




HOEDSPRUIT HUB

o Hoedspruit Hub was founded by three commercial farmers in Hoedspruit, Limpopo. 

o The aim of this joint project is to create a self-sustaining training centre, which will provide skills 

development services to the local commercial farmers as well as engage, train and mentor the local 

community, specifically the youth, in agroecology. 

o Hoedspruit Hub was conceptualised as a social enterprise which would make profit through selling various 

traceable training services to commercial farms, and then investing  this profit in the development of the rural 

communities in the area - specifically the youth - through: 

1. A scholarship program for high school learners (age 13 to 19)

2. Agroecological training for start-up organic farmers between the ages of 19 and 35

3. An agriculture-related internship program for youth under 35 with a tertiary qualification



HOEDSPRUIT HUB + GIZ
o Hoedspruit Hub partnered with GIZ to establish this professional training hub that through leadership; 

management; entrepreneurial and agroecology skills training; and supporting the development of  micro-
enterprises, aims to:

1. Improve the working conditions of workers on commercial farms.
2. Empower farm labour and unemployed and/or unskilled youth to improve their livelihoods.

o The timeframe of the partnership is: 11/2017 – 09/2020.  
o When this monitoring and evaluation study started, in November 2018, the Hub had 10 commercial farmer 

clients.



In a nutshell, the mission and the vision of Hoedspruit Hub are:

o MISSION
To increase the social resilience of farming enterprises in and around Hoedspruit through high quality and 
customised training that develops people and strengthens communities and local economies with ecologically 
sensitive livelihoods strategies. 

o VISION
To become a centre of excellence that supports commercial agriculture in South Africa to become a critical social 
development partner. 



To conduct a quantitative evaluation 
of the GIZ indicators that are related 
to the impact of the Hub’s training on 
the working conditions on 
commercial farms in the Hoedspruit
area.



o A quantitative approach was applied to this third and final phase of the evaluation of the project indicators.
o Data collection  - telephonic interviews were conducted with farm workers who have undergone training at the Hub. 
o Questionnaire – this was derived from the findings of the Baseline research conducted in February 2019, and is 

similar to the questionnaire used for the Mid-Term Review. 

SAMPLING
o 50 farm workers who have undergone training at the Hub participated in the study.
o They comprise respondents who participated in the both the Baseline study and Mid-Term Review, as well as new 

respondents.
o It was necessary to recruit additional workers to replace previous respondents who were no longer able to 

participate in the study because they had either lost their jobs or were not reachable on the cell phone numbers that 
we had in our database.

o These workers were recruited randomly through HR, supervisors and farm managers.  
o The farms that were included in the study are: Bavaria, Blydevallei, Dinaledi South Hampton, Dinaledi Moletele, 

Calais, and LVP.
o Managers and HR officers from 3 farms were also interviewed so that the perspective of the key decision makers can 

be included in the analysis.



A. PERSONAL DETAILS

• Name, farm & position

• Job Status

• Number of years employed

• Courses attended

• Age

• Highest education level attained

B. INDICATORS

• Social security

• Health and safety

• Labour Rights

• Improved work processes

• Confidence

• Workplace relationships

C. IDEAL COURSES





A.BASELINE
• Originally 12 beneficiaries were interviewed.
• 8  participated in the final assessment.
• 4 were unreachable as they had either changed their numbers or had been fired.

B. MIDTERM-REVIEW
o Out of the 44 beneficiaries who participated in the Med-Term Review, only 27 were still reachable and were included 

in the final assessment.
o The majority of  the remaining 17 had changed their cell phone numbers and were thus unreachable, while the rest 

had left the farms.

C. FINAL ASSESSMENT
o Therefore  70% of the beneficiaries who participated in the final assessment have been tracked through the course 

of the study.
o Only 15 beneficiaries out of the total sample of 50 are new participants, who were recruited through HR and 

supervisors for the final assessment.
o Overall, 6 received further promotions since the baseline study.
o And 14 have received promotions since the mid-term review. 
o However, their salaries have not necessary increased after the stated promotions.
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• Agriculture

• Budgeting

• Equipment Maintenance

• HIV

• Literacy

• Scouting

• Teamwork

• Tractor Inspection

• Weed Control

• Welding



• The most desirable courses are computer literacy and driver’s license.

• A driver’s license is seen firstly as a means to independence for supervisors because it would enable them 

to procure materials that are needed on site, instead of having to wait for a manager to buy them.

• Supervisors would also be able to transport workers to the Hub and bus stop with peace of mind.

• The benefits of computer literacy are around safeguarding data because papers often get lost with 

important information written on them.

• Many of the beneficiaries also expressed a desire to learn basic literacy as well as to speak the English language 

so that they can engage better with further training, and function better in the workplace.

• The next most desirable courses relate to team dynamics and conflict resolution.

• Some supervisors mentioned that some general workers tend to be rude, and they don’t always know how 

to resolve conflicts that arise, therefore teaching everyone about team dynamics would foster team 

cohesion and reduce conflicts.

• Courses tailored for general workers and seasonal workers were mentioned as being valuable as they would 

level the playing field and ensure that all workers operate with a shared mission in mind.

• Artisanal skills such as plumbing, boiler making, welding, tractor and mechanical filter repairs, dry machine 

operating were seen as being beneficial to the company as they would enable the workers to do repairs 

themselves instead of the company having to paying for outsourcing this service.



• The other courses that the beneficiaries suggested are:

• Agriculture – in order to become more knowledgeable about farming.

• Refresher courses during off-season periods because some of them do so many courses that they forget 

what they learnt.

• Adding a practical element to the courses so they can apply the knowledge better.

• Paramedic training

• 6M

• Career guidance

• Afrikaans language

• Quality Control

• Exercise so that they can be active.

• Scouting, irrigation, plant production, First aid, occupational health and safety for those who have 

not done it
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A. EMPOWERED BY KNOWLEDGE 

• They have a better understanding of the requirements (do’s and don’ts) of the workplace.

• They now have a better understanding of how to execute their duties correctly, which results in:

• Being able to work independently

• Courage to use their own initiative (e.g. planning the work, running the packhouse)

• Improved problem-solving capability

• Being less reliant on assistance (e.g. with computer)

• Making fewer mistakes

• Not being shouted at

• They feel less prone to exploitation because they know their rights better, especially regarding health and safety.

• Some feel that they are improving their proficiency in the English language, which improves interaction in social 

settings e.g. shopping, interviews etc.

• Training makes them feel more marketable and that they can access better job prospects (especially if they have their 

certificates)



B. MORE CONSCIOUS OF HEALTH AND SAFETY PRACTICES (WORK AND HOME)

• The beneficiaries are now are more acutely aware of the dangers of the chemicals that they use at work.

• The knowledge that they have gained about the different labels on chemical containers enables them to handle 

chemicals with more caution, thus preserving their health and ensuring that the farm passes their audits. 

• They also apply hygiene practices at home e.g. frequent washing of hands, rinsing food before eating. 

• They are more conscious of safety in the home.

C. IMPROVED WORKPLACE RELATIONSHIPS

• They are conscious of communicating with co-workers in a respectful manner. 

• They are able to participate in meetings because they understand better what is being discussed, and how their 

outputs fit into the bigger picture (e.g. data collected). 

• Understanding how their duties impact the whole business inspires them to do their work well.



D. IMPROVED LEADERSHIP SKILLS

• They have learnt to plan ahead for the week in order to have better efficiencies.

• They are able to organise and manage their team more efficaciously. 

• They have improved the way they conduct their meetings.

• They have an improved understanding of risk assessments and are able to contribute to successful audits.

• They can deal with accidents and injuries timeously.

• They are able to ensure that their teams comply with health and safety practices, include COVID-19 protocols.

E. IMPROVED SENSE OF AGENCY

• The knowledge that they gained from training has empowered some of the workers to start their own small 

agricultural projects at home.

• They also have more courage to ask for things at work because they now have the vocabulary and terminology to 

express their needs (dust mask vs. respirator).

F. IMPROVED WORKING CONDITIONS

• Being promoted from general labour to a leadership role has resulted in doing less manual labour.

• Leadership roles are seen as providing more predictable work schedules as well as more control over duties that have 

to be carried out  - this in turn reduces the frustration of being pulled in many different directions. 



G. EMOTIONAL BENEFITS

• They have gained more confidence in their ability to execute their duties well.

• They have gained confident to question being made to work without the correct PPE.

• They feel braver to attempt speaking English and are motivated to learn the language.

• Generally approach work with a more positive attitude.

H. FINANCIAL

• Those whose income has increased, have been able to provide better for the needs of their families e.g. extending 

their homes, paying for their children’s education, buying a car etc.
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• The Health & Safety training has had the biggest impact on the beneficiaries’ awareness of  their labour rights.  

The majority claimed that they are likely to refuse to work without the necessary PPE because they have to ensure 

their personal safety at work.

• One beneficiary who was attending Health & Safety training stopped attending the course when her manager 

refused to buy the PPE that she had come to realise was needed at work.

• The beneficiaries also reported being more confident to report unacceptable behaviour to HR or the safety 

representative.

• They reported being more aware that they should ensure that they understand their employment contracts before 

signing them and that they cannot be forced to sign documents that that have not been explained to them.

• The beneficiaries have an expectation that their duties should be explained to them and that they are entitled to ask 

questions if they need clarity.

• They are also more conscious of exploitation and abuse and that they can challenge treatment that they are not 

comfortable with e.g. if they encounter a problem with a manager, it is within their rights to discuss it with the 

manager then escalating it if no resolution is found.

• They know that they are entitled to annual, sick and family responsibility leave.
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• It is undeniable that the training that the beneficiaries have undergone at the Hub has been broadly impactful and 

beneficial to them.  They speak in glowing terms of the new knowledge they have gained and how it has enlightened 

their minds and increased their confidence in themselves and their ability to do their jobs well.

• Data collection for the final assessment also included interviews with some farm managers and HR officers, so that 

their views and experiences with the Hub can be included in the study.

• Many of the views they expressed echo the themes that were identified in the Baseline study and mostly in line 

with the views of the workers.



1.  WHO NEEDS THE SKILL?

• Workers will be selected for basic training if they lack a basic skill.

• If it is identified that a worker requires a particular skill to carry out a particular task, then they will also be selected

for training e.g. fire fighting, scouting, irrigation etc.

• Workers tend to be sent for training after they are promoted into a particular role. 

2. STAR EMPLOYEES FIRST

• One of the criteria used by the managers to select beneficiaries for training is “ability to learn”, which relies on being 

able to read and write i.e. literacy.  They identify workers who have already demonstrated the most potential for 

future growth or who have already applied Hub learnings well  - and invest further in them.

• This creates the observed Matthew Effect whereby the same literate individuals are repeatedly chosen for training 

while those who are illiterate get left behind.

• This restricts the number of individuals that will ultimately benefit from the impact of the training.

• The farms are trying to mitigate this effect by setting up their own adult literacy courses in order to improve the 

literacy levels of all their workers (Dinaledi and BBI – Curricula syllabus). 

• Since sending workers away for a day of training can be disruptive and costly to the farms, some managers are 

cautious about who they send, and view training as a cautious investment.



3.    CONFIDENCE DRIVES AGENCY 

• The workers who are naturally self-confident and self-driven do stand out in the workplace because they go the 

extra mile, show initiative and display leadership qualities.

• Once they have done one course, they will automatically be selected for additional courses because the company is 

grooming them for leadership, and so their confidence is further boosted.

4.    BASIC EDUCATION – LITERACY, LANGUAGE & NUMERACY

• Confidence usually comes more naturally to those that already have a base level of education, especially literacy, 

proficiency in English and numeracy.  Many managers report that these baseline skills are lacking in the 

communities in which they work and that they struggle to find younger more educated youth willing to work on 

farms. 

• An impediment to accessing the greater portfolio of Hub training, especially higher level courses is the lack of 

literacy and not being able to understand English.

• One manager interviewed expressed frustration that his workers were clearly not absorbing the content – which he 

believes is due to literacy levels and language barriers.



4. POSITION OF AUTHORITY

• The workers who are already in leadership positions are automatically selected for advanced courses such as Farm 

Management.

• This also corroborates the observation that workers tend to be sent for higher level training after they are promoted 

to senior positions.

5. CAN THEY TEACH OTHERS?

• The workers who have been trained are expected to also train their co-workers, so being willing to pass on 

knowledgeable is an important attribute.

• In their responses, the beneficiaries did express a willingness to share the knowledge that they have acquired with 

their co-workers.

• However, illiterate workers will once again find it difficult to engage with this secondary training.



POSITIVE OVERALL IMPACT

• Overall, the managers have observed that the workers who have undergone training are empowered by the 

knowledge they have gained - they take greater responsibility and are more accountable for their work. 

• They are also able to see the bigger picture and understand operational concepts such as costing better.

• The managers at Fruit One and Bavaria observed better retention and application of knowledge in the workers who 

had the appropriate literacy level for the course that they attended, for example the Excel course, budgeting and 

First Aid.

• Some managers are moving away from the authoritarian style of management and are giving the workers more 

ownership e.g. a supervisor may be allowed to run the packhouse on her own as a form of on-the-job training. 

• However some supervisors become stuck at the same level because their low literacy levels hamper their ability to 

engage with higher level training.

• Ultimately, a healthy, respectful company culture, combined with an empowered workforce results in loyalty and a 

win-win for both parties.



“We have low turnover of staff.  We try to give them responsibility- think they feel they can add value- that 

they have worth.  We are a young team- not older school that just scream and shout- the way we treat our 

people plays a big role- respect and dignity  they have a voice- no unions, no strikes- if problems, they just 

speak with us.  I think Hub has played a role.  If there isn’t a course, they create it for us.”  

Stefan Dreyer, Bavaria



1. REDUCED WASTAGE

• Although the majority of the beneficiaries claimed that they are conscious of wastage, the managers are not yet 

seeing this benefit because not all the workers understand costing.

• However, there is a sense that a course on waste reduction would greatly benefit the farms.

2. REDUCED MANUAL LABOUR

• The training provided by the Hub has not reduced manual labour because the farms conduct in-house training for the 

machines that they use.

• However, they would benefit from upskilling and recruiting from the Hub (opportunity).

3. IMPROVED PRODUCTIVITY

• There is a belief that the right training around planning, coupled with aptitude can improve productivity, and reduce 

the pressure on senior managers because they will have to spend less time double checking outputs.  

• However this impact has not yet been observed in all beneficiaries.



BASIC EDUCATION GAP – LITERACY, NUMERACY, LANGUAGE

• The low levels of basic literacy and numeracy are frustrating some of the initiatives aimed at uplifting the 

community.  There is great pressure on the community farms to uplift entire communities, but this is a real 

obstacle to their ability to do that, and meet their agreements with the tribal leaders.  It’s not just about 

certificates, it is about the community genuinely being able to fulfil their  job specifications and progress to 

becoming functional and efficient employees and leaders.   

• It has been observed that some beneficiaries attend courses but are not fully able to grasp the content and 

ultimately cannot practically apply the knowledge at work or to ultimately improve their livelihoods.

• An effective remedy for this situation would be to offer basic literacy and numeracy courses with an 

assessment upon completion to validate comprehension.  Literacy screening before being signed up for 

courses is also needed. 

• Once the beneficiaries show improved literacy they can then advance to basic courses and ultimately to 

higher level business courses (i.e. a graded approach).



ENGAGE WITH FARMS – ENSURE TRAINING IS PRACTICAL & APPLIED– ONGOING TRACKING & RELATIONSHIP

• There is evidence and feedback that the Hub does do this- and where it does the feedback is highly positive.

• It is time well-spent and there are farms that could benefit from this direct interaction.

• Some farms may need to have their courses tailored or adapted for their unique situations

• There was also a recommendation to include a practical element to the relevant courses to ensure that 

beneficiaries are able to apply what they have learnt.

• Certification could also be more stringent, so that certificates are only given to the beneficiaries who have written 

and passed the assessment for every course – as well as demonstrated ability to apply learnings.

• It would be less disruptive if the Hub synchronised their training calendar with farming seasons so that workers 

are not called away for training during busy periods.

• Short courses over a longer period of time, with smaller classes would also be less disruptive for the farms.



• Besides teaching theory, the Hub could also offer training for more practical skills such as welding, working with 

sheet metal, creating checklists etc.

Other courses that would be beneficial:

• Personal money management – to reduce conspicuous consumption and bad spending habits. 

• Higher level management courses  e.g. time management, business management, line management, conflict 

management.

• Business skills to help improve the profitability of community farms.

• Provide on-site support and mentorship for apprenticeship to ensure proficiency.

• Packhouse-specific courses: Quality Control, inventory management for storeman, maintenance planning, 

• Training the trainers from the farm’s learning centres in Lesetele area, and providing content and assisting with 

accreditation.

• Cultural knowledge too help the farm reduce clashes with tribal leaders in order to uplift all beneficiaries.





“I'm Tumelo Theko. I come from a place called Acornhoek. Growing in a place with limited resources 
have been a challenge to me but I always grabbed every opportunity I was given.

I graduated high school at Moholoholo Secondary, but I never got the opportunity to go further than 
that, instead I enrolled to study computer at Axuxeni Academy and got my Diploma.
A year later I got my first Job at Bavaria Parkers as a palletiser and fell in love with the energy around 
the company of different people but as a challenge seeker I always wanted to explore more 
opportunities that were available to me so 2 years later I heard the company was looking for HR 
assistant that's where I got my first real opportunity at work so I was lucky n got the position.

But as the company has many departments I was head hunted by the BBI Management on my second 
year in the HR department. The following year I was switched to go work with them n that's where 
another opportunity came as they also gave me a new job description to assist the floor manager and I 
fell in love with it.”



“When the season ended they enrolled 3 of us whom they said had a great opportunity to further help 
the company with skills into advanced computer systems course and also leadership skills course.

It didn't take long after we graduated from Hoedspruit Hub that we were told that will be working as 
permanent employees and new positions also.
So I believe the skills I learned at Hoedspruit Hub gave me more drive to my already fast paced career 
at BBI PACKERS and I'm most grateful that I got to be their student.
All the lessons I learned are most helpful at work and also helped me grow as a person.

So Hoedspruit Hub can keep helping others further their knowledge and skills further.

I'll keep marching forward and paving my future as life can only get better with more knowledge ”

Sincerely: TT



Good morning.  

My feedback regarding the  few courses I have attended, it has helped me to do my job in a 
understandable way because firstly I was doing it without full knowledge e.g. health and safety rep it 
help the company to reduce the accidents in our premises.  OHS laws in practise, fire prevention, 
labour related Act etc.

Courses had also enriched my mind in overall conclusion every course played an important role.

Thanks to the Hub Team.

Be blessed

Eusoph Deliwo 



• “They made a lot of effort - created a song to make people more vigilant - red/ green ticket system.  We 

wouldn’t have thought of that- must compliment them on that.”

• “I am highly supportive of concept of HUB- want to see it succeed. There is a huge need for the Hub 

services.  However basic skills are needed to enable HUB services to actually be effective.  Successful for 

workers that have a basic education already  – but not working well enough for those that don’t. Without 

literacy we aren’t getting results I would like to see.  I want a system that actually has results and will 

support that 100%.”

• “ Really happy- they do good work- approach is really good, training- empowering people that work 

with us and for us- no complaints at all- do good for the community & farmers.”





• The beneficiaries who participated in this evaluation spoke of the Hub is glowing terms .

• They all confirmed that the training they received at the Hub had enlightened their minds with 

knowledge; boosted their confidence; and helped them to understand their duties better - and 

thus execute them well.

• The beneficiaries mentioned that the Hub’s training approach was effective for them because the 

trainers did not rush the classes, they went into detail with the content and spent time explaining 

concepts  - thus aiding comprehension

• The only concern that was raised was that they did not always receive their certificates after 

completing a course– some have still not received certificates for training done in 2018.

• A certificate is highly valued by the beneficiaries because it is the only proof that they have of undergone 

training

• Some of them are starting to suspect that their managers are actually with-holding their certificates to prevent 

them from leaving the company



• This assessment has confirmed that the training at the Hub has improved the working conditions of the beneficiaries 

by having a positive impact  - to varying degrees - on the following GIZ indicators plus two additional indicators:

1. Better social security

2. Better health and safety

3. Better labour rights

4. Improved work processes

5. Confidence

6. Healthy  workplace relationships

• The indicators that were most strongly impacted are confidence and better health and safety.

• The of the workers who are chosen for training are those who have some basic literacy and also show potential for 

leadership development.

• This means that direct impact will be felt by the select few who already have some self-confidence, are literate and 

actually able to learn. 



• The knowledge they gain from training boosts their confidence by increasing their understanding of the 

requirements of their job, which in turn makes them feel capable of doing their jobs well

• Their confidence also grows incrementally because once they have been identified for leadership development, they 

are selected repeatedly for training

• This knowledge-based confidence can be extended to other workers if these star beneficiaries could be encouraged 

or even trained to train their co-workers

• Basic literacy courses will also extend this impact to workers who have potential but lack literacy and English 

language proficiency

• The farms with an empowerment ethos will also reap the benefits of a skilled workforce that understands business 

processes, can work independently and solve problems without relying on senior management’s intervention

• In addition to boosting their confidence levels, training also ultimately increases their dignity, self-esteem and  

agency.



• All the beneficiaries who have done health and safety, chemical handling and food safety training found these courses 

to be an eye-opener because they were made aware of the dangers of not using the correct PPE

• They claim that they are more acutely aware that it is within their rights to refuse  to carry out dangerous tasks 

without the correct PPE

• These course have also made them more conscious of safer food handling at home

• Coupled with the confidence conferred by knowledge, the beneficiaries are more likely to have more agency around 

safety and request PPE when it is not provided

• Safety awareness has also had a spill- over onto labour rights as the beneficiaries are more conscious of exploitation 

and abuse by being made to carry out tasks that endanger their lives



• Although the managers who were interviewed felt that training had not had a notable impact on waste containment, 

the beneficiaries felt that they were careful with materials and tried to reduce wasteful usage of packaging materials 

(e.g. labels) and chemicals by ensuring correct mixing and minimizing re-work

• The training did not directly reduce manual labour on the farm, but the beneficiaries who were promoted to 

leadership positions tended to gain respite from the manual work typically done by general workers

• The majority of the beneficiaries stated that they had improved their workflow by coming up with better ways of 

doing their work, for example planning or rotating testing in order to reduce the test period, making adjustments to 

irrigations during the dry season etc.



• The responses over the course of the study suggest that more workers have started to feel respected by their 

managers and co-workers

• The beneficiaries reported that the knowledge and confidence that they gained from training gave them the 

confidence to make suggestions for different ways of getting the work done or solving a problem, and in most cases 

their managers heeded them – this has fostered mutual respect

• Some beneficiaries also reported actually asking their managers to be reprimanded in private, which preserved the 

dignity of all parties involved

• Overall,  it seems that there is a move towards mutual respect and the preservation of dignities

• However, conflicts do arise, and thus team-building and conflict resolution training could strengthen this indicator



• All the beneficiaries who participated in the study are paid wages at an hourly rate, so one way of increasing their 

income is by working overtime

• Although training tends to come after a promotion, it is likely to lead to future promotion to leadership positions, 

which can lead to improved income

• However, not all promotions result in an immediate increase in income in the short term but some beneficiaries 

were given a housing allowance or transport allowance or even a performance bonus 

• The benefits that can lead to better social security were not universally applied, so this indicator can be 

strengthened by more equitable remuneration

• It seems that some workers are more equal than others and some of those who ask are given whereas others are 

asked to wait – and with the job insecurity brought about by COVID, many prefer to wait and see if they get increases 

for their promotions 

• Overall, the findings confirm that the training provided at the Hub has improved the working conditions and 

emotional well-being of the great majority of beneficiaries.





1. LITERACY
• It cannot be denied that the low levels of literacy that exist in these farming communities are the result of a weak 

education system and the social inequality that is a legacy of South Africa’s history. Yet basic literacy is one of the 
criteria used for selecting and qualifying workers for training.  It determines who can really absorb training content
and ultimately become an asset to the farms by being able to apply the knowledge that they gained from the training, 
while also becoming uplifted and having better living conditions.

• However, many of the beneficiaries actually failed matric, so they are entering the programme with a learning 
handicap and cognitive deficit of some kind.

• The challenge for the Hub lies in deciding whether they want to operate only upstream of the learning continuum or 
whether they want to incorporate literacy development in their training repertoire.

• Farms such as Dinaledi and BBI are in the process of implementing their own programmes to address the low literacy 
levels of their workers.

• However, these programmes do not have to pose a competitive threat to the Hub because they represent an 
opportunity to provide these farms with services such as educational consulting and even content development for 
them to implement.

• This study has already brokered a meeting between the Hub and Dinaledi, which can be used to assess the needs of 
this farm.

• Similarly, a meeting with BBI can also give the Hub guidance in formulating profitable literacy-related services that 
satisfy the needs of the farms’ programmes, while also generating an income for the Hub.  



LITERACY (continued)
• Another approach to addressing the literacy challenge would be to collaborate with other organizations that are 

running literacy projects in other regions. One example is the Family Literacy Project in the Underberg, which could  
provide resources and advise.  There is more information about the project on  
https://www.familyliteracyproject.co.za/

• The project was founded by Pierre Horn, who can be reached telephonically on +27 (0)837098900 or 033 7011011 
(office) or  via email at director@familyliteracyproject.co.za

• There is also a  resource centre based at 11 Bowling Club Lane, in the Underberg in KwaZulu-Natal. 

2. POVERTY MINDSET
• The Hub has observed the existence of a deeply ingrained  poverty mindset that hampers intellectual and 

psychological upliftment of many of the farm workers in many areas of life.     
• The course that the Hub provide to mitigate the effects of this mindset can be effective in deepening the impact of 

many other interventions, and is thus an impressive differentiator that they can cite in their marketing material.

3. PAST LEARNING EXPERIENCES
• Another observation made by the Hub is that many of the workers that they encounter have had negative experiences 

with learning and thus require a specific teaching approach that incorporates the relevant support, stimulation and 
motivation.

• This is another differentiator that the Hub can mention in their marketing, particularly because it can be linked to 
impactful and tailored teaching – which could justify a premium in their fees.

https://www.familyliteracyproject.co.za/
mailto:director@familyliteracyproject.co.za


4. CATERING TO DIVERSE NEEDS
• Operating procedures and training needs may vary from farm to farm but there are some needs that  are likely to be 

standard to most farms e.g. occupational health and safety, and leadership principles – these can be seen as the cash 
cows of the business.   

• There is, however, an opportunity to add an additional income stream by tailoring courses more widely for specific 
needs,  within the constraints of capacity, capability and profitability.  

• This could be done by adding something akin to an “advanced module” to a standard course, or by offering a “build-
your-own” option where standard courses can be tailored for specific needs by adding other modules e.g. leadership + 
diversity management + cultural norms.

• Adding an on-site practical component to a course, as well as offering mentoring for apprenticeships can also be 
additional billable services that will help beneficiaries to apply the knowledge they have and increase their 
competencies, while providing tangible proof of impact for any skeptical managers.

5. COURSE ASSESSMENTS & CERTIFICATION
• One way of convincing managers that the beneficiaries are absorbing and understanding course content is to conduct 

assessments at the end of each course and sharing the results with managers .
• Certificates would also be more valuable if they reflected the marks obtained and were only given to those who 

passed. 



6. DYNAMIC TRAINING NEEDS
• The development and training needs of a farm for a particular cohort of leaders will change as the workers are 

developed, particularly because the same individuals are selected for training.  This means that there will likely be an 
increased demand in the  future for more advanced courses. 

• This creates an opportunity for the Hub to future-proof itself by either forming a partnership with an institution that 
can provide more advanced courses or to form an academy that can focus on these advanced courses. 

7. MANAGE EXPECTATIONS
• Invariably, the positive impact generated by the Hub will result in a desire from beneficiaries and managers for many 

other additional courses which may not necessarily be feasible.  Therefore, communicating the Hub’s strategy to the 
key decision makers will help them understand what they can reasonably expect while their inputs could also feed into 
the Hub’s strategy.   

• An annual feedback session with managers or a short survey will also highlight areas of satisfaction and improvement 
for the Hub. 





•

•
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