
Employee 
Retention and 
Development 

To deliver on our ambitious growth plans, 
we require a skilled and engaged workforce, 
pulling together as a team to achieve our 
shared vision.

KPIs

11,169 
PEOPLE EMPLOYED IN FY 2017

9% 
STAFF TURNOVER RATE

US$7.6m 
INVESTED IN STAFF TRAINING AND 
DEVELOPMENT IN FY 2017

Key achievements
 Š High rate of absorption of learnership trainees 
into permanent workforce.

 Š Continued successful implementation of a wide 
range of programmes enabling career 
development and promotion.

Key challenges
 Š Additional training requirement for new hires 
further to increased staff turnover.

 Š Raising standards of education and skills within the 
local community to assist with recruitment readiness.

Sustainable development goals
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Our Workforce

Petra recognises that the retention and 
development of our people is one of the key 
drivers of our future success and long-term 
sustainability as a company. Our people are our 
most valuable asset and it is only with their hard 
work and contribution that the significant value of 
our resources can be unlocked. 

Petra works hard to foster a ‘can-do’ culture, 
where entrepreneurial thinking is encouraged 
and rewarded, big challenges are taken on and 
tackled systematically, change is embraced and 
full accountability is placed on all individuals to 
act with integrity and to the best of their abilities. 
In this way, each employee can feel that they are 
contributing to the ongoing success of the business.

We place great importance on the empowerment 
of our employees and on encouraging them to fulfil 
their true potential with the provision of training 
and attractive career development opportunities. 
Employees who are provided the opportunity to 
enhance their skillset not only contribute better 
to the Company’s success but also have greater 
career satisfaction, thereby improving morale, 
productivity and employee retention. Our focus 
is not merely on Petra’s current employees, but 
also on the next wave of employees in our local 
communities. Therefore it is imperative that we 
have programmes in place to prepare them and 
equip them with the skills they require. 

As at 30 June 2017, the number of people 
employed by the Group increased 4% to 11,169 people 
(30 June 2016: 10,763). See page 69 for the breakdown 
of employee and contractor numbers.

The number of permanent employees has increased 
12% to 5,607 (FY 2016: 5,005) mainly due to the 
merging of our operations in Kimberley with Ekapa 
Mining into what is now known as KEM JV. The 
number of contractors decreased 3% to 5,562 
(FY 2016: 5,763), in line with the advanced stages 
of our capital programmes. 

Local hiring
In order to foster a stable and cohesive workforce 
and to contribute to the development of our local 
communities, Petra prioritises recruitment from 
the local area. This makes sense from a business 
perspective and decreases the requirement for 
Company-provided services such as transport 
and housing. 

It is also a regulatory requirement in terms of the 
South African Mining Charter (the “Charter”) and 
our prescribed Social and Labour Plans (“SLPs”), 
which include commitments to recruit from 
‘labour-sending areas’, i.e. their host and local 
communities. Commitments to this effect are 
often also included within agreements with the 
organised labour unions present at our operations.

However, skills shortages in the local communities 
are often a reality when recruiting for skilled 
positions. For this reason, vacancies for positions 
in the skilled bands are also advertised regionally 
or nationally, whereas all unskilled and semi-skilled 
positions are advertised locally only. Preference is 
still given to local applicants whenever possible.

Major contractors to the operations are expected 
to apply the same recruitment principle when 
employing workers for contracts at these operations.

Staff retention
Although there is still competition in the labour 
market for semi-skilled (60% of Petra’s workforce 
in FY 2017) and skilled employees (24% of Petra’s 
workforce in FY 2017), and a shortage of certain 
specialised skills, strained economic conditions 
in South Africa, in part due to the commodities 
downturn, have taken some pressure off recruiting 
for and retaining skills.

What is more, the remote location of most of 
our operations means that the host communities 
present a limited pool from which to draw skilled 
employees and it can be difficult to attract these 
skills from the larger urban centres. Staff retention 
is therefore important and remains a focus for Petra. 

In FY 2017, our total employee turnover increased 
from 7% to 9% due to the aforementioned 
competition in the labour market, particularly for 
semi-skilled and skilled employees in South Africa. 
See page 71 for the breakdown of the Petra Group 
turnover rate for FY 2017. However, we consider 
this a comparatively low staff turnover rate, 
on par with those of the mining sector and 
industry in general, resulting from the creation of 
a challenging but pleasant work environment and 
remuneration policies that are designed to attract, 
incentivise and retain individuals of a high calibre.

Developing our people
Our total investment in training and development 
(incorporating both employee and community spend) 
increased 47% to circa US$8.5 million in FY 2017 
(FY 2016: circa US$5.8 million). The increase is due 
to the integration of the KEM JV operations, as well 

as an increase in centralised training expenditure 
on management development, bursaries and 
graduate programmes. 

Petra endeavours for training spend to consistently 
exceed 5.5% of operations payroll per annum and 
FY 2017’s spend represented 7.9% of payroll.

Main areas of expenditure continued to be 
in-house safety and technical training, technical 
training outsourced to specialist external training 
providers, engineering and rock-breaking learnerships, 
internships, bursary schemes, school support projects 
and centralised leadership and management 
development programmes.

The training programmes at Williamson continue 
to focus on ‘on-the-job training’, which includes 
training through regulatory bodies such as OSHAS 
and the Association for Tanzanian Employers (“ATE”), 
as well as external learning events, such as equipment 
manufacturer training courses, safety training or 
visits to other mining operations. Williamson does 
not currently have formal bursar and scholarship 
programmes in place, but it supports those engaged 
with self-development programmes to a limited degree. 

A total of 27,706 instances of legally required 
training were presented across the operations 
during the Year (FY 2016: 26,055). These are mostly 
health and safety-related courses required 
by legislation and aimed at improving 
workplace safety.
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Employee Training and Development

Of our total training budget, circa US$7.5 million was 
allocated to staff training. Employee training and 
development spans a wide scope of safety training, 
technical training and a variety of development 
programmes, both technical and managerial in 
nature. 

Supervisory, Leadership and 
Management Development Programmes
Petra’s Leadership Development Programme (“LDP”) 
remains an important strategic tool to assist the 
organisation in the identification and development 
of employees who display the potential to fulfil 
leadership positions in the future. At the end of 
the two-year programme all participants receive 
a Higher Certificate in Generic Management 
(NQF Level 5). 

The LDP consists of various elements, such as 
classroom learning, mentoring, coaching and 
formal technical training, in order to ensure that 
the graduates can effectively fulfil future 
leadership positions in the Company. 

During FY 2017, 36 employees participated in the 
LDP (excluding five who withdrew from the course 
during the Year). The LDP is considered to be an 
important opportunity to improve management 
diversity, both by race and by gender, with 28% 
of participants being female. 

In addition to the LDP, and as a response to Petra’s 
commitment to succession planning and the 
Company’s focus on developing and empowering 
middle and senior management, we introduced the 
Management Development Programme and Senior 
Management Development programme of the 

University of Stellenbosch Business School in FY 2016. 
A blended approach was introduced in FY 2017 for 
these programmes, including both formal training 
and leadership and management coaching. 
11 employees completed these programmes 
during FY 2017. 

A range of supervisory development interventions 
are also presented, ranging from short courses to 
skills programmes. It gave us much pleasure to see 
a 100% pass rate on the Supervisory Development 
Programme, with 14 employees completing 
the programme. 

Learnerships 
In South Africa, a learnership is a registered and 
accredited learning programme which combines 
practical work experience with academic learning. 
This mechanism is considered a very important 
career development opportunity seeing that most 
qualified learners, both current employees and 
non-employees, go on to be appointed as artisans 
or miners within our operational structures.

Learners are recruited from inside and outside the 
Company. Currently we have learners on a number 
of programmes ranging from various engineering 
disciplines (e.g. electrical, fitter and instrumentation) 
through to rock breaking and metallurgy. 

We had 199 learners in FY 2017, of which 83 were 
engineering related, 26 mining related and 90 
participating on a part-time basis in the field 
of metallurgy. 

Born in the Southern region of Malawi, Daniel 
Limbani Phiri matriculated in 2006 at the Chihame 
II Community Day Secondary School of Nkhata bay. 
Beginning his career in the mining industry as a 
fitter assistant, in May 2007 he decided it was time 
to change and focus on education and training. 
Daniel obtained the National Diploma in Teaching 
at Karonga Teachers’ Training College in 2008 and 
during his studies he also taught at Limba Private 
Primary School in Malawi. 

In 2009, Daniel moved to South Africa and began 
working for Petra in 2010 at the Helam mine, 

initially as a support worker. Over the years, Daniel 
gained experience in various disciplines, from 
underground production as a trammer and rock 
drilling operator to a safety representative. 
Eventually, Daniel became a member of the 
training department and obtained his Assessors 
Certificate as a training instructor in a very short 
time. This achievement enabled Daniel to be an 
effective trainer, and he was transferred to 
Kimberley Underground in 2014 to work as a 
training instructor before being promoted to an 
assessor. He obtained his OD ETDP Level 4 in 
October 2016 and was promoted to Safety 
Training Officer in November 2016. 

Daniel joined the LDP in July 2015, in order to 
provide him with the tools and techniques to 
be an effective leader and active team member. 
His communication and interpersonal skills are 
excellent, and have enabled him to build good 
relationships with colleagues and leaders, while 
he is also a highly motivated, reliable and creative 
individual who understands the importance of 
teamwork in achieving common goals. 

“The LDP gave me an in-depth understanding that 
my success as a leader is not about my own output, 
but about others as well. My success in the LDP is 
hugely dependent on the support, assistance and 
guidance of my mentor, Mr. Riccardo Popham,” 
says Daniel.

Celebrating our LDP candidates – meet Daniel Phiri
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Employee Training and Development continued

Study Assistance Scheme 
Petra provides a Study Assistance Scheme, which 
is available to support employees to obtain tertiary 
qualifications or other training relevant to their 
current positions or positions that they can 
reasonably be expected to hold in the future. 

The objectives of this scheme are to not only 
promote employability at the end of a career in 
mining, or in the event of mine closure, but also to 
provide employees with the opportunity for career 
progression, thereby qualifying the employee to 
apply for alternative positions in the Company. 
Assistance is provided in the form of a service 
obligation, an interest-free loan or study leave. 
A total of 87 employees were supported by this 
scheme in FY 2017.

Portable skills training for employees
One of the issues facing employees at our operations 
is the portability of their skills, i.e. their skills do not 
allow them to enter self-employment at the end of 
their careers or at mine closure. Our South African 
operations therefore plan and budget for training 
to equip employees with portable skills, such as 
mechanical repairs, electrical, welding and cutting 
technology, business skills, carpentry and a number 
of computer training modules. 

A new addition to the courses offered was the 
opportunity for employees to qualify for their 
driver’s licences, without which their opportunities 
for career progression and self-employment 
are limited. 

Although employee commitment to portable 
skills training has often proven to be low in the 
past, the number of employees entering such 
training programmes increased significantly to 
265 employees in FY 2017 (FY 2016: 154). 

Adult Education and Training (“AET”) 
We make it possible for all South African employees 
who want to improve their literacy and numeracy 
skills to do so via our AET programme, (previously 
referred to as Adult Basic Education and Training). 
AET is provided free of cost or obligation to all 
learners and is implemented through the use of 
multimedia computer-based training or facilitated 
learning via facilities available at all of our South 
African operations.

In total the AET facilities were used by 105 enrolled 
learners in FY 2017, including 13 community members. 
Read more about the education and training 
opportunities we provide to our local communities 
on pages 53 to 54.

Williamson commenced the provision of AET for 
the first time in FY 2017 and the initial reception 
has been positive.

  Read about the Petra Diamonds 
Graduation Ceremony 2017, which 
celebrated and recognised many of the 
graduates who have passed through the 
many development programmes within 
the Company, on page 13 of our 2017 
Annual Report

Lizelle van der Westhuizen was born and raised 
in a small town around the Vaal Triangle of South 
Africa. Lizelle initially pursued her love of fashion 
by obtaining her National Diploma in Pattern and 
Clothing Construction in 1997. She then further 
developed her creativity and challenged her 
business and management skills by opening her 
own florist in Rustenburg. 

However, her career took a different turn after she 
and her family moved to the Northern Cape, and 
Lizelle decided to follow her husband into a role 
in the mining industry at Koffiefontein.

Her road to success started when she was offered 
a temporary position in the Sort House and with 
hard work and dedication she was promoted to 
Sort House Controller. During her time in the role 
Lizelle attended various Diamond Identification 
and Evaluation courses and, given her strong 
performance, the Mine Manager suggested she 
join the LDP. 

The LDP taught her to believe in herself and her 
team as she learnt to think of herself as a leader. 
Thinking about the LDP, Lizelle remembers the 
deadlines and struggles, but also the friends she 
made along the way and the self-confidence that 
she built, which are what she treasures most about 
the experience.

Lizelle’s progression would not have been possible 
without the help of mentors and her coach, who 
believed in her and enabled her to leave her 
comfort zone. Lizelle believes she still has a long 
way to go, but is already on her way to reaching 
her goals with what she has achieved. 

“The LDP has given me self-confidence, knowledge 
and skills that will continue to benefit me 
throughout my professional career,” says Lizelle.

Celebrating our LDP candidates – meet Lizelle van der Westhuizen 
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