
Our people enable us to achieve our shared vision and strategy; 
ensuring their safety, health and wellbeing in the working 
environment is our priority. We invest in employing the right 
people for each role, developing them to reach their potential 
and retaining them to our mutual benefit. Group-wide, we 
are driven by our diversity and unlocking benefits for all.

42 Safety
47 Health, hygiene and wellness
51 Human resources
55 Training, development and upskilling
59 Diversity and inclusion

Valuing our 

People
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Safety KPIs

0
FATALITIES
(FY 2021: 0)

0.50
TOTAL INJURY FREQUENCY RATE (TIFR)
(FY 2021: 0.75)

34
TOTAL INJURIES (TI)
(FY 2021: 42)

15
LOST TIME INJURIES (LTI)
(FY 2021: 25)

0.22
LOST TIME INJURY FREQUENCY RATE (LTIFR)
(FY 2021: 0.44)

Objectives for FY 2023
 Š Zero fatalities 

 Š 20% reduction in LTIs

 Š 20% reduction in total injuries (LTIs and NLTIs) 

 Š 90% achievement of safety KPIs

Our people enable us to achieve our shared vision and strategy, ensuring their safety and striving for a ‘zero-harm’ working 
environment is our priority. Petra is also committed to creating a culture that promotes employee wellbeing through healthy lifestyles.

Achievements
 Š Petra achieved 10 million fatality-free shifts in June 2022 – 
the last fatality occurred at Cullinan Diamond Mine in April 2017

 Š Cullinan Diamond Mine achieved 365 days without a Lost Time 
Injury (LTI) in April 2022

 Š Achieved lowest number of LTIs (15) in more than a decade 

 Š Achieved 83% safety KPIs

 Š Williamson Mine achieved two million fatality-free shifts (equal to 
5.9 years) in June 2022 – last fatal accident was in September 2016

Challenges
 Š Resource challenges due to restructuring processes 

Standards/Guidelines/Codes
 Š ISO standards

 Š ISO 45001: 2018 Occupational Health and Safety 
Management System

 Š ISO 31000: Risk Management Principles

 Š ISO 31010: Risk Management Techniques

 Š ISO 73: Risk Management Vocabulary

 Š Minerals Council South Africa

 Š Mine Health and Safety Council milestones in South Africa

 Š International Council on Mining and Metals (ICMM)

Progress against FY 2022 objectives

Safety Progress

Zero fatalities, 20% reduction in LTIs and 10% reduction 
in total injuries

100% mandatory safety compliance

Maintain ISO 45001: 2018 certification

Continued safety awareness campaigns and awareness 
programmes to improve health and safety behaviour in 
the workplace

Continual improvement of management/worker 
relationships and overall workplace conditions

KEY

 Achieved/good progress  In progress  Limited progress

Material topics
 Š Employee safety, health and wellness

 Š Community relations and social investment 

 Š Ethical behaviour

SDGs

Stakeholders

 Employees, contractors and unions

 Local communities and NGOs

 Host Governments and regulators

 Suppliers

Safety overview
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Safety
Our health, safety and environmental (HSE) risk-based management process focuses on improving our ability to anticipate and prevent harm 
to our people, equipment and the broader environment. This approach entails a continual hazard identification process that raises health and 
safety awareness and integrates HSE best practices group-wide. It also encourages active employee participation to promote a safety culture.

Our ambition
Our aim is to ensure each of our employees and contractors return 
home safely at the end of each shift. Our people enable us to achieve 
our shared vision and strategy; ensuring their safety and striving for 
a ‘zero-harm’ working environment is our priority. Petra is also 
committed to creating a culture that promotes employee wellbeing 
through healthy lifestyles. 

Our approach
We are committed to preventing and mitigating any safety event 
or impact and to identifying and capturing opportunities that deliver 
positive impacts. Our safety performance is an important indicator 
of Company culture; safety KPIs are therefore monitored regularly 
by the HSE Committee and the Board. 

Our health and safety strategy relies on improving our ability to 
proactively identify and prevent harm to our people. We provide 
safe working conditions and aim to prevent work-related injuries 
by carefully managing strategic risks, safety and other risks and 
opportunities at all levels group-wide, including management and 
employee committees.

We value our employees and ensuring their 
safety and wellbeing remains our priority.

Our HSE risk-based management process focuses on improving our ability to anticipate and prevent harm to our people, equipment and the 
broader environment. This approach entails a continual hazard identification process that raises health and safety awareness and integrates 
HSE best practices group-wide. 

Petra’s holistic approach to health and safety management is depicted below. This approach is based on five outcomes and aligns with the 
value of doing no harm. It also involves our employees taking personal responsibility for their own safety as well as that of their colleagues. 
This approach is important in building a safety culture group-wide.

The following key components required to maintain safety in the workplace are carried out by working crews on all shifts: 

 Š Maximum visibility through our visible felt leadership (VFL), leading by example and intervention by Group and operational management

 Š Adherence to legal and other requirements  
(compliance obligations)

 Š Regular coaching and training 

 Š Enforcement of standards and controls 

 Š Improved health and safety communication  
during start of shift processes

 Š Continual review and improvement  
of management system tools

 Š Quality investigations and remediation 

 Š Stop-and-fix interventions

 Š Consequence management 
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How we identify risk and manage risks 
Any significant risks that remain after controls at source are 
mitigated through codes of practice, policies, procedures, working 
practices and management instructions, according to the risk 
management hierarchy of controls. 

Health and safety material hazards and associated risks are identified 
when developing work programmes. The outcomes from continuous 
risk assessment, management walkabouts, VFL interventions, internal 
audits and regulatory inspections are analysed, prioritised and 
formally actioned through remedial action plans with assigned 
responsibility and completion dates.

Petra’s HSE operational risk management process consists of 
mine-specific operational processes, with a three-tiered analysis 
process (see below) to identify and treat all significant hazards and 
associated risks. Significant hazards are further assessed to determine 
major unwanted events and mitigated through major hazard control 
protocols and controlled by trigger action response plans.

1
HSE baseline risk assessment process

2 
HSE workplace risk assessment process

3
HSE continuous risk assessment process

Every accident resulting in injury, loss of life or damage or categorised 
as a dangerous occurrence is investigated in detail using the root cause 
analysis technique (RCAT) model. Causes are analysed and action plans 
are designed and implemented to mitigate re-occurrences.

Every incident that has the potential to result in serious injury, loss 
of life or damage is assessed to determine if it is a high-potential 
incident (HPI). All identified HPIs are investigated and remediated 
to mitigate similar reoccurrences. 

Reviews of the risk assessments and operational controls are 
conducted according to the following timescales: 

 Š After an incident or accident occurs 

 Š If a process or sub-process in operations change 

 Š Per instruction from the national mine health and safety 
legislator or regulatory inspectorates

 Š Every three years

Incident reporting and response process
Incident and accident reporting across our operations is a formalised 
process (see below), which is controlled by Group policy and 
operational procedures and aligned with legislative requirements 
and Company standards.

Incidents are reported to operational supervisors and management before the end of each shift

Incidents are investigated and analysed

Causes, failures and shortcomings are identified and logged for remediation

Learnings are shared with all Group operations to avoid similar occurrences

Leading from the top: HSE Committees 
The HSE Committees at each operation comprise supervisory, union 
and management members and represent 100% of the workforce. 
We have 9% (FY 2021: 8%) workforce representation in formal 
management and worker HSE Committees, which equates to one 
representative for every 12 people (FY 2021: 13 people). This compares 
favourably to the South African legislator requirement of one 
representative for every 50 people. 

Management ensures that health and safety material topics are 
addressed during consultation sessions with the various trade unions 
that represent employees at specific mine sections. Any concerns are 
elevated to the HSE Committee meetings, consisting of Senior 
Management and employee representation. 

The HSE Committees also collaborate with mine management to 
effectively eliminate, control, minimise or monitor hazard and risk 
in the workplace; sharing oversight and management of the remedial 
action plans.

Safety continued
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Minerals Council South Africa – South African 
Health and Safety Policy Committee
Our Group health, safety and quality (HSQ) manager and department 
leads are members of this Minerals Council South Africa Committee. 
They are actively involved in the development of new health and 
safety standards for the industry.

Embedding safety practices through training and education

Every employee and contractor at Petra’s operations is formally trained 
in health and safety, to enable them to do their work safely and know 
how to eliminate, control and minimise workplace hazards and risks. 

7,670
NUMBER OF EMPLOYEES, CONTRACTORS 
AND STAKEHOLDERS PROVIDED WITH SAFETY 
TRAINING IN FY 2022
(FY 2021: 6,741)

The operational training departments also conduct general induction, 
departmental and sectional orientation training annually, in accordance 
with national mine health and safety legislation. According to Company 
policy, all new and current personnel receive general, departmental 
and sectional orientation training, focused on relevant health and 
safety standards, prior to entering the operations. 

All employees, contractors and stakeholders are briefed and trained 
on national legislative stipulations pertaining to the employee’s 
responsibility surrounding health and safety, as well as the right to 
withdraw from unsafe working areas or workplaces, without being 
discriminated against.

Our safety performance
Petra continues to target a zero-harm working environment. Our 
health and safety objectives and KPIs are underpinned by the 0:20:90 
strategy, which targets 0 fatalities, a 20% reduction in total injuries 
and a 90% achievement of safety KPIs annually. We also aim to 
achieve a 20% reduction in LTIs annually.

This was largely reached during FY 2022 as the Group achieved an 
83% (FY 2021: 73%) improvement of all measured safety KPIs during 
FY 2022. This included a 19% improvement in the number of total 
injuries reducing from 42 in FY 2021 to 34 in FY 2022. Management 
therefore considers that Petra has achieved an improvement in its 
safety performance when compared to FY 2021. 

Petra’s number of LTIs decreased from 25 in FY 2021 to 15 in FY 2022, 
with a corresponding decrease in LTIFR from 0.44 in FY 2021 to 0.22 
in FY 2022. The LTIs during FY 2022 continued to be low in severity 
and mostly behavioural in nature. The various remedial actions and 
behaviour-based intervention programmes instituted have assisted 
in achieving this strong improvement in our safety trend. The total 
number of injuries during FY 2021 (42), which includes LTIs, decreased 
in FY 2022 to 34. 

Significant material hazards that resulted in LTIs during the Year 
related to walking, material handling and maintenance tasks. Causal 
triggers indicated that 73% of significant accidents were due to 
unsafe behaviour and 27% due to unsafe conditions. 20% of all 
recorded significant accidents were non-work related (walking-related 
slips and trips) caused by a lack of focus and complacency. However, 
the Company takes responsibility for behavioural-related accidents 
as these are an important indicator of Company culture; hence 
considerable focus has been placed on turning this performance 
around and promoting the right mindset and conditions for a safe 
working environment.

Decrease in LTIs in FY 2022

LTIs represent a work-related injury resulting in the injured being 
unable to attend work and perform all the tasks for which the 
employee was appointed, on the next calendar day, after the day 
of the injury. The number of LTIs experienced by the Group decreased 
by 40% (FY 2022: 15) following a 32% increase between FY 2020 and 
FY 2021 (FY 2021: 25), which meant that the Group’s annual target 
of a 20% reduction in LTIs was achieved. 

LTI performance by mine

Mine FY 2022 FY 2021 Variance

Cullinan Mine 3 10 7

Finsch 10 10 0

Koffiefontein 1 5 4

Williamson 1 0 (1)

Total 15 25 10

Overall assessment of FY 2022 performance

The 83% (FY 2021: 73%) overall improvement in safety objectives and 
KPIs is a clear indication of the commitment, drive and effectiveness 
of the implemented OHS management system and associated tools. 
The Group motto is: ’Together we can make a difference and 
contribute to a safer Petra every shift – one shift at a time.’

Safety continued
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Case study
Safety performance achievement – Cullinan Mine’s 365 days lost time 
injury free

Cullinan Mine celebrated 365 consecutive LTI free days on 25 April 2022, with the 
last accident reported on 25 April 2021. This achievement has superseded the 
previous Cullinan Diamond Mine record of 211 LTI free days, as well as Petra’s record 
of 249 LTI free days held by Finsch in 2015. The operations’ management arranged a 
memorable celebration with its workforce and received motivation and accolades 
from the Exco and HSE Board Sub-Committee members.

Cullinan Mine celebrates 365 consecutive LTI free days

Safety continued
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Health, hygiene and wellness KPIs

8,643
MEDICAL EXAMINATIONS
(FY 2021: 8,132)

100%
COMPLIANCE WITH MEDICAL CERTIFICATE OF FITNESS
(FY 2021: 100%)

IMPROVED COMPLIANCE WITH CHRONIC 
DISEASE MONITORING

91%
COMPLIANCE IN SA

68%
COMPLIANCE IN TANZANIA

100%
COMPLIANCE WITH DEPARTMENT 
OF HEALTH TB MILESTONE

Objectives for FY 2023
 Š Annual medical reports compliance

 Š Reduce the number of NIHL cases (>10% shift from baseline)

 Š Reduce the number of occupational diseases to below 
seven cases

 Š Improve the compliance with chronic disease 
monitoring – 90% of people diagnosed monitored

 Š Conduct a mental health baseline assessment

 Š Compliance with Department of Health HIV/AIDS 
and TB milestones

Our occupational health, hygiene and wellness programmes focus on sustaining a healthy and productive lifestyle for all 
employees and contractors as well as improving employee mental wellness.

Achievements
 Š All health and wellness KPI targets were achieved

 Š 8,643 medical examinations conducted (FY 2021: 8,132) 

 Š 100% compliance with medical certificate of fitness

 Š Improved compliance with chronic disease monitoring (91% 
compliance in South Africa, 68% Williamson Diamond Mine)

 Š One noise induced hearing loss (NIHL)

 Š Project 2022 resulted in Finsch Diamond Mine and Koffiefontein 
Diamond Mine occupational health centres being outsourced, 
with notable cost savings

 Š Compliance with Department of Health HIV/AIDS milestone 
(93% of HIV/AIDS cases diagnosed confirmed to be on treatment)

 Š Compliance with Department of Health TB milestone 
(100% of diagnosed TB cases confirmed to be on treatment)

Challenges
 Š Historical exposures are still resulting in suspected occupational diseases 

 Š Take-up of the COVID-19 vaccination resulted in 64% of Petra’s 
South African employees and contractors and 15% of Tanzanian 
employees and contractors being partially or fully vaccinated

 Š An increase in substance abuse (positive alcohol tests) 

Standards/Guidelines/Codes
 Š Mine Health and Safety Council milestones in South Africa

 Š International Council on Mining and Metals (ICMM)

 Š Fitness and noise medicals conducted according to Mandatory 
Code of Practice (MCOP)

Progress against FY 2022 objectives

Health, hygiene and wellness Progress

Maintain rigorous application and enforcement of our 
COVID-19 systems and promote awareness 

100% compliance with medical certificate 
of fitness schedule

Improve the compliance with chronic disease monitoring 
(91% compliance in South Africa, 68% at Williamson Mine)

Compliance with Department of Health HIV/AIDS 
milestone (93% of HIV/AIDS cases diagnosed confirmed 
to be on treatment)

Compliance with Department of Health TB milestone (100% 
of diagnosed TB cases confirmed to be on treatment)

KEY

 Achieved/good progress  In progress  Limited progress

Material topics
 Š Employee safety, health and wellness

 Š Ethical behaviour

SDGs

Stakeholders

 Employees, contractors and unions

 Local communities and NGOs

 Host Governments and regulators

Health, hygiene and wellness overview
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Health, hygiene and wellness
Petra strives to have a workforce that is healthy in body and mind. We monitor our operating environment to assess the risk to 
our workforce, as well as providing the appropriate personal protective equipment (PPE) and training on safe working practices. 
Our occupational health programme targets the elimination of health hazards at source. The key occupational health issues that 
can affect our workforce relate to noise induced hearing loss (NIHL) and respiratory illnesses. 

Outside the workplace, prior to the COVID-19 pandemic, the main 
community health issues are HIV/AIDS, tuberculosis (TB) and malaria 
(Tanzania only), as well as lifestyle diseases such as hypertension, 
diabetes and obesity.

Our ambition
Our ambition is to develop an integrated, holistic approach to 
managing workplace and personal health risks that is consistent 
and relevant. 

Our approach
Our occupational health programme’s primary focus is to manage and 
decrease exposure in the workplace to acceptable levels and prevent 
associated occupational diseases. In striving to prevent harm and 
positively influence the health and wellbeing of our employees, we 
aim to shape a Company culture that recognises the value of caring 
for our people, who are integral to Petra’s ultimate success.

Our health strategy addresses the following three focus areas: 

Managing occupational health risks to prevent harm 
to our workforce

Occupational hygiene

Occupational hygiene involves proactively identifying sources 
of and exposures to, health hazards, profiling the associated risk, 
and preventing the release of the hazards through controls in the 
workplace. Our focus is on embedding critical control management 
processes and mitigation measures. In workplaces where an 

occupational exposure limit might be exceeded, employees are 
given appropriate PPE, such as respiratory protection and hearing 
protection devices. We also ensure that employees and contractors 
are trained in using PPE, and that there are strict control measures 
in place to ensure adherence to requirements. 

Measures to reduce noise levels have resulted in the near elimination 
of instances where employees are exposed to noise levels above the 
key South Africa Mine Health and Safety Council threshold limit of 
105 dB(A). The roll-out of personalised hearing protection devices at 
areas at risk across our South African operations has also materially 
improved the effectiveness of hearing protection measures. 

Occupational medicine

Occupational medicine is divided into three areas: primary health, 
care clinic and the occupational health centre. 

Implementing employee health and wellbeing programmes

In addition to primary healthcare and occupational health services, 
Petra has an extensive wellness programme to prevent, identify, 
monitor and support employee illnesses and conditions. We place 
a major emphasis on raising awareness and breaking down taboos 
around conditions such as HIV/AIDS, and try to encourage healthy 
lifestyles, such as themed days to raise awareness, through employee 
newsletters and other communications, and by organising health-
focused community events, such as sporting events and the peer 
education programme.

Petra has partnered with Life EHS Careways to guide and counsel 
employees and contractors on mental health and other wellbeing 
issues. In FY 2022 560 employees and family members used this 
facility (FY 2021: 551), equating to an employee engagement rate 
of 19.5% (FY 2021: 14.5%) compared to an average mining industry 
rate of 7.9% (FY 2021: 7.5%). The increased number of employees 
using the facility reflects better awareness of the programme, 
helped by internal communication wellness promotions 
(e.g. Wellness Wednesday weekly campaign). 

Williamson Mine manages an active community health programme in 
Tanzania, including health infrastructure, monitoring health indicators 
and providing training for healthcare professionals, a malaria control 
programme, and education initiatives around TB control, alcohol 
and drugs, diabetes and hypertension, and sexual and 
reproductive health.
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Health, hygiene and wellness continued

Our approach continued
Building partnerships with external health service providers 
to strengthen health systems

South Africa 

As part of Petra’s standard conditions of employment, all full-time, 
permanent South African employees must belong to an approved 
Medical Aid Fund to ensure that employees, and their families, primary 
healthcare, chronic needs and trauma incidents are provided for. 

Contract employees are also regarded as Company employees for 
the purposes of occupational health and safety. The practical limits 
of managing contract workers means these employees are referred to 
state medical facilities for care. Petra uses in-house and outsourced 
private medical services, including occupational health service providers.

Tanzania 

At Williamson, employees benefit from the Social Health Insurance 
Benefit Scheme (SHIB) that is part of the National Social Security 
Fund (NSSF). The NSSF supports the Government’s efforts to increase 
access to healthcare services and provides medical support to the 
insured and their dependants. Williamson Mine is in a fixed agreement 
with the NSSF in terms of social securities and health benefits. 

Subsidised primary healthcare is also provided to employees, 
dependants and external communities by the Mwadui Hospital, 
which is owned and operated by the mine. The hospital is fully 
equipped for small to medium surgical procedures and includes 
a pharmacy, reproductive health facility, outpatient department, 
laboratory, X-ray facility and mortuary. 

In addition, the hospital pilots various health programmes with the 
Tanzanian Government. These programmes include mother and child 
health, malaria prevention and voluntary counselling and testing 
(VCT) as well as anti-retroviral treatment (ART) for HIV/AIDS. These 
services are free of charge to employees and their families, as well as 
community members. These programmes are financially supported 
by the Tanzanian Government, with infrastructural and services 
support from Williamson Mine. The Mwadui Hospital is considered 
a vital service to Williamson Mine and its surrounding communities.

Engaging on health issues 

Petra partners with the South African Department of Health in the 
Northern Cape, Free State and Gauteng (the three provinces in South 
Africa where our operations are situated) which focuses on HIV/AIDS/
TB and non-communicable disease management. As part of this 
initiative we now offer Isoniazid Preventive Therapy (IPT), through 
a partnership with local state clinics, to employees who are HIV/AIDS 
positive or who have diabetes, to prevent TB infections. As per the 
national guidelines, this preventive therapy takes a maximum of 
12 months. Currently the number of employees benefiting from the 
partnership per medical condition are: 121 (hypertension) (FY 2021: 18), 
25 (HIV) (FY 2021: 8) and 16 (diabetes) (FY 2021: 17). The increased 
number of employees using the facility reflects better awareness of 
the programme and better management from the occupational health 
centres, to ensure people comply with their medical treatments.

Health management and performance 
7,000 (FY 2021: 8,132) medical examinations were conducted across 
all the South African occupational health clinics during the Year. 1,643 
medical examinations were carried out at Williamson Mine by the 
occupational safety and health administration (OSHA).

During FY 2022, two community-acquired TB cases were diagnosed 
(FY 2021: one) but this does not meet the criteria for submission to 
the Medical Bureau for Occupational Diseases, as it is not assessed 
to be related to workplace exposure. One work related pulmonary 
TB case was diagnosed in FY 2022 (FY 2021: zero) that meets the 
criteria for submission to the Medical Bureau for Occupational 
Diseases, with one other case diagnosed that is not work related.

During FY 2022, three occupational asthma cases and one NIHL case 
for PDSA operations were referred to Rand Mutual Assurance for 
consideration for compensation (FY 2021: zero) that are related to 
workplace exposure. At Williamson Mine, there was one asthma case 
(not work related) which was referred to the Social Health Insurance 
Benefit Scheme (SHIB), which is part of the National Social Security 
Fund (NSSF), for treatment. When a condition is confirmed, we ensure 
that all our employees can access the appropriate medical care 
through medical aids or partnerships with the relevant public 
healthcare facilities.

HIV/AIDS testing 

South Africa is known to have the highest number of HIV 
positive people in the world, with some 7.7 million living with HIV, 
representing c.14% of the total population; however, the prevalence 
rate among the adult population is believed to be around 20%, or 
one in five. Although HIV/AIDS continues to be a serious public health 
threat, awareness-raising campaigns and the wider availability of ART 
are stabilising the number of new cases, enabling infected individuals 
to live longer, healthier lives, and reducing mother–child transmissions.

UNAIDS is leading the global effort to end AIDS as a public health 
threat by 2030 as part of the SDGs. It has ambitious ‘90-90-90’ 
targets which are that: 90% of all people living with HIV will know 
their HIV status, 90% of all people with diagnosed HIV infection will 
receive sustained ART and 90% of all people receiving ART will have 
viral suppression. The UNAIDS targets were adopted by the National 
Department of Health and Petra’s South African operations support 
these and encourage employees and contractors to participate to 
meet these milestones.

Petra helps to combat the HIV/AIDS epidemic in South Africa and 
ensures that all employees and contractors are offered voluntary 
testing every year. During FY 2022, 1,373 employees (FY 2021: 1,710) 
participated in the voluntary testing during medicals, representing 
33.4% of our total workforce (FY 2021: 45%). Of these, eight 
employees (FY 2021: nine) tested positive and were referred for 
treatment. The number of HIV-positive employees enrolled on our 
HIV wellness programme increased in FY 2022 to 117 (FY 2021: 115). 
All were referred to the relevant service providers for ART; 93% 
(FY 2021: 89%) of these patients were confirmed to be on treatment 
but because of medical confidentiality it is impossible to get the 
viral load suppression data. 
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Health management and performance continued
Malaria 

During the Year, 176 people (FY 2021: 279) were diagnosed with 
malaria at Williamson Mine, all of whom received treatment. This 
reduction is largely due to the mine being on care and maintenance 
for part of FY 2022.

COVID-19 

Petra’s group-wide systems and strategies to mitigate the spread 
of COVID-19 to protect our employees, contractors and other 
stakeholders are available on our website at  petradiamonds.com/
sustainability/health-and-safety/our-response-to-covid-19/. As at 
30 June 2022, the Company was screening 2,303 (FY 2021: 2,733) 
individuals daily and a total of 1,388 (FY 2021: 1,683) possible 
cases were referred to medical practitioners to be tested. 14 Petra 
employees have tragically lost their lives to COVID-19 or related 
complications. Our heartfelt condolences go to the families, 
friends and colleagues of the deceased and support has been 
offered to their next of kin. 

Petra will continue to strive to ensure the health and safety of all 
its people, with the major strategy now to ensure the maximum 
uptake of available COVID-19 vaccines and booster vaccines across 
our workforce.

Health, hygiene and wellness continued
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Human resources KPIs

5,265
PEOPLE EMPLOYED
(FY 2021: 4,895)

9.8%
STAFF AND FIXED-TERM CONTRACTORS TURNOVER
(FY 2021: 9.6%)

US$146.0 m
SPEND ON EMPLOYEE WAGES AND BENEFITS

(FY 2021: US$108.1 M)

Objectives for FY 2023
 Š Finalise our Organisational Design implementation 
for the Group

 Š Roll out training on managing workplace harassment 
and bullying throughout the organisation 

 Š Implement a performance management process and 
system linked to Petra’s talent management framework

 Š Finalise and implement Petra’s Formula for Success 
initiative 

 Š Finalise and implement our business re-engineering 
at Finsch and agree a three-shift configuration 

 Š Review and consolidate recognition agreements 
for all mines

We aim to empower our employees to fulfil their true potential through training and attractive career development 
opportunities. Employees who enhance their skill-sets contribute to the Company’s success and have greater career 
satisfaction, which improves morale, productivity and employee retention.

Achievements
 Š Finalised a three-year (FY 2022 to FY2024) wage agreement 
with our bargaining units for our local operations

 Š Updated the Workplace Harassment Policy to align with the 
Government Gazetted Code of Good Practice 

 Š Rolled out Petra’s housing solution to all operations

Challenges
 Š Delays in finalising and implementing our refreshed culture initiative

 Š Finalising the Section 189 at Koffiefontein

 Š Increased number of disputes emanating from previous 
collective agreement

 Š Finalising the three-shift configuration at Finsch

Standards/Guidelines/Codes
 Š South African Mining Charter 

 Š International Labour Organization Declaration on Fundamental 
Principles and Rights at Work

 Š EU Directive on Non-Financial Reporting

Progress against FY 2022 objectives

Human resources Progress

Continue to rebuild and implement the Petra culture 
to support the values of the organisation and foster 
a stable and cohesive workforce 

Implementation of employee engagement initiatives 

Fully implement the Organisational Design review 
outcomes, including accountability, focused job profiles, 
job grading and market competitive remuneration 
structures for all critical positions

Continued focus on improving relationships with 
organised labour to ensure stable and sustainable 
operations

KEY

 Achieved/good progress  In progress  Limited progress

Material topics
 Š Employee safety, health and wellness

 Š Ethical behaviour

 Š Employee development

 Š Diversity and inclusion

 Š Stakeholder engagement and management

SDGs

Stakeholders

 Employees, contractors and unions

 Local communities and NGOs

 Host Governments and regulators

Human resources overview
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Human resources
People remain at the heart of our operations, enabling us to achieve our shared purpose and strategy. It is for this reason that we invest in 
employing the best people, developing them to reach their full potential and retaining them to our mutual benefit. This approach is driven 
by our diversity and inclusion commitment.

We also acknowledge that stable labour relations are essential 
to our productivity and the delivery of our strategy and it is 
essential to cultivate trust in our culture and leadership, through fair 
remuneration and effective internal communications. We ensure 
effective and transparent dialogue with our employees, trade unions 
and local community representatives to resolve concerns as and 
when they arise.

Our ambition
We aim to empower our employees to fulfil their true potential 
through training and attractive career development opportunities. 
Employees who enhance their skill-sets contribute to the Company’s 
success and have greater career satisfaction, which improves morale, 
productivity and employee retention.

Our approach
Our workforce

As at 30 June 2022, our people, employees and contractors 
increased by 8% to 5,265 (30 June 2021: 4,895). Permanent employees 
decreased by 1% to 3,474 (FY 2021: 3,517) and contractors increased 
by 30% to 1,791 (FY 2021: 1,378), mainly due to their services being 
re-engaged on projects that support production. 

Our staff turnover rate increased marginally from 9.6% to 9.8%, with 
a higher incidence of retrenchments, retirements and non-renewal of 
fixed-term contracts. This is a comparatively low staff turnover rate, 
on par with the mining sector and industry in general.

Local hiring

Petra prioritises recruitment from the local area and communities 
as prescribed by our Social Labour Plans (SLPs). From a business 
perspective this reduces Petra’s need to provide transport and 

housing as employees reside close by. There are skills shortages in the 
local communities for expert positions, which necessitates regional 
or national vacancy advertisements for positions in specific skilled 
bands. All unskilled and semi-skilled positions are only advertised 
locally. Major contractors to the operations are expected to apply 
the same recruitment principle when employing workers for 
contracts at these operations.

We have implemented a new recruitment system to enhance 
data management and operational efficiencies. This automated 
recruitment system provides opportunities for statistical analysis 
of recruitment needs and trends, to transform recruitment from 
being a reactive business function to a proactive tool for attracting 
and retaining high-calibre skills and expertise.

Staff retention

Staff retention is particularly important for us, due to the limited 
local employment pool and the difficulty in attracting skilled 
employees from larger urban centres. Although there is still 
competition in the labour market for skilled employees (43% of 
Petra’s workforce in FY 2022), and a shortage of certain specialised 
skills, the strained South African economic conditions, have positively 
impacted staff retention. 

Organisation design 

Considerable work and progress has been made over the last 
18 months to develop and implement an operating model for Petra, 
which enables Group functions to support operations in delivering 
operational excellence. With our operations largely stabilised we have 
centralised many functions at Group level such as HR, Sustainability 
and Finance (including Supply Chain). This allows for better 

integration across Petra’s South African operations and 
standardisation of key equipment to drive further efficiencies.

The Organisational Design process resulted in the need for new roles 
and expertise in Petra’s Group functions. This process will optimise 
the Group’s organisational capabilities by aligning strategy, structure, 
people and management processes. Employees in Group functions 
increased by 25% over the past Year. However, staff turnover 
remained constant with retrenchments being the main reason. 
The Koffiefontein Diamond Mine retrenchment process has resulted 
in 86 severance packages, which were concluded in June 2022. 

We invest in employing the right people for 
each role, developing them to reach their full 
potential and retaining them to our mutual 
benefit. As a Group we are driven by our 
diversity emphasis as we unlock the benefits 
inherent in a diversity-driven approach 
to our people.
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Our approach continued
Performance management 

Formalising Petra’s Performance Management Framework has been a 
focus over the past two years. KPIs will be included in performance 
agreements for all our managers, senior managers, general managers 
and executives. These KPIs will contribute to employee overall 
performance assessments and final performance ratings, which 
contribute to their annual increases and incentives. Petra’s framework 
comprises five key areas outlined below.

Strategic 
Alignment and 

Execution

Reward 
and 

Recognition

Engagement Development

PETR A CULTUR E 
Shaping Process

• Delivery is aligned to the ‘How’(PFFS)
• Accountability is key for delivery
• Collaboration & cross-functional work to 

achieve  our Petra purpose
• Reward and recognize high performance

Creating a culture of managerial excellence 

To embed a culture of openness, trust and empowerment, balanced 
with a sense of personal responsibility and accountability, we will be 
rolling out interaction management (IM) modules to ensure consistent 
application of principles and processes by our leaders. The IM modules 
capacitate our managers and supervisors to lead discussions on crucial 

business topics such as setting goals, addressing poor performance, 
ongoing engagement and sustaining trust. 

In FY 2022, a talent management review and succession planning 
exercise was also conducted for Exco and our Senior Management. 
This process identified talent to fill critical leadership positions as 
well as the necessary development plans.

Career development planning for Senior Management successors and 
high-potential employees

We completed career development discussions to create individual 
career development plans using the 70:20:10 method, where 70% of 
the plan focuses on leveraging experiences in the organisation, 20% 
on development from others and 10% on training. These individual 
development plans will accelerate the development of identified 
individuals as well as enhance retention. 

Workforce remuneration policy and guidelines

At Petra, remuneration is an effective tool to reinforce and encourage 
desired behaviours, aligned with achieving our business objectives. 
Remuneration is fully integrated into all our management processes 
such as job profiling and grading, talent management, performance 
management and retention policies.

Petra established pay scales per mine in 2014 based on internal data, 
reviewing and increasing these by inflation annually. This resulted in 
Petra’s remuneration being misaligned with the market at certain 
levels. Internally in 2020, Petra implemented the Paterson system 
of job evaluation, which also resulted in grade changes and pay scale 
anomalies. These anomalies are being addressed by Petra on an 
ongoing basis and will facilitate employee attraction and retention. 
In FY 2022, Petra’s salary review process incorporated various 
factors such as the economy, inflation, our remuneration policy 
and guidelines, and the Company’s financial performance. External 
research and benchmarking also took place as well as engagement 
with the unions to ensure fair and equitable remuneration. 

Our culture and cultural Formula for Success 

Our culture captures the initiatives that enabled Petra’s repositioning 
over the past three years. In developing a cultural Formula for Success 
we aim to embed this drive for continuous improvement, which has 
already delivered value for stakeholders, to successfully implement 
our value-led growth strategy. 

We embarked on an inclusive process to identify the culture we need 
to reflect our intentions and bring about this Formula for Success, 
which is relevant for everyone in Petra. The outcome of this process 
reflects a distillation of employees’ opinions regarding the most 
enabling and disabling factors which are then weighted according to 
which are the most vital for how Petra’s culture can achieve our 
purpose. These elements are visualised as icons to help everyone 
internalise our winning culture and serve as constant symbolic 
reminders of how the organisation needs to align with and transform 
towards our purpose. Further information on our culture is provided 
on  page 36.

Engaging with our employees and employee satisfaction 

It is important that we engage with our people effectively. To do 
this, we use written and electronic content, social media, awareness 
and educational campaigns, and face-to-face meetings at different 
levels of the Company. For cost and accessibility reasons, the 
digitisation of communication products such as newsletters is being 
pursued. Various feedback mechanisms are in place, with an emphasis 
on face-to-face engagement such as briefing sessions and CEO 
roadshows. Sensitive feedback or grievances are channelled through 
the mechanisms provided for by open-door communication with line 
managers, employee relations and ethics procedures.

At each operation, monthly management engagement with 
employees is used for regular, official communication to update 
employees on progress in their respective area of operation. General 
managers also update employees on Group developments and 
factors in the macro-environment that could impact operations. 
Although employment policies are not translated into other 
languages, they are explained in vernacular when required.

Furthermore, various awareness campaigns are rolled out at all 
operations, mainly focusing on health and safety topics. Weekly 
wellness topics align with these campaigns to educate, communicate 
and highlight Company benefits and support for these health topics. 

Board and workforce engagement

Petra aims to introduce clear and formal systems to strengthen 
Board/workforce engagement, but it is important to note that, on 
an individual level, the Directors already set aside significant time to 
visit operations, meet employees and listen to their views and opinions. 

Human resources continued
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Our approach continued
Labour relations

Stable labour relations are essential to our productivity and the 
delivery of our strategy and it is essential to cultivate trust in our 
culture and leadership through fair remuneration and effective 
internal communications. Through our labour relations Petra aims to 
guide, build and monitor a sound, stable employee relations climate. 
We ensure proactive and transparent dialogue with our employees, 
trade unions and local community representatives to resolve concerns 
as and when they arise. We also manage and ensure an effective 
employee relations management process that is compliant with 
relevant labour legislation.

Petra completed a business re-engineering project (BRE) for 
Koffiefontein to improve efficiencies and align the operations 
with the business model. In March 2022, this project resulted in the 
issuance of a Section 189(3) notice as prescribed by Section 189A 
of the Labour Relations Act, when an employer is contemplating 
retrenchment. The consultation process was facilitated by the 
CCMA with management, employees and organised labour at 
the Koffiefontein Mine. 

Wage negotiations

In August 2021, Petra Diamonds South Africa concluded wage 
negotiations with its recognised trade unions, for various salary 
levels. In FY 2022, these wage agreements were concluded for a 
three-year period (FY 2022 to FY 2024) with the National Union of 
Metalworkers and UASA, for respective bargaining units. Increases 
were agreed upon as well as other benefits (housing allowance, sick 
leave, maternity/paternity leave, and medical and retirement 
contributions). Our operation in Tanzania, Williamson Mine, concluded 
a one-year wage agreement of an 8% increase for all its employees, 
assisting with labour stability. 

Trade union representations 

There has been a steady increase in union membership, as result of a 
recruitment drive by unions using the recent wage increases and 
better conditions of employment, agreed to with the unions as well 
as the Koffiefontein Mine restructuring process. Petra’s union 
representation is tabled below.

South African union representation

FY22 FY21

No union 20% 24%

Union 80% 76%

NUM 87% 86%

NUMSA 0.3% 1%

Solidarity 6% 7%

UASA 7% 6%

Grand total 100% 100%

NUM: National Union of Mineworkers.
NUMSA: National Union of Metalworkers of South Africa.

Tanzanian union representation

FY22 FY21

No union 15% 31%

Management 18% 20%

Expatriates 1% 1%

Union 66% 70%

TAMICO 95% 95%

NUMET 5% 5%

Grand total 100% 100%

TAMICO: Tanzania Mines Energy Construction and Allied Workers Union.
NUMET: National Union of Mine and Energy Workers of Tanzania. 

Legal working hours

In South Africa, labour legislation sets out the maximum allowed 
number of hours of work per cycle. Standard shift working 
arrangements are designed to prevent excessive work hours, with 
procedures in place to monitor and manage maximum work hours, 
based on employees clock records and timesheets. Procedures include 
the management of standby and overtime, as well as the scheduling 
of lay-off periods. 

Petra’s South African operations and its Tanzanian operation ensure 
compliance with all the Employment and Labour Relations Acts, as 
well as with the provisions and spirit of other applicable legislation, 
intended to create and foster sound health and safety practices, 
in the workplace.

Employees may only work within the determined working hours 
envisaged in the Basic Conditions of Employment Act (BCEA). An 
employee may only be required or permitted to work overtime hours 
more than those stipulated in the BCEA where an overtime variation 
is obtained from the Department of Labour, or where work is 
required to be done without delay and cannot be performed by 
employees during their ordinary hours of work per Section 6(2) 
of the BCEA.

In Tanzania, the Employment and Labour Relations Act, 2004 
regulates standards of work operations, which any employer is 
expected to comply with. This includes hours of work, night work, 
a compressed working week and average hours of work. Petra 
ensures compliance with this legislation.

Human resources continued
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Training development and upskilling KPIs

US$6.1 million
INVESTMENT IN EMPLOYEE TRAINING 
AND DEVELOPMENT 
(FY 2021: US$5.8 MILLION) 

221
AMOUNT OF EMPLOYEES SUPPORTED 
BY STUDY ASSISTANCE
(FY 2021: 131)

44%
FEMALE MINING LEARNERSHIP TRAINEES
(FY 2021: 44%)

Objectives for FY 2023
 Š Finalise suitable leadership and management 
development programmes 

 Š Cascade the succession planning process and career 
development plans to the rest of the organisation 

 Š Develop standard training programmes for identified 
critical and scarce technical skills

Petra recognises that employee training, development and upskilling is a key driver of our future success and long-term 
sustainability. We aim to provide education and training opportunities that enable our employees to fulfil their best potential. 
It is only with the continued effort and contribution of our employees that the significant value of our resources is unlocked.

Achievements
 Š Launched our Interaction Management training programme for 
all managers and supervisors

 Š Developed group-wide career development paths and finalised 
career development plans for identified high-potential employees 
as possible successors to Petra’s executive team 

 Š Relaunched and implemented the Petra’s Women in 
Leadership Programme 

Challenges
 Š Delay in the identification of suitable management and leadership 
development programmes aligned to our value-led strategy 

Standards/Guidelines/Codes
 Š South African Mining Charter  

 Š International Labour Organization Declaration on Fundamental 
Principles and Rights at Work

Progress against FY 2022 objectives

Training, development and upskilling Progress

Implementation of a talent management framework 
with formalised performance management, retention 
and succession policies, linked to pay (variable and fixed) 

To deliver on our targets for learnerships, internships and 
development programmes

Review of our training and development framework, 
regarding employee development and community 
training, to ensure that it better supports our operational 
outcomes 

Contribute to the development of our local communities

KEY

 Achieved/good progress  In progress  Limited progress

Material topics
 Š Employee safety, health and wellness

 Š Employee development

 Š Diversity and inclusion

 Š Community relations and social investment

SDGs

Stakeholders

 Employees, contractors and unions

 Local communities and NGOs

 Host Governments and regulators

Training, development and upskilling overview
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Training, development and upskilling
Petra is committed to developing and training staff at all our operations to ensure we have the right skills in the right places. This includes 
both leadership, management and technical skills. 

Our ambition
By equipping our people with the right core competencies for their 
role, we help them perform now and in the future. We also aim to 
maintain the best pool of technical mining experts in the industry 
to ensure business continuity.

Our approach
Petra recognises that employee training, development and upskilling 
is one of the key drivers of our future success and long-term 
sustainability. It is only with the continued effort and contribution of 
our employees that the significant value of our resources is unlocked. 
We aim to provide education and training opportunities that enable 
our employees to fulfil their best potential, covering basic literacy 
and technical training right through to portable skills that can be 
used beyond a career on the mine.

As a Company we focus on employing people in our local 
communities, with programmes to equip them with much-needed 
skills. This includes financial support to selected local schools, to 
improve performance in mathematics and science, and enhance the 
education pipeline. Petra also provides bursaries, internships and 
practical work experience. 

Petra cultivates the leadership and management skills required for 
the business, with a range of in-house and externally facilitated 
employee development programmes. The inclusion of significant 
numbers of Historically Disadvantaged South Africans (HDSAs) and 
female candidates on these programmes is a key part of our strategy, 
to improve racial and gender diversity at all levels of the Company 
as well as to empower our future leaders. 

Training and development

Our investment in employee training and development of US$6.1 million 
in FY 2022 (FY 2021: US$5.8 million) increased partly reflecting the 
pick up following the continued disruption caused by COVID-19 to our 
training programmes. Petra targets a training spend of 5% of annual 
payroll in ZAR terms, a target that was met for South African 
operations. At Williamson Mine we focused on community training, 
including teacher development and training of medical staff. Total 
employee training spend for Williamson Mine was US$21,488 
compared to US$18,283 in FY 2021. This increase is due to the mine 
resuming production after a period of care and maintenance. 

The training expenditure key focus areas were safety and technical 
training, management and leadership development, engineering and 
rock-breaking learnerships, internships and leadership coaching. 

Training programmes at Williamson Mine continued to focus on 
‘on-the-job’ training. During FY 2022, we continued with Voluntary 
Principles on Security and Human Rights refresher training sessions, 
to ensure that knowledge and practice are embedded with all 
managers and security staff. Williamson Mine does not have bursary 
or scholarship programmes in place, but it supports those engaged 
with self-development programmes as far as possible. 

A total of 25,047 instances of legally required training sessions were 
presented across the operations in FY 2022 (FY 2021: 28,425). These 
are mostly health and safety related courses required by legislation 
and aimed at improving workplace safety. The decrease in legal 
training is due to a focus on legal training programmes linked to 
job requirements, ensuring improved efficiencies and not just 
conducting training ‘for the sake of training’.

Employee training and development spans a wide scope of safety 
training and technical training and a variety of development 
programmes, both technical and managerial in nature. The 
Engineering Aide Development Programme continued to gain 
traction, transitioning from full-time to part-time training to provide 
an opportunity for more employees to participate. In FY 2022, 64 
employees participated on the Engineering Aide Development 
Programme with 46 employees (FY 2021: 38) successfully 
completing it. 

Internships are offered to graduates to prepare them for the 
professional responsibilities in roles such as engineering, geology, 
geotechnical work and other professional roles. In FY 2022, 28 interns 
(FY 2021: 33 interns) were enrolled in these programmes, 46% 
(FY 2021: 39%) of whom were female. Nine interns completed their 
programmes and were appointed in the workforce, 44% of whom 
were females appointed in core disciplines.
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Training, development and upskilling continued

Our approach continued
Creating a managerial excellence culture

During FY 2022, Petra rolled out the Interaction Management 
Training Programme – Empowering People for Performance to 124 
line managers at Cullinan Mine and 34 at Group functions. We will 
roll out this programme to the rest of the organisation’s supervisors 
and managers in FY 2023.

This programme aims to capacitate line managers to drive team 
excellence, optimise employee potential and enhance openness, 
trust, empowerment and personal accountability in driving business 
performance. This initiative is an important culture building block 
as we begin the journey towards implementing our performance 
management system in FY 2023.

The modules capacitate our line managers to lead discussions 
on crucial business topics are presented in the diagram below.

Setting goals and reviewing results

Addressing poor performance

Coaching: move people forward

Connecting through conversations

Building and sustaining trust

Developing the next generation of leaders

Petra’s Women in Leadership (WiL) programme continued in FY 2022, 
transitioning to a new format, and was attended by 18 female leaders 
(FY 2021: 12). Selected activities were also attended by senior 
male leaders. This customised programme enables women in key 
leadership positions to master important personal skills and gain 
insight into leadership at both a micro- and macro-organisational 
level. The new format promoted discussion with male leaders and 
the building of networks among participants. 

In FY 2022, eight middle managers, of whom 50% were female 
and 75% were HDSA, enrolled for the management development 
programme, and three senior managers (all HDSA) enrolled for the 
Senior Management development programme, at the University 
of Stellenbosch Business School.

50%
FEMALE REPRESENTATION ON MANAGEMENT 
DEVELOPMENT PROGRAMMES
(FY 2021: 55%)

Career development through learnerships 

In South Africa, a learnership is a registered and accredited learning 
programme that combines practical work experience with academic 
learning. These learnerships enable qualified learners, both current 
employees and non-employees, to be appointed as artisans or miners 
within our operational structures.

Learners are recruited from both internal and external applicants. 
We have learners on several programmes ranging from various 
engineering disciplines through to rock breaking and metallurgy. 
Of the 88 learners in FY 2022, 36% were female (FY 2021: 37%). 
29 trainees (FY 2021: 36) successfully completed their learnerships 
with the remaining participants still on the programme.

Case study
Cullinan Mine’s Career Day

We value our employees and continuously 
invest in and support their development and 
training. Coaching and training in different 
skill-sets enhance a favourable working 
environment and assist in opportunities to 

advance employees’ careers in the mining sector. Cullinan 
Mine hosted a Career Day in June 2022, where employees 
could engage with Cullinan Mine training staff, Technikon 
SA and Media Works. The aim was to highlight 
opportunities available to employees to acquire matric (for 
those who have Grade 11 or below) or add mathematics to 
their matric certificate, enabling them to apply for different 
learnership opportunities available on mine.

Cullinan Mine’s Career Day held in June 2022
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Our approach continued
Improving further and higher education

Petra provides various opportunities to further employee education 
and qualifications. One initiative is the Study Assistance Scheme, 
which supports employees in obtaining tertiary qualifications or 
other training relevant to their current positions or future positions. 
Assistance is through a service obligation, an interest-free loan or 
study leave. 

Addressing transferability of abilities: portable skills training 
for employees

One of the issues facing employees at our South African operations 
is the lack of skills transferability, meaning that their skills may not 
allow them to enter self-employment or employment elsewhere 
once our operations no longer require them, or at mine closure. 
We therefore plan and budget for training to equip employees with 
transferable skills for requirements in the communities around our 
operations. Such skills include agricultural production, mechanical 
repairs, electrical, welding and cutting technology, business skills, 
carpentry, vehicle operators and computer training. 120 employees 
participated in portable skills training during FY 2022 (FY 2021: 57).

[•

221
EMPLOYEES SUPPORTED BY STUDY ASSISTANCE 
SCHEMES IN FY 2022
(FY 2021: 131)

Case study
Cullinan Mine’s Portable Skills Programme

We offer several portable skills to employees 
and to the local community through our 
community development programme. 
Cullinan Mine identified having a driving 
licence as a portable skill to employees. 

Twenty-one Cullinan Mine employees enrolled with 
Makhenzo Driving School in Refilwe to obtain their learner’s 
licence and Code 10 driving licence. To date ten employees 
have passed their learner’s licence and two employees 
passed their driving licence.

Billy Ntuli (Multi Operator) Code 10 driver’s licence and Jaison Rajan (General Manager)

Case study
Adult education and training (AET) 
and Amended Senior Certificate

Due to South Africa’s unique history and the 
associated poor standard of education – 
exacerbated in rural communities around our 
operations – adult illiteracy remains an issue 
in the country. At Petra, we make it possible 

for all employees who want to improve their literacy and 
numeracy skills to do so through our AET programme. AET 
is provided free of cost or obligation to all learners and is 
implemented by using multimedia computer-based training 
or facilitated learning via facilities available at all our South 
African operations. 

AET facilities were used by 59 enrolled learners in FY 2022 
(FY 2021: 73), including three contractors (FY 2021: three). 
Ten employees completed their AET subjects. Petra also 
offers adult learners, who did not complete high school, 
an opportunity to enrol for the Amended Senior Certificate, 
a qualification equivalent to Grade 12. In FY 2022, 22 
employees enrolled and 24 community members were 
assisted to re-write their Senior Certificate. Read more 
about the education and training opportunities we provide 
to our local communities on  page 90.

Training, development and upskilling continued
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Diversity and inclusion KPIs

20%
FEMALE WORKFORCE
(FY 2021: 20%) 

46%
FEMALE INTERNS
(FY 2021: 39%)

40%
FEMALE REPRESENTED ON BOARD
(FY 2021: 25%)

Objectives for FY 2023
 Š Ongoing focus on improving diversity and inclusion

Petra strives to attract and retain diverse human capital and eliminate discrimination throughout our workforce. This will allow 
us to attract and retain top talent, strengthen employee satisfaction and reflect the demographics of the societies where we 
operate thereby securing our licence to operate.

Achievements
 Š Established Petra’s Women in Leadership Committee

 Š Increased female internships relating to technical positions

 Š Updated Petra’s Diversity and Inclusion Policy 

Challenges
 Š Improving our female workforce at mine level

 Š Achieving HSDA diversity targets due to restructuring and a freeze 
on recruitment of certain positions

Standards/Guidelines/Codes
 Š South African Mining Charter

 Š International Labour Organization Declaration on Fundamental 
Principles and Rights at Work

Progress against FY 2022 objectives

Human resources Progress

Make further strides on overall transformation, including our 
female diversity by continuing development and support 
initiatives for graduates from the Women in Leadership (WiL) 
programme, and by focused targeted recruitment

KEY

 Achieved/good progress  In progress  Limited progress

Material topics
 Š Employee safety, health and wellness

 Š Ethical behaviour

 Š Employee development

 Š Diversity and inclusion

SDGs

Stakeholders

 Employees, contractors and unions

 Local communities and NGOs

 Host Governments and regulators

Diversity and inclusion overview
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Diversity and inclusion 
A diverse human capital will allow us to attract and retain top talent; strengthen employee satisfaction and motivation; improve decision 
making; as well as understand customer and community needs and preferences. It will also enable us to identify threats and opportunities 
to promote long-term growth.

Our ambition
We aim to eliminate discrimination and encourage diversity 
throughout our workforce. Factors such as gender, race, ethnicity, 
disability, religion, sexual orientation or age may not be used to 
unfairly discriminate against individuals. Petra’s overall objective is to 
achieve equity by affording underrepresented groups the appropriate 
training, development and progression opportunities within the 
organisation across all job levels.

Our approach 
We embrace diversity and inclusion group-wide and believe by 
including a broad mix of expertise, skills and people we can improve 
performance. Petra’s Diversity and Inclusion Policy outlines our 
approach to diversity, with the aim of realising our strategic 
objectives and future success. Our policy’s purpose is to encourage 
leadership, at all levels group-wide, to think broadly about diversity 
and to ensure that our appointments and succession planning 
practices, including retention, are designed to support diversity. 
Simultaneously, we believe that effective management of diversity 
through this policy will result in a diverse succession pipeline within 
the Company. 

Petra has a grievance procedure as well as a disciplinary policy and 
procedure to investigate and address discrimination allegations. 
All reported cases follow the Company’s grievance procedure. 
Contractors are also advised to align their practice to ours to avoid 
any inconsistencies in the application of the rule. The option of 
dismissal is available in the event of non-compliance. During FY 2022 
nine cases (FY 2021: seven) related to unfair treatment/discrimination 
were reported.

Petra’s Diversity and Inclusion Policy’s core principles are:

 Š Equal opportunities and treatment for all persons 

 Š No unfair discrimination in the course of hiring, career advancement, allocation of responsibilities, professional training, performance 
management and remuneration of employees

 Š Respect for personal rights, equality and dignity, transparent organisational procedures and other equitableness at the workplace 
and in the management structure 

 Š Contribution to the development, motivation and application of various ideas, skills and talents of employees – representative of 
different race, gender, age and other groups (e.g. LGBTQ) to improve competitiveness, performance and efficiency of our employees

 Š Leveraging the strengths of a diverse workplace to achieve the greatest impact while pursuing Petra’s strategic development plans

 Š Establishing a working environment in which employees can voice their opinions 

The Diversity and Inclusion Policy sets out several steps towards the achievement of its objectives including:

 Š Setting policy and goals to ensure that diversity and inclusion are established as clear policies of Petra

 Š Fostering a diverse and inclusive culture

 Š Making diversity visible through engagement with stakeholders

 Š Continually assessing and developing workforce skills and nurturing the talent pipeline 

 Š Providing education and training on diversity to leadership

 Š Recruiting with diversity in mind
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Diversity and inclusion continued

Our approach continued
Encouraging women in mining

Petra is committed to encouraging women in mining by actively 
appointing women at all levels of the business, and developing 
women to fill more senior positions. 

In FY 2022, 46% (FY 2021: 39%) of our interns, 30% (FY 2021: 36%) 
of our engineering learnerships, 44% (FY 2021: 44%) of our mining 
learnerships, 67% (FY 2021: 75%) of our bursary students, 50% 
(FY 2021: 55%) of employees attending the management 
development programme in FY 2022 were female.

Petra has several initiatives aimed at developing women into 
managerial positions. In FY 2022, we relaunched our Women in 
Leadership (WiL) programme. This programme is built on the success 
of previous years and incorporates several enhancements through 
lessons learnt. In FY 2022, our male employees were included in the 
programme; attending several diversity related webinars and 
engaging in courageous conversations in sessions with female 
participants on several WiL topics. These sessions were aimed at 
creating awareness of WiL issues and time for self-awareness and 
reflection. The WiL programme was further endorsed by our female 
Board members, who addressed the participants during some of 
these webinars.

In FY 2022, Petra continued its Women in Mining (WiM) Committees 
at each operation. The WiM committees’ charter aim to create a safe 
and respectful workplace culture for all women in Petra. Our WiM 
committees aim to review Company policies and procedures, attract 
and retain female representation, provide input and recommendations 
to management on issues relating to women. Chairpersons of the 
WiM Committees at each operation are invited to attend Petra’s WiL 
committee meeting to report on any material issues. The Group 
health and safety manager is a member of the WiL committee and 
provides updates and feedback on the activities of the WiM 
committees. The WiL Committee’s five focus areas are 
tabled opposite.

Women in Leadership

Identify and recommend developmental programmes focused on women in leadership roles

Women in Petra

Introduce developmental programmes for women in C and D Bands with a focus on female artisans/miners

Women in Mining

Focus on PPE, safe and hygienic sanitation facilities and appropriate health services 

Women in Communities

Focus on enterprise and supplier development opportunities and initiatives

Culture

Instil the tone from the top: CEO messaging and implementing systems, policies and procedures to keep women safe at work

Diversity 

The Company’s overall gender diversity remained constant at 20% in FY 2022. Petra made good progress on female representation at Board 
level (40%) compared to FY 2021 (25%). Diversity remains a focus going forward. 

Breakdown of gender diversity

Men Women

FY 2022 FY 2021 FY 2022 FY 2021 Total (number)

Board 60% 75% 40% 25% 10

Senior Management 81% 82% 19% 18% 34

Management 73% 76% 27% 24% 196

Employees 80% 81% 20% 19% 3,242

Total 80% 80% 20% 20% 3,482
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Our approach continued
Equality and equity 

In South Africa, Broad-Based Black Economic Empowerment (B-BBEE) 
legislation, which includes employment equity, is regarded as one of 
the strategic Government imperatives in dealing with the legacy of 
Apartheid. Compliance with this legislation, and with the measures 
prescribed in other official documents, such as the new Mining 
Charter, is mandatory. Petra views transformation as the right thing 
to do and a strategic business imperative. We have employment 
equity plans at all our South African operations, with specific targets 
regarding HDSAs and women in mining.

Employment equity committees continue to meet regularly to 
monitor employment equity implementation, which detail the 
identified barriers to equitable employment and specify affirmative 
measures to be implemented by each operation. The mines also 
submit their employment equity reports annually to the South 
African Department of Labour and Employment, as prescribed by law. 

Case study
Petra launches a new chapter of its  
‘Women in Leadership’ development programme

Three years ago Petra implemented a 
leadership development programme to 
empower its female leaders, with 29 female 
leaders graduating. In FY 2022, we have taken 
this programme to the next level by not only 

empowering female leaders, but also influential male leaders 
who are pivotal in creating an inclusive workplace. There are 
about 40 female participants and 20 male participants. 

This programme, known as WiLPower, consists of a series 
of webinars and conversations on pertinent topics including 
personal mastery, influencing others and decision making. 
WiLPower aims to enhance a unified synergy between male 
and female colleagues, to create a rich leadership network, 
increasing the visibility of female leaders with Senior 
Management. Personal growth plans were also created. 

As per our Diversity and Inclusion Policy, it is crucial to 
ensure diverse and inclusive teams are formed to leverage 
the benefits of such inclusivity to support the realisation 
of our strategic objectives and success into the future. 

Lerato Mphahlele, Plant and Shift Supervisor at Cullinan Mine, is one of the females supported 
by the Group’s WiL programme to empower females in leadership positions.

Diversity and inclusion continued
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