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Highlights
  Exxaro’s talent pipeline and feeder schemes enabled over 950 jobless youth to obtain occupational 
qualifications, in-service training and employment

  Ensuring Exxaro receives tax benefits and SETA grant benefits of over R35 million in the training and 
development programmes.

Lowlights
 Organisational restructuring has strained employee morale.

Our people are our greatest source of value and Exxaro’s regular inclusion in various top-employer rankings illustrates the depth 
of our commitment to enriching their lives.

A comprehensive suite of policies covers employment, labour relations, occupational health and safety, training and education, 
diversity and equal opportunity. Our aim is to provide working conditions that are safe and healthy, opportunities that are 
enriching and an environment conducive to performance.

Supported by the leading practices developed in recent years, Exxaro concentrates on exceeding compliance targets in South 
Africa through training and development to optimise individual potential, maximise equality and safety in the workplace, meet our 
employment equity targets and improve living standards in our stakeholder communities. Collectively, our initiatives contribute to 
reducing the shortage of skills in our industry.

The shortage of specific skills in South Africa remains a particular challenge. A mining sector-specific and national plan aim to 
address critical or scarce competencies. As such, attracting, developing and retaining these skills is a priority for Exxaro as a 
mining company, and a competitive advantage. This is the driving force behind our feeder schemes, currently benefiting over 
950 people. 

Specific strategies ensure the accelerated learning and development of black people, women and people with disabilities, including:
›› Fast-tracking those with leadership and management potential
›› Occupation-based skills programmes
›› Formal study assistance
›› Adult education
›› People and self-management skills
›› Learnerships
›› Bursaries and internships.

Skills development
Given the importance of skills in our industry, we endeavour to 
invest an appropriate amount of total salaries and wages each 
year on developing our people. In 2016, we spent R178 million 
on training, or 5,4% of payroll (2015: 6% or R184 million):
›› R90 million was for job-related operational and technical 

training at business units, including operator training and 
mobile equipment licences. This amounts to 148 500 training 
sessions using our e-learning platform, classroom and 
practical on-the-job training to satisfy mainly core training 
needs directly linked to operations, as well as the 
requirements of the Mine Health and Safety Act (MHSA). This 
includes training contractors as required by the MHSA, as well 
as section 101 of the Mineral and Petroleum Resources 
Development Act (MPRDA)

›› R84 million was spent on the talent pipeline, comprising 
bursaries, internships, learnerships and skills programmes 
based on our need for core and key skills. Viewed from the 
perspective of outcomes, we examine key areas across the 
skills value chain to determine which actions will ensure the 
right skills are available at the right time. R46 million of this 
is spent on artisans/miners per year

›› R3,7 million goes to developing targeted employees in 
management development programmes, leadership 
development, postgraduate studies and support–function 
development. 

We encourage our people to take joint responsibility for 
managing their career growth. We provide financial assistance 
to permanent employees with potential to further their 
education through part-time studies of recognised, approved 
courses. When we nominate people to attend programmes, 
these are fully sponsored (tuition, examinations, travel, 
accommodation and study leave).

Skills and human resources development

Rm 2016 2015 2014 2013 2012

Total training 178 184 221 200 177
HDSA training 150 152 180 161 134
HDSA training as 
% of total payroll 4,5 5,0 6,8 6,5 5,5
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Current and future skills requirements
To meet our current and future skills requirements, we invest 
in our existing employees, future employees, and in the 
communities that provide our labour. At present, 99% of 
Exxaro’s labour is sourced in South Africa and, at any operation, 
over 70% is sourced from host communities. Our education, 
bursar and skills development initiatives are geared to empower 
local communities to compete for positions in the company.

Graduate programme
Our three-year professionals-in-training programme blends 
academic theory with the work environment. Each graduate has 
a mentor who supervises exposure to operational, leadership 
and management training on the job. Mentors also assist with 
fulfilling registration requirements for relevant governing 
bodies and professional associations. In 2016, there were 
51 professionals-in-training (2015: 64) throughout Exxaro in 
a R18,3 million programme. Of these interns, 40% are women 
and 64% are black, and over 90% were placed throughout 
the group.

Bursary programme
There are currently 61 bursars studying at South African 
institutions at a cost of R6,6 million per annum. Over two-thirds 
are black South Africans and 36% are women.

As part of the Exxaro people development initiative, we granted 
eight bursaries in 2016 to school-leavers interested in technical 
disciplines such as engineering (metallurgical, chemical, 
mechanical, electrical, industrial, mining or civil), mine surveying 
and geology. Candidates must be grade 12 students from Exxaro 
communities who want to study for a technical degree or 
diploma. The total annual cost of this programme is R1,7 million.

Training
Training and development initiatives across the group are based 
on a comprehensive needs analysis, incorporating business 
strategy, identified skills gaps, succession-planning, employee 
career progression and employment equity plans.

We offer sponsored engineering learnerships at our acclaimed 
Grovos training centre in Lephalale. We also sponsor 

engineering and mining learnerships at Colliery Training College 
(CTC, where Exxaro is a shareholder) in eMalahleni, 
Mpumalanga. As part of our feeder schemes, we provide 
sponsored formal and practical training in core skills 
programmes including operators for plant, maintenance and 
mobile equipment.

Our Grootegeluk and Matla mines are accredited (Mines 
Qualifications Authority or MQA) training providers in selective 
mining and engineering disciplines. This enables our people to 
be trained, declared competent and obtain their MQA 
certification in-house.

Literacy and numeracy
Functional literacy is an important issue in an industry where 
communicating on safety is often in written form. All employees 
with qualifications below NQF level 1 are given the opportunity 
to become functionally literate. Candidates are screened and 
counselled to ensure informed decisions, and where employees 
complete training in their own time, there is an incentive 
scheme for each level completed.

Exxaro pays for voluntary adult education and training (AET) 
programmes at all operations, investing R1,8 million in 2016 
(2015: R1,5 million). We have accredited AET training centres at 
Grootegeluk (partnership with external provider) and Matla, while 
accredited external providers are used by other business units.

In 2016, 45 employees and 71 non-employees or people from 
our communities enrolled in AET programmes. Over 
1 250 employees have passed one or more AET levels 
since the inception of this programme.

As 86% of Exxaro’s total workforce now holds a qualification of 
NQF 1 and above, communication is more effective, particularly 
on safety issues.

Scholarships
In 2016, two scholarships were awarded to medical students 
from our communities. At the end of their academic programme, 
these students are expected to practise in communities where 
Exxaro operates for a specified period.
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Talent management

The imperative of talent management in a subdued economy

It has never been so evident that South Africa has a growth problem. Our economy is, at present, manifestly incapable of 
expanding at the rate required to meaningfully lower unemployment and reduce inequality. At the same time, our industry has 
been criticised for restructuring and closing operations to weather the global commodity downturn, with the resultant loss of 
jobs. 

Exxaro is obviously not immune to these challenges. We have responded by reviewing our operating model and optimising our 
structures, predominantly across the corporate centre and support services. Our aim was to develop a structure that is fit for 
purpose, nimble and ensures our sustainability. 

The key focus in 2016 was staffing new organisational structures with the right candidate in the right position. We successfully 
filled 60% of positions with internal talent while the balance was sourced through the talent pipeline of leaners and professionals-
in-training as well as external appointments. Four senior appointments were made internally in 2016. The new CEO, Mxolisi Mgojo, 
assumed office in April. In consultation with the board, he appointed new members to the executive committee from the internal 
succession plan: Riaan Koppeschaar as finance director, Dr Nombasa Tsengwa as executive head: operations and Vanisha 
Balgobind as executive head: human resources. 

Effective talent management and leadership remain the most pressing human capital issues in such challenging times. With 
several mine closures under way – some planned (Inyanda, Tshikondeni) and some unexpected (Arnot) – Exxaro has focused on 
minimising retrenchments through mechanisms such as voluntary severance packages while retaining the skills that underpin 
our operations. As the Exxaro improvement project unfolds to ensure the group’s sustainability, our people remain a strategic 
imperative. 

Leadership development
Exxaro offers a wide selection of management and leadership development opportunities, and integrates these into a 
comprehensive framework aligned to business goals. Leadership development remains a strategic enabler in our talent 
management strategy. Our incredible leadership model underpins leadership development and integrates both credible and 
incredible leadership behaviours into a comprehensive framework aligned to business goals and reflected through our strategy. 

In 2016, Exxaro trained 94 employees on the basic management programme, 53 on the first-line management programme and 
nine on the middle management programme. These programmes have been very successful in familiarising employees with 
leading business and management principles, and will be augmented by coaching and mentoring programmes in the year ahead.

To minimise the impact of restructuring on individuals, in 2016 we developed a change management programme to equip our 
leaders with the skills required to manage change through uncertain times, with workshops across the group aimed at maximising 
both leadership and personal effectiveness. Through a combination of group and individual coaching sessions, leaders were able 
to help employees gain deeper insight into the need for adjustment and change. Leadership workshops also assisted employees 
with their personal journeys and helped them commit to change. 

Employee engagement
In 2016, Exxaro again participated in the prestigious Deloitte’s 
Best Company To Work For survey, which benchmarks 
employers of choice in South Africa and Africa across industries 
and size categories. Exxaro achieved the excellence rating that 
certifies it as a competitive employer against the Deloitte 
benchmark standards:
›› Exxaro achieved an employee engagement score of 74,47% 
›› Our employees scored in the ‘high excellence’ range for job 

satisfaction, an important element of organisational 
commitment and capacity to perform well.

Exxaro also scored highly on operational effectiveness, values 
and culture, and work relationship with manager.

These results indicate a healthy and competitive work culture. 
Importantly, they reflect the actual work experience as rated by 
our total workforce and not a segmentation of specific groups. 
Our aim is to steadily improve our rating, reflecting the 
group-wide emphasis on performance in a healthy employee 
climate that attracts and retains talent. By benchmarking 

ourselves in this way, we continually address gaps in the way we 
work, understanding that continuous improvement is the only 
way to ensure we remain an employer of choice.

Employee/management relations
Constructive engagement remains the cornerstone of our 
approach to organised labour. All our trade-union engagement 
structures are functioning well and are a vital conduit for 
managing issues raised. In addition, our employee relations 
strategy provides an effective framework for maintaining a 
healthy workplace climate.

Our policies and procedures are developed within the framework 
of relevant labour legislation, and employees are managed 
individually and collectively.

Some 78% of our employees are represented by affiliated 
unions recognised by Exxaro subsidiaries: primarily National 
Union of Mineworkers (NUM), Solidarity, Association of 
Mineworkers and Construction Union (AMCU) and the Food 
and Allied Workers Union (FAWU).
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Recognised unions

162 22

4 071

802
113

■ AMCU ■ FAWU

■ NUM ■ Solidarity

■ UASA

Recognised unions

We concentrate on maintaining sound relations with employees 
in bargaining units by engaging with their representatives. This 
is based on a pluralist approach to trade-union recognition 
through formal agreements. Negotiations for wages and 
conditions of employment are conducted through in-house 
forums and the Chamber of Mines. In 2016, we successfully 
concluded a wage agreement with AMCU for our coastal coal 
region, without any negative labour implications. There were no 
other collective bargaining processes in 2016, as we still have 
valid two-year agreements for Exxaro Coal and Exxaro Coal 
Mpumalanga. 

Our disciplinary codes are based on the principle of fairness 
as required by labour law, and our supervisors have the skill 
to implement the codes. A key focus for 2016 was to build 
employee relations competency among all stakeholders to 
foster a healthy climate. Various skills workshops and training 
were conducted with unions, employee relations managers and 
line leaders. Confirming the commitment from all parties to 
build solid relationships, our external (CCMA) referral rate has 
decreased by 33%. 

In consultation with our labour stakeholders, we concluded a 
number of section 189 (retrenchment) closure processes across 
Exxaro in 2016, including Exxaro Coal Central, Arnot and, more 
recently, the Exxaro improvement project (EIP), which focused 
on support services across the business. 

The EIP was the catalyst for reviewing the Exxaro business 
model and although the initial worst-case scenario highlighted 
the possibility of 565 retrenchments, we finished the process 

with only 94 retrenchments. This number could drop if 
employees currently in transitional roles (deferred 
retrenchments) are able to secure alternative permanent 
employment. Although these processes are challenging, our 
relationships with all stakeholders were a key factor in their 
successful outcome. 

Share ownership
Mpower 2012, our employee share-ownership plan, was 
implemented in July 2012: 7 290 participants each received 
387 units worth R75 000 at the time, regardless of 
remuneration level or years of service. All employer companies 
in the group contributed cash to the trust to purchase shares, 
meaning there is no loan to repay so Mpower 2012 participants 
enjoy potential growth and profit from the outset. This plan runs 
until May 2017 and new qualifying employees received a 
pro-rated number of units.

Under Mpower 2012, 6 147 participants received dividends 
totalling R3,3 million for the review period, and R59 million was 
paid as distributions to good leavers (2015: R5,3 million and 
R23 million respectively).

Employment equity
Ten years into our journey as one of the largest black-owned 
mining companies in South Africa, we continue to benefit from 
developing the skill levels of our workforce and enabling 
progress as the cornerstone of our commitment to meeting our 
transformation objectives. Employment equity is just one way 
to realise this commitment, supported by continuous diversity 
programmes and engagement at our business units.

Our employment equity strategy is founded on detailed plans 
developed by each business unit in consultation with its 
employees and unions. By following these plans, each unit 
ensures that recruitment and skills development are managed 
responsibly, advancing transformation without affecting existing 
positions. Each business unit has a dedicated senior manager 
for employment equity, as well as an employment equity forum 
that is actively involved in developing, monitoring and 
communicating employment plans. 

These plans are due for review in 2017, when we will assess our 
progress over the last five years and implement measures to 
meet our targets and address areas of concern. We will also 
consider the alignment of our targets to other legislative 
guidelines such as the revised mining charter and BBBEE codes.

The breakdown of our annual employment equity reports, as 
submitted to the Department of Labour, is shown below.

 Male Female  Total 

Category
% 

black Number
% 

black Number
% 

black Number
Target 
black

Total
 %

Target 
HDSA

Top management 66,67 2 0,00 0 66,67 2 50,00 66,67 50,00
Senior management 29,76 25 10,71 9 40,48 34 37,00 48,81 43,00
Middle management 38,22 245 17,00 109 55,23 354 47,00 73,95 59,00
Junior management 48,47 1 190 16,25 399 64,73 1 589 57,00 74,09 80,00
Women      1 373 10,00 19,48  
People with disabilities      95 2,00 1,35

As submitted to the Department of Labour on 31 December 2016.
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Exxaro workforce by category and region
Exxaro’s staff complement was 6 648 at 31 December 2016 (2015: 7 610), split into employees in bargaining units (81,4%) and the 
management and specialist category (18,6%).

 Bargaining unit Management and specialist

Region Male

% of 
work-
force Female

% of 
work-
force Total Male

% of 
work-
force Female

% of 
work-
force Total

Grand 
total

Expatriate  0,00    2 0,03 1 0,02 3 3
Foreign 58 0,87 3 0,05 61 7 0,11   7 68
Gauteng 61 0,92 13 0,20 74 241 3,63 212 3,19 453 527
KZN 34 0,51 16 0,24 50 2 0,03   2 52
Limpopo 2 082 31,32 422 6,35 2 504 357 5,37 89 1,34 446 2 950
Mpumalanga 2 230 33,54 499 7,51 2 729 240 3,61 79 1,19 319 3 048

Grand total 4 465 67,16 953 14,34 5 418 849 12,77 381 5,73 1 230 6 648

For 2016, Exxaro’s average employee turnover rate was 5,1% 
(2015: 4,7%), due to death, resignation, dismissal, voluntary 
severance/section 189s and disability. The turnover rate by 
employee group is shown below:

Breakdown of turnover by level

Terminations Jan – Dec 2016

Number 
% of 

workforce 

Top management 1 0,02
Senior management 2 0,03
Middle management 36 0,54
Junior management/skilled 125 1,88
Semi-skilled 155 2,33
Unskilled 21 0,32

Total 340 5,11

Breakdown of turnover by gender

Breakdown of turnover by gender (%)
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Remuneration
Our remuneration policy (page 21) includes guaranteed and 
variable components. These are critical to attract, motivate and 
retain the high-performing and talented individuals required to 
build a sustainable business.

There is no discrimination between the salaries of men and 
women in the bargaining-unit category as collective agreements 
determine specific guaranteed minimum salaries. In the 
management and specialist category, individual salaries are 
strictly based on contracted performance.

Eliminating discrimination and resolving grievances
As an employer, Exxaro is firmly committed to the concept and 
practice of equal opportunity, irrespective of race, religion, 
gender, health status, sexual preference or nationality.

Our corporate values guide the way we do business, and 
discrimination on any grounds is not acceptable. Managers and 
supervisors are continuously trained on appropriately applying 
disciplinary measures should the need arise.

Human rights 
Exxaro complies with labour legislation in South Africa and 
International Labour Organisation guidelines. As a signatory to 
the United Nations Global Compact, we encourage freedom of 
association and collective bargaining, ensure child labour is not 
tolerated and that forced or compulsory labour is not practised.

The group’s compliance with legislation and international 
conventions was audited by our internal auditors and confirmed 
in the prior period.

Our induction programmes educate employees about human 
rights. Policies on discrimination, harassment and racism are in 
place, as are structures to protect employees’ human rights in 
the workplace. Security personnel are fully trained on human 
rights aspects relevant to each operation. Refresher courses 
also cover human rights issues.

Women in mining
In Exxaro, women make up 20% of the workforce, and we focus 
on attracting women through our talent pipelines. Although this 
is a challenge, women comprise 28% of young professionals-in-
training, 34% of our full-time bursars in engineering and mining 
at universities. 

In the third quarter of 2016, we participated in a survey by the 
Commission for Gender Equality. The focus of the survey was to 
qualitatively and quantitatively assess gender mainstreaming in 
the mining industry. Our participation provided the opportunity 
to showcase our initiatives in advancing representation and 
addressing issues related to women. 

Housing
In line with our mining charter obligations and our business 
needs, we have focused on homeownership under a long-term 
housing strategy.

Since introducing a mortgage repayment subsidy for first-time 
homebuyers who are permanent employees in 2009 – a period 
marked by the unprecedented scarcity of bank mortgage 
finance – 312 employees have benefited.
 

The first-time homeownership capital assistance programme 
has proven to be a key enabler of homeownership among our 
employees. Our R125 000 capital assistance allows employees 
to significantly reduce the amount of their mortgage, improving 
affordability. This has assisted employees on specific salary 
grades to become homeowners, with 202 benefiting to date.

To comply with the mining charter, over the past six years, 
Exxaro has converted all its hostels into single-quarter 
accommodation or family units, improving the quality of life 
for over 920 employees.

While our housing policy focuses on homeownership, 
bargaining-unit employees receive a housing or living-out 
allowance. The housing allowance is paid to employees with 
a registered bond (2016: 1 246) and the living-out allowance 
to those renting accommodation (2016: 3 739). 

Community education 
In 2016, 62 community members were enrolled for ABET 
programmes through Exxaro initiatives.

Learner development and teacher development programmes 
are in place at Grootegeluk, North Block Complex, Inyanda and 
Leeuwpan. These are conducted by volunteers/teachers to 
support learners and teachers in mathematics, physical science, 
English and career guidance:
›› Grootegeluk: Over 600 learners from 16 schools benefited 

from the first phase of the holiday school programme in 
Lephalale and surrounding villages. This is part of a broader 
education initiative that includes Saturday and holiday 
classes in key subjects and career guidance, as well as 
teacher and principal development programmes. A number of 
other programmes have been implemented: a whole school 
development initiative at Mabalane Seleka Technical School 
(including infrastructure upgrades, resourcing, and staffing 
assistance); funding to improve literacy among hearing-
impaired learners at Sedibeng School for the Deaf.

›› Inyanda: As part of its social and labour plan, Inyanda 
launched a similar programme with extra classes for grade 10, 
11 and 12 learners from Pine Ridge Combined School in the 
Klarinet community on Saturdays and school holidays to 
improve pass rates. The project was initiated with the consent 
of the Department of Basic Education, and will provide a 
steady flow of local learners suitable for our bursary and 
artisan programmes. The school’s pass rate in matric 
improved from 76% in 2013 to 92% in 2015.

›› Leeuwpan: Over 1 500 grade 10 to 12 learners from five local 
schools received extra tuition in mathematics, physical 
science, life sciences, accounting, geography and economics.

›› North Block Complex: Over 300 grade 12 learners from eight 
schools in the Emakhazeni circuit benefited from a Saturday 
and holiday school programme; training was conducted for 
grade 9 teachers to improve annual pass rates in 
mathematics and English; and science practicals were 
conducted for grade 11 learners. As a result, the pass rate 
improved from 71% in 2013 to 87% in 2015.

  


