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What is POPI: The Protection of Personal  

Information (POPI) Act  

 

In simple terms, the purpose of the POPI Act is to ensure that all  

South African institutions conduct themselves in a responsible manner 

when collecting, processing, storing and sharing another entity's  

personal information by holding them accountable should they abuse or 

compromise your personal information in any way.  

 

The POPI legislation basically considers your personal information  

to be "precious goods" and therefore aims to bestow upon you, as  

the owner of your personal information, certain rights of  

protection and the ability to exercise control. 

 

Does POPI really apply to me? 

Accountability for compliance rests with a Responsible Party,  

meaning a public or private body or any other person which, 

alone or in conjunction with others, determines the purpose of and 

means for processing personal information. Generally, the responsible 

party must be resident in South Africa or the processing should occur 

within South Africa 

 

When will POPI affect me? 

The Act was signed into law in November 2013. The Information  

Regulator was setup in December 2016 and formally introduced  

in February 2017. We are now awaiting a commencement date for the act. 

After the commencement date, a compliance grace period of 1 year will 

exist, which may be extended to a maximum 3 years. 

 

For more information visit: 

http://justice.gov.za/inforeg/index.html 

https://www.workpool.co/featured/popi/ 

https://www.popi-compliance.co.za/start-here/ 

 

Joys of Winter  
“What joys?” you say! The season when the weather is 

the news and provides a handy excuse for all that ails 

mind, body or soul is not often viewed as a joyful 

time of year.  

Winter, bless your heart, you are a great excuse 

for cuddles, fires, soup, early nights, scarves, 

duffle coats, dodging social obligations and the 

odd sick day.  

You make me toughen up and remember 

that against nature I have no power but the 

 power to remain cheerful and resolute   

 regardless of the conditions 

I find myself in.  

Thanks Mother Nature, you RULE.  

Every season has its purpose, and the winter season 

is a time of sharing made richer by time spent alone 

in contemplation, restoration, and the anticipation of 

rebirth in the spring. When we take action to bring 

joy into our lives, we begin to feel internally the 

blessings of our lives.  

"The challenge of leadership is to be strong  

but not rude;  

be kind, but not weak;  

be bold, but not a bully;  

be humble, but not timid;  

be proud, but not arrogant;  

have humour, but without folly."  

Jim Rohn 

http://www.intelligentplacement.co.za


 Divorce and the Unproductive Employee 

It’s a fact that employees are not the only ones who suffer through a divorce – businesses also bear 

the cost of an employee’s divorce through reduced productivity and employee absence. 

 

What are the impacts of divorce on business productivity? 

The estimated minimum amount of time it takes to get divorced is 4-6 months. During this time, your business is suffering as 

much as your divorcing employee: 

 

Absenteeism: One obvious side effect of divorce on an employer is the work time a worker will need to miss to meet with their 

legal representatives, and possibly attend court hearings. The more contentious the divorce, the more time off work required. 

Non-Productivity: Going through a difficult divorce is one of the most stressful things that a person can go through. This will natu-

rally mean that the employee is less likely to be productive at work. They may lack focus, using working hours to deal with the is-

sues, distracting colleagues to discuss what they are going through, and leaving work early due to childcare issues. 

Increased Sick Leave: People going through a divorce or separation often experience symptoms of depression, including head-

aches, fatigue and insomnia, leading to increased level of sick leave being requested. 

Increased Mistakes: The stress and possible depression that an employee goes through reduces the ability to function, impairs 

judgment and overall job performance – it can lead to injuries, mistakes, and accidents. 

Resigning: Employees leave jobs as a result of divorce or separation. Not only is there a risk of losing a valued member of staff but 

the addition cost of hiring a new team member can be very burdensome. For a small business, losing just one member of staff, 

even for a short amount of time, can have a huge impact on productivity, and on the other people who work there.” 

 

How you can support divorcing employees 

It is a fact that divorce affects productivity and effectiveness, so it is an issue businesses really cannot afford to ignore. 

There are several things HR departments can do to minimise individual distress and workplace disruption. Here are some tips on 

how you achieve this: 

 

Have a divorce policy: Have a policy regarding absence for issues such as lawyer appointments or court appearances. Make sure 

your staff are aware of the policy and who they should approach to discuss particular difficulties. 

Provide training: Provide adequate training to managers/team leaders and supervisors so that they can deal with divorcing em-

ployees appropriately. 

Be approachable: An open-door policy where employees feel that they can tell you their situation. There should be ongoing dia-

logue so that the divorcing person’s changing needs can be accommodated. 

Show compassion: Show compassion but don’t be patronising. Listen to the employee, offer appropriate help and ask about their 

feelings and whether there is anything you can do for them. 

Provide confidentiality: Remember information about an employee’s divorce is private under data protection legislation. Discuss 

with the employee the level of information that other members of staff should be aware of. 

Offer practical support: Outline practical steps that people need to go through to minimise stress. Signpost expert help available. 

Discuss how they can manage their work tasks and working hours. Your employee will also need certain financial information i.e. 

pension valuations and tax information, so let them know how this can be accessed. Something as simple as allowing frequent 

breaks can go a long way. Do not offer advice that you are not qualified give. It is not always easy for employees to work out who 

to speak to, so having contact details to hand will often help. Look for practitioners with relevant experience. Collaborative law and 

mediation are two methods by which couples can resolve their differences in a constructive, amicable and child-focused way. 

Be flexible: Working hours may need to be changed to accommodate new childcare responsibilities. Divorce should be treated sim-

ilarly to bereavement as it brings the same sense of loss and, as such, it should be approached with similar compassion. 

Educating other staff: When faced with a colleague’s divorce, many people can make flippant remarks and offer unhelpful advice. 

Remarks such as, ‘You’re better off without him’, ‘You’ll find someone else’ or ‘I know just how you feel’ are not helpful. Using 

appropriate language to deal with personal issues is something that can be discussed, and this can give employees an opportunity 

to clarify their own feelings around personal issues before they are faced with a distraught colleague. There may also be office gos-

sip which needs to be addressed. 

Be mindful of bullying: Absence due to divorce can place burdens on co-workers and line managers alike who may pressurise 

(inadvertently or otherwise) or bully a divorcing employee into returning to work or performing their duties to the same level as 

they did previously. 

Make a plan: What tasks need to be completed and what deadlines need to be met. Is your employee in a position to complete 

them in time/what back up do you have if they can not? Have a short-term and long-term plan. Some employees’ divorces may 

drag on for years, so you need to be put in appropriate ongoing support to allow for this.            Carol Sullivan  



 

 

 

 

 

For more Top Candidates you can also visit our website  

www.intelligentplacement.co.za/employers 

Top skills available in the market in various sectors. 

Eastern Cape—Sales Representative 

 

This exceptional candidate has over 18 years sales experience within the Pharmaceutical and FMCG industries. During her time 

in sales she has established an excellent client base and has covered the entire Eastern Cape region as well as parts of the  

Garden Route. Her most recent responsibilities included: 

• Calling on Pharmacies, Health Stores, Clicks, Dischem, Spar, PicknPay, Food Lovers Market etc. 

• Sign up new customers and do relevant paperwork 

• Product detailing in stores. 

• Sales & Merchandising in stores. Control of merchandiser in Retail. 

• Negotiating deals and displays for Promotions 

• Checking correct pricing on shelf during promotions 

• Meeting targets 

• Rotation of stock 

• Upliftment of pre-expiry stock (3 months) & credit paperwork involved 

• Area covered: Port Elizabeth, Uitenhage/Despatch/Kirkwood, St. Francis Bay/Humansdorp & Jeffreys Bay. 

She is currently based in Port Elizabeth and is available to start immediately! She has her own transport and would be looking 

for a CTC of around R25 000 per month. 

If interested in this candidate please contact Amy Kemp at 072 442 2209 for more information  

 

KwaZulu Natal—Contact Centre Manager 

 

This candidate is currently the Contact Centre Manager of an International Company. He has 9 years of experience in the      

Call Centre industry and 4 years in the Retail and Service the industry. Whilst working for huge national companies he has 

gained international exposure and recognition through various projects. After joining and becoming a part of his current     

employer he has been instrumental in managing multiple national campaigns. This candidate came across as assertive,        

confident and professional. His spoken communication skills are excellent, he speaks clearly, is articulate, adaptable and able 

to think on his feet.  

He has strong, assertive leadership skills and measured his worth with careful analysis of his staff’s growth and development 

statistics. He is currently the manager of a Call Centre of 150+ agents. 

He is currently based in Durban and his notice period is 30 days. He is looking for a salary of R25 000 per month. 

If interested in this candidate please contact Sue van Rooyen at 082 319 6491 for more information  

Gauteng—National Key Accounts Manager  

 

“Accomplished, professional, well-qualified and experienced”. Such words describe this top candidate from the Client Service 

and Marketing industries. With more than 12 years of wide-ranging experience in the Health Care, Educational and Information 

sectors, this candidate will add value to any organization. 

A deeply caring person, excellent listening and communication skills and the ability to establish rapport makes this candidate 

eminently suitable for Senior Customer care and Client Service positions. Currently employed as a National Key Accounts    

Manager, she is ready to move on to a new challenge in marketing and/or client service management in the greater              

Centurion/Tshwane area. 

If interested in this candidate please contact Francois van Eeden at 076 367 1136 for more information  

 

http://intelligentplacement.co.za/employers


 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Foolish Laws in America 

For chicken chompers in Gainesville, Georgia, “finger-lickin’” is not a suggestion— 

it is mandatory. Thanks to a 1961 law added to the city code as a publicity stunt,  

it is illegal to eat fried chicken in “the poultry capital of the world” with anything  

other than your fingers. A tourist was “arrested” for such a chicken-forking  

violation in 2009.  

Making road rage even rage-ier, it is illegal to swear or curse upon any street or  

highway in Rockville, Maryland. Anyone caught swearing, faces a misdemeanour  

charge, effectively having to add $100 to the city swear jar.  

In the municipality of French Lick Springs, all black cats must wear bells around  

their necks on Friday the 13th. The rule was introduced on October 13, 1939,  

“as a war measure to alleviate mental strain on the populace,” and has technically  

been in effect since.   

It may still be illegal to throw snowballs in Topeka, Kansas. Thanks to  

a weirdly-worded law in the city Criminal Code, it is unlawful to “throw  

any stones, snowballs, or any other missiles” at any person or property  

in Topeka, an ordinance that former mayor Bill Bunten publicly flouted  

by tossing a whopper at a snowy tree in 2005. “I'm going to have an  

ordinance drawn up to repeal this Dumb Law lest our already-crowded  

prisons are filled up with children who, while making a snowman, got  

carried away and had a snowball fight,” he later claimed.  

In New Hampshire it is forbidden to collect seaweed from the beach at night.  

Yes, it’s unfair, but you should’ve thought about that before becoming  

a nocturnal sushi chef.  

 

Office Funnies... 


