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Diversity
Petra is of the view that diversity is an important business 
benefit as it allows for a broad range of views, experiences and 
backgrounds to be drawn upon for the benefit of the Company. 

As such, Petra has a policy of no tolerance to discrimination on 
factors such as gender, race, ethnic origin, colour, nationality, 
marital status, disability, religion or sexual orientation. Given 
our commitment to fair employment practices, these criteria 
are not used to discriminate against individuals, and this is 
reflected in equitable remuneration scales and benefits. 

Equality and equity
In South Africa, the Broad-Based Black Economic Empowerment 
(“BBBEE”) 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, as well as with the measures to this effect prescribed 
in other official documents such as the Mining Charter, is 
therefore mandatory.

We regard Employment Equity, which is aimed at representative 
diversity in the workplace, not only as a mandatory measure 
that needs to be complied with, but as a moral and business 
imperative, due to the benefits that well managed diversity 
brings. This, as a principle, is reflected in our Code of Ethical 
Conduct as well as our Disciplinary Code, and Petra’s employment 
policies prohibit any kind of unfair discrimination.

Employment Equity Committees continue to meet regularly in 
order to monitor the implementation of Employment Equity Plans, 
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 Department of Labour as prescribed 
by law. 

Diversity management workshops were further rolled out to all 
the South African operations during FY 2016 as planned and we 
intend to continue to roll out more extensive diversity workshops 
during FY 2017. The aim is to raise awareness about issues 
pertaining to diversity and to empower management with 
skills to effectively deal with diversity matters. 

In addition to the above, and cognisant that there are still 
certain shortcomings in our support and implementation of 
diversity, we have recently partnered with the University of 
the Witwatersrand (“Wits”) Centre for Diversity Studies (“WiCDS”) 
in raising awareness among those at management level. 

The programme consists of the diagnostic phase which was 
conducted during May/June 2016 at Petra’s various South African 
sites, including the administrative office in Johannesburg. It 
was followed up by a readiness phase, whereby top management 
engaged in constructive conversations around diversity. The 
next programme will be a ‘Leading Transformation’ initiative, 

with management teams simultaneously taking part in a series 
of diversity workshops with employees at all the operations.

Whilst not subject to the same regulation and legislation as the 
South African operations, Williamson in Tanzania has a policy to 
promote equal opportunity and to eliminate discrimination in 
the workplace. Williamson also applies affirmative action 
measures consistent with the promotion of women in mining, 
particularly during the recruitment process.

The Company has procedures in place to ensure that cases 
related to discrimination can be reported appropriately. During 
FY 2016, three cases relating to discrimination were raised by 
the trade union. Upon further investigation, the allegations were 
found to be related to misconceptions and Petra therefore was 
able to address the matters fully with the trade union concerned. 

Women in mining
Petra is committed to encouraging women in mining at all levels 
of the business. The Company therefore actively encourages 
the appointment of women at all levels of the business, as well 
as their development towards filling more senior positions. The 
Company’s overall objective is to achieve true equity by affording 
women the appropriate training, development and attention 
to progress within the organisation across all job levels. 

Petra has a number of initiatives which look to develop women 
into managerial positions, such as the LDP, which has since its 
inception focused on the advancement of women (currently 28% 
of learners are female). Furthermore, 43% of the Company’s 
interns and 41% of experiential trainees are women. In addition, 
43% of candidates on Managerial and Executive Development 
Programmes (“MDP” and “EDP”) are female, while 58% of the 
Company’s scholarship positions are filled by girls from 
local schools.

In FY 2016, the number of women as a percentage of our 
workforce continued its improving trend to 18% (FY 2015: 17%) 
and the percentage of female senior managers increased to 6% 
(FY 2015: 3%), with the percentage of females at management 
level remaining stable at 19% (FY 2015: 19%). Of new recruits 
during FY 2016, 14% were women.

Women in Mining Committee
Petra’s Women in Mining (“WIM”) Committee was formed with 
the aim of creating a platform for women at Petra’s South 
African operations to share experiences, identify challenges in 
the workplace and promote development opportunities.

The WIM Committee is tasked with reviewing Company 
policies and procedures, with the goal of attracting and 
retaining female representation in the Group, as well as 
providing input and recommendations to management on 
issues relating to women. The WIM Committee meets every 
quarter and provides input and feedback to the Petra Group 
HSEQ Steering Committee.

Breakdown of diversity across the Group in FY 2016

Men Women

FY 2016 Number Number Total

Board 7 87% 1 13% 8

Senior Management 32 94% 2 6% 34

Management 200 82% 45 18% 245

Employees 3,873 82% 845 18% 4,718

Total 4,112 82% 893 18% 5,005
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Highlights for the Petra Group 
WIM Committee in FY 2016

 Š Implementation of a Women in Mining Policy.

 Š The South African Chief Inspector of Mines issued 
guidelines for the Mandatory Code of Practice (“MCOP”) 
in relation to the provision of PPE for women in the 
mining industry. The MCOP has been drafted and 
implemented and it is currently being enforced.

 Š Further to the above, testing to ensure PPE appropriate 
to WIM has been conducted and new standards 
agreed upon across all the South African operations.

 Š Implementation of a training module specific 
to WIM, which includes the following:

 Š historical background of WIM in 
the South African mining industry;

 Š appropriate PPE specific to WIM;

 Š health and wellness;

 Š sexual harassment in the workplace;

 Š pregnancy and breast feeding; and

 Š general dress code.

An annual Women in Mining Conference is held every 
year in Johannesburg, thereby providing a platform 
for South African women to network, share experiences, 
identify challenges in the workplace and encourage 
and promote development opportunities for women 
in South African mining.

Petra was well represented by woman from different 
technical positions at the 7th Annual Women in 
Mining Conference held in Johannesburg during 
February 2016. 

Kagiso Mothoa, Operational Foreman OSP from 
Cullinan, was an excellent ambassador for Petra 
Diamonds and gave an outstanding presentation 
during the conference about accommodating 
pregnant women in mining by catering to their 
special needs through policies.

WIM slogan: “Wa tinta umfazi wa 
tinta imbokodo.” It’s a Zulu saying 
which basically means: “When you 
strike a woman you strike a rock.”

Women in Mining

Labour relations
Petra has aligned its principles with the International Labour 
Organisation Declaration on Fundamental Principles and Rights 
at Work and they are also aligned with the relevant legislation in 
the countries in which we operate, covering areas such as minimum 
conditions of employment, maximum allowable hours of work, 
collective bargaining and dispute resolution. This includes 
compliance with South Africa’s Labour Relations Act (Act 66 
of 1995), which regulates collective bargaining and outlaws any 
form of child forced labour, and the Employment Equity Act 
(Act 55 of 1998), which prohibits any kind of unfair discrimination. 

We respect our workforce’s right to exercise freedom of 
association and collective bargaining across all our operations. 
Any union that has achieved sufficient representation in the 
workplace may request recognition. Union membership across 
our operations represents 70% of the total workforce. 

Our employees in South Africa belong to three unions: National 
Union of Mineworkers (“NUM”) (56%), which represents the 
majority of our workforce; Solidarity (5%); and the United 
Association of South Africa (“UASA”) (9%). 30% of our 
South African workforce is not affiliated with any union.

In Tanzania, approximately 60% of our employees are affiliated 
with the National Union of Mines and Energy Workers of Tanzania 
(“NUMET”), while the Tanzania Mines, Energy, Construction and 
Allied Workers Union (“TAMICO”) represents the balance 
of the unionised employees.

At an operational level, there are grievance procedures in 
place for employees, with final recourse to the Commission for 
Conciliation, Mediation and Arbitration (“CCMA”) in South Africa 
or with the Commission for Mediation and Arbitration (“CMA”) 
in Tanzania.

We believe that dialogue is the key to management of labour 
operations and we are therefore focused on continuing to 
communicate openly with our employees, trade unions and 
local community representatives. To enhance employee relations, 
Petra has a number of internal communications initiatives in place, 
and provides economics training for union representatives in 
order to empower them with business knowledge.

FY 2016 marked the second year of the Company’s three-year 
wage agreement with NUM in South Africa. Labour relations are 
currently stable, but the Company remains vigilant and continues 
to monitor the situation across its South African mines. 

We are also committed to continuous engagement with the 
recognised trade unions at our operations in order to resolve 
concerns as and when they arise. An important part of this 
approach was the holding of team-building sessions at all the 
mines in South Africa between mines management and the 
leadership committees of the recognised trade unions in order 
to discuss and resolve ongoing issues that affect their relationship.

In South Africa, the period of notification relating to operational 
changes varies depending on the nature of the change in question 
and the parties involved in the consultation process. However, 
the minimum notification provided by legislation ranges from 
one week to one month and is governed by the Labour Relations 
Act. Certain changes, for example the implementation of 
Continuous Operations, are covered in collective bargaining 
agreements (three months’ notice in this specific case). 

In Tanzania, the period of notification changes due to urgency 
of the business situation and on the nature of change and its 
impact on the workforce/company. 

In Botswana, the minimum notification period can be between 
one week and one month and is not specified in agreements.




