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People

To deliver on our strategy, we 
require a skilled and engaged 
workforce, pulling together as a 
team to achieve our shared vision. 
Failure to prioritise and manage 
labour relations could significantly 
impact the Company’s performance. 
Petra recognises the importance 
of diversity, given the benefits to 
business of more diverse teams. 
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People

Stakeholders
Employees, contractors, trade unions, local 
communities, host Governments, regulators, NGOs.

Company policies and guidelines 
 Š Petra policies on employee benefits, HR services 

and recruitment

 Š Social and Labour Plans (“SLP”) 

 Š Communication Management Policy 

 Š Code of Ethical Conduct and related policies 

 Š Group Training and Development Policy, with 
additional related policies 

 Š Policy Statement: Political Activity on, or Using, 
Company Facilities

Standards we follow
 Š The Constitution of RSA

 Š The South African Mining Charter 

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

 Š Labour Relations Act (Act 66 of 1995)

 Š Employment Equity Act (Act 55 of 1998)

 Š Basic Conditions of Employment (Act 75 of 1997) 

 Š Mineral Resources and Petroleum Development 
Act 28 of 2002 

 Š Collective/Recognition and other Agreements 
with relevant trade unions

 Š EU Directive (relating to diversity)

Key achievements and performance 
against FY 2019 objectives
 Š  Continued support was provided to our female 

management through the implementation of 
our Women in Leadership (“WiL”) programme. 
Increased female representation was achieved 
on the bursary scheme, LDP, Management 
Development Programme and Senior 
Management Development Programme. 

 Š  Employee development initiatives included the 
launch of a structured approach to career discussions 
for Middle and Senior Management in line with 
the Company’s Talent Management Framework. 

 Š   Uptake on the Engineering Aid Development 
Programme as well as the Career Advancement 
Programme for A and B band employees improved.

 Š  Functional Employment Equity Committees are 
in place at the operations and head office to 
drive the culture of tolerance and diversity.

 Š  Focus on scholastic skills within local 
communities, with notable achievements 
included in ‘Positive Impacts’.

Key challenges
 Š Low level of literacy of communities especially 

in the rural communities, limiting the pool from 
which to recruit scholars, bursars and interns. 

 Š Policy uncertainty regarding the revised Mining 
Charter and how this will impact on the 
Company’s transformation objectives. 

 Š Reduced contractor employee numbers 
which impacts on the unemployment rate 
in local communities.

Objectives for FY 2020
 Š An intake of 15 female middle and senior 

managers on the WiL programme.

 Š To meet targets for learnerships, internships 
and development programmes as set out 
in operational SLPs.

 Š To implement development opportunities 
identified during the career discussion process.

 Š To align the outcome of the career discussions 
with a structured approach to succession 
planning as a tool to retain skilled employees.

 Š To implement a revised performance 
management system.

We place great importance on training and developing our people, 
who are integral to Petra’s ultimate success. Diversity remains a key 
priority and I am pleased to note that, whilst there is still a long 
road to travel, we have made significant steps forward during the 
Year in terms of encouraging and improving gender diversity.

Octavia Matloa
Chair of the SED Committee

KPIs

6,788
PEOPLE1 

US$6.6 million 
INVESTED IN EMPLOYEE TRAINING 
AND DEVELOPMENT 

19%
OF FEMALES IN THE WORKFORCE

34%
OF PETRA’S INTERNS ARE WOMEN

33%
OF LEADERSHIP DEVELOPMENT PROGRAMME 
CANDIDATES ARE WOMEN

Responsibility

Chair: Octavia Matloa

Chairman: Richard Duffy

SED Committee

Executive Committee

Chairman: Egbert Klapwijk

SED Steering Committee

Operational Social 
Compliance Committees

Petra Board

1. Employees and contractors.
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Employee Retention and Development

We aim to empower our employees and 
encourage them to fulfil their true potential 
with the provision of training and attractive 
career development opportunities.

Employees who are provided with the 
opportunity to enhance their skill-sets not 
only contribute better to the Company’s 
success but also have greater career 
satisfaction, thereby improving morale, 
productivity and employee retention. 

Our ambition

Our approach
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. 
It is only with the continued hard work and 
contribution of our employees 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. 

Improvement of educational levels of employees 
where necessary is addressed though adult 
education and training (“AET”) as well as the 
Amended Senior Certificate programme. 

We continued with the development of the required 
leadership and management skills continued during 
the Year, with specific emphasis on empowering 

female leaders through a bespoke WiL programme. 
Our focus is not merely on Petra’s current employees, 
but also 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. These 
initiatives include support to selected schools 
in our communities to improve performance in 
mathematics and science in order to feed the 
education pipeline. This is covered further in 
‘Community Development and Engagement’ 
on pages 53 to 57.

The Petra culture
At the heart of Petra’s business is our purpose 
to unearth the world’s most beautiful product as 
responsibly and efficiently as possible. In doing so, 
we aim to contribute to the sustainability of our 
industry and deliver long-term value to each of our 
stakeholders. This purpose is underpinned by our 
culture, which bases itself on five core values, 
which are shown on page 2. 

Leading from the top, Petra’s Board and management 
team work to ensure that they are living these 
values and embedding them throughout the 
organisation. They are also further disseminated 
through continuous engagement around Petra’s 
Code of Ethical Conduct, which includes a strong 
emphasis on the importance of mutual trust and 
voluntary compliance to the value system. 

Central to the reinforcement of Petra’s culture are 
human resources (“HR”) processes and communications 
tools. HR processes include effective recruitment, 
standardised induction and training processes 
focusing on socialisation and acculturation, 
standardised HR policy and practice and espousing 
an outward-facing social compliance responsibility 
in which employee ambassadorship plays an 

important role. As far as communication is concerned, 
emphasis is placed on both the provision of effective 
systems and on enabling employees – notably line 
managers and supervisors – to communicate more 
effectively, both of which are surveyed and measured 
periodically. Although the emphasis remains on 
ensuring the effectiveness of traditional communication 
channels, such as briefing systems, new media and 
approaches, especially social media, are playing an 
increasingly important role in solidifying employees’ 
acceptance of, buy-in into and pride in the Petra 
value system and overall culture.

Moving from an intensive capital investment 
period into steady-state production, as well as 
having undergone a number of significant changes 
at Board and Senior Management level, Petra is 
experiencing the fluidity in culture that is typical to 
such periods of transition. Despite the respective 
operations each having their own distinctive identity, 
Petra’s vision and value system has been embraced 
by most in the Company and forms the core of the 
organisational culture and value system. Whilst 
recognising the need for each operation to have its 
own identity, work is ongoing to further standardise 
processes, practice and messaging to contribute 
to the overall Petra Group-wide culture.

Our workforce

6,788
EMPLOYEES AND CONTRACTORS

As at 30 June 2019, the number of people employed 
by the Group decreased by 9% (30 June 2018: 7,474, 
excluding KEM JV, which was disposed of during the 

Year). The number of permanent employees decreased 
1% to 3,833 (FY 2018: 3,883, excluding KEM JV) 
mainly due to the disposal of Helam as well as the 
transition from an intensive capital development 
phase to steady-state production. The number of 
contractors decreased by 18% to 2,955 (FY 2018: 
3,591), in line with the advanced stages of our 
capital programmes. 

See page 64 for the breakdown of employee 
and contractor numbers.

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 our 
prescribed SLPs, which include commitments to 
recruit from ‘labour-sending areas’, i.e. host and 
local communities. 

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 will 
still be 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.
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Employee Retention and Development continued

Our workforce continued
Staff retention

Although there is still competition in the labour 
market for semi-skilled and skilled employees 
(57% and 43% of Petra’s workforce respectively 
in FY 2019), 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. 

Staff retention is particularly important due to the 
previously mentioned limited local employment pool 
and the difficulty in attracting skilled employees 
from larger urban centres, and therefore remains 
a focus for Petra.

In FY 2019, our total employee turnover decreased 
from 11% to 8% (excluding KEM JV); see page 64 for 
the breakdown. 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 attractive 
work environment and remuneration policies that 
are designed to incentivise and retain individuals of 
a high calibre. 

In FY 2019 the Company embarked on a process of 
conducting annual career development discussions 
with Middle to Senior Management, whose 
positions are deemed critical to the operational 
success of the Company. These discussions will feed 
into succession planning and our performance 
management approach. The rationale for these 
discussions is to ensure engagement on the needs 
and aspirations of Middle and Senior Management 
and to promote continued job satisfaction and 
job retention. 

Training and development

US$6.6 million
INVESTED IN EMPLOYEE TRAINING 
AND DEVELOPMENT

Our investment in employee training and 
development remained constant in FY 2019 
(FY 2018: ca. US$6.7 million, excluding KEM JV). 
The Company’s actual spend in ZAR terms increased 
by 5% year on year; however, due to the ZAR 
weakening against the US Dollar, the US Dollar 
was marginally lower.

Due to the fluctuation of the ZAR/US Dollar 
exchange rate, Petra will continue to strive to 
achieve a target of 5% of annual payroll in ZAR 
terms, which is a more realistic target based on 
current economic factors. 

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

Training programmes at Williamson continue to 
focus on ‘on-the-job’ training. This Year functional 
training conducted included training for engineers 
and accountants, driver training and director training. 

41 employees of the security department were trained 
by the Company’s Security Training Officer on the 
in-house security training programme, which was 
conducted over a period of ten days, focusing 
on practical application of skills. Williamson does 
not currently have formal bursar and scholarship 
programmes in place, but it supports those engaged 
with self-development programmes to a 
certain extent. 

A total of 28,621 instances of legally required training 
were presented across the operations during the 
Year (FY 2018: 30,106). These are mostly health and 
safety-related courses required by legislation and 
aimed at improving workplace safety. 

Employee training and development spans a 
wide scope of safety and technical training and 
a variety of development programmes, both 
technical and managerial in nature. 

Developing the next generation of leaders

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). 

During FY 2019, nine employees participated in the 
LDP, which is considered an important method of 
improving management diversity, by race and 
gender, with 33% of participants being female. 
From inception of this programme in 2008, a total 
of 138 employees have graduated. Of the graduates, 
a total of 83 were promoted, including 28 women. 

In FY 2019, ten middle managers, of whom 40% were 
female, completed the Management Development 
Programme (“MDP”) and three senior managers 
partook in the Senior Management Development 
Programme, 33% of whom were female. The formal 
programme is complemented by leadership and 
management coaching sessions to further contribute 
to performance improvement and personal efficiency.

40%
FEMALE REPRESENTATION ON THE 
MANAGEMENT DEVELOPMENT PROGRAMME

A range of supervisory development interventions 
are also presented, ranging from short courses to 
skills programmes. 26 candidates were enrolled in 
the Supervisory Development Skills Programme. 
68 experienced supervisors attended ‘True Blue’, a 
bespoke short course on supervision. This intensive 
course is conducted over three days and focuses on 
providing supervisors with the skill-set to effectively 
engage their teams in the workplace.

Petra’s inaugural WiL programme was held in 
FY 2019 and was attended by 13 female leaders, 
six of whom were from the core disciplines. This 
customised programme is intended to enable 
women in key leadership positions to master 
important personal skills and gain insight into 
leadership at both a micro- and macro-
organisational level.
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Training and development continued
Career development through 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 on the basis 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 both internal and 
external applicants by the Company. We have 
learners on a number of programmes ranging 
from various engineering disciplines (e.g. electrical, 
fitter, instrumentation) through to rock breaking 
and metallurgy. 

Learners in FY 2019, broken down 
by discipline and gender 

– Engineering
– Mining
–  Metallurgy 

(part time)

– Female
–  Male

36+19+45+I3645

19

%

30+70+I30

70

%

Improving further and higher education

Petra provides various opportunities to further 
employees’ education and qualifications. One such 
scheme is the Study Assistance Scheme, which 
is available to support employees in obtaining 
tertiary qualifications or other training relevant 
to their current positions or positions that they 
can reasonably be expected to hold in the future, 
thus contributing to career progression. Assistance 
is provided in the form of a service obligation, an 
interest-free loan or study leave. 

225
EMPLOYEES SUPPORTED BY STUDY 
ASSISTANCE SCHEME IN FY 2019

During FY 2019 one employee was sponsored to 
attend full-time tertiary studies in the field of 
occupational nursing and will, on her return to 
Cullinan, continue development in this discipline. 
One intern from Koffiefontein was also afforded 
the opportunity to further her tertiary education 
on a full-time basis and is expected to complete 
her BTech in metallurgy at the end of this 
calendar year. 

Addressing transferability of abilities: 
portable skills training for employees

One of the issues facing employees at our South 
African operations is the transferability of their 
skills, meaning that their skills do not necessarily 
allow them to enter self-employment at the end 
of their careers or at mine closure. 

Our operations therefore plan and budget for 
training to equip employees with transferable 
skills, such as mechanical repairs, electrical, welding 
and cutting technology, business skills, carpentry, 
the ability to qualify for their driver’s licences and 
a number of computer training modules. This is an 
important aspect of encouraging the sustainability 
of our employees’ livelihoods into the future. 145 
employees participated in portable skills training 
during FY 2019, in line with the previous year 
(with KEM JV excluded). 

Adult education and training (“AET”) 

Due to the country’s unique history and the 
comparatively poor standard of education, 
adult illiteracy is still an issue in South Africa. 

For this reason, we make it possible for all 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. 

AET facilities were used by 81 enrolled learners in 
FY 2019, including 21 community members. Read more 
about the education and training opportunities we 
provide to our local communities on pages 53 to 57. 

 
 

As part of our commitment to gender diversity 
and encouraging women in the workplace, Petra 
launched a Women in Leadership programme 
in October 2018. As we have a number of women 
progressing through education and training 
into technical and managerial positions, it was 
important to develop a programme to support 
these women moving into an environment 
that has typically been male dominated. 

Since the launch of the programme, the ladies 
have been involved with different sessions at all 
operations, with a total of five themes. Subjects 
covered include ‘personal effectiveness’, a 
complexity seminar and ‘influencing others’, 
to name just a few. 

All participants recognised the need to have 
such a space for women to support growth 
and experiences in their journey to reach their 
full potential for future successes. 

Women in leadership

VALUES IN ACTION

LET’S TAKE CONTROL

LET’S DO IT RIGHT

Petra’s first WiL session 
in October 2018.
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