDC EC
maintains financial and operational systems of
internal control. These controls are designed to
provide reasonable assurance that transactions
are concluded in accordance with management’s
authority, that the assets are adequately protected
against material loss or unauthorised acquisition,
use or disposal, and those transactions are
properly authorised and recorded.
The system includes a documented organisational
structure and division of responsibility and
approval authority, established policies and
procedures, including a code of ethics to foster a
strong ethical climate, which are communicated
throughout the Company, and the careful
selection, training and development of people.
External auditors monitor the operation of the
internal control system they rely upon and report
findings and recommendations to management,
the Audit and Risk Management Committee and
the Board of Directors. Corrective actions are
taken to address control deficiencies and other
opportunities for improving the system as they are
identified. The Board, operating through its Audit
and Risk Management Committees, oversees the
financial reporting process and internal control
system.

Operating risk is the potential for loss to occur
through a breakdown in control information,
business processes and compliance systems. Key
policies and procedures are in place to manage
operating risk, involving transaction, supervision,
monitoring and financial and managerial
reporting. Financial risk management is dealt with
in the notes to the financial statements.

There are inherent limitations in the effectiveness
of any system of internal control, including the
possibility of human error and the circumvention
or overriding of controls. Accordingly, even an
effective internal control system can provide only
reasonable assurance with respect to financial
statement preparation and the safeguarding of
assets. Furthermore, the effectiveness of an internal
control system can change with circumstances.

The Board has reviewed the system of internal
control and is satisfied that an adequate system

The Company assessed its internal control system
as at 31 March 2016 in relation to the criteria for
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effective internal control over financial reporting.
Based on its assessment, the Company believes
that, as at 31 March 2016, its system of internal
control over financial reporting and safeguarding
of assets against unauthorised acquisitions, use or
disposal, met those criteria.
Going concern
The ability of the company to continue as a going
concern is highly dependant on securing MTEF
funding for the 2016/17
financial year from it`s shareholder, ECDC. A
three year budget allocation letter has been
received from ECDC with confirmed
funding of an amount of R8,5 million, R8,9 million
and R9,3 million for the 2015/16 up to and
including the 2017/18 financial
year. Management has implemented strict
austerity measures to ensure the going concern of
the entity. Proposals for additional
funding has been submitted to the relevant
stakeholders and new business is actively being
sought through a turnaround business strategy,
which has been successful in reducing the
organisation’s dependency on government grant
funding.
Occupational Health and Safety
During the year under review, environment, health
and safety was overseen by the Operations
Department which ensured compliance with the
Occupational Health and Safety Act. Audits of first
aid kits, display of evacuation procedures and the
appointment of first aid providers were executed.
No incidents were reported during the year under
review.
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HUMAN RESOURCES

PEOPLE - OUR ENDURING ADVANTAGE
Human Resource Management at the AIDC
The AIDC EC operates as a provider of
professional services to a technologically
advanced sector.
This demands a staff complement that is technically
adept and conversant on global best practices
and the latest innovations and thinking. As such,
we pride ourselves as a learning organisation
which seeks to attract, develop and retain the best
skills. Talent management and staff development
are at the core of the Human Resources strategy,
and recognised as a key investment upon which
the current and future success of the organisation
depends.
The role of Human Resource Management is to
partner with management to provide efficient and
effective services that are relevant and valueadding through implementation and enhancement
of appropriate Policies, Practices and Procedures.
A range of resources contribute to the productivity
and sustainability of a business. These include
physical, financial and human resources. Although
all these resources are critical to the success of
the organisation, human resources are arguably
the most important especially within the AIDC
environment and also the most difficult to manage
– the human factor is ultimately the difference
between success and failure.
The HR department aims to create a compelling
workplace for all, hence the focus on people. Our
challenge is to develop efficient and effective, yet
simple solutions to the people side of the business.
Critical key focus areas are:
• Translate the AIDC EC business strategy into a
simple actionable HR strategy;
•

• Define and translate HR strategy into key
people initiatives and programs;
• Align HR solutions and services to meet
business needs;
• Identify the best way to attract, motivate and
retain new and existing employees for the
organisation;
• Improve HR operational excellence
continuously; and
• Measure impact of HR products and services
CONDOLENCES
The AIDC EC conveys its heartfelt condolences to
the family and friends of a colleague who
passed away during the financial year. We were
deeply saddened by the loss.
ABOUT HUMAN CAPITAL
The AIDC EC employs a total of 34 employees of
which 17 are fixed term contractors.
Training spent per annum for the financial year is
R441 000.00
Our investment in skills equates to 2% of the
payroll per annum.
No injuries or safety incidents were recorded in
the year under review..
The AIDC Eastern Cape has achieved an overall
Employment Equity ratio of 79%, and a gender
ratio of 31% female
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ATTRACTING, RECRUITING AND
RETAINING TOP TALENT
The AIDC EC prides itself on recruiting only the
best candidates into the organisation. In order
to achieve this, we have a recruitment strategy
and adopt the most successful processes and
techniques to aid us in the selection process. Our
website, www.aidcec.co.za has proven to be a
valuable access point to the market and whilst this
yields good response, we also rely on local print
media and recruitment agencies.
The company’s mission, vision and shared values
as well as the AIDC EC’s brand play a significant
role in the process of recruiting as well as retaining
staff. Over the past few years the brand has been
strengthened on the back of excellent corporate
performance and accolades.
Internally, we manage a rigorous recruitment
process that consists of panel interviews
and a battery of psychometric assessments
which screens candidates against our internal
programmes and the challenging and diverse
nature of project work carried out.
EMPLOYER OF CHOICE
The AIDC EC aims to be an employer of choice.
This is a key strategic driver and one that
permeates throughout the organisation.
For this reason, the company conducts
various internal learning and development
programmes that span from technical
competency development to leadership.
Staff development is a mandatory requirement
that is monitored and measured for return on
investment and to ensure sustainability of the
organisation. Each staff member has a
personal development plan, which links in to
our business continuity and succession planning
initiatives.
Despite being a relatively small organisation,
the AIDC EC is extremely proud of the processes
that have been implemented within the context
of an evolving corporate culture. The HR
strategy continues to be geared towards
continuous improvement by ensuring that,
from a transactional perspective, a solid HR

foundation is in place.
We build on this by promoting on time, transparent
and open communication, encouraging a strong
employee wellness culture, participation in the
continuous improvement process and a culture
of high performance. Additionally, our focus
on transformational issues and our policy of
employing high calibre staff within a stimulating
work environment are the hallmark ingredients of a
winning employer.
EMPLOYMENT EQUITY
The AIDC EC is committed to creating a workplace
in which individuals of aptitude, initiative and
commitment can develop rewarding careers at
all levels, regardless of their background, race or
gender.
The group’s employment practices and policies
emphasise equal opportunity for all, and seek
to identify, develop and reward those
employees who demonstrate qualities of
individual initiative, commitment and application.
The Employment Equity policy guidelines of the
AIDC EC provide for:
• Graduate and undergraduate development
and learning, recruitment and industry
placement
• Study assistance schemes
• Training & Development
• Talent management and Succession
The AIDC ECs Employment Equity policies also
aim to create an inclusive organisational culture
in which all employees are treated fairly
and equitably which creates an environment
in which employees feel comfortable and
accepted. The implementation of Employment
Equity is overseen by senior management, and
is a key component of the company’s strategy to
ensure that its employee profile is representative of
the demographics within which we operate within
the Eastern Cape.
Employment Equity is a crucial pillar of Black
Economic Empowerment, more specifically
relating to the Broad Based Black Economic
Empowerment Scorecard. It aims to make
the company structures representative of the
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country’s economically active population
demographics. The company is presently rated as
a category 2 employer in this regard.
Using employment equity as a vehicle,
the AIDC EC is able to provide meaningful
opportunities for the development of worldclass people skills in South Africa, using its
strength as a progressive and performance
driven organisation.
The AIDC Eastern Cape has achieved an overall
Employment Equity ratio of 79%, and a gender
ratio of 31% female.
SKILLS DEVELOPMENT
The AIDC sees skills development as a top
priority and therefore allocates double the
statutory spend necessary for training in its
budgetary process.
Once training and development objectives have
been identified for staff, development activities
are sought that will match departmental business
needs and organisational requirements. Each
Department will have an annual Training Plan
derived from Individual Development Plans (IDP’s)
of each employee. Each Departmental Training
Plan has a budget of 3% of the Departmental Total
Cost of Employment of its human resources. The
cost of the total Training Plan is measured against
this. The AIDC EC’s Training and Development
initiatives, as well as Recruitment actions focus
on acquiring and enhancing Industry Scarce and
Critical skills and annual compliance.
PERFORMANCE MANAGEMENT
Organisational effectiveness is a key
measure in an institution’s success and future
sustainability. Performance management within
the AIDC EC is the systematic process by which
the organisation involves its employees, as
individuals and members of a department, in
improving organisational effectiveness and in the
accomplishment of our mission and goals.
The process of performance management adopted
by the AIDC is as follows:
• planning work and setting expectations,
• continually monitoring performance,

• developing the capacity to perform,
• periodically rating performance in a formal
process
• rewarding good performance
Performance management at the AIDC EC
is a formal business process that is applied
consistently throughout the organisation. Peer
review processes are also used effectively
to drive a performance culture. Customer
Satisfaction Feedback Reports also provide an
indication of technical performance on specific
projects implemented by each staff member at the
host company.
Performance goals are formally reviewed
twice per annum, however continuous monthly
feedback sessions are held between employees
and department managers to ensure that there
is consistent progress against goals and that
improvement areas can be addressed through
training specific to the individual or one-on- one
interventions.
RETAINING TOP STAFF
The AIDC’s remuneration policy is consistent with
the belief that our people are our most important
asset. To ensure that we continue to recruit
and retain the best calibre employees in the
industry, we reward individuals accordingly.
External benchmarking surveys ensure
continual job evaluations are undertaken
and that remuneration is competitive. Through
these surveys the AIDC EC benchmarks itself
not only against monetary incentives but also
non-monetary incentives and trends within the
automotive and consulting environments. Through
our performance management processes, we also
ensure that excellent performance is rewarded on
an annual basis through Bonuses.
EMPLOYEE BENEFITS
AIDC staff members enjoy the following employee
benefits:
• Alexander Forbes Pension Fund
• Group Life Insurance policy
• Group Disability policy
• Funeral Fund
• Long Service Service Award
• NBC Wellness Programme
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EMPLOYEE RELATIONS
The labour relations environment has been
sound.
Labour turnover in the first half of the year was
rife throughout the organisation. A total number
of eight employees tendered their resignations.
These exits included top management, senior
management and highly skilled technical
staff. The latter part of the financial year had
no significant exits to report. The AIDC EC has
successfully recruited and replaced these gaps
and effected a turnaround strategy that brought
stability to the organisation.
Fixed Term contracts (as stipulated in the LRA
amendments of 2015) have been considered and
adhered to where justifiable. This has led to a
significant drop in fixed term contract employees.
EMPLOYEE WELLNESS
As a provider of professional services, the
AIDC EC is a people-based organisation
that operates at a demanding pace. As a
result, work life balance becomes a critical
consideration.
Work life balance continues to be addressed
at the AIDC through its innovative Wellness
Programme which includes a 24 hour toll free
call centre. In addition to this, our wellness

programme also offers face to face sessions on
issues including nutritional, financial, legal,
emotional and medical wellbeing. If a clinical
problem is diagnosed employees are referred
to relevant professionals. The system data is
completely confidential and this encourages staff
to participate without fear of stigma.
Together with the wellness programme, the
company runs annual wellness days and regular
lunch time talks. The wellness days involve health
assessments for all employees, as well as
initiatives for putting in place lifestyle changes to
ensure that employees maintain healthy lifestyles.
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