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SECTION 1:  INTRODUCTION  
 

1.1 Background 

 
Petra Diamonds (Pty) Ltd. is a leading independent diamond-mining group and an increasingly 

important supplier of rough diamonds to the international market.  Petra’s Cullinan Diamond 

Mine (CDM) is situated approximately 60km from Johannesburg and is one of the most 

celebrated diamond mines and a source of large, high-quality Type II Gem Diamonds as well 

as the world’s only significant source of truly rare and highly valuable blue diamonds. Petra 

initially acquired a 37% interest in the Cullinan Diamond Mine from De Beers in 2008 but 

increased its direct interest in the Mine to 74% in late 2009.  Petra continues to exploit the 

underground resource using mechanized mining methods.  Cullinan Diamond Mine has since 

recovered several world-class diamonds.  Cullinan contains a superlative resource of 152.5 

Mcts including 17.2 Mcts in tailings.  Petra has implemented an expansion plan at Cullinan, in 

which production from just under 900,000 carats in FY 2013 increased to 1.67 million carats 

by FY 2019. 

 

The Social and Labour Plan (SLP), dated 2013 to 2017, has lapsed in June 2018 and this 

Social and Labour Plan submission serves as the requirement for Cullinan Diamond Mine to 

commence with the SLP implementation for the next 5-year period, commencing 01 July 2018 

and ending 30 June 2023. 

Petra is committed to maintaining the highest standards of business conduct and ethics, as 

well as compliance with all applicable laws, rules and regulations, corporate reporting and 

disclosure, and all other matters deemed to protect the best interests of the company’s 

shareholders.  As such, Petra Diamonds is fully committed to ensuring that their operations 

subscribe to the objectives of the Mining Charter and the Mineral and Petroleum Resources 

Development Act (MPRDA), Act No.28 of 2002. 

The objectives of the Social and Labour Plan (section 41 of the Regulations) are to: 

• Promote employment and advance the social and economic welfare of all South Africans. 

• Contribute to the transformation of the mining industry; and 

• Ensure that holder of mining rights contribute towards the socio-economic development of 

the areas in which they operate. 

 

Cullinan Diamond Mine will continue, for the next 5-year period (01 July 2018 – 30 June 

2023), to ensure that these objectives are met through the implementation of this Social and 

Labour Plan. 
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1.2 Preamble  

 
Table 1: Preamble 

Name of the Company (Mine): 
 
Cullinan Diamond Mine (Pty) Ltd 

Name of the Mine/Production Operation 
 
Cullinan Diamond Mine (Pty) Ltd 

Mine's Physical Address: Oak Avenue, Cullinan 

Mine's Postal Address: 
  
Private Bag X1015, Cullinan, 1000 

Mine's Telephone Number:  012 305 2213 

Mine's Fax Number:  012 305 2661 

Location of Mine or Production Operation  See map below 

Commodity Diamonds 

Mining Right 4 December 2007 until 3 December 2037 

Life of mine ± 2030 

Financial Year: 30 June each year 

Period of Reporting: SLP 01 July 2018 to 30 June 2023  

Period of Reporting - Mining Charter: 01 January to 31 December 

Reporting submission date - Mining Charter: 31 March of each year 

Responsible Person: General Manager – Jaison Rajan 

Geographical origin of employees  Town 
Local 

Municipality 
Province 

Mine Community Cullinan CoT Region 5 Gauteng 

Labour sending area 
Refer to Tables below 
Summary Table: Labour Sending Areas 
(Employees) 
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   Figure 1: Map of Location - Cullinan 
 

 
 

Location of Cullinan Diamond Mine 

Source: http://www.maplandia.com/south-africa/guateng/cullinan/cullinan/ 

 

1.3 Mining Methodology 

 
Between 1902 and 1932 an artisanal open-pit surface mining method was used to mine ore down to 

a depth of 189 meters. The mine shut down in 1932 during the great depression and again during 

the Second World War. In 1945 de-watering of the open pit started in preparation for the development 

of an underground mine. Two vertical shafts were sunk to access the same ore body at greater 

depth. The ore body was then mined from underground using the sub-level open bench mining 

method, which was considered the optimal method for an open pit to underground transition. In the 

following years, mining methods and systems were changed to suit different ground conditions, with 

cave mining using scrapers in the early 1970s, sub-level open stopping in the early 1980s, and 

mechanized trackless block-cave mining in the early 1990s. 

http://www.maplandia.com/south-africa/guateng/cullinan/cullinan/
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Currently, two mechanized mining methods are used to mine the western and eastern parts of the 

ore body with different ground conditions, namely the block cave and the sub-level cave mining 

methods respectively.   

The ore is loaded from the draw points with load-haul-dump units (LHD’s), transferred to tips for the 

ore to be sized and where large rocks are broken by mechanical rock breakers to pass through the 

grizzly openings before proceeding to the underground crushing stations to be crushed. The crushed 

material report to ore passes feeding onto the underground conveyor belt installations to be 

transported towards the production shaft. All conveyed ore is buffered in the underground shaft silos 

from where conveyors feed the measuring flasks and skips on the loading station, before being 

hoisted to the surface.  Cullinan Diamond Mine has an installed capacity to produce approximately 

4.0 million tonnes per annum from the western and eastern caves. 

The C-Cut at Cullinan is a block cave on the western side of the ore body which accesses the mostly 

“Coherent type” kimberlite facies of the ore body. The CC1E on the eastern side of the ore body is 

a sub-level cave that accesses the “Pyroclastic type” kimberlite facies of the ore body.  The current 

mining program accesses the upper portions of the C-Cut resource and required the upgrading of 

the material handling infrastructure, including the deepening of the production and service shafts to 

depths of 937 meters and 887 meters below surface respectively. 

Production is planned to deliver 1.6 to 1.8 million carats per annum at a steady state at an average 

recovered mill plant ROM grade window of 35 to 40 cpht based on resource estimates and long-term 

production records at Cullinan. Petra foresees a long life for the operation and has a current mine 

plan until 2029, though this will only have exploited 21% of the C-Cut resource to 1,073 meters, 

leaving extensive resources for future development.  

1.4 Employee Profile  
 

Table 2: Mine Employee Profile  

Occupational Level 
Actual status 

FY2019 
(30 June 2019) 

Actual status 
FY2020 

(30 June 2020) 

Senior management (e) 4 5 

Professionally qualified and experienced specialists and 
middle management (d) 

43 40 

Skilled technical and academically qualified workers, 
junior management, supervisors, foremen, and 
superintendents (c)  

397 414 

Semi-skilled and discretionary decisions making (b) 483 475 

Unskilled and defined decision making (a) 199 310 

TOTAL PERMANENT 1126 1244 

Non-Permanent Employees 195 64 

TOTAL 1321 1308 
Comments: The current workforce is based on operational requirements which change as per project needs.  

The workforce as of 30 June 2020 was 1308 (excluding contractors). Cullinan Diamond Mine (CDM) takes 

cognisance of the fact that any core mining contractors (reportable contractors) engaged to execute specific 

projects within the 5 years of this SLP, will be required to comply with the requirements of the MPRDA as per 

Section 101 of the Act, including reporting to the Department of Mineral Resources and Energy (DMPRE) on 

an annual basis.   

CDM will ensure compliance of reportable contractors through the contractual agreement.  
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1.5 Labour Sending Area  
 
Table 3: Labour sending area for Mine Employees 

 

 

Comments:  

Cullinan Diamond Mine is committed to local job creation and the up skilling of the local 

community members through employment at the Mine. The drive towards local recruitment is 

visible in a gradual increase from 77.14% in FY2019 and 79.20% in FY2020 of the Mine’s 

employees are from the local labour sending area.  

 
 Figure 2: Graph of Distribution of Workforce – June 2020  

Labour Sending Area 

Actual status 
FY2019 

Actual status 
FY2020 

30 June 2019 30 June 2020 

Number Percentage Number Percentage 

Mine community: City of Tshwane 

Metropolitan Municipality, Region 5 & 7 
1019 77.14% 1036 79.20% 

Province 157 12% 157 12.00% 

National 145 10.98% 115 8.80% 

Foreign Migrants (Other) 0 0.00% 0 0.00% 

TOTAL 1321 100% 1321 100% 

79.20%

12.00%

8.80%

0.00% Employment Statistics

Mine Community (<50 km) -Local
Municipality

Province

National

Foreign Migrancy (Other)
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SECTION 2: HUMAN RESOURCE DEVELOPMENT 

PROGRAMME: Regulation 46(b) 
 

2.1 Introduction 
 

Petra Diamonds (Pty) Ltd, through its operations, is committed to the development and 

transformation of the affected communities within which they are operating. To achieve its 

transformation and development objectives, the Mine has a strong focus on the recruitment and 

development of its employees and local community members.    

The Petra Diamonds Training and Development Policy seek to address the development of its 

employees and to adhere to legislative obligations and commits itself to create an environment in 

which employees will be developed to establish a competent workforce, enhance knowledge and 

create career opportunities where possible. The Company’s Human Resource Development 

strategy recognizes the contribution that training and development of its employees can make 

towards achieving its strategic objectives and priorities.    

Cullinan Diamond Mine (Pty) Ltd has appointed a Skills Development Facilitator (SDF) to assist 

with the effective implementation of the Skills Development Undertaking of the operation.  Cullinan 

Diamond Mine (Pty) Ltd will adhere to the guidelines of the Mining Qualification Authority (MQA) 

with regards to the annual submission of the Workplace Skills Plan.   

2.2 Compliance with Skills Development Legislation 
 

Table 4 below outlines the required compliance with the Skills Development Legislation for Cullinan 

Diamond Mine  

Table 4: Compliance with Skills Development Legislation 

 

Name of SETA Mining Qualifications Authority 

Registration number with the relevant SETA L530769159 

Skills Development Facilitator Appointment 

Confirmation 
Clive Gounden 

Proof of submission of Workplace Skills Plan  Annual proof of submission available 
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2.3 Petra Diamonds Education Pipeline 
 

The Figure below outlines the Education Pipeline rollout plan and in which sequence of priority training and development needs to take place:  

i. Firstly: Legal Training (in accordance with legal requirements).  

ii. Secondly: Job-specific (to ensure employees can timeously and effectively carry out their specified duties); and 

iii. Thirdly: Developmental (personal development and career development) 

Figure 3: Education Pipeline 
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2.4 Skills Development Plan: Regulation 46 (b) (i) and Regulation 11 (1) (g) 

2.4.1 Number and education levels of the workforce of the Mine 

 
Table 5 (a): Form Q – Workforce of the Mine  

Band NQF 
Min credit per qual 

(for exit) 

Planned as per 

envisaged organogram 

Male Female Total 

A
fr

ic
an

 

C
o

lo
u

re
d

 

In
d

ia
n

 

W
h

it
e 

A
fr

ic
an

 

C
o

lo
u

re
d

 

In
d

ia
n

 

W
h

it
e 

M
al

e 

F
em

al
e 

T
o

ta
l 

General 

Education 

and 

Training 

(GET) 

1 

  No Schooling 1 0 0 0 0 0 0 0 1 0 1 

  Grade 0 / Pre-ABET 0 0 0 0 0 0 0 0 0 0 0 

  Grade 1/ Sub A 0 0 0 0 0 0 0 0 0 0 0 

  Grade2/ Sub B 0 0 0 0 0 0 0 0 0 0 0 

  Grade 3/ Std1/ABET 1 2 0 0 0 0 0 0 0 2 0 2 

  Grade4/ Std 2 1 0 0 0 0 0 0 0 1 0 1 

  Grade 5/ Std 3/ ABET 2 11 0 0 0 1 0 0 0 11 1 12 

  Grade 6/ Std 4 3 0 0 0 0 0 0 0 3 0 3 

  Grade 7/Std 5/ABET 3 7 0 0 1 0 0 0 0 8 1 8 

  Grade 8/ Std 6 2 0 0 0 0 0 0 0 2 0 2 

  Grade 9 /Std 7/ ABET 4 36 0 0 1 2 0 0 0 37 2 39 

Further 

Education 

and 

Training 

(FET) 

2   
Grade 10/ Std 8/ N1 

/NCV Level 1 
66 0 0 2 2 0 0 1 70 1 71 

3   
Grade 11/ Std 9/ N2 / 

NCV Level 2 
143 1 0 6 9 1 0 2 150 12 162 

4   
Grade 12/ Std 10/ N3 / 

NCV Level 3 
447 7 0 38 66 4 0 12 492 82 574 

Higher 

Education 

and 

Training 

(HET) 

5 120(120) Higher certificates 105 7 0 136 12 0 0 5 248 17 265 

6 
120(120/ 

360(240) 

Advanced Certificate 

/Diploma 
53 3 2 10 27 0 0 8 68 35 103 

7 
120(120) /  

360/480+ (120) 

Advanced Diploma / 

bachelor’s Degree (B-

tech / First Degrees) 

15 0 2 9 15 0 0 3 26 18 44 

8 
120(120) 

 

Post Graduate Diploma 

/Honours Degree  
4 0 0 4 4 0 0 1 8 5 13 

9 180(120) Master’s Degree 0 0 0 0 1 0 0 0 0 1 1 

10 360(360) Doctoral Degree  0 0 0 0 0 0 0 0 0 0 0 

Unknown 11 N/A Unknown 0 0 0 0 0 0 0 0 0 0 0 

TOTAL 899 18 4 209 140 5 0 33 1130 178 1308 
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2.4.1.1 Current Illiteracy Level and AET Needs  

 
Table 5 (b): AET Cumulative Needs 

 

Level The literacy level of employees Cumulative Need (per form Q) – Employees  

Pre-AET 1 0 

AET 1 2 1 

AET 2 16 2 

AET 3 10 13 

AET 4 39 11 

TOTAL 68 27 

 

Comment: Current AET needs analysis shows 27 employees who are below AET level 4. 
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2.4.1.2 AET Targets and Timeframes  

 
Table 5 (c): AET Targets 

FUNCTIONAL LITERACY & NUMERACY (AET) TARGET TABLE (FY2019 to 2023) for the workforce of the mine 

L
e
v
e
l 

 Form Q 
Employee 
Literacy 
Levels 

Total 
interventions 
required to 

undergo AET 

T
a
rg

e
t 
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n
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o

n
s
 /
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n

t 
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9

 

T
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e
t 
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n
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o

n
s
 /

 

C
o

m
m
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m

e
n

t 

F
Y
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0

2
0

 

T
a
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e
t 
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e
n
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o

n
s
/ 

C
o

m
m

it
m

e
n

t 

F
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0

2
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T
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o
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C
o

m
m
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m

e
n

t 

F
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 2
0

2
3

 

T
a
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e
t 

In
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rv
e
n

ti
o

n
s

 

 (
2
0
1
9
 t

o
 2

0
2

3
) 

 

Pre-AET 0 0 

20 10 10 10 10 60 

AET  
Level 1 Communication 

1 
 

1 
 

AET  
Level 1 Numeracy 

1 1 

AET  
Level 2 Communication 

3 3 

AET  
Level 2 Numeracy 

3 3 

AET  
Level 3 Communication 

15 15 

AET  
Level 3 Numeracy 

15 15 

AET 
Level 4 Communication 

11 11 

AET 
Level 4 Numeracy 

11 11 

Total No. of AET Interventions 60 60 20 10 10 10 10 60 

Comment: The total number of employees who require AET Training is 30, as such 60 interventions will be offered over the 5 years (Including Contractor 
employees). Employees who complete AET Level 4 are eligible to apply for Career Advancement Programme (CAP) for A& B band employees for further career 
progression.  
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2.4.1.3 AET Implementation 

 

Table 5 (d): AET Implementation Plan 

 

AET Implementation Plan 

1.  Training Facility: CDM has an in-house AET Centre  

2.  Capacity (No. of Learners per Class): Minimum of 8 learners per class  

3. Training provider of AET, e.g. Media Works CDM is accredited with MQA to offer AET  

4.  Registered SETA MQA   

5.  No. of Facilitators, and some background on 
the facilitator(s) 

1 qualified facilitator with Diploma in Education. 

5.  Full-Time, Part-Time, or Both? How is the 
program rolled out at the operation? 

5 days (5 shift) in three weeks cycle 

6.  How is the AET program 
advertised/communicated amongst your 
workforce? 

Company’s information/notice board, GM’s brief, 
and AET Brochure   

7.  How will the learners/identified candidates for 
the AET program be motivated by the mine to 
enrol and complete their identified/required AET 
level programs? 

They get paid full salaries whilst attending AET 
during working hours for 5 days in a three-
week cycle. MQA grants are paid to learners who 
successfully level.  

8.  Other info e.g. concerning contractors 
They are offered the opportunity to attend AET 
using the mine resources and costs 

 
 

 Table 5 (e): AET Implementation Plan 

 

Components  

Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision 
FY2021 

Financial 
Provision 
FY2022 

Financial 
Provision 
FY2023 

Total 
Financial 
Provision 
(2019 to 

2023) 

Financial 
Provision for 
AET Training 
Programmes 

 
 
R 839 169 

 

 

R 839 169 

 

R 839 169 

 

R 839 169 

 

R 839 169 

 

R4 195 845 
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2.4.2 Core Business Skills and Support Business Skills Training 

 

Table 6 (a): Core Business Skills Training and Timeframes – Engineering 

A: Engineering 
Training 
Provider 

Backlog Expected Enrolment 
Total 

Expected 
Enrolment  

(2019 – 
2023) 

2013-2018 FY2019 FY2020 FY2021 FY2022 FY2023 

Skills Programmes         

Engineering Aide 

Development Programme  
CDC 10 

        
5  

(Backlog) 
 

 
 5  

(Backlog) 
 

 
5  

 

 
5  
 

 
5  
 

 
15 New 
Intake  

10 Backlog 
=25 

Skills Training         

Artisan Improvement 

Programme 

(i.e. Specialised Original 

Equipment Manufacturer 

Type Training)  

Ext 0 5 5 5 5 5 25 

 

Other Engineering Skills 

Training  

 

CDC 0 2176 2176 1350 1350 1350 8402 

 
Total A: Expected enrolment  

2186 2186 1360 1360 1360 8452 
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Table 6 (b): Core Business Skills Training and Timeframes - Metallurgy 

B: Metallurgy 
On 

Program 
(SLP 2) 

Backlog Expected Enrolment 
Total 

Expected 
Enrolment 

(2019 – 2023) 2013-2017 FY2019 FY2020 FY2021 FY2022 FY2023 

Skills Programmes 

Ore Reception 

46 0 1 1 1 1 1 5 
Crushing 

DMS 

Scrubbing and Screening 

Skills Training 

Cyclone 

0 
 

0 
 

5 
 

5 
 

5 
 

3 
 

2 
 

20 
 

Screens 

Pumps 

Crushers and Mill 

Magnetic Separator 

Conveyor Belt Operation 

Sorting  

Other 

Total B: Expected enrolment 
0 6 6 6 4 3 25 

Comment: 

Planned enrolment for SLP 3 decreased due to a large-scale upskilling project for implementation of new 

technology in the new Mill plant during SLP 2 (years 4 and 5).   
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Table 6 (c): Core Business Skills Training and Timeframes – Mining 

C: Mining 

Backlog Expected Enrolment Total 
Expected 
Enrolment  

(2019 – 2023) 2013-2017 FY2019 FY2020 FY2021 FY2022 FY2023 

Skills Programmes 

Competency A (FOG) 0 4 3 3 3 3 16 

Competency B (FOG) 0 5 5 5 5 5 25 

Competency C (Blasting Assistant) 0 1 2 2 2 2 9 

Skills Training 

Mining Skills Training 0 3000 3000 2000 2000 2000 12000 

Other Training 

Underground Vehicle Training  
 

0 1000 
 

800 
 

700 
 

700 
 

700 3900 

Total C 0 4010 3810 2710 2710 2710 15950 
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Table 6 (d): Core Business Skills Training and Timeframes – Other 

D: Other 

Backlog Expected Enrolment 

Total Expected 
Enrolment 

(2019 – 2023) 2013-2017 FY2019 FY2020 FY2021 FY2022 FY2023 

Skills Programmes 

OHS Rep Skills 
Programme MQA/SP/0120/10 

0 10 7 8 8 8 41 

Skills Training 

Conveyor Belt Safety 0 525 525 325 325 325 2025 

Safety harness 
0 

530 530 328 328 328 2044 

Other HSE Training 

Surface Vehicle Training 0 600 400 400  400 400 2200 

HSE Training (Internal) 0 3800 3800 2356 2356 2356 14668 

HSE Training (External) 0 3 3 3 3 3 15 

Total D 0 5468 5265 3420 3420 3420 20993 

Comment: These are training initiatives that directly relate to the core business of an organization across all disciplines.  
 

Total all Core Business Skills 
Training (A-D) 

On 
Program 
(SLP 2) 

Backlog Expected Enrolment Total Expected 
Enrolment 

(2019 – 2023) 2013-2017 FY2019 FY2020 FY2021 FY2022 FY2023 

 
Totals 

11 670 11 267 7496 7 494 7 493 45 420 
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Table 6 (e): Support Business Skills Training and Timeframes 

Support Business Skills Training 

Expected Enrolment (Target) Total Expected 
Enrolment 

 (2019-2023) FY2019 FY2020 FY2021 FY2022 FY2023 

Microsoft Office Skills Course 10 10 5 3 3 31 

Business Communication skills 3 2 1 2 2 10 

HR Skills Courses 2 1 1 1 2 7 

ETDP skills Training (HRD Skills Courses) 2 2 1 1 2 8 

Supervisory Short course  6 6 3 4 6 25 

Supervisory Skills program for new 
supervisors 

5 2 1 1 1 10 

Information Systems Training  
(i.e. VIP Payroll, Accpac, ISO, Mine RP, 

AutoCAD, Insite, XTime) 
3 3 1 1 1 9 

Other External Training 
2 2 1 1 1 7 

Total 
         33 28 14 14 18 107 

Comment: 
The training for Support Business skills is non-technical and related to identified departmental needs.   

 

Table 6 (f): Financial Provision for ALL Business Training Programmes   

Components 
Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision 
FY2021 

Financial 
Provision 
FY2022 

Financial 
Provision 
FY2023 

Total Financial 
Provision 

(2019 to 2023) 

Financial Provision for Core 
Business Training Programmes   

R17 322 552 R18 031 362 R18 031 362 R18 031 362 R18 031 362 R89 448 000 

Financial Provision for Support 
Skills Training Programmes   

R 3 597 085 R 3 597 085 R 3 597 085 R 3 597 085 R 3 597 085 R 17 985 425 
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2.4.3 Learnerships 

 

2.4.3.1 Internal Learnerships (18.1) 

 

Table 7 (a): Internal Learnerships (18.1) Plans and Timeframes - Engineering 

INTERNAL LEARNERSHIPs (18.1 For the benefit of employees) 

A. Engineering  
     (4 Years) 

B
a

c
k

lo
g

 S
L

P
 2

 

O
n

 p
ro

g
ra

m
  

(S
L

P
2

) 

FY2019 FY2020 FY2021 FY2022 FY2023  
Grand Total  

(2019 – 
2023) 

 
Target 

 
Target 

 
Target 

 
Target 

 
Target 

 

National Certificate Electrical 
- Underground Diamonds  

0 5 

3 2 
 
3 
 

3 3 14 

National Certificate Fitting 
(including machining) - UG 
Diamonds  

0 1  

National Certificate: Rigger 
Ropesman: Surface / 
Underground 

0 
 

0 
 

National Certificate 
Plater/Welder - Underground 
Diamonds  

0 
 

2 
 

National Certificate Diesel 
Mechanic 

0 0 

National Certificate in 
Measurement Control and 
Instrumentation 

0 0 

Total A: Expected enrolment 3 2 3 3 3 14 

Comment: Discipline shall be determined by operational needs due to changes in technology and the effect of market demand 
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Table 7 (b): Financial Provision for Internal Learnership 18.1 Engineering 

Components  

 
Financial 

Provision FY2019 

Financial 
Provision FY2020 

Financial 
Provision FY2021 

 
Financial 

Provision FY2022 

 
Financial 

Provision FY2023 

Total 
Financial 
Provision 

(2019 to 2023) 

Financial Provision for 
Internal Learnership 
Engineering   

 

R499 368 

 

R332 912 

 

R499 368 

 

R499 368 

 

R499 368 

 

R2 330 384 

 
 

Table 7 (c): Internal Learnerships (18.1) Plans and Timeframes – Metallurgy 

B. Metallurgy 
(1 Year) 

B
a
c
k
lo

g
 

S
L

P
2

 

O
n

 

p
ro

g
ra

m
  

(S
L

P
2
) FY2019 FY2020 FY2021 FY2022 FY2023 

Grand Total 
(2019 – 2023) Target 

 
Target 

 
Target 

 
Target 

 
Target 

 

National Cert Mineral Processing: 

Lump Ore Beneficiation (Level 2) 

 

0 
46 3 2 1 1 2 9 

Total B: Expected enrolment 3 2 1 1 2 9 

Comment: 
Should the QCTO qualifications for Plant Operator and Plant Supervisors become effective during the period of the SLP, CDM will transition the 
targets for the Learnerships to the relevant QCTO qualifications.  

 

  Table 7 (d): Financial Provision for Internal Learnership 18.1 Metallurgy  

Components 
Financial 
Provision 
FY2019 

Financial 
Provision FY2020 

Financial 
Provision FY2021 

Financial 
Provision FY2022 

Financial 
Provision FY2023 

Total 
Financial 
Provision 

(2019 to 2023) 

Financial Provision for 
Internal Learnership 
Metallurgy 

R22 380 R37 300 R7460 R7460 R14920 R89 520 
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Table 7 (e): Internal Learnerships (18.1) and  Miner Development Program Plans and Timeframes – Mining  

C. Mining  
(1.5 Years) 

B
a
c
k
lo

g
 

S
L

P
2

 

O
n

 

P
ro

g
ra

m
 

(S
L

P
2
) FY2019 FY2020 FY2021 FY2022 FY2023 

Grand Total of 
Targets 

(2019 – 2023) 

Carry-over 
from FY18 

 

Target 
 

Target 
 

Target 
 

Target 
 

Miner Development 

Program 
6 8 

Carry-over =8 
 

5 
Backlog 3 + 
2 (New) =  

5 
Backlog 3 2 

Backlog 6 + 9 
(New) = 15 

Total C: Expected enrolment 
 
0 

 

 
5 
 

 
5 
 

3 2 15 

Comment: 

Due to the potential expiry of the Learnership, CDM will transition to the DMPRE prescribed miner development program. 
The backlog of 6 will be addressed in the miner development program. 8 Leaners were carried over to continue with the 
program from FY18.  
 

 

Table 7 (f): Financial Provision for Internal Learnership 18.1 Mining  

Components  

Financial 
Provision 
FY2019 

Financial 
Provision FY2020 

Financial 
Provision FY2021 

Financial 
Provision FY2022 

Financial 
Provision FY2023 

Total 
Financial 
Provision 

(2019 to 2023) 

Financial Provision for 
Internal Learnership Mining 

R 0 R 851 165 R 851 165 R510 699 R341 066 R2 554 095 
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2.4.3.2 External Learnerships (18.2)   

 
Table 7 (g): External Learnerships (18.2) Plans and Timeframes - Engineering 

EXTERNAL LEARNERSHIPS (18.2 Non-employees) 

A. Engineering Programmes 
 (4Years) 

L
e
n

g
th

 o
f 

P
ro

g
ra

m
m

e
 (

y
e
a

rs
) 

O
n

 P
ro

g
ra

m
 (

S
L

P
 2

) 

FY2019 FY2020 FY2021 FY2022 FY2023 

Grand Total 
(2019 – 
2023) 

 
Target 

Enrolment 
 

Target 
Enrolment 

Target 
Enrolment 

Target 
Enrolment 

 
Target 

Enrolment 
 

National Certificate Electrical - Underground Diamonds  4 0 

3 3 1 1 1 9 

National Certificate Fitting (including machining) - UG 

Diamonds  
4 2 

National Certificate: Rigger Ropesman: Surface / 

Underground 
3 0 

National Certificate Plater/Welder - Underground Diamonds  4 0 

National Certificate Diesel Mechanic 4 3 

National Certificate in Measurement Control and 

Instrumentation 
4 3  

National Certificate: Autotropic 4 0 

Total A: Expected enrolment 3 3 1 1 1 9 

Comment: Discipline shall be determined as per operational needs due to changes in technology, scarce skills, and the effect of market demand. 

 
Table 7 (h): Financial Provision for External Learnership 18.2 Engineering 

Components 
Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision 
FY2021 

Financial 
Provision 
FY2022 

Financial 
Provision 
FY2023 

Total Financial 
Provision 

(2019 to 2023) 

Financial Provision for External 
Learnership Engineering   

R 851 165 R 851 165 R178 015 R178 015 R178 015 R 2 236 375 
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Table 7 (i): External Learnerships (18.2) and Miner Development Program Plans and Timeframes - Mining 

 

B. Mining 
Programme 
(1.5Years) B

a
c
k

lo
g

  

O
n

 p
ro

g
ra

m
 

(S
L

P
2

) 

FY2019 FY2020 FY2021 FY2022 FY2023 

Grand Total  
(2019 – 
2023) 

Target 
 

Target 
 

Target 
 

Target 
 

Target 
 

Miner Development 
Program 

0 0 2 1 2 1 1 7 

Total B 0 0 2 1 2 1 1 7 

 

Table 7 (j): Financial Provision for External Learnership 18.2 Mining  

Components  

Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision 
FY2021 

Financial 
Provision 
FY2022 

Financial 
Provision 
FY2023 

Total 
Financial 
Provision 
(2019 to 

2023) 

Financial Provision for External 
Learnership Mining 

R136 182 R68 091 R136 182 R68 091 R68 091 R476 637 
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2.4.3.3 ALL Learnerships (18.1 & 18.2)  

  

Table 7 (k): Summary - Internal and External Learnership Programme  

 

Category 
Target 

FY2019 

Target 

FY2020 

Target 

FY2021 

Target 

FY2022 

Target 

FY2023 

Total Target 

(2019 – 2023) 

Total Learnerships 11 13 12 9 9 54 

 

  

Table 7 (l): Financial Provision for Learnership Programmes 

Components  

 
Financial 
Provision 
FY2019 

Financial Provision 
FY2020 

Financial 
Provision 
FY2021 

 
Financial 
Provision 
FY2022 

 
Financial 
Provision 
FY2023 

Total 
Financial 
Provision 

(2019 to 2023) 

Financial Provision for 
Learnership Programmes  

R1 509 095 R2 140 633 R1 672 190 R1 263 633 R1 101 460 R7 687 011 
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2.4.4 School Support: Maths & Science Project & Scholarships 

 
Table 8 (a): School Support - Maths and Science Project 

Type/Area of Training 

FY2019 FY2020 FY2021 FY2022 FY2023 Target 
(2019 – 
2023) 

Target 
Enrolment 

Target 
Enrolment 

Target 
Enrolment 

Target 
Enrolment 

Target 
Enrolment 

Sponsorship of extra literacy 
training in Mathematics, 

Science, and Technology and 
support for scholars and 

teachers 

2 schools 2 schools 2 schools  2 schools 2 schools 2 schools 

Total number of individuals 
supported for the period 

Pupils =±1000 
Teachers =19 

Pupils = ±1000 
Teachers =19 

Pupils = ±1000 
Teachers =19 

Pupils = ±1000 
Teachers =19 

Pupils = ±1000 
Teachers =19 

Learners = 
±5000 

Teachers = 
19 

School Support Programme Implementation 

1. The School Support Programme(s) 
entails the following   
(Description of assistance provided):  

Sponsorship of extra literacy training in Mathematics, Science, and Technology and support for 

scholars and teachers.  Support includes learners from Grade 8 to Grade 12 (MCIS project).  

Accredited 3-year program. Inclusion of Engineering learning area from 2018 CY – Grade 8-9. 

In addition to the Maths and Science Programme, a new Maths and Science Laboratory was 

installed at Chipa Tabane Comprehensive High School, this is envisaged to further support the 

learners in these learning areas.  

2.  School(s) that are currently supported.  Chipa Tabane Comprehensive High School and Lesedi Secondary School  

3.  Background on how the school and need 
was identified 

The pass rate of scholars in Mathematics and Science subjects in schools that potentially serve as 

feeder mechanisms to the CDM workforce and future talent pool. 

4.  Current status of programs. 

Meetings are held quarterly to ensure progress as well as bi-annual meetings with the service 

provider and school management.  Monitoring and evaluation of the program are done regularly to 

determine the impact of the program and earlier detection of challenges should there be any. 
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Table 8 (b): School Support – Scholarships 

 

 
Type/Area of Training 

Backlog 

Target Enrolment 
Grand Target 
(2019 – 2023) FY2019 FY2020 FY2021 FY2022 FY2023 

Grade 10 – 12 Scholarship for 
deserving learners  

0 10 10 10 10 10 50 

Total number of individuals 
supported for the period 

0 10 10 10 10 10 50 

 School Support: Scholarship Programme Implementation 

1.  
The Scholarship (Description of assistance 
provided):  

Sponsorship has been given to learners who are deserving learners in grades 10 to 
12, who have selected mathematics and physical science in local disadvantaged high 
schools. 

2.  
The school (s) that are currently supported 
concerning the table below providing detail of 
individuals benefitting from the program 

All high schools in local communities  
(City of Tshwane Region 5&7) 

3.  
Background on how the school and need was 
identified 

 To address the shortage of skills in the mine, Cullinan Diamond Mine ensured that 
there is an opportunity to increase the sourcing of Learnerships and Bursars from 
within the Labour Sending Area in an attempt to address the gap by offering 
Scholarships and School Support    

4.  Current status of programmes. 
Meetings held quarterly to monitoring and evaluating the impact of the program and 
earlier detection of challenges should there be any 

 

Table 8 (c): Financial Provision for School Support and Scholarship Programmes 

Components  

Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision 
FY2021 

Financial 
Provision 
FY2022 

Financial 
Provision 
FY2023 

Total Financial 
Provision 

(2019 to 2023) 

Financial Provision for School 
Support and Scholarship 
Programmes 

 

R 1 784 799 

 

R4 160 122 

 

R4 160 122 

 

R4 160 122 

 

R4 160 122 

 

R18 425 287 
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2.4.5 Hard-to-fill vacancies (Form R) 

 
Table 9: Hard-to-fill vacancies (Form R) 

 

Occupational Level Job Title Vacancy The main reason for being unable to fill the vacancy 
Strategies to address 

identified challenges 

Skilled technical and 

academically 

qualified workers, 

junior management, 

supervisors, 

foreman, and 

superintendents (C) 

• Technicians. 

• Electricians 

• Occupational 

Ventilation & 

Hygiene Practitioner 

• There is a general shortage in the country as the 

demand for people who can fill these positions 

exceeds the supply.   

• High staff turnover in positions as market demand is 

high. 

• Positions are being re-advertised more than once 

because of candidates declining offers made by the 

Company. Although Petra Diamonds' salary scales 

compare relatively well to the industry (after the 

market survey) the salary demands within these fields 

from HDSA candidates are exorbitant and practical 

experience is limited. 

• The pass-rate for the required qualification (MEC 

Advanced) for the Occupational Ventilation & Hygiene 

Practitioner is very low.  

Several programs linked to the 

Education Pipeline shall assist 

in addressing future shortages.  

Technical scales were 

implemented throughout the 

Petra Group to attract and 

retain scarce skills. 
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2.4.6       Career Progression  

 

2.4.6.1 Development Matrices for Disciplines  

 
Table 10 (a): Development Matrices – Mining 

SPECIFIC CAREER STEPS 
REQUIREMENTS AS PER JOB 

PROFILE 
DEVELOPMENT 
PROGRAMMES 

GENERAL MANAGER 
 Mining Engineering Degree 

 Mine Managers Certificate  

Senior Management 
Development Programme 

MINING MANAGER 
 Mining Engineering Degree 

 Mine Managers Certificate 

Senior Management 
Development Programme 

PRODUCTION MANAGER  Mine Managers Certificate 
Management Development 
Programme 

ROCK ENGINEER 

 Strata Control Certificate 

 Mining Degree and Chamber of 
Mines Rock Engineering 
Qualification 

Management Development 
Programme 

GEOLOGISTS 
 Honours Degree 

 Geologist in Training Programme 

Management Development 
Programme 

MINE OVERSEER  Mine Overseers Certificate 
Management Development 
Programme 

SHIFT BOSS 
 Grade 12 

 Blasting Certificate 

Leadership Development 
Programme  
Supervisory Development 
Programme 

MINER 
 Grade 12 

 Blasting Certificate 

Supervisory Development 
Programme 

SHIFT LEADER 
TEAM LEADER 

 Grade 12 
Supervisory Development 
Programme 

MINING CLERK  Grade 12 CAP A & B 

HEAVY-DUTY MINING 
VEHICLE DRIVERS 
DRILL RIG OPERATORS 

 Grade 12 CAP A & B 

CRUSHER 
GENERAL MINING 
ATTENDANTS 

 Grade 12 CAP A & B 

 
    Table 10 (b): Development Matrices – Plant 

 
 
 

SPECIFIC CAREER STEPS REQUIREMENTS AS PER JOB PROFILE 
DEVELOPMENT 

PROGRAMMES 

PLANT MANAGER  Degree in Metallurgical or Chemical 
Engineering 

Senior Management 
Development Programme 

PLANT METALLURGIST  Degree / Diploma 
Management 
Development Programme 

PLANT SUPERINTENDENT  Degree / Diploma or Plant foreman 
experience 

Management 
Development Programme 

PLANT FOREMAN 
 Grade12  

 PDSA Plant Shift Supervisor program 

Leadership Development 
Programme  

 

PLANT SHIFT SUPERVISOR 
 Grade12  

 PDSA Plant Shift Supervisor program 

Supervisory Development 
Programme 

TEAM LEADER TAILINGS 

PLANT OPERATOR 
 Grade12 and 3 years’ Experience CAP A & B 

LAB ATTENDANT  Grade12 and 2 years’ Experience CAP A & B 

PLANT ATTENDANT  Grade 12 CAP A & B 
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Table 10 (c): Development Matrices – Engineering  

SPECIFIC CAREER 
STEPS 

REQUIREMENTS AS PER JOB PROFILE 
DEVELOPMENT 
PROGRAMMES 

ENGINEERING 
MANAGER 

 Government Certificate of Competence 
and 5-10 years’ Experience 

Senior Management 
Development Programme 

ENGINEER  Government Certificate of Competence 
Senior Management 
Development Programme 

GENERAL ENGINEERING 
SUPERVISORS 

 Trade certificate  

 N-diploma in Engineering 

Management Development 
Programme 

ENGINEERING FOREMAN 

 Trade certificate 

 Supervisory Training 

 N4 Certificate  

Leadership Development 
Programme 

CHARGE HAND  Trade Test and 2 years’ Experience 
Supervisory Development 
Programme 

ARTISAN  Grade 12 and Trade Test  
Supervisory Development 
Programme 

ARTISAN 
(QUALIFIED BUT 
REQUIRING 
EXPERIENCE) 

 Grade 12 and Full N2/N3 Qualification 
Trade Test 

Supervisory Development 
Programme 

SENIOR ENGINEERING 
OPERATIVE  

 Engineering Semi-skilled development 
program phase 2 

CAP A & B 

ENGINEERING 
OPERATIVE 

 Engineering Semi-skilled development 
program phase 1 

Learner Engineering Operative 
Programme 

 
Table 10 (d): Development Matrices - Health and Safety 

SPECIFIC CAREER 
STEPS 

REQUIREMENTS AS PER JOB PROFILE 
DEVELOPMENT 
PROGRAMMES 

SHE MANAGER  Grade 12/N13 

 Degree / National Diploma Safety Management or 

 Degree / National Diploma Environmental Health/ 
Environmental Management sciences 

 Occupational Health and Hygiene or equivalent.    

Senior 
Management 
Development 
Programme 

OCCUPATIONAL 
HYGIENE 
PRACTITIONER 
CHIEF SAFETY 
OFFICER 

 Relevant National Certificate Diploma (NQF Level 5&6) 
e.g. National Diploma in Safety Management / BSc 
Mining – Occupational Health and Safety Qualification 

 SAMTRAC/SHEMTRAC / COMSOC; Blasting Certificate 

 Knowledge of - Incident / Accident Investigation 

  Risk Assessment and Internal Audits. 

 3 year’s Relevant Experience in the Health & Safety 
Discipline 

Management 
Development 
Programme 

SENIOR OFFICER:  
HYGIENE 
SENIOR SHE OFFICER 
ENVIRONMENTAL 
PRACTITIONER 

 

 Grade 12 

 National Diploma / Degree in Safety Management / 
Environmental Health / Occupational Health 

 Or equivalent (this includes B.Tech in an environmental 
related field). 
 

Leadership 
Development 
Programme 

ENVIRONMENTAL 
OFFICER 
SAFETY OFFICER 

 Grade 12 

 NATED 3 / NCV Level 3 

 Must have passed Trade Test in Recognized Trade at 
Recognized Accredited Institution, preferably MQA or 
MIETTB 

Leadership 
Development 
Programme 

ENVIRONMENTAL 
MONITOR 

 NQF Level 7 or higher. Leadership 
Development 
Programme 
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MINER / ARTISAN  Grade 12 

 NATED 3 / NCV Level 3 

 Must have passed a Trade Test in a Recognized Trade 
at Recognized Accredited Institution, preferably 
MQA/MIETTB (Mining Industry Engineering Trade Board) 

Leadership 
Development 
Programme 
Supervisory 
Development 
Programme 

Table 10 (e): Development Matrices – Security 

 
 

 

 

 

 

 

 

 

 

Table 10 (f): Development Matrices - Human Resource Management 

SPECIFIC CAREER 
STEPS 

REQUIREMENTS AS PER JOB 
PROFILE 

DEVELOPMENT PROGRAMMES 

HR MANAGER 
 Relevant Degree and 

Experience 
 Senior Management Development 

Programme 

HR PRACTITIONER 
 Grade 12 

 Relevant Degree / Diploma 

 Management Development 
Programme 

SENIOR HR OFFICER 
 Grade 12 

 Relevant Diploma 

 Leadership Development Programme 

 Supervisory Development Programme 

HR OFFICER 
 Grade 12 

 Relevant Diploma 
 Supervisory Development Programme 

HR CLERKS  Grade 12 or NCV HR  CAP A & B 
 

 
Table 10 (g): Development Matrices - Human Resource Development 

SPECIFIC CAREER 
STEPS 

REQUIREMENTS AS PER JOB PROFILE 
DEVELOPMENT 
PROGRAMMES 

TRAINING MANAGER 
 Relevant Diploma and 5 years’ 

Experience 
 Management 

Development Programme 

SENIOR TRAINING & 
DEVELOPMENT 
PRACTITIONERS 

 ODETP Certificate Level 5 

 Relevant technical expertise 

 Leadership Development 
Programme 

SENIOR TRAINING 
OFFICERS 
 

 ODETP Certificate Level 4 

 Assessor program 

 Relevant technical expertise 

 Leadership Development 
Programme 

 Supervisory Development 
Programme 

TRAINING OFFICER 

 Facilitation skills programs 

 Assessors program 

 Blasting / trade certificate / metallurgy 
Learnership / relevant safety 
programmes 

 Leadership Development 
Programme 

 Supervisory Development 
Programme 

TRAINING INSTRUCTOR 
/ASSESSORS 

 Facilitation skills programs 

 Assessors program 

 Leadership Development 
Programme 

SPECIFIC CAREER 
STEPS 

REQUIREMENTS AS PER JOB PROFILE 
DEVELOPMENT 
PROGRAMMES 

SECURITY MANAGER 

 Grade 12 

 PSIRA: Grade A  

 Diploma in Security Management 

 Senior Management 
Development Programme 

SENIOR SECURITY 
OFFICER 

 Grade 12 

 PSIRA: Grade A 

 Leadership Development 
Programme 

SHIFT LEADER 
 Grade 12 

 PSIRA: Grade B 

 Supervisory Development 
Programme 

SECURITY CLERK 
 Grade 12 

 PSIRA: Grade C 
 CAP A & B 

ASSISTANT SECURITY 
OFFICER 

 Grade 12 

 PSIRA: Grade C 
 CAP A & B 

SECURITY GUARD 
 Grade 12 

 PSIRA: Grade C 
 CAP A & B 
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SPECIFIC CAREER 
STEPS 

REQUIREMENTS AS PER JOB PROFILE 
DEVELOPMENT 
PROGRAMMES 

 Relevant technical programs  Supervisory Development 
Programme 

TRAINING 
COORDINATORS 

 Grade 12 

 Training Coordinator program 

 Supervisory Development 
Programme 

TRAINING CLERKS  Grade 12 or NCV HR  CAP A & B 



 

 
Page 36 of 74 

 

2.4.6.2 Career Progression Plans  

 
Figure 4: Career Progression Plan 

Petra Diamonds implements an annual process of succession planning.   

The purpose of this process is to ensure business continuity in critical and core positions.  Petra Diamonds distinguish between a Talent Pool and 

Succession Pool in the manner illustrated by the diagram below.  

Table 11 contains the numbers of employees identified as potential successors and therefore included in the succession pool.  Each of these 

successors will have a career development plan, describing the training and development interventions required for career progression.  

 

 

 

 

 

 

 

 

Career progression programs: the different programs required to be completed to attain career progression as described in the Career 

Development Matrices.  

 
 
 
 



 

 
Page 37 of 74 

 

Table 11: Talent Pool and Succession Plan  

Training program 
within career 

progression path 

Position Starting 
from (Occupational 

Levels) 

Possible occupational level upon 
exit of the program 

Current training intervention 
Target position 
(Mining Charter 

Categories) 

Grand Total 
(2019 – 2023) 

No of 
identified 

employees 

Career Advancement 
Programme for 
employees in the A&B 
Patterson band 

Unskilled /Semi-Skilled Skilled (Technical/ Junior 
Management)  

Relevant Learnership certificate/ 
Qualification 
Workplace experience  
(As per CAP A & B curriculum) 

Core & Critical 
Junior 
Management 

15 

Engineering Skills 
Programme (Learner 
Engineering Operative 
Programme) 

Unskilled Semi-Skilled Relevant Engineering Semi-
Skilled Development 
Programme NQF level 2 

Core & Critical 25 

Metallurgy Skills 
Programme 

Unskilled /Semi-Skilled Semi-Skilled 
Skilled (Technical/ Jnr Management) 

Relevant Metallurgy Skills 
Programme NQF level 2 

Junior 
Management  

10 

Engineering 
Learnership 

Unskilled /Semi-Skilled Skilled (Technical/Jnr Management)  Relevant Trade Certificate Core and 
Critical 

27 

Miner Development 
Programme (DMPR 
Blasting Ticket) 

Unskilled /Semi-Skilled Skilled (Technical/Jnr Management)  Miner Development Programme 
(DMPR Blasting Ticket) 

Core and 
Critical 

20 

Plant Shift Supervisor 
Programme 

Unskilled /Semi-Skilled Semi-Skilled 
Skilled (Technical/ Jnr Management) 

National Certificate: Mineral 
Processing: Lump Ore 
Beneficiation NQF level 2 

Junior 
Management 

10 

Supervisory 
Development 
Programme (SDP) 

Skilled (Technical/ 
Junior Management)  

Skilled (Technical/ Junior 
Management)  

12-m part-time Skills 
Programme 
NQF level 3 

Junior 
Management 

25 

Leadership 
Development 
Programme (LDP) 

Skilled (Technical/ 
Junior Management)  

Skilled (Technical/ Jnr Management)  
Professional/Mid Management 

National Certificate - General 
Management NQF level 5 

Junior 
Management 
Middle 
Management 

25 

Management 
Development 
Programme (MDP) 

Professional/Mid 
Management  

Professional/Mid Management   University of Stellenbosch 
Certificate NQF level 6 

Middle 
Management 

20 

Senior Management 
Development 
Programme (SMDP)  

Professional/Mid 
Management  
 

Professional/Mid Management  
Senior Management  

University of Stellenbosch 
Certificate NQF level 7 

Senior 
Management 

2 

Internships Graduate Skilled (Technical/ Jnr Management) 
Professional/Mid Management  

Relevant Internship 
Development Programme 

Middle 
Management 

9 
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2.4.6.3 Individual Development Plans 

 
Table 12: Individual Development Plans  

Training program 
within career 

progression path 

Position Starting 
from (Occupational 

Levels) 

Possible occupational level upon 
exit of the program 

Current training intervention 
Target position 
(Mining Charter 

Categories) 

Grand Total 
(2019–2023) 

No of IDP  

Career Advancement 
Programme for 
employees in the A&B 
Patterson band 

Unskilled /Semi-
Skilled 

Skilled (Technical/ Junior 
Management)  

Relevant Learnership certificate/ 
Qualification 
Workplace experience  
(As per CAP A & B curriculum) 

Core & Critical 
Junior 
Management 

15 

Engineering 
Learnership 

Unskilled /Semi-
Skilled 

Skilled (Technical/Jnr Management)  Relevant Trade Certificate Core and Critical 27 

Miner Development 
Programme (DMPR 
Blasting Ticket) 

Unskilled /Semi-
Skilled 

Skilled (Technical/Jnr Management)  Miner Development Programme 
(DMPRE Blasting Ticket) 

Core and Critical 20 

Plant Shift Supervisor 
Programme 

Unskilled /Semi-
Skilled 

Semi-Skilled 
Skilled (Technical/ Jnr Management) 

National Certificate: Mineral 
Processing: Lump Ore 
Beneficiation NQF level 2 

Junior 
Management 

10 

Leadership 
Development 
Programme (LDP) 

Skilled (Technical/ 
Junior Management)  

Skilled (Technical/ Jnr Management)  
Professional/Mid Management 

National Certificate - General 
Management NQF level 5 

Junior 
Management 
Middle 
Management 

25 

Management 
Development 
Programme (MDP) 

Professional/Mid 
Management  

Professional/Mid Management   University of Stellenbosch 
Certificate NQF level 6 

Middle 
Management 

20 

Senior Management 
Development 
Programme (SMDP)  

Professional/Mid 
Management  
 

Professional/Mid Management  
Senior Management  

University of Stellenbosch 
Certificate NQF level 7 

Senior 
Management 

5 

Internships Graduate Skilled (Technical/ Jnr Management) 
Professional/Mid Management  

Relevant Internship 
Development Programme 

Middle 
Management 

9 

 

Table 13: Financial Provision for Career Progression 

Components 
Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision 
FY2021 

Financial 
Provision 
FY2022 

Financial 
Provision 
FY2023 

Total Financial 
Provision 

(2019 to 2023) 

Financial Provision for 
Career Progression 

R 272 210 R170 124 R169 152 R169 152 R169 152 R949 790 
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2.4.7 Mentorship Plan (Regulation 46 (b) (iii) 

 

Table 14: Mentorship Plans and Timeframes 

Mentoring Programme 
Number of Employees to be Mentored (Link this table to table 12 

and Technical training tables)  

FY2019 FY2020 FY2021 FY2022 FY2023 (2019 –2023) 

Target Target Target Target Target Target 

Career Advancement Programme for employees in the A&B 

Patterson band 
3 

 
3 

 
1 

 
1 

 
1 

 
9 

Engineering Learnership 5 5 3 3 3 19 

Miner Development Programme (DMPR Blasting Ticket) 4 4 3 3 3 17 

Plant Shift Supervisor Programme 2 2 2 2 2 10 

Leadership Development Programme (LDP) 5 5 0 5 0 15 

Management Development Programme (MDP) 4 4 2 2 2 14 

Senior Management Development Programme (SMDP)  1 1 1 0 1 4 

Internships 2 2 2 1 1 8 

Total 26 26 14 17 13 96 

Mentoring Programme: Mentors 
Target Target Target Target Target Target 

5 3 3 3 3 17 

Mentorship Plan Implementation 

1. Background on Company Mentorship 
Programme (Ref. Policy) 

The program will include:  
✓ Session 1: Analysis of Personal profile of a good mentor  
✓ Session 2: Understanding the benefits of mentoring and coaching to various stakeholders  
✓ Session 3: Appreciating what mentee expect from the process  
✓ Session 4: Mentorship and coaching key skills  
✓ Session 5: Generating beliefs and attitudes that support the mentorship process  
✓ Session 6: Practical implementation of a mentorship program  

2. Training and Development programs 
covered by the Company's Mentorship 
program 

SMDP and MDP (done by professional external management and leadership coaches), LDP, 
SDP, Internship, Learnerships (done by the STOs), and CAP AB program (supervisors). 

3. Agreements in place w.r.t the Mentorship 
program and the frequency of meetings 
required as per the agreements. 

 Continuous interactions as per the needs.  Formal agreements for SMDP, MDP, and LDP. 
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2.4.8 Graduate Development 

2.4.8.1 External Bursaries 
 

Table 15 (a): Full –Time External Bursaries and Timeframes 

 

Table 15 (b): Implementation of External Full-Time Bursary Programme 

Bursary Undertakings/Plans 

1.  In what areas (e.g. Mining, 
Engineering, etc.) does the Mine 
offer bursaries?  

As the mining industry depends heavily on engineers and geologists, Petra Diamonds SA (Pty) Ltd has 
implemented a bursary scheme to support the academic qualification of deserving students to overcome the 
shortage of qualified engineers and geologists. Fields of learning might include the following: 
-Geology, Metallurgical Engineering, Electrical Engineering, Mechanical Engineering, Mining Engineering 

2.What criteria is the mine utilizing 
to identify bursars 

Applicants are required to meet the bursary selection criteria of the Company bursary scheme policy attached 

3. How does the mine 
communicate the Bursar 
opportunities available 

Adverts posted in local schools, universities, local Municipalities, and local newspapers frequented by the 
local community members 

4. Obligations of Full Bursars as 
per Policy / Agreement 

The bursar will be required to undergo vacation employment at the end of each academic year, with the 
Company or an associated Company, subject to the availability of employment opportunities. 

5. Provide information on how 
bursars would be afforded the 
opportunity for experiential training 

Cullinan Diamond Mine provides experiential training to both Bursars as well as students from tertiary 

institutions, which need Work Integrated Learning as a requirement for graduation. 

Full-Time External Bursaries 
 (4 years) 

FY2019 FY2020 FY2021 FY2022 FY2023 
Grand Total  
2019 - 2023 Target 

Active on 
Programme 

Target 
Active on 

Programme 
Target Target Target 

Mining Engineering 

2 

 

1 

1 

0 1 1 5 

Mechanical Engineering   

Electrical Engineering 1 1 

Metallurgical Engineering 1 1 

Geology/Engineering Geology 1  

Occupational Hygiene degree and/or 
Environmental Science 

  

Other Fields as per the need 3 3 
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2.4.8.2 Internal Bursaries 

 
Table 16 (a): Part-time Internal Bursaries Undertakings 

 

Service obligation Study Assistance Programme (Type) 

1.  In what areas are studied assistance 
provided - provide some background as 
per Study Assistance Policy. 

• Financial assistance is provided for permanent staff members who wish to advance themselves 
academically through courses that will directly benefit the Company through improved productivity 
and enhanced competencies. 

2.What criteria are utilized for selection 

• The employee must be working permanently. 

• The course of study must be relevant or useful to the individual job and future function or 

• related to any job function within the company to which the applicant can reasonably be expected to 
progress to 

• The choice of study course should be through an accredited training institution, university of 
technology, universities, and university of technology. 

3. What type of obligation does the 
candidate have? 

• Service Obligation –to stay with the company equal to the duration of the study course. If the course 
is incomplete, the full amount will be deducted from the employee’s salary. 

• Termination of service – the full amount granted for that year or period will be paid in full 
immediately or upon the termination of service 

• Retrenchments – the employee will not be liable to repay any cost. 

4.  How is the opportunity communicated 
to employees? 

• Through advert published on SharePoint 

• GM’s brief 

• Notice boards 

• E-mails and supervisors communicating information to employees without access to computers. 

 

Comments: 

The company’s part-time internal bursary scheme is called study assistance. The awarding of Study assistance will be done according to the 

budgetary constraints and are awarded at the discretion of the Petra Diamonds Study Assistance Committee. As per the undertaking, the company 

will ensure that all employees are informed of this scheme and we will encourage participation as far as possible. 
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Table 16 (b): Part-Time Internal Bursaries - Plan 

Internal Part-Time Bursaries  

B
a

c
k

lo
g

 

S
L

P
 1

 FY2019 FY2020 FY2021 FY2022 FY2023 Grand 
Total 

2019 - 2023 
New Intake New Intake New Intake New Intake New Intake 

To be Determine by Applications 0 10 10 5 5 5 35 

Total 10 10 5 5 5 35 

 

Table 16 (c): Full-Time Internal Bursary 

     Full-Time Internal Bursaries 

B
a

c
k

lo
g

  

FY2019 FY2020 FY2021 FY2022 FY2023 
Grand Total 
2019 – 2023 

New 
Intake 

New 
Intake 

New 
Intake 

New 
Intake 

New 
Intake 

To be Determine by Applications and / or operational needs 0 1 0 0 0 0 1 

Total 1 0 0 0 0 1 

Comment: 

The aim of this policy will be to allow internal employees to study full-time for a certain period and still be remunerated, to 
achieve tertiary qualifications. The focus for SLP 3 reporting period will be to make available opportunities for employees holding 
diplomas to achieve B-Tech degrees to be eligible for graduate development programs. The intake is informed by the business 
need and transformation plans. 

 

2.4.8.3 Internships Programme 
 

Table 17 (a): Internship and Timeframes  

Internship Programme 

B
a
c
k
lo

g
 

S
L

P
 1

 

O
n

 

P
ro

g
ra

m
 

in
 S

L
P

 2
 

Target Intake 
Grand Total 

  (2019 – 2023) 
FY2019 FY2020 FY2021 FY2022 FY2023 

Mining Engineering 0 5 

3 3 1 0 0 7 

Mechanical Engineering 0 2 

Metallurgy 0 3 

Electrical Engineering 0 2 

Geology 0 2 

Civil Engineering 0 1 

Other 0 0 

Total 0 15 3 3 1 0 0 7 
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Table 17 (b): Internship Implementation Plan 

Internship Undertakings/Plans 

1.  In what areas (e.g. Mining, engineering, etc.) 
do the Mine offer Internships  

Internship Programme is provided to Bursars who have completed their degrees stated below and 

now enters into an employment contract with the Mine, as well as to Engineers in Training (EIT), 

current employees, who are working towards the Government Certificate of Competence. 

- Geology, Metallurgical Engineering, Electrical Engineering, Mechanical Engineering, Mining 

Engineering 

2.What criteria does the mine utilize to identify 
internship candidates 

Applicants are required to meet the internship selection criteria of the Company scheme policy. 
The Mine will prioritize local community applicants. 

3. How does the mine communicate the 
Internship opportunities available 

Adverts are posted in local schools, universities, local Municipalities, and local newspapers 
frequented by the local community members. 

4. Obligations of Interns as per Policy / 
Agreement 

Interns are obliged to remain in the employment of the Company for the same period spent in 
full-time training. This period commences after their training program. 

5. Provide information on how interns would be 
afforded the opportunity for experiential training - 
some information related to the program. 

 
Training is implemented following company approved curricula for trainee mining engineers, 
engineers in training, and metallurgist 

 

2.4.8.4 Experiential Training Plan (Community) 

  
Table 18 (a): Experiential Training Plan and Timeframes  

Programme 
On program prior  
(C/o from SLP2) 

FY2019 FY2020 FY2021 FY2022 FY2023 Grand Total 
(2019 – 2023) Target Target Target Target Target 

Mining Engineering 1 

2 2 1 1 1 7 

Mechanical Engineering 0 

Electrical Engineering 1 

Metallurgy 0 

Geology 0 

Other 0 

Total 2 2 2 1 1 1 7 
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Table 18 (b): Experiential Training Implementation Plan 

Experiential Training Undertakings 

1. Background as per Policy 

• Metallurgical Engineering 

• Electrical Engineering 

• Mechanical Engineering 

• Mining Engineering 

2.What criteria are utilized for selection Candidates with study fields related to the core business or identified scares skills. 

3. What type of obligation does the 
candidate have? 

Adhere to the Company’s disciplinary code and other relevant policies and procedures for the duration 
of the contract.  

4.  How are the opportunity communicated 
to the candidates/community 

Advertisement is done through internal communications and Company briefings as well as in local 
newspapers and at Universities and the University of Technology 

Comment:  CDM does receive ad-hoc requests from Institutions of higher learning to accommodate students for experiential learning which does 
not form part of the targets as listed above. Company bursars will be allowed to do experiential training if required and will be added to the set 
target. 

 

Table 18 (c): Student Vacation Work (Community)  

Full External Bursaries (4 years) 
Target Intake Target  

(2019 – 2023) FY2019 FY2020 FY2021 FY2022 FY2023 

Mining Engineering (Ventilation) 

5 5 3 3 3 19 

Mechanical Engineering  

Electrical Engineering 

Metallurgy 

Geology/Engineering Geology 

Occupational Hygiene degree and/or Environmental 
Science 

Total 5 5 3  3 3 19 

Comment: Company bursars will be allowed to do experiential training if required and will be added to the set target. 
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Table 18 (d): Financial Provision for Graduate Development 

Components  
Financial Provision 

FY2019 
Financial Provision 

FY2020 
Financial Provision 

FY2021 
Financial Provision 

FY2022 

Financial 
Provision 
FY2023 

Total Financial 
Provision 

(2019 to 2023) 

Financial Provision 
Graduate Development 

R 9 020 327 R1 391 992 R962 604 R533 217 R103 829 R12 011 969 

2.5 Employment Equity: Regulation 46(b) (v) 

2.5.1 Introduction  
 

Petra Diamonds’ Employment Equity policy aims to establish a broad framework for the company’s approach to Employment Equity. Cullinan Diamond 
Mine recognizes the history of South Africa which resulted in the exclusion of designated groups, mining communities, and women in the mainstream 
of the economy and the mining industry.   

Cullinan Diamond Mine is committed to the process of employment equity as a mechanism to eliminate discrimination within the organization and to 
promote equal opportunities. The Mine believes that Employment Equity is an integral part of building an effective and representative workforce and 
ensuring equality for all employees. The Mine will therefore develop an Employment Equity implementation plan to ensure that HDSA employees are 
developed and that targets can be met at all levels.  

Particular effort will be directed at identifying HDSAs with talent, and providing accelerated training and development initiatives to assist their progression 
through the various employment equity strategies, to further comply with the provisions of the Employment Equity Act (Act No. 55 of 1998) as well as 
the amended Mining Charter of September 2010 which states: “Historically Disadvantaged South Africans” refers to South African citizens, category of 
persons or community, disadvantaged by unfair discrimination before the Constitution of the Republic of South Africa, 1993 (Act No. 200 of 1993) came 
into operation which should be representative of the demographics of the country”.  
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2.5.2 Employment Equity Plans and Statistics 
    

The table below indicates the current Employment Equity Statistics (Form S) at Cullinan Diamond Mine as of 30 June 2020.   

Table 19: Form S: Employment Equity Status  

OCCUPANCY 
LEVELS 

DESIGNATED 
DESIGNATE

D 

TOTAL 
Designated 

NON-DESIGNATED 

TOTA
L 

COMPLIANCE 
TARGET 

Male Female Male Fem Male Male 
Femal

e 

A
fr

ic
a
n

 

C
o

lo
u

re
d

 

In
d

ia
n

 

A
fr

ic
a
n

 

C
o

lo
u

re
d

 

In
d

ia
n

 

W
h

it
e

 

Disabled 

W
h

it
e

 

Foreign 
National 

Status Target 

Senior Management  2 0 1 0 0 0 0 0 0 3 2 0 0 5 50% 40% 

Middle Management 7 0 0 6 0 0 5 0 0 18 21 0 0 39 49% 40% 

Junior Management 67 2 1 30 1 0 9 0 0 110 55 0 0 165 41% 40% 

Core Skills 773 14 1 65 1 0 3 0 0 857 124 0 0 981 N/A N/A 

TOTAL 
PERMANENT 

849 16 3 101 2 0 17 0 0 988 202 0 0 1190 0 
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SECTION 3:  MINE COMMUNITY ECONOMIC DEVELOPMENT 
 

3.1 Social and Economic Background Information (Regulation 46 (c) (i) 

3.1.1 Social and Economic Baseline Information of the Mining Community 
 

Table 20: Social and Economic Background Information – Baseline 

Brief Analysis as per SLP and current STATS SA /e.g. CENSUS 2016 - and other current data if applicable 

1 Socio-Economic Profile of Surrounding Region – Population 

Analysis: The Tshwane population grew by 0, 4% in 2016 and makes up 24, 2% of the Gauteng population. 
The average size of households within the City of Tshwane Municipality is 3. The number of households has 
been steadily growing over the past 15 years. Most of the households are found to be in Gauteng and KZN.  

Socio-Economic Indicators Gauteng Province City of Tshwane Metropolitan Municipality 

Total Number of People 13 399 724 3 275 152 

Total Number of Households 3909022 1 136 877 

Average Size of Households 2.9 2.9 

2 Socio-Economic Profile of Surrounding Region – City of Tshwane  

Race and Gender 
African/Black Coloured Indian /Asian White 

M F M F M F M F 

HDSA 50,8% 49, 8% 47, 9% 52,1% 50,7% 49,3% 48,6% 51,4% 

Representation of 

Working Age 

Demographic 

40,3% 33,8% 5,9% 5,2% 1,8% 1,1% 6,6% 5,3% 

Male Representation 54,6% of the working-age demographic 

Female Representation 45,4% of the working-age demographic 

3 Socio-Economic Profile of Surrounding Region – Housing 

Analysis: It is increasingly evident that the living conditions in the city are well on their way to being the 
best in the country as 72.2% of the households have electricity connections and 84,6% are benefiting from 
formal refuse removal. 

Household Dynamics and Services (%) 

  Province City of Tshwane Municipality 

Female Headed Households 0,00 35,8% 

Brick dwelling on a separate stand (Formal Dwelling) 79,8 70,8% 

Housing Owned/Paying off 44,3 52% 

Flush toilet with sewerage system 86,5 76,6% 

Waste removed by local municipality once/week 89,8 80,7% 

Piped water in dwelling 89,4 64,2% 

Electricity for light 87,4 88,6% 

4 Socio-Economic Profile of Surrounding Region – Education 
 Analysis: As per the 2016 census estimates, 25% of Tshwane’s population are matriculated, whilst 3,7% of 

the population has no education. 

Educational profile of adults Gauteng City of Tshwane Metropolitan Municipality 

No or limited primary education 3,7% 3,1 % 

Completed primary education 8% 4,9% 

Completed some secondary education 31% 29, 2% 

Completed secondary education 17% 20,2% 

Completed tertiary education 6% 6,1% 
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5  Socio-Economic Profile of Surrounding Region – Employment 
Analysis: Although unemployment is below the provincial and national averages and it continues to be the 
cities major issue and it is also highlighted by the city’s annual household income profile. According to 
census 2016 data, nearly 15% of households have no source of income and approximately 46% of 
households in the city earn an annual income of less than R76 401.  

Employment of Working Age Population 

Socio-Economic Indicators Gauteng Province 
City of Tshwane Metropolitan 

Municipality 

Working age (15 to 64 years) 70.9% 67.9% 

Employment rate 71.8% 75.6% 

Unemployment rate 26. 3% 24,2% 

Economically not active 29.1% 32.1% 

6 Socio-Economic Profile of Surrounding Region - Household Income 
Analysis: The average annual household income in the city is around R60 642 and only 0, 65% of 
households in the city earn more than R457 600 per annum. Individual monthly income varies greatly 
amongst population groups and over 44% of individuals in the city have no source of income. 

Annual Household Income (Including income derived from government grants, pensions, 

and informal employment 

Income Category City of Tshwane Metropolitan Municipality 

No income 15% 

R1– R4 800 2,9% 

R4 801 to R9 600 4,2% 

R9 601 to R19 600 10, 6% 
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3.2 Key Economic Activities: Regulation 46 (c) (ii)) 
 

3.2.1 Key Economic Activities of the Mining Community Outlined  
 

Table 21: Key economic Activities of the mining community  

KEY ECONOMIC ACTIVITIES: REGULATION 46 (C ) (ii) 

1 Sectorial Employment within the Surrounding Region 

Analysis: Tshwane has a large government sector (community services), reflecting the presence 
of national and provincial.  Departments and parastatals. This sector recorded a 30.4% 
contribution to Tshwane’s gross value added.  

Sectorial Employers Gauteng City of Tshwane Metropolitan Municipality 

Agriculture 0,5% 28,6% 

Community Services 16,5% 35.4% 

Construction 4,5% 30.2% 

Financial and Business services 22,8% 26.3% 

Manufacturing 16,5% 22.5% 

Mining 3,3% 10.8% 

Transport and Communication 7, 8% 36.5% 

Wholesale and Retail Trade 12, 6% 26.7% 

2 Other Mining Companies that operate in an area of operation 

Provide names of other mining companies that operate around your area of operation. 

Name of Mining Company 

Regions 

provided 

by the 

CoT 

Commodity being mined 

(as provided by City of 

Tshwane) 

Distance from 

Mine 

(approximate) 

1. Vergenoeg mine  Region 5  Fluorspar 30 km 

2. Donkerhoek Quartzite  Region 5  Silica & Aggregate   Sand 30 km 

3. B & E Silica- Bronx Mine/ B & E 

Silica-Quartz  
Region 7 

 Silica & Aggregate Sand 15.2 km 

4. Brikor Bronkhorstspruit  Region 7  Clay                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                56.8 km 

5. Phezulu Clay Industries  Region 7 Fire Clay & Flint Clay 30.2 km 

6. Refractory Minerals (Pty) Ltd  Region 7 Flint clay & Fireclay 22.6 km 

7. Mamelodi Quarries (Pty) Ltd  Region 5 Aggregate Sand 77 km 

8. Brandbach Sand Cc  Region 5 Sand 17 km 

9. Crushco (Pty) Ltd  Region 7 Sand 15 km 

10. Krokodilspruit Sand mine   Region 5 Sand 57 km 

11. Nooitgedacht Sand  Region 5 Sand 15 km 

12.  Richter Sandwerke (Pty) Ltd  Region 5 Sand 15 km 

13. Life Reign (Pty)Ltd  Region 7 Unknown Unknown 

14. Labucon Resource (Pty) Ltd  Region 5 Unknown Unknown 

15. Nova Bricks (Pty)Ltd  Region 5 Bricks  19.3 km 

16. Afrisam (Pty)Ltd  Region 7 Cement 22.6 km 

17. Onverwacht Sand Cc  Region 5 Sand 20 km 

18. Sephaku Fluoride Limited  Region 5 Fluoride chemical 52.7 km 
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3.3 Impact of the mining operation 
 

3.3.1 Socio-Economic Impact of the Mining Operation 
 

Table 22: Positive and Negative Socio-Economic Impact of the Mining Operation  

Negative Socio-economic Impact of the Mining Operation 

Impact (As applicable) Yes No If YES, how will you address it? 

1. The influx of people 
X  The company is working on a housing strategy and land swap process after 

completion housing challenges will be addressed.   

2. Increase the rate of housing problems in 
local areas  

X  The company is working on a housing strategy and land swap process after 
completion housing challenges will be addressed.   

 

3.4 Mine Community Economic Development Projects  
 

3.4.1 IDP Priority Issues and Objectives for the Local Municipality 

 
Table 23: IDP Priority Issues and Objectives for the Local Municipality  

LED (Local Economic Development) IDP Priority Issues and Objectives for the City of Tshwane Metropolitan Municipality 

National Key Performance Areas Local Municipality Priority Issues 

1. Basic Service Delivery and 
Infrastructure Development 

- Water provision, Sanitation, Electricity 

2. Local Economic Development 
Grow investment in the city 
- Partnerships with business and other spheres of government, skills development, of opportunities 
- Implementation of infrastructure projects 

3. Municipal Transformation and 
Organisational Development 

The city of Tshwane must be a transformed institution. 
- Skills development, ensure that employees can perform against responsibilities, and improve the culture 
of the institution to build leaders at all levels 

4. Safety and Security 
- Engagements and partnerships with other spheres of government 
- Strengthen crime-fighting initiatives in partnership with other crime-fighting agencies such as SAPS 

5. Good Governance and Public 
Participation 

- Development of sound corporate governance, establishment of integrated ICT systems, performance 
management at all levels of the institution, establishment of a new long-term plan for the new City of 
Tshwane area, fraud and corruption prevention, and strengthen enterprise risk management 

6.Spatial Analysis and Rationale 
 - Implementation of CoT Capital Investment Strategy by focusing on the following: 

The rationale for a Capital Investment Strategy, capital Investment Map, and CoT Spatial Programmes  
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3.4.2 Local Economic Development Projects Identified 

 

Table 24(a): LED Project identified to address backlog (Kimbricks Project) 

Name of Identified Project Focus Area 
Total 

2019-2023 

Contribution towards K14 Road Construction (Cullinan) Infrastructure Development R 6,5m 

 
In 2013, CDM was advised by the DMPR to replace the Kimbricks project, which had been 
unsuccessful at the time, with an alternative project to the value of R6.1 million. The construction of 
the K14 Road in Cullinan was subsequently identified as the replacement project for Kimbricks, with a 
budget allocation of R6.5 million. 
NB: Please note that the budget for the above project is not included in the Mine Community 
Development budget or Financial Provision, as it is intended to address a backlog arising from previous 
SLP commitments. 
In early 2025, following a prolonged delay in the implementation of the K14 Road project, Cullinan 
Diamond Mine submitted a Section 102 application in terms of the MPRDA to request the replacement 
of the K14 Road project. The request was necessitated by extended delays and ongoing 
disagreements among the three key stakeholders, namely the Department of Roads and Transport, 
Transnet, and Cullinan Diamond Mine (funder of the project). 
 
In June 2025, following extensive engagements with the City of Tshwane, the appointed Councillor for 
Ward 100 in Region5, and the identified beneficiary, the DMPR approved the application and endorsed 
a replacement project. The approved project entails the construction of six additional classrooms at 
two schools in Cullinan (Primary and Secondary) at a total value of R6.5 million. 
 

 

Table 24(b): LED Project identified for SLP3 Financial Provision 

 

 

 

 

 

 

 

 

 

 

  

Nr Name of Identified Project Focus Area 
Amount 

Spent/ Budget 

Total 

2019-

2023 

1. 

Construction of additional 

classrooms in Cullinan Primary 

and Cullinan Secondary 

Schools (Replacement of K14 

Road through sec102 approval 

Infrastructure Development 

(Education) Region 5- Ward 100 

Cullinan. 

R6.5m  

2. 
Onverwacht School – 

Conservancy Tank (Phase 2a) 

Infrastructure Development 

(Education) – Region 5 
R665 989 

R
1
6

 9
6

5
 9

8
9

 

3. 
Expansion of Onverwacht 

School (Phase 2b) 

Infrastructure Development 

(Education) – Region 5 

Budget not yet 

determined 

4. 
Onverwacht Electrification 

Project 

Infrastructure Development – 

Region 5 

Budget not yet 

determined 

5. 
Collaborative project – 

Community Hall  

Infrastructure  Development – 

Labour Sending Area 
R800 000 

6. Project to be identified (*Note) 
ICT Youth Skills Development 

Program 
R700 000 

Total Planned Budget per 5 Years 
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*Note 
Region 7: Project identification. 
 
During 2017/18, CDM, in collaboration with the Region 7 councillors attempted to identify Mine 

Community Development project(s) for communities in the region. All the projects identified were either 

not sustainable or did not meet all the minimum requirements to be classified as a community 

development project. After the 1st round of proposals, the mine attempted several times to re-engage 

both the Councillors and the RED’s office, however these were unsuccessful. The mine is committed to 

refresh its engagements with the region and identify one Mine Community Project to be implemented 

before 30 June 2023. 

 

 

 

 

 

Comments:  Host Communities 

Historically, the host communities of Cullinan Diamond Mine (CDM) were located within Regions 5 and 7 

of the City of Tshwane Metropolitan. Region 5 comprises the majority of the former Nokeng Tsa Taemane 

Local Municipality, including a small portion of the former Kungwini Local Municipal areas in the south, 

while excluding the northwestern section which now forms part of the newly established Region 2 and 4. 

 

Region 7 is a vast rural area characterised by low population density, high levels of unemployment, and a 

significant proportion of informal dwellings. Over the past few years, however, several mining companies 

and businesses have been established within Region 7, creating additional employment and business 

opportunities, particularly for local communities in the region. In contrast, communities within Region 5 

continue to rely heavily on Cullinan Diamond Mine for socio-economic development support. 

 

Furthermore, the communities within Region 5 have expanded over time to include areas such as 

Lethabong, Pienaarspoort, and surrounding communities. This expansion has placed additional pressure 

on CDM’s Mine Community Development (MCD) budget, making it increasingly challenging for the mine 

to adequately address the needs of all beneficiary communities. 

 

Based on the above considerations, CDM is requesting the DMPR to approve a reduction in the mine’s 

host communities within Region 7 and recommends that its Mine Community Development initiatives be 

focused primarily on communities within Region 5. Notwithstanding this request, the mine remains 

committed to continuing the implementation of programmes such as portable skills training, Corporate 

Social Investment (CSI) initiatives, and at least one community development project benefiting the broader 

community. 
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Table 25 (a): LED Project – Contribution towards K14 Road Construction 

      

Project Name Cullinan Schools Infrastructure Project (Construction of 

Classrooms)  

Infrastructure Development Project  

Background Construction of Cullinan K14 road was committed in CDM’s Social Labour Plan (SLP) 3 under Local Economic Development 

projects. Since 2019, there hasn’t been any significant and tangible progress made on the project which caused immense 

delays. CDM in consultation with the local community representatives and City of Tshwane, came out with a new project to 

replace K14 Road i.e. The Cullinan Storm-water Project.  The first s102 application submitted was rejected and feedback 

provided to CDM on 20th September 2024. 

Consultation with the relevant stakeholders i.e. Cullinan Primary and Secondary SGBs, City of Tshwane (Economic 

Development) held, both schools had previously requested CDM to support in the investment infrastructure mainly in response 

to the high demand of classroom space for growing capacity of learners from various communities including Refilwe, 

Onverwacht, Cullinan and areas outside region 5.  

The City of Tshwane: Economic Development department also supported the proposal and issued an endorsement letter.  

Geographical Location of 

Project 

District 

Municipality 

 

Local Municipality 

 

 

Responsible Entities 

(Inclusive of all role 

players) 

Village 

Name 

Project 

Start 

Date 

Estimated 

Project End 

Date 

Budget 

Cullinan Town City of 

Tshwane 

Region 5 - City of 

Tshwane 

1. Cullinan Primary 

School 

2. Cullinan Secondary 

School 

3. Project Funder: 

Cullinan Diamond 

Mine. 

4. City of Tshwane -

Regional Head 

5. City of Tshwane – 

Department of 

Tourism and Mining 

6. Contractors–to 

construct the 

classrooms at the 2 

schools.  

7. Consultant – 

Quantity Surveyor - 

Cullinan 

 

 

Feb 2025 Dec 2025 CDM Budget: 

R6.5m 

(R3 025m per 

school inclusive 

of professional 

fees) 
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to supervise the 

construction works 

of the classrooms.  

 

 

 

 

 

Output Recruitment  

 

Key 

Performance 

Area 

Key Performance 

Indicator 

Responsible Entities 

 

 

Village 

Name 

Quarterly 

timelines and year 

(start) 

Quarterly timelines 

and year (End)  

1. Contractor Appointment 

 

 

 

 

 

 

 

 

 

 

2. Consultant 

Appointment 

 

 

 

 

 

 

3. Recruitment 

 

 

4. Construction 

• Appoint a 

suitable 

contractor 

(preferably 

local) to 

construct 

the 

classrooms 

at the two 

local 

schools in 

Cullinan.  

 

• Appoint a 

consultant 

to review 

the designs 

and 

supervise 

constructio

n. 

• Recruitmen

t of local 

general 

labour. 

 

• Constructio

n of the 

classrooms 

• A signed contract and 

appointment letter 

 

 

 

 

 

 

 

 

 

 

• Appointment letter 

• Signed contract. 

 

 

 

 

 

• ID Copies 

• Proof of residence 

 

• Completed & 

classrooms 

CDM 

 

 

 

 

 

 

 

 

 

 

 

CDM 

 

 

 

 

 

 

Contractor 

 

 

Contractor 

Cullinan 31/01/2025 

 

 

 

 

 

 

 

 

 

 

 

31/01/2025 

 

 

 

 

 

 

15/03/2025 

 

 

01/04/2025 

29/02/2025 

 

 

 

 

 

 

 

 

 

 

 

29/02/2025 

 

 

 

 

 

 

30/04/2025 

 

 

30/08/2024 
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at Cullinan 

Primary & 

Secondary 

schools. 

Completion of the project 

 

 

 

 

 

 

Handing over 

the completed 

classrooms to 

the school and 

the 

Department of 

Education 

Completed 

Classrooms 

CDM 

Department of 

Education-Gauteng 

North 

School Governing 

Body 

 01/05/2025 30/08/2025 

Classification of Jobs No of Jobs to 

be created  

To be 

confirmed 

Male Adults  

 

To be confirmed  

Female Adults  

 

To be confirmed 

Male Youth  

 

To be 

confirmed 

Female 

Youth  

 

To be 

confirme

d 

Total 

 

To be 

confirmed 

Comments: 

Project 

milestones to 

be determined 

once the 

project has 

been 

approved. 

Short Term To be determined by the contractor after appointment. All labour will be sourced from local community to ensure employment 

and subcontracting benefits.  Medium Term 

Long Term 

Completion Date and Exit Strategy: Upon project completion, the infrastructure will be handed over to the Department of Education and the Schools 

Governing Bodies for all future maintenance and management. 
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Table 25 (b): LED Project – Expansion of Onverwacht Primary School – Conservancy Tank (Phase 2a) 

Project Name Expansion of Onverwacht Primary School (Phase 2A) Infrastructure Project 

Background The school in Region 5 with the CoT area has identified a need for the extension of their classrooms due to a high number of leaner enrolments at 

school. Phase of the project was construction of classrooms and Nutritional facilities which needed the conservancy tank to be constructed to allow 

full functioning. The conservancy tank was approved as a mine community development project in FY 2019. It was implemented and was completed 

in FY2020 

Geographical 

Location of 

Project 

District 

Municipality 

Local 

Municipality 

Responsible Entities Village Name Project Start 

Date 

Project End 

Date 

Actual Spent 

CoT Region 5 CoT 

Metropolitan 

Municipality 

CoT 

Metropolitan 

Municipality 

1. CDM 

2. Department of Education 

3. CoT 

Onverwacht 

Community 

Approximately 

Jan 2020 

Approximately 

Dec 2020 

R665 989 

Classification 

of Jobs 

No of Jobs to 

be created 

Male Adults 

7 

Female Adults 

2 

Male Youth 

2 

Female Youth 

2 

Total 

9 

Comments 

Short Term The number of jobs to be created during the construction phase shall be determined upon project start, details and deliverables of 

the project are soon to be established. 

 

Medium Term  

Long Term  

Completion Date and Exit Strategy: Upon completion, the project was be handed over to the Department of Education, CoT, and Onverwacht Primary School 

Management.  
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Table 25 (c): LED Project – Expansion of Onverwacht Primary School (Phase 2b) 

Project 

Name 

Expansion of Onverwacht Primary School (Phase 2b) Infrastructure Project 

Background The school in Region 5 with the CoT area has identified a need for the extension of their classrooms due to a high number of leaner enrolment at 

school. 

Geographica

l Location of 

Project 

District 

Municipality 

Local 

Municipality 

Responsible Entities Village Name Project Start 

Date 

Project End 

Date 

Budget 

CoT Region 5 CoT Metropolitan 

Municipality 

CoT Metropolitan 

Municipality 

(1) CDM 

(2) Department of Education 

(3) CoT 

Onverwacht 

Community 

Approximately 

July 2022 

Approximately 

June 2023 

To be 

determined 

Classificatio

n of Jobs 

No of Jobs to 

be created 

Male Adults Female Adults Male Youth Female Youth Total Comments 

Short Term The number of jobs to be created during the construction phase shall be determined upon project start, details and deliverables of 

the project are soon to be established. 

 

Medium Term  

Long Term  

Completion Date and Exit Strategy: Upon completion, the project will be handed over to the Department of Education, CoT, and Onverwacht Primary School 

Management. There are project collaboration discussions underway with Insite Trading (Pty) Ltd. Insite Trading (Pty) Ltd is a local sand mining company operating in 

the City of Tshwane Municipality, Region 5, and also sources labour from the local community within Ward 100.     
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Table 25 (d): LED Project – Onverwacht Electrification Project 

 

 

  

 

 

 

Project Name Onverwacht Electrification project Infrastructure Project 

Background Onverwacht Community members requested the office of the CoT Executive Mayor to get their households electrified. About 278 households have 

been identified for the electrification project. Public-Private Partnership engagements have commenced between the City of Tshwane, ESKOM, and 

Cullinan Diamond Mine. The purpose is to further deliberate on the proposed project and implementation thereof upon approval by the Regulator. 

Upon project approval, a Memorandum of Understanding shall be entered into between all parties, in which roles shall be stipulated. 

Geographical 

Location of 

Project 

District 

Municipality 

Local 

Municipality 

Responsible Entities Village Name Project Start 

Date 

Project End 

Date 

Budget 

CoT Region 5 CoT Metropolitan 

Municipality 

CoT Metropolitan 

Municipality 

(1) CDM 

(2) Eskom 

(3) CoT 

Onverwacht 

Community 

Approximately 

July 2021 

Approximately 

June 2022 

To be determined 

Classification 

of Jobs 

No of Jobs to 

be created 

Male Adults Female Adults Male Youth Female Youth Total Comments 

Short Term The number of jobs to be created during the construction phase shall be determined upon project start, details and 

deliverables of the project are soon to be established. 

 

Medium Term  

Long Term  

Completion Date and Exit Strategy: Upon completion, the project will be handed over to both City of Tshwane and Eskom. There are project collaboration 

discussions underway with Insite Trading (Pty) Ltd. Insite Trading (Pty) Ltd is a local sand mining company operating in the City of Tshwane Municipality, Region 5, 

and also sources labour from the local community within Ward 100.     
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Table 25 (e): LED Project – Project in Major Labour Sending Area 

Project Name Construction of a Community Multi-purpose Centre in Leyden, 
Mogalakwena District 

Infrastructure Project 

Background The local community of Leyden approached Bestaff mine and requested assistance in terms of constructing a tribal office. The local 
community of Leyden approached Bestaff mine and requested assistance in terms of constructing a multi-purpose centre at Leyden village in 
the Mogalakwena District municipality, Limpopo province. The Leyden Tribal Authority identified a need for a multi-purpose centre in the area. 
They approached a local mining company, Bestaff Granite. In search of the LSP to implement, CDM engaged DMPRE Limpopo regional 
office. DMPRE proposed a collaboration with two Limpopo-based mining companies i.e. (1) Bestaff Granite and (2) African Red Granite. 
Currently, the community tribal council and community meetings are held under a tree, at a site identified site many years ago. The site 
belongs to the local community of Leyden; The Induna and the Tribal Council has approved for the multi-purpose centre to be built on the 
same site as it also has sentimental value for them. 

Geographical 
Location of Project 

District 
Municipality 

Local Municipality Responsible Entities 
(Incl all role players) 

Project Start Date Estimated 
Project End Date 

Budget 

District 
Municipality- 

Province -
Limpopo 
District - 
Waterberg  
 

Mogalakwena Local 
Municipality 
 
Village Name 
Leyden village 

Regulators – DMPRE 
Gauteng & Limpopo 
Collaborative partners:  
(1) Cullinan Diamond Mine 

(2) Bestaff Granite 

(3) Red Granite 

Proposed start date   
July 2021 

Proposed 
completion date 
30 June 2022 

R1 350 000  
 
CDM = 
R800 000 
Bestaff =  
R 350 000 
Red Granite =  
R 200 000 

Output 
Implementation of 
the Labour Sending 
Area Project in 
Limpopo, 
Mogalakwena District 
Municipality, Leyden 
Village 

Key Performance Area 
Construction of a 
Multipurpose centre in 
Leyden, Mogalakwena 

Key Performance Indicator 
A completed Multi-purpose Centre comprising of:  
o Reception area, Main Hall 
o Board-room, 2 Offices 
o Store-room, Kitchen 
Veranda, Toilets – 2 fem 2 male 

Quarterly timelines 
and year  
Monthly Progress 
Meetings with all 
Collaborative 
partners (Visual or 
physical) 

Quarterly timelines and year 
o Quarterly meetings with DMPRE 
Annual Report on project 
implementation 

Classification of 
Jobs 

No of the Jobs to be created will be in the sectors: 
- Construction, Electrical, Plumbing 
Male Adults = ± 8, Female Adults =  ±2 
Male Youth = ±4, Female Youth = ±1 
Total = ±10 

 Comments: 
Total project spend in both FY2021 
and FY2022 =  

R R1 350 000 

Short /Med/Long 
Term 

Short term jobs created during the construction phase are estimated at ± 10 

Completion Date and Exit Strategy:  
Proposed completion date: 31 November 2021.  The project will be handed over to the Induna and his Tribal authority council of Leyden for future management, 
maintenance, and control. Project identification process embarked with Department of Mineral Resources and Energy, Limpopo Regional Office. Collaboration 
between CDM and another Limpopo bases mining company towards the construction of a Community Hall. 
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3.5 Housing and Living Conditions 

3.5.1 Measures to Address Housing and Living Conditions: Regulation 46 (c) (iv) 

 
The Housing Standards for the South African Mining and Minerals Industry, 2019 were published on 

11 December 2019 for implementation by the Honourable Minister of Mineral Resources and Energy, 

Hon. G.S. Mantashe under GNR.1590 Government Gazette 42899 (“Housing Standard”). The 

Housing Standard requires Mining Right holders to submit Housing Plans, after consultation with 

Organised Labour, to the Department of Mineral Resources and Energy by 10 December 2020 

indicating their respective plans to comply with the Housing Standard 

 

Petra Diamonds has, at a central level, commenced engagements with Organised Labour 

representatives of the various operations to ensure compliance with the Housing Standard. 

Unfortunately, we are currently not in a position to submit the Housing Plans by 10 December 2020 

as further engagements are still required to finalize plans. We confirm that the delay in finalization of 

the Plans was initially caused by the restrictions on gatherings promulgated through the regulations 

of the National State of Disaster declared by his Excellency the President of the Republic of South 

Africa to combat COVID-19.  

 

Furthermore, the Parties had agreed to separate discussions about Housing from wage negotiations 

and, once the Parties were able to engage, it was agreed to first allow the wage negotiation process 

to be finalized before discussions on Housing ensued. The wage negotiations were finalized in 

October 2020. Currently, Petra Diamonds provides a Living-Out Allowance, Rental Accommodation, 

and an Assisted Home Ownership Scheme (“AHOS”) with FLISP. Parties are currently in discussion 

regarding barriers that may hinder employees from accessing funding through financial institutions, 

as well as interventions that could be put in place to assist in the elimination or reduction of these 

barriers. Furthermore, parties are also discussing the revising of the AHOS. 

 

In light of the above, the Plan for CDM operation will be submitted to DMPRE regional offices by 30 

June 2021. This will afford the parties an opportunity to meaningfully engage on the Housing 

Standard for the benefit of our employees. 

 

3.6 Nutrition and Wellness 

 

3.6.1 Measures to Address Nutrition and Wellness: Regulation 46 (c) (v) 

Employee Wellness Programmes 
 

3.6.2 Implementation of Strategic Action Plan – Employee Wellness Programme 

The following programmes are implemented on annual basis: 
 

3.6.2.1 Careways Disease Management Programme 

 

The purpose of the programme is to manage the individual living with HIV most efficiently and cost-

effectively to ensure that the individual remains healthy and productive.  

Individuals living with HIV need to be assured that the correct drugs are prescribed for their stage of 

infection and more importantly that antiretroviral drugs are not overprescribed or under-prescribed.  
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The benefits are as follows: 

o Pre and post-test counselling. 

o Monthly delivery of medication by Medipost Courier Pharmacy authorized medicine to the 

enrolled employee to any address requested by the employee. 

o Continuous monitoring to establish the employee’s response to the drugs prescribed. 

o Continuous support.  

 

3.6.2.2 Careways Counselling 
 

An employee wellness programme for all employees and the immediate families whereby they can 

call the call centre and get counselling, legal and financial advice. They have the choice to consult 

with a counsellor on-site or at the site of their choice (available within the Careways sites) free of 

charge. The employee can refer himself or can be formally referred by the supervisor. The on-mine 

Wellness official can also assist and refer employees to the call-centre for further intervention. 

Quarterly updated reports are received from Careways, and this has assisted in identifying the 

problem area/trends.  

 

3.6.2.3 Monthly Topics 
 

Additional to the counselling services, the wellness co-ordinator receives monthly topics from 

Careways, which are being distributed to all Cullinan Diamond Mine users. Peer-educators also 

discuss the topics in-depth in the section’s toolbox talks in the morning. The wellness coordinator 

also prepares monthly topics as per needs expressed by the peer-educators in the sections. 

 

3.6.2.4 Employee Wellness Day 

 

A wellness day is hosted annually for all CDM employees. Various service providers such as medical 

aids and Careways are invited to come to market their services. Employees are also voluntarily 

tested for different illnesses. 

 

3.6.2.5 Flu Vaccine Campaign 
 

A flu vaccine campaign is driven on yearly basis by the Company. All employees including 

contractors who are qualified to vaccinate are assisted. The campaign is coordinated by on mine 

Wellness officials, nurses, and peer educators. The objective of this campaign was to encourage all 

employees to vaccinate and stop flu. In this manner chances of the flu spreading within the mine are 

limited. The aim was also to decrease the absenteeism rate in the mine.  The Campaign is run over 

2 days.  

3.6.2.6 Banners and Posters 

 

Banners and posters are also utilized as another way of educating employees. Posters or banners 

carrying the different message are placed around the mine premises for everyone to read and take 

note.
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SECTION 4:  PROCESSES RE MANAGEMENT OF DOWNSCALING AND RETRENCHMENT 

 

4.1 Establishment of a Future Forum 
 

Table 26 (a): Establishment of Future Forum and its effective implementation 

 

Strategic Action Plan – Establishment of Future Forum 

Establishment of Future Forum Strategic Action Plan 
Responsible Department/ 

Forum 
Date to be 
completed 

Progress 

1. Mine Management has communicated with employees, Reportable 
Contractors, and Trade Unions to inform them regarding the role of the 
Future Forum as well as representation on the Forum. 

Mine Management On-going On-going 

2. The training was conducted to empower the Future Forum members and 
ensure they all understand their roles and responsibilities in the forum. 
Training is conducted should there be new forum members. 

Mine Management On-going On-going 

3. Ensure that regular meetings are held and that correct procedure are 
followed in the Future Forum Meetings. 

Future Forum Committee  On-going On-going 

Comment: The Future Forum has been established, and the meetings are scheduled quarterly. 
Should there be possible job losses and retrenchments, the Future Forum needs to notify:  
(a) Department of Labour; and 
(b) DMPRE 
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4.2 Communication with Authorities 
 

Table 26 (b): Strategic Action Plan to Communicate with the Authorities 

 

Strategic Action Plan to Communicate with Stakeholders 

Communication with Stakeholders 
Responsible Position/ 

Department/ Forum 
Date to be completed 

Progress 
Update if 

applicable 

1. In event of identifying the need to reduce mining operations 
and therefore the need for retrenchment of 10% of the 
workforce, the Future Forum is required to enter into 
consultation with the affected employees or relevant Trade 
Unions. 

Management/ Future 
Forum  

 
When retrenchment or 

downscaling is anticipated  N/A 

2. As planning for job loss and retrenchments commences, the 
Future Forum needs to notify:  
(a) Department of Labour. 
(b) DMPR 

Future Forum 
When retrenchment or 

downscaling is anticipated 
N/A 

3. Other stakeholders to be informed when retrenchment or 
downscaling is anticipated 

Management/ Future 
Forum  

When retrenchment or 
downscaling is anticipated  

N/A 

4. Progress reports need to be submitted to the Social Plan and 
Productivity Advisory Council and the Department of 
Provincial and Local Government 

Management/ Future 
Forum  

When retrenchment or 
downscaling is anticipated 

N/A 
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4.3 Mechanisms to Avoid Job Losses 
 

Table 27 (a): Strategic Action Plan to save jobs and avoid job losses 

 

Strategic Action Plan to Save Jobs and Avoid Job Losses 

Strategic Action Plan to Save Jobs and Avoid Job Losses 
Responsible 

Position/ 
Department/ Forum 

Date to be 
completed 

Progress if 
applicable 

1. A reduction in working hours as well as a change in shifts.  This will result 
in a reduction in remuneration for the employees, but it will save jobs for 
some time. 

HR Department and 
Future Forum 

When retrenchment 
or closure occurs 

N/A  

4. To use available leave if possible and if not, unpaid leave for a specified 
period. 

HR Department and 
Future Forum 

When retrenchment 
or closure occurs 

N/A  

5. Encourage natural attrition to facilitate the redeployment of employees 
throughout the operation. 

HR Department and 
Future Forum 

When retrenchment 
or closure occurs 

N/A  

6. Continuous consultation with Trade Unions (through the Future Forum) to 
identify and implement initiatives to avoid job losses and a decline in 
employment such as:  

• job sharing.  

• eliminate or reduce overtime.  

• moratorium on recruitment.  

• and termination of non-core contracts 

HR Department and 
Future Forum 

When retrenchment 
or closure occurs 

N/A  

7. Ramp up on various training and development initiatives to provide: 

• Numeracy and literacy training.  

• The training which is in line with the National Qualifications 
Framework. 

• Portable skills training to the economic requirements identified in 
the local labour sending area; and  

• Skills training for industry and market requirements. 

HR Department and 
Future Forum 

When retrenchment 
or closure occurs 

N/A 
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Table 27 (b): Portable skills training within mining industry (Across mineral sectors) Employees - Undertaking  

PORTABLE SKILLS TRAINING WITHIN THE MINING INDUSTRY (ACROSS ALL MINERAL SECTORS)  
TARGET TABLE (2019 to 2023) FOR THE EMPLOYEES 

Note:   
(1) The programmes for portable skills training will need to be identified in line with skills training needs in labour-sending areas (to be determined 
by the labour-sending table).  
(2)  Portable Skills Training within the mining industry refers to portable skills that are transferable to all other mineral sectors within the mining 
industry.  
(3) Portable Skills Training outside the mining industry refers to portable skills that can be transferred to various other industries (e.g. bricklaying, 
computer training, welding, etc.). 
 

PORTABLE SKILLS TRAINING OUTSIDE THE MINING INDUSTRY  
TARGET TABLE (2019 to 2023) FOR THE EMPLOYEES 

Comments 

During November and December 2013, a Survey was done across the mine, and amongst others; the Portable Skills (with assistance 

from Train the Nation Prospectus) were listed. Employees had to make a selection of three types of training in which they are 

interested. 

 
Table 27 (c): Portable Skills Training within Mining Industry (Across Mineral Sectors) Employees - Plans 

Portable Skills Development Programme (in Non-Mining Related Disciplines) Undertakings/Plans 

1.  Training Facility: Cullinan Development Centre 

2.  Capacity (No. of Learners per Class): 10 per class 

3.  Registered Training Provider detail and information on accredited programmes (note applicable 
SETA): 

Cullinan Development Centre 

4.  No. of Facilitators: Varies per discipline (Total 7) 

5.  Method of determining the portable skills development programmes (non- mining-related) to be put 
in place at the Company and how frequently? 

Not implemented 

6.  Communication and selection method the company uses relating to the opportunity of portable 
non-mining related skills training to the community. 

Advertise 
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Table 27 (d): Portable Skills Training within Mining Industry (Across Mineral Sectors) Employees - Plans 

 
Target 
FY2019 

Target 
FY2020 

Target 
FY2021 

Target 
FY2022 

Target 
FY2023 Total Target 

(2019 to 2023) 
Portable Skills Training 

Target 
Enrolment 

Target 
 Enrolment 

Target 
Enrolment 

Target 
Enrolment 

Target 
Enrolment 

Engineering Skills 

20 20 10 10 10 70 

Computer Skills 

Business Skills 

Welding and Torch Cutting 

Drivers Licence 

Any other training as per the need 

Total 
20 20 10 10 10 70 

Comment: The figures indicated have been informed by the portable skills applications received from employees. The training shall be 
implemented during the SLP3 cycle.  

 
Table 27 (e): Portable Skills Training for the Community Members - Plans 

Portable Skills Training 
Target 
FY2019 

Target 
FY2020 

Target 
FY2021 

Target 
FY2022 

Target 
FY2023 

Total Target  
 (2019 to 

2023)  
Target 

Enrolment 
Target 

 Enrolment 
Target 

Enrolment 
Target 

Enrolment 
Target 

Enrolment 

Computer Skills 

50 60 65 70 60 305 

Drivers Licence 

Operator Training (Forklift Driving) 

Plumbing 

Carpentry 

Welding 

Any other training as per the need 

Total 50 60 65 70 60 305 

Comment: The community portable skills training could not be fully executed due to challenges encountered in the community engagement process 
as well as the challenges experienced with COVID-19 lockdown.  The set targets shall be implemented as such during the SLP cycle upon successful 
community engagement process.
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4.4 Alternative solutions & procedures - creating job security where job losses 

cannot be avoided 
 

Table 28: Strategic Action Plan for Provision of Alternate Solutions  

Strategic Action Plan for Provision of Alternate Solutions 

Provision of Alternate Solutions Strategic 
Action Plan 

Responsible 
Party 

Date to be 
completed 

Progress 
update if 

applicable 

1. Establish a retrenches database including 
information regarding existing skills, 
experience, and expertise. This database 
will be used to identify potential 
employment opportunities within or 
outside of the company. 

HR Department 
and Future 
Forum 

When 
retrenchment or 
closure occurs 

N/A 

2. Identify appropriate people from the 
retrenched pool to be considered for 
potential SMME opportunities. 

HR Department 
and Future 
Forum 

When 
retrenchment or 
closure occurs 

N/A 

3. Multi-skill employees to maximize re-
employment opportunities after closure. 

HR Department 
and Future 
Forum 

When 
retrenchment or 
closure occurs 

N/A 

4. Establish a “job-help” facility to assist 
employees in locating alternative 
employment after decommissioning:  

• compile employee CVs. 

• interaction with potential employers and 
other opportunities.   

• training in interview techniques, etc. 

HR Department 
and Future 
Forum 

When 
retrenchment or 
closure occurs 

N/A 

5. Capacity building with employee 
households in major labour sending areas 
to establish a sustainable livelihood 
network that can absorb retrenches after 
mine closure or downscaling. 

HR Department 
and Future 
Forum 

On-going N/A 
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4.5 Mechanisms to Ameliorate the Social and Economic Impact  
 

Table 29: Mechanisms to Ameliorate the Social and Economic Impact Strategic Plan 

 

Mechanisms to Ameliorate Socio-Economic Impact  
Strategic Action Plan 

Responsible 
Position/ 

Department/ 
Forum 

Date to be 
completed 

1. Stimulate job creation for local and provincial areas:  

• Stimulate job creation throughout the life of mine (i.e. 

procurement and enterprise development).  

• Provision of psychological counselling and financial 

advisory services on retrenchment/ closure.  

• Portable skills training interventions.  

• Comprehensive self-employment programmes.  

• In conjunction with the Department of Labour (DoL) 

facilitate the completion of UIF claim forms at the Mine 

premises.  

• Assistance with registering employees at DoL and 

employment agencies in the area. 

• Assist retrenches to find alternative employment with other 

companies through the compilation of a database stating 

the skills and contact numbers of all available employees; 

and 

• Distribution of compiled database to community forums, 

SMME’s in the area, other existing mines, and other 

industry players. 

HR 
Department 
and Future 
Forum 

When 
retrenchment 
or closure 
occurs 
  

2. Ensure that sufficient financial provisioning is in place for the 

implementation of all plans relating to the process of 

downscaling and retrenchments. 

3. The plan will be submitted to the DMPR two (2) years before 

possible downscaling and retrenchments 
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4.6 Social and Labour Plan (SLP) Communication  
  

Table 30: Strategic Action Plan to Communicate the Social and Labour Plan (SLP) 

Strategic Action Plan to Communicate the Social and Labour Plan 

SLP Communication Strategic Action Plan 
Responsible Position/ 

Department/ Forum 
Date to be 
completed 

Progress if 
applicable 

1. Cullinan Diamond Mine and the reportable 
contractors will communicate with its 
employees at the Mine separately. 
Reportable Contractor(s) will hold dedicated 
meetings annually to provide feedback to 
employees on the progress made within the 
SLP 

Mine Management, HR 
Department, SLP 

Committee 
On-going On-going 

2. Copies of the SLP will be distributed to 
formal Community structures (CoT). 

Mine Management, HR 
Department, SLP 

Committee 
On-going On-going 

3. The Reportable Contractor will hold 
dedicated meetings on an annual basis to 
provide feedback to its employees on the 
progress made within the SLP 

Mine Management, HR 
Department, SLP 

Committee 
On-going On-going 

4. SLP Communication will be presented in an 
appropriate format to be understood by all 
employees and may be communicated 
verbally, face to face, and with the help of 
interpreters 

Mine Management, HR 
Department, SLP 

Committee 
On-going On-going 

5. As expectations with regards to 
Learnerships, skills programmes, and 
socially responsible retrenchments may 
arise, timeframes will need to be carefully 
considered and shared 

Mine Management, HR 
Department, SLP 

Committee, and On-Mine 
Contractors 

On-going On-going 

6. City of Tshwane Municipality endeavours to 
also communicate the content of the 
Cullinan Diamond Mine SLP to community 
stakeholders and the broader community 
within their constitutional mandate 

The Office of the Speaker   
(Public Participation), 
Regional Councillors 

Forum, Regional Executive 
Director, CoT Economic 

Development Department, 
and Ward Councillors 

On-going On-going 
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SECTION 5: FINANCIAL PROVISION -Regulation 46 E (i), (ii), (iii) 
 

5.1 Summary of Key Elements of SLP 
 
All spend referred to with regards to the 2018-2023 period is an estimated projection; several variables/ socio-economic factors will determine the year-
on-year implementation of all SLP elements for Cullinan Diamond Mine. 

 
 Table 31 (a): Summary of Key Elements  

Summary of Financial Provision for Key Elements of the Mine’s SLP programmes over the Five (5) Year Period (FY 2019 – 2023) 

Category 
Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision  
FY2021 

Financial 
Provision 
FY2022 

Financial 
Provision 
FY2023 

Total Financial 

Provision  

2019 - 2023 

Human Resource Development 

Programmes   

Table 31(b) 

 

R34 345 237 

 

R30 330 487 

 

R29 431 684 

 

R28 593 740 

 

R28 002 179 

 

R150 703 327 

Mine Community Development 

Programmes 

Table 31(c) 

R 3 767 707 R 4 107 485 R 12 787 351 R 8 116 465 R 8 215 117 R 36 994 125 

Management of Downscaling 

and Retrenchment Programmes  

Table 31(d) 

R 21 525 545 R 21 545 580 R 21 567 019 R 21 589 957 R 21 614 504 R 107 842 605 

Total Provision for SLP R 60 137 925 R 55 277 991 R 63 532 658 R 58 465 534 R 57 491 141 R 294 905 249 
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5.2 Summary of Human Resources Development Programmes 
 

Table 31 (b): Summary of Financial Provision for Human Resource Development Programmes   

Components  

 
Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision 
FY2021 

 
Financial 
Provision 
FY2022 

 
Financial 
Provision 
FY2023 

Total Financial 
Provision 

(2019 to 2023) 

Financial Provision for AET 
Training Programmes 

R839 169 R839 169 R839 169 R839 169 R839 169 R4 195 845 

Financial Provision for Core 
Business Training Programmes   

R17 322 552 R18 031 362 R18 031 362 R18 031 362 R18 031 362 R89 448 000 

Financial Provision for Support 
Skills Training Programmes   

R3 597 085 R3 597 085 R3 597 085 R3 597 085 R3 597 085 R17 985 425 

Financial Provision for 
Learnership Programmes  

R1 509 095 R2 140 633 R1 672 190 R1 263 633 R1 101 460 R7 687 011 

Financial Provision for School 
Support and Scholarship 
Programmes 

R1 784 799 R4 160 122 R4 160 122 R4 160 122 R4 160 122 R18 425 287 

Financial Provision for Career 
Progression 

R272 210 R170 124 R169 152 R169 152 R169 152 R949 790 

Financial Provision for Graduate 
Development 

R9 020 327 R1 391 992 R962 604 R533 217 R103 829 R12 011 969 

Total Financial Provision for 
Human Resource Development 
Programme 

R34 345 237 R30 330 487 R29 431 684 R28 593 740 R28 002 179 R150 703 327 
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5.3 Summary of Mine Community Economic Development 
 

Table 31 (c): Summary of Financial Provision for Mine Community Economic Development Programmes 

 

Mine Community Development 
Financial 
Provision 
FY2019 

Financial 
Provision 
FY2020 

Financial 
Provision 
FY2021 

Financial 
Provision 
FY2022 

Financial 
Provision 
FY2023 

Total Financial 
Provision 

(2019 to 2023) 

Financial Provision for Mine 

Community Development Projects 
R 285 000 R 380 989 R 8 800 000 R 3 850 000 R 3 650 000 R 16 965 989 

Financial Provision for Housing 

Programme 
R 2 929 007 R 3 134 037 R 3 353 420 R 3 588 159 R 3 839 330 R 16 843 953 

Financial Provision for Wellness 

Programme 
R 553 700 R 592 459 R 633 931 R 678 306 R 725 787 R 3 184 183 

Total Financial Provision for 

Mine Community Economic 

Development 

R 3 767 707 R 4 107 485 R 12 787 351 R 8 116 465 R 8 215 117 R 36 994 125 
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5.4 Summary of Downscaling and Retrenchment Programmes 
 

Table 31 (d):  Summary of Financial Provision for Downscaling and Retrenchment Programmes  

 

FINANCIAL PROVISION FOR THE MANAGEMENT OF DOWNSCALING AND RETRENCHMENT PROGRAMMES 
Summary of Financial Commitment for Five (5) Years for the Mine (2019-2023) 

Commitment 
Financial 
Provision 
FY2019 

Financial 
Provision  
FY2020 

Financial 
Provision 
FY2021 

Financial 
Provision  
FY2022 

Financial 
Provision 
FY2023 

Total Financial 
Provision 

2019 to 2023 

Financial Provision  
for the Management of 
Downscaling and 
Retrenchment  
Programmes   

An estimated amount of R103 154 682m is made available for Closure and Retrenchment Management 

Programmes. This amount is escalated on an annual basis and is carried over to the next year. 

(Average of R20 630 936 per annum) 

R 20 630 936 R 20 630 936 R 20 630 936 R 20 630 936 R 20 630 938 R 103 154 682 

Portable Skills Training - 

Community 
R 386 225 R 406 260 R 427 699 R 450 637 R 475 182 R 2 146 003 

Portable Skills Training - 

Employees 
R 508 384 R 508 384 R 508 384 R 508 384 R 508 384 R 2 541 920 

Total  R 21 525 545 R 21 545 580 R 21 567 019 R 21 589 957 R 21 614 504 R 107 842 605 
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SECTION 6: PROCUREMENT 
      

6.1 Procurement Progression Plan 

 
6.1.1 Strategic Action Plan - Preferential Local Procurement (Positive Socio-

Economic Impact) 

   
Table 32: Preferential Local Procurement Strategic Action Plan 

Local Procurement Strategic Action 

Plan 
Responsible Department 

Progress 

Update 

Stakeholder Engagement Procurement Section & Enterprise 

Development Centre 

Ongoing 

Training and Business Development  Enterprise Development Centre Ongoing 

Business Mentoring and Coaching Enterprise Development Centre Ongoing 

Identification of Opportunities for Local 

Suppliers 

Procurement Section & Enterprise 

Development Centre 

Ongoing 

Facilitation of Local Suppliers Linkages Enterprise Development Centre Ongoing 

Safety Compliance Support & Training Health and Safety Section & 

Enterprise Development Centre 

Ongoing 

Funding Assistance Enterprise Development Centre Ongoing 

 

6.1.2 Focus areas 

 

The historic focus areas for Cullinan Diamond Mine (“CDM”) procurement have been the 

following areas within the City of Tshwane Metropolitan Municipality (“CoT”): Wards 87, 99, 

100 of Region 5 that cover but are not limited to, Rayton, Cullinan, Refilwe and Onverwacht; 

and Wards 102, 103, 104, 105 of Region 7 that cover but are not limited to, Ekangala, 

Bronkhorstspruit, Zithobeni, Rethabiseng; and Ekandustria. 

 

The impact of these demarcations within the municipal boundary was problematic in practice. 

For example, it would result in spending on a business on one side of the street in Mamelodi 

being included, while spending with a business on the opposite side of the street would be 

excluded, as it falls outside the municipal boundary of the agreed region. 

 

The sustainability of small businesses and the availability of certain skills are problematic in 

the mentioned regions, especially concerning the core business areas of CDM. The wider 

labour sending area in the greater City of Tshwane Metropolitan Municipality was not always 

sufficiently exposed or developed, and CDM recently approached the DMPRE to increase 

the recognized “Local procurement” footprint to cover the complete City of Tshwane 

Metropolitan Municipality. This was approved at a meeting with the DMPRE, Gauteng 

Regional Office in Pretoria on 18 March 2021. 






