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Introduction
Agriculture in the Western Cape is 
predominantly based on wine farming, 
deciduous fruit and olive production, with grains 
and fodder produced mostly in the Swartland 
area. Primary agriculture and agri-businesses 
account for a significant percentage of the 
region’s GDP. In rural areas agriculture is often 
the only employer of unskilled labour.

Agriculture in the Western Cape follows a 
world-wide trend towards greater market 
concentration. Life-style farming and new 
residential developments on agricultural land 
are, however, increasing the cost of productive 
land close to urban markets.

This report is based on a series of interviews 
conducted at Cape Olive Holdings in Paarl.

view from the top of 
la valle farm
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Brief history of the farm

Cape Olive Holdings is based on La Valle 
farm in Paarl. Ferdinando Costa, an Italian 
immigrant, bought the farm in 1925 and 
converted the 22 ha deciduous fruit and wine 
farm into a commercial olive farm. His son, 
Nino, bought the farm in 1953 and expanded 
the business and developed the Buffet Olives 
brand. Today Buffet Olives is one of the largest 
suppliers of table olives to the South African 
market. 

In 1997 Dr Nino Costa sold the farm and 
processing plant to the New Farmers 
Development Company (64%) and Chennells 
Brothers (18%) while retaining a minority share 
in the business (18%). The company’s name 
was changed to Cape Olive Holdings.

According to the 1997 deed of sale, at least 
3% of the company’s shares had to be 
transferred to the company’s farm workers. 
The farm workers also had to have a seat on 
the board of directors and a right to veto any 
of the board’s decisions. In addition, the Costa 
family set up an education trust fund for the 
farm workers’ children.

 In 1999 farm workers received a 3,5%
 share in Cape Olive Holdings. The
 balance of the shares was taken up by 
New Farmers (76,5%) and Imibala Orchards 
(20%). In 2013 New Farmers sold its share in 
the company to Agri-Vie.

Today the 300 ha olive estate has 200 ha under 
cultivation and a factory with a 1 000 t capacity. 
The factory processes up to 20 t a day during 
the olive picking season.

The table olive industry is heavily dependent 
on seasonal work as all table olives are picked 
by hand. 

Cape Olive Holdings employs 50 permanent 
workers, and between 250 and 300 seasonal 
workers during the olive harvesting season. 
Casual workers are employed on an ad hoc 
basis throughout the year.

Unlimited Olive Peoples Trust 
(UOPT), 1999

The Unlimited Olive Peoples Trust (UOPT) 
was established in 1999 when 29 families 
applied for, and received, Settlement and 
Land Acquisition (SLAG) grants to buy a 3,5% 
stake in Cape Olive Holdings. At the time 
some of the workers chose not to exercise 
this share option and resigned after receiving 
their grants. By 2003 there were only 21 grant 
recipients left on the farm. 

In 2006, 49 permanent workers applied 
for a Land Redistribution for Agricultural 
Development (LRAD) grants to buy additional 
shares in Cape Olive Holdings. The grant 
allocation increased UOPT’s stake in the 
company to 12%.
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The UOPT shares in Cape Olive Holdings are 
not tradable. Workers forfeit their right to own 
shares in the company when they retire or 
resign, at which point their capital contribution 
is paid out.

The UOPT has a board of seven trustees, and 
nominates one trustee to represent permanent 
workers’ interests on Cape Olive Holdings’ 
board of directors.

The UOPT reinvested the greater portion of the 
funds accessed through the SLAG and LRAD 
grants in Cape Olive Holdings. The remaining 
funds were used to create micro-businesses 
on the farm. These micro-businesses were 
seen as a means to generate alternative 
income streams for farm workers and to create 
employment opportunities within the area. 
These micro businesses included a mobile 
shop, a cookery school and a trout farm to 
supply fish for up-market trout smokeries. The 
latter project was supported by the University 

of Stellenbosch as a pilot project to test the 
feasibility of setting up similar fishing projects 
on other farm dams in the Western Cape.

The mobile shop struggled to remain viable, 
partly due to stock theft and a poor credit 
policy. The trout fishery presented a different 
set of challenges. Many of the UOPT members 
were disheartened by the steep learning curve 
and the high quality standards demanded 
by the trout smokeries. The workers finally 
decided to shut down the project after a strong 
wind destroyed the fishery’s nets. Christie 
Pietersen, the UOPT’s current chairperson, 
bought the business and currently runs it as a 
private enterprise.

   Subsequent to transformation, permanent 
     workers established both a housing forum
   as well as a forum to negotiate wage 
increases and performance bonuses. Over time 
both forums were found to be superfluous and 
were dissolved.
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Trout farming on la valle dam



Cape Olive Holding’s educational fund pays 
the school fees for all the permanent workers’ 
children. Tertiary bursaries have allowed 
two students to complete their B.Agric and 
B.Comm degrees. Neither of the graduates 
work for Cape Olive Holdings.

Management strategies and 
philosophy

Cape Olive Holding’s greatest challenge in 
1999 was to transform a company with a very 
autocratic management style into one where 
permanent workers participated in the decision 
making process. On the one hand management 
had to learn to relinquish their control over the 
company, and on the other hand workers had 
to learn to assume greater responsibility for 
managing the business.

The first step was to raise workers’ wages 
as a practical demonstration of the board of 
directors’ decision to negotiate a new vision for 
the company. The second step was to assure 
workers of complete transparency in all decision 
making processes. Workshops were also held 
to formulate a common set of values for the 
company.

In addition, Cape Olive Holdings decided
to take a holistic approach to human

  resources development. Free to Grow 
presented a life skills training programme for 
all employees. The programme focused on 

self-development, communication, conflict 
management, relationship building and 
assertiveness training.

The company’s management structure was 
also redesigned. Today the company is run on a 
project management basis. Senior farm workers 
are appointed as block managers and are 
responsible for all spraying, pruning, irrigation and 
harvesting activities. Mentorship programmes 
were designed to provide additional support. Key 
areas of support included leadership training, 
learning how to take risks and accept criticism, 
and learning how to work co-operatively as a 
management team.

In order to facilitate the team building process, 
block managers took turns at being farm 
managers. As acting farm managers they had to 
plan the new week’s schedule, give instructions 
to fellow block managers and manage debriefing 
sessions at the end of each day. This gave 
block managers firsthand experience in the 
complexities of managing and coordinating 
farming operations. They also learnt to take 
criticism, to be resourceful when things don’t go 
according to plan, and above all, to be supportive 
towards each other.

   The company also took time to negotiate
   a value system. Workers were encouraged
   to discuss their personal aspirations and
the values they wanted to see manifested in 
the business. The negotiations took place 
collectively and in smaller discussion groups. 
Non-negotiable values included honesty, 
trustworthiness, responsibility, consistency and 
quality. These values are reinforced at an annual 
award ceremony.

Personal perspectives

The following employees and former employees 
of Cape Olive Holdings were interviewed to 
gain additional insight into the company’s 
transformation experience:
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“At the time of transformation none 
of us fully understood the depth and 
implication of what was happening.”

John Scrimgeour
Estate Manager
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• John Scrimgeour, estate manager;
• Barend Sulvester, former farm manager 

and former chairperson of the UOPT, now 
working with emerging farmers at Kaap Agri;

• Christie Pietersen, assistant factory manager 
and current chairperson of the UOPT; and

• a focus group of permanent workers.

John Scrimgeour, estate manager

John Scrimgeour is employed as Cape Olive 
Holdings’ estate manager and played a key role 
in the company’s transformation programme. 
He is a former chairperson of SA Olive, and 
was selected by the Department of Agriculture 
as a master mentor for the South African olive 
industry. 

John Scrimgeour says Cape Olive Holdings’ 
transition from an autocratic business to a BEE 
company was a very rewarding experience, but 
at the same time a very challenging experience.

One of the biggest challenges was to encourage 
workers to accept responsibility for their work 
and the success of the company.

John Scrimgeour sees BBEE as a 
sound business principle. 
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“I think many struggled because they 
wanted to avoid conflict. They all came 
from an autocratic working environment 
that did not necessarily encourage 
employees to work independently or to 
take initiative. I realised then that people 
who feel vulnerable also find it difficult to 
accept criticism.” John Scrimgeour

“Equity programmes are the most 
effective vehicles for transformation 
because they allow people to grow 
and develop within the safety net of an 
established company. Agriculture today 
is a highly competitive environment 
and some of the best farmers are 
folding because they have to compete 
internationally with countries that 
subsidise agriculture.”

John Scrimgeour

“When we started with the transformation 
process there was a lot of distrust between 
management and workers. It was a 
situation that had to be resolved, so after 
consulting with other stakeholders in the 
industry we decided to start with the basics 
and concentrate on building life skills. 

At first I found those hourly sessions 
once a week very difficult and frustrating. 
Many workers were apathetic, some even 
used the time to nap. I was at times very 
disillusioned. I think it took six years before 
I really felt that we had turned a corner. Just 
because of the trust issues that existed 
then.” John Scrimgeour



Barend Sulvester, former farm manager

Barend Sulvester worked for Cape Olive 
Holdings for ten years; first as an assistant farm 
manager and then as a farm manager. He was 
also appointed as UOPT’s first chairperson.

Barend Sulvester spent his formative years on a 
dairy farm in the Heidelberg district and despite 
moving to town when he was seven years old, he 
retained a love for agriculture. He has a diploma 
in agriculture and managed an apple farm in 
Grabouw before joining Cape Olive Holdings 
in 1998. He is currently employed at Kaap Agri 
where he works with emerging farmers.

He believes Cape Olive Holdings’ empowerment 
strategy worked because of the successes 
achieved through life skills and mentorship 
programmes. All employees were included in 
strategic planning sessions and participated 
in the sessions on an equal basis. The level 
playing field gave people the opportunity to get 
to know each other on a personal level.

Barend Sulvester is passionate about improving 
the basic skill levels of farm workers and 
creating opportunities for farm workers to build 
careers in agriculture. 

The trend, he said, highlighted the need to create 
better opportunities for personal development 
among existing farm workers. 

He added that farm workers collectively should 
be encouraged to develop careers in agriculture 
because they understood agriculture in a way 
that was difficult to replicate in people with only 
a theoretical understanding of the industry.

Shared equity programmes also made 
good business sense. 

T r a n s f o r m a T i o n  o n  a n  o l i v e  f a r m  i n  T h e  B o l a n d6

“After transformation we invested a 
lot of time building relationships with 
the workers. The time spent talking to 
the senior workers in particular taught 
me that it was important to see people 
as individuals. Every one of the block 
managers required a different approach. 
Some people needed a lot of feedback, 
while for others feedback was not that 
important. Some people showed a 
natural flair for entrepreneurship, while 
others thrived when they were put 
in a teaching or mentoring situation. 
Everybody was different.”Barend Sulvester

“People need access to training 
and better life skills to thrive in the 
commercial agriculture environment. 
There is a skills shortage in agriculture 
and many farmers, including emerging 
farmers, are employing more and more 
foreign workers because they have a 
higher standard of basic education and 
are as a result more productive.”

Barend Sulvester



when the company was sold and he heard that 
the new owners were planning to implement a 
shared equity scheme.

He says that managing expectations is the 
greatest challenge facing agriculture today.

Christie Pietersen, chairperson of the UOPT

Christie Pietersen is an assistant factory 
manager and the current chairperson of the 
UOPT. He matriculated in 1990 and worked for 
an agri-business in the Greyton district for five 
years before joining Cape Olive Holdings. He 
found it very difficult to adapt to the company’s 
conservative and autocratic management style, 
and within a month of starting he decided to
look for work elsewhere. He changed his mind

“I will never forget the day the big cheque 
was handed over to us. There was a lot 
of hype and everybody was very excited, 
so it was a very big disappointment when 
we didn’t get dividends that first year. 
People felt disillusioned and everybody’s 
enthusiasm took a bit of a dip. People 
had expectations that things would be 
very different. The problem is that after 
transformation the work still needs to be 
done. Orchards must be pruned, trees 
must be watered. At the end of the day 
you are still a worker on a farm. On one 
level everything changes, but on another 
level, life just goes on.”

Christie Pietersen

“ Frustrated expectations and conflict 
go hand in hand. No matter what people 
say, it all boils down to expectations. 
When people have different expectations, 
frustrations build up and then they find it 
more and more difficult to work together. 
Conflict weakens the foundations of any 
business.” Christie Pietersen
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“Cape Olive Holdings thrived after 
transformation. I know that there are many 
people who frown at the shared equity 
concept, but the bottom line is that they 
work. Land transfers are difficult because 
there is no safety net. There are high risks 
in commercial farming and emerging 
farmers   are very vulnerable. Mistakes are 
expensive and many emerging farmers 
struggle because they don’t have enough 
exposure to the business environment. 

Politicians are causing a lot of unnecessary 
tension by what they say on TV. They are 
creating perceptions without knowing 
what is happening on grassroots level. 
I work daily with farmers and know how 
small profit margins are. Many farmers are 
in debt. So when things are not that good 
on a farm in terms of wages and housing, 
it is usually because the farmer’s financial 
situation is also not that sound.”

Barend Sulvester



He said the second challenge is to create an 
environment in which people were willing to 
participate in the management of a company. 

Christie Pietersen sees personal empowerment 
and the opportunity to own shares in a 
company as two different processes. 

He is very positive about opportunities in 
agriculture, but adds that those opportunities are 
for people with skills and tertiary qualifications. 
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   “Al l  fa rm workers  have
                 baggage, and it is important 
to deal with that. People need to learn 
to stand up for what is right and what is 
wrong. To have an opinion. It is not easy 
for people to break the silence.”

Christie Pietersen

   “As I see it, there are no  
         closed doors in agriculture, 
there is no ceiling that you cannot break 
through. It is up to you to make the most 
of opportunities. Sometimes it may 
mean you have to find work in another 
company or on another fa rm.”

Christie Pietersen

“Empowerment is not about giving 
people more money or a grant to buy 
a farm, it goes deeper. Empowerment 
is about understanding something 
about yourself so that no matter what 
happens around you, you don’t lose 
your identity. It is only then you can 
make a difference in your own life 
and in the lives of the people around 
you.”
Christie Pietersen
UoPT Chairman
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Worker perspectives

Cape Olive Holdings has a permanent 
workforce of 50 workers. Most of the workers 
have attended a number of training courses 
in leadership, mentorship and life skills 
development. During the olive harvesting 
season many of the permanent workers 
become team leaders in charge of between 
six and ten seasonal pickers, with more senior 
workers acting as team supervisors.

Bess Suse

Bess Suse grew up on the La Valle farm and 
has three daughters, none of whom work on 
the farm. Two of her daughters went to college 
on bursaries awarded by Cape Olive Holdings. 
She is one of two supervisors in the processing 
factory and oversees a team of 27 workers. After 
transformation she first worked as a supervisor 
in the orchards, and then became a supervisor 
in the factory.

She sees herself as a strong leader, but concedes 
that she finds the pressure challenging. 

She adds that in her situation it is more difficult 
because her fellow supervisor tends to side with 
the workers. 

She recalls the first years after transformation 
as unsettling. There was a lot of conflict. 
Workers could not agree on what was important 
for the business or how the business had to be 
managed. 

She sees Cape Olive Holdings’ workers as 
leaders in their local community and takes pride 
in the fact that other farm workers look up to 
them. 
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“It is sometimes difficult because 
you stand in the middle between 
management and the workers. You have 
pressure from both sides and you have 
to learn to handle the situation.”

Bess Suse

“If you are not a natural leader you will 
always go with the stream, you won’t 
be strong enough to stand up against 
popular opinion. That is my experience. 
In the factory the other supervisor 
always sides with the workers, it makes 
things very difficult for me.”

Bess Suse

   “We had to learn to work
       together and to trust each 
other. People were elected as trustees 
(of the UOPT) and they had no 
experience in running a business.”

Bess Suse

“People on other farms often ask if 
there are any job openings at Buffet 
Olives, but there rarely are.”

Bess Suse



Florien Lombard

Florien Lombard has worked for the farm for 20 
years and has completed courses in mentorship 
and leadership. Her husband also works on the 
farm and is an irrigation specialist.

Florien Lombard is one of six supervisors 
managing the harvesting teams during the 
olive season. She finds the picking season very 
challenging from a linguistic point of view.

She also spoke of the challenging period directly 
after transformation. 

The successful completion of courses may, 
however, create expectations for personal 
advancement, but ambitions cannot always be 
satisfied within the company.

Florien Lombard says she went through a 
period where she lost interest in the business 
and felt that she no longer had a voice at the 
UOPT forum discussions. She discussed 
these frustrations with senior managers 
during her quarterly merit evaluation, 
and was encouraged not to give up on 
transformation. The discussion made her feel 
more motivated to carry on and not to give up. 

Jacobus Solomons
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“  I work with many different people. 
Some people speak English, others speak 
Afrikaans and many speak Xhosa. At the 
beginning of each season I worry that I won’t 
remember enough Xhosa words, but then it 
all comes back to me. Many of the pickers 
are not South Africans. It was very different 
when I started working on the farm.”

Florien Lombard

“ Things were very rough. We were so 
rude to each other then. We fought a lot. 
That was before we got to know each other.

Later they made me a team leader on the 
farm. It was very difficult for me to learn to 
become a leader, but I think it has made me 
a better person. The mentorship course I 
did with Free to Grow was the best course 
I ever did. I liked it because it taught me 
more about myself.” Florien Lombard

“You do all these courses and then stay 
on the same level without getting any 
promotion. I sometimes feel that I can’t 
go any further with what I have learnt.”

Florien Lombard

Jacobus Solomons (left)
and John Scrimgeour



Jacobus Solomons is responsible for the La Valle 
farm’s mechanical and maintenance needs. He 
has worked for Cape Olive Holdings for 17 years. 
He does not come from a farming background 
and worked for Wellington Industries before 
joining Cape Olive Holdings. He was appointed 
in 1998 during Cape Olive Holding’s transition 
period and is a shareholder in the UOPT.

Jacobus Solomons would like all employees on 
the farm to earn higher wages and salaries.

After transformation many workers struggled 
with the concept of being both an employee as 
well as a shareholder in a company. 

He disagreed with workers who felt they did not 
get an opportunity to be heard in the business. 
He said that when UOPT members got together 
for their Voice of the Nations gatherings all the 
workers had a chance to speak out. He did 
concede that some people found it difficult to 
speak in public. 

He says supervisors working in the orchards 
often have difficulty managing and disciplining 
fellow workers because they live in close 
proximity to one another. 
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“Money is a big issue. It will always 
be that way for farm workers. It doesn’t 
matter who you are in the business. The 
challenge for the business is to keep 
everybody happy in the chain: from the 
manager down to the general worker. 

People say money is not everything, it is 
not the same with me. Money is what keeps 
me happy, because I have a family to take 
care of. If I am going to put a lot of effort 
into my work, it must be worth my while.”

Jacobus Solomons

“In the orchard there is no boss to 
help you as a supervisor and you need 
to learn to solve problems and handle 
conflict and discipline. If it is not worth 
your while financially, you will lose heart 
in this business.” Jacobus Solomons

“ If you are a general worker, there is still 
the work that needs to be done. So being 
a shareholder is something else, you still 
have to do your part as a worker.”

Jacobus Solomons

“ The problem is that if you don’t 
speak up, you can’t expect anything to 
happen. I am generally content with life 
on the farm.

If I were to complain, I would say the pay 
is not that good, but I am very happy 
with the working conditions, and I will 
stay for my children’s sake. The business 
looks after our children well. I would one 
day like to have a house in town because 
my wife doesn’t work for Buffet Olives, 
so she has no rights to remain on the 
farm once I am no longer there. So if I 
had a choice, I would like to own a house 
in town so that I know my family has a 
place to go to.”

Jacobus Solomons



Key factors for success

Cape Olive Holding’s estate manager, John 
Scrimgeour, said that in his experience the 
following managerial guidelines contributed 
to Cape Olive Holdings’ successful 
transformation:

• Make sure all legislative requirements are 
in place.

• Always emphasise performance over 
entitlement.

• Take time to negotiate a value system that 
everybody agrees is non-negotiable.

• Encourage people to disagree with each 
other during strategic planning sessions, 
as learning how to resolve that type of 
conflict is an important component of 
team building.

• Senior managers need to learn to trust 
their employees, they cannot always be in 
control.

• Create opportunities to provide 
workers with positive feedback on their 
performance.

• On a farm trust is not built during working 
hours, but also after hours.

• Take photographs of milestone events 
because goal posts change over time and 
people need visual references to remind 
them of how far they have come.

Replicable elements for other 
situations

Interviewees were unanimous in their support 
of Free to Grow’s life skills training programme. 
Cape Olive Holdings’ experience suggests that 
all farm workers, irrespective of the size of a 
farming operation, could benefit from life skills 
training. Workers said that the Free to Grow 
programme gave them more self-confidence, 
taught them how to manage conflict and how 
to work together as a team.

The Farm Manager for a Week mentorship 
programme created an opportunity for block 
managers to grow as leaders and learn to 
cooperate with each other for the greater good 
of the company. The programme was seen as 
a very successful team building exercise and 
improved managerial expertise.

UOPT members’ experience in running 
micro-businesses on the farm provided an 
unanticipated opportunity for general workers 
to learn key management principles. Most of 
the business ventures did not survive, yet all 
the interviewees referred to these “failures” 
as positive experiences. They said it gave 
them a better understanding of their individual 
strengths and talents, and insight into how 
businesses worked and how difficult it was 
to make a profit. Micro-businesses could 
therefore be used as powerful mentorship 
tools because they have a tangible reward 
system built into them.

Willingness to share and mentor 
beyond the case study

Cape Olive is one of the largest producers of 
table olives in the South African olive industry 
and as such is often at the forefront of 
developments in the industry.

In 2008 Cape Olive Holdings through SA Olive 
participated in the Department of Agriculture’s 
Commodity-based Master Mentorship 
Programme. The programme’s aim was to 
provide emerging farmers with technical and 
business skills, and support BBEE in agriculture 
through capacity building. John Scrimgeour, 
Cape Olive Holdings’ estate manager, was 
appointed as one of two master mentors for the 
olive industry.

Senior farm workers are sometimes approached 
by SA Olive to present practical workshops on
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pruning at the industry’s information days. 
Block managers have also been invited to 
give demonstrations on pruning techniques 
to students at the University of Stellenbosch’s 
Elsenburg campus.

In 2006 the company received an invitation to 
present a paper at the International Land Care 
Conference in Australia.

Senior management and members of the UOPT 
are generally keen to act as ambassadors for the 
local olive industry and empowerment projects 
in general.

Overall impressions

Cape Olive Holdings employs a relatively 
small core of permanent workers, but during 
the olive harvesting season seasonal workers 
outnumber permanent workers 6:1. The 
company’s post-transformation strategy of 
using block managers, supervisors and team 
leaders to oversee the harvesting period 
increased productivity in the orchards and 
the quality of olives delivered to the factory 
improved.

Interviewees appeared confident and spoke 
freely about both positive and negative 

experiences. Negative experiences were 
often used to demonstrate how far they had 
come collectively, or how much they had 
grown individually. All interviewees spoke of 
empowerment in terms of personal growth. 

Cape Olive Holdings’ transition from an 
autocratic paternalistic style of management 
to co-ownership was seen as difficult and 
challenging on an inter-personal level. 
However, the life skills programme appeared 
to create a safe environment in which workers 
and managers could work through feelings of 
distrust and hostility. 

Narratives highlighted the degree of 
perseverance required to overcome the effects 
of personal disenfranchisement, as well as the 
effectiveness of a more holistic approach to 
human resources development. 

Failed expectations, a lack of assertiveness 
and poor life skills were all expressed as 
hurdles to transformation. One of the former 
UOPT trustees spoke about breaking the 
silence of compliance.

Transformation was generally seen as a 
natural evolution of the business rather than 
an attempt to empower farm workers through 
a shared equity scheme.
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COSTA FAMILY

Ferdinando Costa bought La Valle 
Farm in 1925; sold in 1953 to his son 
Nino. Nino Costa seen as one of the 
pioneers of the SA olive industry; 
developed the Buffet Olives brand 
into one of largest olive brands 
in the SA market. The farm was 
sold in 1997 to the New Farmers 
Development Company and others. 
In 1999 Costa family sold their 
remaining shares in the business.

LA VALLE FARM, PAARL

300 ha estate on the slopes of the 
Drakenstein Mountains east of Paarl; 
200 ha under production; processing 
plant with 1000 t capacity on site; 
50 permanent workers; between 
250 and 300 seasonal workers.

Agri-Vie is an 
investment company 
specialising in sub-

Saharan 
agri-businesses; 

bought out 
New Farmers 
Development 

Company in 2013.

Imibala acquired 
a 20% stake in 
the company in 

1997; increased its 
shareholding to 25% 
when New Farmers 

sold to Agri-Vie. 

Unlimited Olive 
Peoples Trust 

(UOPT), established 
in 1999.

SLAG grant allowed 
permanent workers 

to buy 3,5% stake in 
company.

In 2006 LRAD grants 
allowed workers to 
increase holdings

to 12%.

UOPT has 7 
trustees,

1 seat on Cape 
Olive Holdings’ 

board of 
directors;

UOPT 
shareholders 

have veto rights 
at board level
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Cape Olive Holdings

Cape Olive Properties

Cape Olive Trust

trading as Buffet Olives

Shareholding today

Agri-Vie Imibala Orchards UOPT

63% 25% 12%
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