
02Social report 

External commitments,  
frameworks and standards

King Report on Corporate Governance for 
South Africa (2016)

United Nations Global Compact

ISO 45001 (health and safety management system)

ISO 9001 (quality management systems)

GRI Standards: 201-1, 201-4, 202-2, 203-1, 203-2, 
204-1, 401-1, 402-1, 403-1 to 403-7, 403-8, 
403-9, 403-10, 404-2, 404-3, 405-1, 413-1
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Overview 

COVID-19
Providing employees with access to vaccines and 
bolstered our Employee Assistance Programme to 
support mental health. 

Safety 
Introduced new safety leading indicators. 22 projects 
achieved zero recordable cases, an 80% 
improvement. 

People management 
Included more people-related key performance 
indicators (KPIs) in our report, including women 
representation, performance management and turnover. 

Training
Our training centre in South Africa updated its 
programmes to better prepare learners for the digitised, 
mechanised and automated future of mining.

Diversity and inclusion
Good progress was made by all three business 
platforms in driving our diversity and inclusion, and 
localisation objectives.

Enterprise development
R4 million was invested in developing 14 black-owned 
suppliers at various mining projects in South Africa.

2021 HIGHLIGHTS

MATERIAL PRIORITIES
	■ Ensure strict adherence to systems, principles and 
practices of Engineered Excellence in commercial, project 
and ethics management, including for joint-venture 
partners and local contractors, and hold management 
accountable for any deviations.

	■ Strive for Zero Harm, and continue to prioritise the health 
and safety of our employees and their families.

	■ Accelerate the digital strategy to enable better project 
design, safety, execution and reporting.

	■ Accelerate leadership development, in line with diversity 
objectives, to ensure succession depth and that our 
leaders are equipped with the competencies needed. 

	■ Position the Group for a new generation of leaders and 
professionals who prioritise commitment to sustainability, 
digital enablement, meaningful career opportunities and 
flexible workplace models.

	■ Continue to deepen our employee value proposition, 
people practices and diversity and localisation to realise 
our aspiration to be an employer of choice in all our 
markets to retain and attract key skills.

	■ Ensure good labour relations and constructive 
relationships with employee representatives.

	■ Ensure responsible resourcing despite market and project 
cycles (retain core skills, attract required skills timeously 
and maintain a responsible approach to retrenchments 
when rightsizing operations during downturns and 
demobilising).

	■ Establish local partnerships that contribute to the 
socioeconomic development of host communities.

	■ Respond to local requirements and norms, ensuring that 
our initiatives are supportive of the needs and 
expectations of host communities.

	■ Improve social reporting in line with the ESG benchmark 
findings. 

Governance of HSE PG 70

Governance of people PG 71

Governance of CSR PG 71
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KEY PERFORMANCE INDICATORS

Training and  
development spend

R99 million
FY2020: R104 million
FY2019: R105 million

Women representation  
(senior management Group)

12%
Reported for the first time

Black representation 
(senior management South Africa)

15%
FY2020: 24%
FY2019: 20%

BBEEE status  
(South Africa) 

Level 1
FY2020: Level 1
FY2019: Level 2

Corporate social  
responsibility spend

R15,3 million 
FY2020: R19,0 million
FY2019: R18,9 million

Fatalities

1
FY2020: 0
FY2019: 0 

LTIFR1

0.90
FY2020: 0.88
FY2019: 0.71 

TRCR2

5.14
FY2020: 4.25
FY2019: 4.02

Occupational disease  
frequency rate

0.09
FY2020: 0.18
FY2019: 0.17

Permanent headcount

9 393
FY2020: 9 049
FY2019: 9 650

OVERVIEW continued

1. Lost time injury frequency rate (LTIFR).
2. Total recordable case rate (TRCR).
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The application of Engineered Excellence demands 
leadership commitment, strong oversight, shared 
learning and continuous improvement. It is embedded 
within our businesses through tightly governed policies and 
management systems, including the Group’s Sustainability 
Framework; Risk Management Framework (commercial and 
operational risks); HSE Framework; and Ethics Framework. 
These frameworks set clear expectations for our 
employees, platforms and business partners.

Product 
stewardship 

Murray & Roberts exists to engineer and 
construct infrastructure that improves the lives 
of people, beyond the duration of the project. 

Rarely before has the world been in greater need of infrastructure-led growth 
and sustainable human development than now. COVID-19 has devastated 
lives and economies around the world. Investment in infrastructure is a proven 
way to stimulate economic development that can multiply socioeconomic and 
environmental value throughout economies and across communities.

Our projects are large and complex; and excellence in all areas of project 
delivery is a key differentiator in competitive markets. Engineered Excellence 
defines our management approach at every level of the organisation. It brings 
discipline and rigour to our decisions and actions, ensuring that we 
deliberately plan to achieve the outcomes our stakeholders expect, with 
nothing left to chance. 

Leadership PG 48
Governance report PG 66

Engineered Excellence aims to deliver the outcomes 
our stakeholders expect; whether they are our clients, 
employees, local communities or host countries. 
It supports our ability to secure work, negotiate fair 
commercial terms and engage with clients earlier in the 
design of their assets to maximise economic value, mitigate 
HSE and other risks, enhance project delivery and deliver 
successful localisation initiatives. 

COVID-19 PG 36
Safety PG 38
Occupational health and hygiene PG 45
Environment report PG 20

Our aspiration to be recognised by our clients as a 
specialist provider of services and a contractor of 
choice, is contingent on our ability to attract and retain the 
best management teams and technical expertise in highly 
contested markets. This turns on us being recognised as 
an employer of choice in our industry and countries of 
operation. Achieving safe outcomes and our commitment 
to our Purpose are key motivators; our employees want to 
make a positive contribution to the communities in which 
we work. 

Wherever we operate, we strive to create a positive 
ripple effect that benefits communities now, and in 
generations to come. Strategic joint-venture partners are 
essential to secure large and complex projects and to meet 
local contracting requirements. In addition to the value 
created from the infrastructure we construct, our diversity 
and inclusion, localisation and community upliftment 
initiatives allow local communities to share in economic 
prosperity.

People management PG 47
Working conditions PG 50
Learning and development PG 52

Diversity and inclusion PG 54
Sustainable localisation PG 58
Meaningful community support PG 62
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COVID-19
COVID-19 has increased the health 
risk to our workforce. Our response 
has been proactive, and is guided by 
information from leading global health 
organisations. There has been 
unprecedented collaboration across 
the Group in knowledge sharing, 
adapting to new ways of working and 
in applying the Group’s Value of Care. 

In this approach, we work with our clients, business partners 
and other stakeholders to implement the measures necessary 
at project sites to safeguard all stakeholders as far as possible 
from potential exposure to COVID-19, while continuing to maintain 
employment and economic activity. COVID-19 risk mitigation 
measures are now fully embedded in our health and safety 
management programme. 

Despite these efforts, 820 employees contracted the virus 
during the year and five lost their lives due to COVID-19 related 
complications. This brought the cumulative number of cases to 
approximately 1 200 and the COVID-19 related deaths to 12 at 
the time of writing this report. We share our deepest condolences 
with the teams, families and friends of our colleagues. 

COVID-19 also continues to impact our clients, projects and 
regions. Projects at times have to be shut down when a COVID-19 
infection is detected or leadership on a project is disrupted due to 
the need to self-isolate. In addition, reductions in shift rotations 
and manpower arrangements on our projects to meet COVID-19 
social distancing and health protocols, require careful replanning of 
daily operations and impact the pace of project delivery. Even with 
easing restrictions, the pandemic is still affecting supply chain 
requirements and the general wellbeing of our employees. 

EMPLOYEE SUPPORT 
AND MENTAL HEALTH
Support is provided to employees to assist them 
in dealing with the mental and emotional impacts 
of COVID-19, and we have maintained regular 
communication with our employees on how best to 
protect themselves and their families from infection.

Some of our current support initiatives include:

	■ Implementing adjusted workplace policies to 
support response measures, including self-
isolation in the event of exposure, paid time off 
and return to work policies.

	■ Creating a safe channel for employees to 
communicate a positive COVID-19 result. 

	■ Providing access to healthcare, mental and 
social services.

	■ Organising information sessions where experts 
and leaders address employee questions about 
the virus and our response measures.

	■ Providing employees with access to vaccines 
and related information.

SUPPORTING 
COMMUNITIES 
We are working with external organisations to 
identify where we can help our communities who 
are dealing with a COVID-19 outbreak. Assistance 
is given by delivering health and hygiene 
campaigns, and providing hygiene and medical 
supplies, among others.

MANAGING THE 
TRANSMISSION RISK
Across the Group, COVID-19 risk assessments, 
audits, screening and testing protocols are enforced 
to protect all our stakeholders and reduce 
transmission of the virus. Measures include high 
standards of hygiene, social distancing and wearing of 
masks. COVID-19 assessments, testing and screening 
are conducted at project sites and our offices. Risk 
mitigation measures are implemented when high 
risk activities are identified. Travel is restricted, 
face-to-face interaction is limited, work schedules 
are staggered and remote working is implemented, 
where this is practical.
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2021 PERFORMANCE

Research is indicating that the pandemic may 
have exacerbated ongoing mental health 
deterioration globally, with increased day-to-day 
stressors, uncertainty about the future and 
incomplete grieving cycles. During the year, we 
bolstered our Employee Assistance Programme to 
address the pressures relating to COVID-19. In 
the coming year, we will continue to expand our 
mental health support, including collaborating with 
our clients and industry associations.

ERI PLATFORM 
	■ The ERI platform conducted wellbeing surveys 
to address physical and mental health concerns 
linked to COVID-19. 

	■ We partnered with MATES in Construction, an 
Australian not-for-profit organisation that 
focuses on mental health education and suicide 
prevention in the construction industry. We 
became a signatory to their Blueprint for Better 
Mental Health in 2020, and have implemented 
its recommendations across all our projects, 
including the provision of relevant education 
and training for project supervisors and the 
workforce.

MINING PLATFORM 
	■ RUC Cementation became a registered member of MATES 
in Mining, providing mental health education and suicide 
prevention for employees working on mining projects. Site 
visits are used to engage with employees on mental health 
and how to help someone in crisis while at the same time 
connecting them to professional help. Fourteen employees 
are participating in the connector training programme.

	■ RUC Cementation introduced the employee support 
coordinator role, where the coordinator engages personally 
with employees to discuss issues that may be impacting their 
job performance; and health, mental and emotional 
wellbeing. While professional assistance is always sought, 
the coordinator is the first point of contact, building trust 
and empathy, and delivering encouragement and support.

PIW PLATFORM 
	■ Office employees in the PIW platform work on a rotation 
basis and from home depending on levels of infection. 

	■ Many employees made use of the Independent Counselling 
and Advisory Services facility, for assistance with financial 
counselling, stress and legal advice. 

	■ The peer educator training programme equips wellness 
champions with the skills to engage effectively with 
employees working on project sites about their health 
and wellness.

COVID-19 continued

COVID-19 EMPLOYEE STATISTICS 2021 2020

Number of tests conducted 5 717 848

Number of positive results 820 43

Recovery rate 99% 95%

Number of deaths 5 2 

Vaccinations (to date)1 1 464 0

1.  Employee vaccination status disclosure is voluntary. Outside of the USA, vaccinations became available in the second 
half of FY2021.

KEY DATA

WorsenedImproved No change
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Safety
Nowhere is our focus on 
Engineered Excellence clearer 
than in our approach to 
safety. We recognise that 
safety is a managed outcome 
and have set ourselves a goal 
of Zero Harm, a challenging 
aspiration considering our 
project environments. 
Pleasingly, our leaders, 
managers and employees are 
starting to view Zero Harm 
as an expectation rather 
than a possibility. 

The Group’s HSE Framework drives a consistent safety culture. It 
focuses on high-impact interventions such as managing critical safety 
risks, the risk of change (including demobilisation) as well as dealing 
with cultural differences (different regions and acquired businesses) that 
can affect safety outcomes.

Key to continually improving our safety performance are effective 
leadership, streamlined systems, clear goals and operational discipline. 
Supporting mechanisms include keeping abreast of health and safety 
developments; benchmarking our performance against that of 
our clients, peers and joint-venture partners; periodically reviewing 
our systems and processes; and the sharing of knowledge and 
experiences. As part of our combined assurance programme, internal 
self-assessments and external independent assessments ensure 
that line management exercises its oversight responsibility.

The HSE Framework applies across the Group, including our 
investments, joint ventures where we have a prevailing influence, 
and subcontractors. Our participation in joint ventures requires the 
adoption of our safety systems and adequate representation in HSE 
leadership roles.
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GROUP VALUES HSE VISION AND 
PRINCIPLES

MATERIAL HSE  
ISSUESHSE POLICY

OBJECTIVES  
AND TARGETS
	■ Zero Harm
	■ Lead 
indicators
	■ Lag 
indicators

GROUP HSE STANDARDS
1.  Management system 

standards
	■ ISO 14001, ISO 9001 
and ISO 45001

2. Operational standards
	■ Major Incident Prevention
	■ Critical HSE standards
	■ Other HSE standards

3.  People-related standards
	■ Visible Felt Leadership
	■ Training and awareness

GOOD 
PRACTICES, 
SHARING AND 
LEARNING
	■ Incident 
reviews
	■ Lessons learnt 
register 
	■ HSE day and 
conference

Murray & Roberts Corporate

PROCEDURES AWARENESS AND TRAINING

SELF-ASSESSMENTS, 
PEER AND THIRD-PARTY AUDITSINCIDENT MANAGEMENT

EFFECTIVE VISIBLE FELT LEADERSHIP AND LINE ACCOUNTABILITY

POLICY

BUSINESS PLATFORMS

ASSURAN
CE 

2
N

D AN
D

 3
RD PARTY REVIEW
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EFFECTIVE LEADERSHIP
Effective leadership is the bedrock of our health and safety 
programme. Our leaders are accountable for ensuring an 
HSE-friendly workplace and cultivating a culture that drives a 
Zero Harm mindset. They are expected to set high safety 
standards, lead by example, empower employees to perform 
their work safely, sustain high levels of employee engagement 
and involvement, recognise good performance and hold direct 
reports accountable for safety performance. They are also 
required to spend sufficient time observing, engaging and 
coaching work teams. Our leadership development 
programmes assist them in this responsibility. 

HSE STANDARDS AND 
SYSTEM
All businesses are certified under ISO 45001. Key Group 
standards, established at corporate level, provide guidance on 
managing common material HSE risks, and provide the 
foundation for a consistent and sustainable approach to HSE 
management. All incidents are thoroughly investigated to 
determine root causes and where corrective measures can be 
implemented. Employees are frequently made aware of their right 
to stop working and withdraw from unsafe environments. The 
effectiveness of the Group HSE system is assessed through the 
assurance programme which consists of first-, second- and 
third-party (self, peer and independent) assessments.

GOALS AND SAFETY 
PERFORMANCE METRICS
Our key goal is to prevent harm to employees and stakeholders 
associated with our business activities. Other long- and 
short-term goals are set to drive this achievement. Safety 
performance, which includes our joint-venture partners and 
subcontractors, is measured using the following indicators:

Leadership  PG 48

CRITICAL RISKS CONTROL 
MANAGEMENT
To reach our aspiration of Zero Harm, the Group will continue to 
ensure comprehensive and consistent application of our major 
incident prevention programme, which has served us well in 
driving the maturity of our safety culture. The programme 
identifies potential major events and implements the critical 
controls needed to prevent their occurrence. All our businesses 
are required to have such a programme and line management at 
various levels of seniority conduct periodic checks on the status 
of the critical controls. The effectiveness of this programme is 
assessed as part of our assurance process. Operations are 
expected to achieve a minimum of 90% on assurance audits.

ORGANISATIONAL 
LEARNING
Continuous learning is used to embed Engineered 
Excellence. We leverage our diverse operations and 
experience with clients to share knowledge, learnings 
and initiatives found to be effective. Mechanisms that 
facilitate this approach include:

	■ The Group health and safety forum, attended by 
participants from various operations. In addition to 
knowledge sharing, the forum also monitors 
progress on key Group health and safety initiatives. 
	■ The annual safety conference hosted by the Group 
CEO and attended by the leaders from all business 
platforms. The conference provides a platform to 
review the safety performance, successes and 
challenges of the past year and agree on the focus 
areas for the year ahead.
	■ Stand Together for Safety events held at the start of 
each financial year in all operations and attended 
by managers, employees and subcontractors. At 
these events leaders communicate and share the 
key messages and focus areas agreed on at the 
annual safety conference. Platform and project 
specific safety plans are also communicated.

The annual Group CE Safety Recognition Awards 
celebrates and recognises employees and teams 
who have made a meaningful impact towards 
the achievement of our safety goals.

LAG INDICATORS

LTIFR, TRCR, total injury frequency rate 
and all incidents frequency rate.

LEAD INDICATORS

Leadership engagements, high potential 
incidents and hazards, compliance with 
critical safety standards, hazards 
observations, work stoppages and audit 
findings, among others.

SAFETY continued

SAFETY continued
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DIGITISATION
We keep abreast of new technology and automation that can 
reduce employees exposure to health and safety risks. 
Applications range from removing employees from hazardous 
situations and using data analytics to proactively identity and 
manage HSE risks. 

The Mining platform uses automation and remote operation of 
both fixed and mobile equipment to improve safety. In 
Australia, the installation of fibre networks in underground 
mines establishes a communication network capable of 
transferring large quantities of data in real time between the 
underground environment and the control room. This in turn 
enables digitised asset management and remote applications. 

The following intitiatives are in various stages of development 
and implementation:

	■ Remote semi-autonomous operation of load haul dumpers.

	■ Remote operation of development drill rigs and production 
drill rigs.

	■ Remote environmental monitoring.

	■ Remote pump monitoring and control.

Digitised asset management and maintenance systems provide 
the following benefits:

	■ Machines are properly maintained to the required quality 
standard. 

	■ Onboard monitoring of machine operation and machine 
movement underground to prevent congestion.

	■ Onboard monitoring of operator behaviour, which informs 
customised training interventions and provides useful 
information in incident investigations. 

Learning and development PG 52

RUC Cementation’s implementation of vehicle tracking systems 
in some machines has improved productivity and operator safety. 

In addition, supervisors equipped with digital capturing devices 
can capture checklists, control verifications, hazard 
observations and incident reports etc. in real time, supporting 
faster and more accurate analysis of the data and quicker and 
more proactive responses to ensure safe delivery.

Other solutions implemented include: 

	■ Remote gas detection to manage underground air quality 
management, increasing the effectiveness of ventilation 
systems and reducing exposure to poor air quality. Linking 
our air quality management system with gas detectors 
provides a live feed to the surface, meaning work can safely 
resume more quickly following a blast.

	■ Electronic detonation via the underground communications 
network instead of electric detonators. 

	■ The CRM system, which uses live data from over 290 sites 
worldwide to continuously update critical controls in real time, 
gives RUC Cementation and Cementation North America 
access to a global community and its information on fatality 
prevention. 

SAFETY continued
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2021 PERFORMANCE

Identity new key leading indicators to break through the plateau in safety 
improvement and improve near miss reporting.  Good progress

Strengthen CRM and Major Incident Prevention programmes.  Good progress

Improve the management of risks associated with change.  Area of improvement

Integrate neuroleadership principles in our existing training programmes.  Good progress

Entrench our safety initiatives and practices in new acquisitions.  Good progress

Reduce people and process interaction through mechanisation, remote 
control and automation.  Ongoing 

Manage the risk posed by COVID-19.  Good progress

Effective analysis of leading indicators and implementation of corrective actions with specific focus on 
hazards observations and critical risks control verifications.

Integrate change management processes in engineering/design and operational processes.

Full implementation of the major incidents critical controls and processes to ensure their effectiveness. 

Continue to deliver neuroleadership training to drive positive engagements between leaders and employees.

Conduct assurance audits on selected Group HSE standards.

Review and enhance the mental health programme.

After achieving a two-year fatal incident free record, 
the Group regrettably suffered a fatal incident early 
in FY2021. As we reported last year, we were deeply 
saddened by the death of our colleague, Wilfred Moleofi 
from OptiPower Projects, on the first day of the financial 
year. We provided Wilfred’s family with all the 
necessary support. 

Customary for the Group, a deep assessment of the 
contributing factors to the safety performance at 
OptiPower Projects, acquired during the previous financial 
year, was completed and management oversight and 
safety systems have been aligned to the Group’s 
expectations to prevent reoccurrence of similar incidents. 
The incident serves as a stark reminder that we must 
speedily instil the Murray & Roberts culture and 
associated safety protocols into new acquisitions.

The Group’s LTIFR compares to the best in the world in 
our different market sectors, but we have reached a 
stubborn plateau in improvement on our path to Zero 
Harm. To break through the plateau, we have increased 
our emphasis on leading indicators to drive a proactive 
mindset towards incident prevention. Additional safety 
indicators have been identified and awareness 

programmes implemented to ensure that these indicators 
are embraced by our employees. The response from 
businesses has been pleasing and a positive trend seen 
in indicators such as hazards observations and critical 
control verifications. 

In FY2021, 22 projects achieved zero recordable cases, 
an 80% improvement and a reduction in lost time injuries. 
Despite this achievement, our overall LTIFR deteriorated 
by 2% as a result of fewer exposure hours.

The assurance audits conducted on Group HSE 
standards revealed a good overall compliance with the 
HSE Framework; however, managing risk associated 
with change such as demobilisation and organisational 
changes was identified as an area for improvement 
across all businesses. Change management improvement 
actions include providing more guidance to businesses 
and enhancing our ability to identify and manage the risks 
associated with change. 

We have implemented a system to enhance data from the 
major incident prevention programme, including tracking 
employee participation and the results of critical control 
verifications. This has improved visibility on how controls 
are being implemented.

PROGRESS ON OUR FY2021 COMMITMENTS

OUR FY2022 COMMITMENTS

SAFETY continued

41MURRAY & ROBERTS Group Sustainability Report 2021 41

EN
VIRON

M
EN

TAL REPORT
SOCIAL REPORT

GOVERN
AN

CE REPORT
AD

D
ITION

AL IN
FORM

ATION



SAFETY continued

2021 PERFORMANCE continued

Frequency of violations of critical safety standards 
at operations (per million hours)
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Frequency of management site visits and engagements 
with employees at operations (per million hours)
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Frequency of high potential incidents
(per million hours)
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2021 PERFORMANCE continued

MINING PLATFORM 
	■ In the Mining platform, the LTIFR shows little change over the past two years and 
was 1.26 for FY2021 (FY2020: 1.37). The TRCR has shown slight deterioration 
over the same period, and was 6.63 for the year (FY2020: 6.60). The platform 
has achieved more than three and a half years without a fatal incident. 

	■ All businesses are ISO 45001 certified.

	■ All our mining businesses implemented high potential hazard and high potential 
incident reporting, encouraging employees to come forward when they identify 
a safety risk. All reports are analysed and measures developed to ensure risks 
are proactively addressed. 

	■ In Australia, we held two successful safety conferences, with one conference 
introducing emotional intelligence, a topic that will be further developed going 
forward. RUC Cementation began its official CRM Programme roll out with an 
internal CRM champion appointed. Roll out will take a phased approach.

	■ In South Africa, we achieved five million fatality free shifts in January 2021. This 
is the first time this milestone has been achieved, and is the outcome of more 
than five years of team effort. There were 17 visits by regulatory bodies, all 
without findings.

	■ In the Americas, the full roll out of the CRM Programme will be completed in 
FY2022 and is now being incorporated in the engineering/design phase of project 
work plans. Since the start of the CRM implementation in September 2020, over 
10 000 verifications of critical controls have been performed. While CRM training 
has been hampered on some projects due to COVID-19, senior management 
buy-in has increased.

	■ The platform won the award for the most improved safety performance in the 
annual Group CE Safety Recognition Awards.

	■ Looking ahead, we will improve our risk assessment processes, implement 
higher-level controls, strengthen the CRM Programme and evaluate its merits for 
introduction in South Africa, and reduce the interaction of people with processes 
through mechanisation, remote control and automation.

SAFETY continued

ERI PLATFORM 
	■ In the ERI platform, our LTIFR of 0.16 (FY2020: 0.17) is significantly better than 
the Australian contracting industry average of 0.92. TRCR deteriorated to 3.07 
(FY2020: 1.21) due to safety challenges experienced at the start of a major 
project. A turnaround plan was implemented and is yielding good outcomes. 
Since 2017, we have completed nine projects with zero injuries and zero 
environmental impacts. Several other projects are on track to achieve this 
status despite working in high-risk mobilisation and demobilisation phases. 

	■ Maintained our ISO 45001 safety management systems accreditation and 
the Federal Safety Commissioner accreditation (standards for high-risk 
construction activities). 

	■ We implemented an HSE engagement plan, including training and coaching, to 
address unsatisfactory HSE standards on the Snowy hydro project. 
A comprehensive safety plan is in place for the project with increased 
visible felt leadership. 

	■ The platform won the award for the best safety performance in the annual 
Group CE Safety Recognition Awards.

	■ Key objectives for FY2022 are to digitise HSE information to enable analytical 
risk management reporting in real time and drive innovative HSE leadership 
training.

PIW PLATFORM 
	■ The PIW platform’s safety 
performance deteriorated 
due to safety challenges 
encountered at our new 
acquisition, OptiPower 
Projects. Our LTIFR 
deteriorated to 1.01 
(FY2020: 0.16) and TRCR 
to 3.71 (FY2020: 1.12). 

	■ The external audit on a 
sample of our health and 
safety standards concluded 
that the standards were 
well entrenched across the 
platform, with management 
of change identified as an 
area for improvement.  

	■ All businesses achieved 
ISO 45001 certification, and 
the platform maintained the 
prestigious South African 
Institute of Welding 
ISO 3834 accreditation. 

	■ Looking ahead, lead 
indicators such as 
near-miss reporting and 
hazard observations will 
continue to be an area of 
focus, building on the 171% 
improvement in FY2021. 
KPIs linked to frequency 
of reporting will be 
incorporated into employee 
performance contracts. 
Digital applications will be 
applied to improve the 
quality of safety reporting 
and enable real-time 
recording of data to deliver 
a more proactive approach 
to safety management. 
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LAG SAFETY INDICATORS 2021 2020 2019 ASSURANCE

Fatalities 1 0 0 Limited

Fatal incident frequency rate 0.05 0 0

High potential incidents 7 6 2

High potential incidents frequency rate 0.32 0.21 0.07

Lost time injuries 19 25 21

Lost time injury frequency rate (measured over a million hours) 0.90 0.88 0.71 1 Limited

Total recordable cases 114 121 120

Total recordable case rate (measured over a million hours) 5.14 4.25 4.02

% of operations that maintained ISO 45001 certification 100 100 100

KEY DATA

 1. Impacted by fewer exposure hours.

LEAD SAFETY INDICATORS 2021 2020 2019 ASSURANCE

Hazards observations 62 956 26 836 86 035

Hazards observations frequency rate 2 836 941 2 877

Leadership engagements 33 580 37 995 53 049 1

Leadership engagements frequency rate 1 513 1 317 1 804

Compliance to Major Incidents Prevention Programme (audit score %) 88 88 91 Limited

1. Impacted by COVID-19 restrictions.
Note: all rates are measured per million hours.

2021 PERFORMANCE continued

SAFETY continued

WorsenedImproved No change
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Occupational health  
and hygiene
Our Occupational Health Programme takes a proactive 
approach to preventing work- and non-work-related illnesses 
and managing identified health conditions. Qualitative and 
quantitative risk assessments and monitoring ensure we identify 
and understand the health risks in our workplaces. 

Our Group standards guide operations on how to manage health 
risks consistently, including implementing engineering controls to 
eliminate exposure, education and awareness, and PPE. Medical 
assessment programmes are in place across all our businesses, 
to provide a view of the health status of our employees and our 
joint-venture partners and subcontractors. The programmes 
enable us to detect both work- and lifestyle-related conditions.  

PREVALENT HEALTH RISKS

Our medium to high work-related 
health risks include:

Ergonomics: mitigated through design 
interventions, engineering and administrative 
controls and our ergonomic risk awareness 
programmes. 

Exposure to airborne pollutants and 
vibrations: mitigated through various measures, 
ranging from engineering controls to PPE.

Noise-induced hearing loss: Proactive 
identification of the risk, implementation of 
corrective measures and, early detection of 
hearing impairment. Control measures include 
engineering improvements, training and awareness 
and personal protective equipment.  

Fatigue and thermal stress: mitigants include 
shift rosters, engineering and administrative 
controls where there are temperature extremes, 
fit-for-duty assessments and fatigue awareness 
initiatives. 

Communicable diseases: including interventions 
for TB, Malaria, HIV/Aids and COVID-19.
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OCCUPATIONAL HYGIENE PROGRAMME

Identifies and manages workplace health 
hazards and covers aspects such as 
monitoring, engineering controls, training and 
awareness programmes and PPE. 

OCCUPATIONAL MEDICINE PROGRAMME  
WITH LIMITED HEALTHCARE

Clinical examinations, biological monitoring and 
specific medical tests are recommended by 
occupational health professionals. They cover:

	■ Pre-employment, periodic and exit medical 
surveillance examinations to support the 
early detection of workplace-related 
diseases and provide treatment to prevent 
further deterioration. 

	■ Screening and testing to manage 
communicable and non-communicable 
diseases.

Occupational Health 
Programme

Our Wellness Programme has two aspects. Firstly, it provides 
healthcare education and wellness awareness, encouraging the 
adoption of healthy lifestyle choices. Secondly, the Employee 
Assistance Programme provides free counselling support and 
advice to employees and their immediate families when they 
experience health, personal or work-related difficulties. 



* 30% deferred into the FSP

Unfortunately COVID-19 and associated 
restrictions, negatively impacted some of 
our planned health management activities 
for the year, resulting in a drop in our 
KPIs.

During the year, we identified two cases 
of occupational diseases through 
occupational health and wellness 
programmes. Actions were taken to 
improve preventative measures where 
gaps were identified and affected 
employees were provided with the 
necessary support.

WORK RELATED 2021 2020 2019 ASSURANCE

Noise induced hearing loss cases 2 5 2

Silicosis cases 0 0 3

Total occupational diseases 2 5 5

Total occupational disease frequency rate 0.09 0.18 0.17

COMMUNICABLE DISEASES

Number of malaria cases 0 3 0

Number of voluntary HIV tests 1 437 564 1 748

HIV prevalence (% among employees tested) 0 0.4 4.0

Number of HIV positive cases 0 2 70

Number of TB screens 1 278 2 068 5 729

New cases of TB 0 0 5

OTHER

Number of random alcohol tests 992 460 2 394 783 1 346 961

% of alcohol tests that were positive 0.01 0.04 0.01

Number of random drug tests 7 217 6 615 7 330

% of drug tests that were positive 0.7 0.4 0.5

KEY DATA

2021 PERFORMANCE

OCCUPATIONAL HEALTH AND HYGIENE continued

WorsenedImproved No change

Occupational medical surveillance examinations
(% of number of employees)

Medical examination % uptake*
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People management     
High-performing and engaged employees are the 
foundation of the Group. Ethical leadership, employee 
health and safety, and diversity, inclusion and 
localisation are strategic priorities that enable us to 
attract, retain and engage high-calibre and high-
performing employees who live the Group’s Values. 
Career advancement through experience on high-profile 
projects, skills development and training, and 
mentorship opportunities; our adherence to best people 
practices; and an environment that fosters open 
communication and collaboration, are also important 
aspects of our value proposition to employees, enabling 
innovative thinking and creativity. Younger generations 
of leaders and professionals are attracted by digital 
enablement and meaningful work that contributes 
to a purpose and sustainable development. 

Our Group-wide HR policy and shared delivery model 
set out our obligations and standards of behaviour in 
managing our employees. The HR policy outlines the 
following high-level principles, which must be applied 
and upheld by every business in the Group:

	■ Embrace international standards of social justice, 
decent work and human rights, and promote an 
equitable and inclusive working environment.

	■ Align policies and procedures to the legislation and 
basic conditions of employment of the countries in 
which we operate.  

	■ Establish strategic workforce plans to support the 
Group’s New Strategic Future plan. 

	■ Employ a recruitment approach that is fair, objective and supports 
equal opportunity within a diverse source of employment candidates.

	■ Offer and pay employees fairly, competitively and appropriately in line 
with market-related remuneration. 

	■ Identify top talent and develop succession plans for all levels with 
particular attention paid to scarce skills and critical roles.

	■ Establish clear accountabilities for all employees through formal 
documented performance management processes (middle 
management and upwards) and team-based targets (balance of the 
workforce). 

	■ Provide appropriate training and development opportunities to 
enable employees to perform their roles effectively and advance their 
individual potential.

	■ Proactively, meaningfully and openly communicate with employees, 
seek their views and feedback, and deal with grievances and 
respond to disciplinary issues fairly and justly, where issues may be 
reported without fear of retaliation or reprisal.

	■ Maintain accurate employee records while ensuring confidentiality, 
including on individual health status. 

The HR delivery model provides clarity on how the HR function 
operates, the services offered and the function’s areas of responsibility 
in terms of supporting the business strategy. Each business builds their 
organisational effectiveness in a way that supports their strategy and 
unique context.  

All our HR processes are underpinned by the philosophy of  
Engineered Excellence, ensuring that processes are structured, 
planned and built on best practice principles. When integrating new 
businesses into the Group, we ensure that our culture and people 
practices are applied.  
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NEW STRATEGIC FUTURE

HR delivery model

	■ Organisational structure
	■ Job design and grading
	■ Workforce planning 
	■ Culture and 
communication
	■ Employee value 
proposition

ORGANISATIONAL 
EFFECTIVENESS (the structure 

and design of work)

ORGANISATIONAL 
ADMINISTRATION  

(processes and systems)

ORGANISATIONAL 
DEVELOPMENT (how employees 

are treated and developed)

	■ Remuneration and benefits
	■ Governance
	■ Talent attraction and 
induction
	■ Employee administration 
and information 

	■ Leadership and skills 
development
	■ Performance 
management
	■ Succession
	■ Diversity and inclusion 
	■ Employee relations 



Leadership  
Our leaders are also critical in cultivating a Zero 
Harm mindset. Over years of experience we have 
demonstrated that there is a clear positive 
correlation between good safety performance 
and the quality of the leadership team on a 
project. A considerable amount of time and 
resources are spent equipping our leaders with 
the skills required to deliver our health, safety and 
environmental objectives.    

Given the criticality of retaining and attracting 
high-calibre leaders and managers, we place 
intense focus on leadership development and 
succession. Our Values play a key role in leader 
appointments.  

We offer structured performance management 
and development linked to market-related 
remuneration and incentive schemes. From 
middle management and upwards, all employees 
are required to have a performance contract that 
aligns performance targets to the Group’s 
strategic objectives. Clear targets in the form of 
five performance dimensions are cascaded from 
the Group CEO to the relevant platform 
management levels at the beginning of each 
financial year (see page 07. The performance 
management process includes a development 
discussion, encouraging individuals to further 
develop their skills and competencies. 

Each business is accountable for managing its 
talent. A job grading system supports talent 
management and succession for middle 
management level and above. This enables us to 
ensure that our employees are equitably and 
correctly remunerated and supports talent 
mobility.  

Every year, we conduct an annual leadership and 
succession review for top and senior 
management level, including the Board. 
Individuals are categorised according to their 
performance and potential using a 9-Box grid – a 
talent comparison tool to assess talent across 
the leadership layer, supporting a robust review 
process. Successors are categorised based on 
their readiness (ready now, within one year, three 
years or more than five years). Emergency 
successors are identified to act in certain 
positions while successors are being sourced or 
appointed. Succession plans are developed in 
line with our diversity and inclusion priorities. The 
annual review also gives business platforms the 
opportunity to present their top talent in middle 
management roles. These individuals undergo 
psychometric assessments, and where required, 
receive leadership development and mentorship 
to prepare them for future leadership roles.

Our ability to grow sustainably 
depends on the achievement of 
our New Strategic Future plan, 
which in turn, is contingent on the 
quality and depth of our leaders 
and their ability to model our 
culture. The Group has navigated 
tough times and managed to make 
significant strategic progress, 
testament to the depth, calibre 
and commitment of our Group and 
platform leadership teams.
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2021 PERFORMANCE

ERI PLATFORM 
	■ The platform is deepening management capacity with 
new senior roles and recruiting experienced 
professionals. Our management teams are tasked with 
developing focused initiatives to support our strategic 
goals and ameliorate execution risk, with Engineered 
Excellence, innovation and people being key themes.

	■ High potential employees continue to receive coaching 
and mentoring. The EXECONNECT Programme 
provides selected talented individuals with direct and 
regular interaction with members of the platform’s 
leadership team in a one-on-one setting over six 
months. Employees can engage on their development 
and personal growth ambitions.

MINING PLATFORM 
	■ All businesses have leadership development 
programmes that provide training and coaching. 
High-performing individuals earmarked for 
succession are included in the platform’s Talent 
Management Programme, which incorporates a 
personal development plan and mentoring 
relationship with a senior colleague. The individual’s 
progress is reviewed periodically by a panel of senior 
executives. 

	■ The Murray & Roberts Training Academy in 
South Africa introduced a neuroscience leadership 
course. The course teaches participants about 
personality types, and their related strengths and 
weaknesses; and helps participants understand 
the different needs and approaches inherent in the 
different personality types and how this relates 
to effective leadership.

Our Group CEO’s term has been extended to 
August 2024, affording the Group the benefit of 
Henry Laas’ leadership while we continue to mature 
our New Strategic Future plan. Currently all 
executive roles are covered by an emergency 
successor at a minimum.  

In FY2021, 89% of middle managers and upward 
had performance contracts. We are working closely 
with those businesses that require improvement with 
100% compliance expected for FY2022.

We continued to roll out the Neuroleadership 
Programme across all three business platforms; a 
cognitive neuroscience approach to employee 
engagement. The learning is based on the premise 
that leaders who have a better understanding of 
human behaviour are able to effectively engage with 
their teams on how to enhance productivity 
and safety.

LEADERSHIP continued

PIW PLATFORM 
	■ It has been a challenging year for talent 
management in the PIW platform, given the need to 
right size the business in line with declining revenue 
and a depressed short-term market outlook. Our 
revised management structure is appropriate for the 
adjusted platform strategy. As part of the rightsizing, 
a comprehensive talent review across senior and 
middle management levels was undertaken to 
confirm high-potential employees for participation in 
mentorship, leadership and management 
development programmes. 
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EMPLOYEE RELATIONS
A stable and engaged workforce is critical to our ability to 
deliver projects successfully. Our Group Values – Integrity, 
Respect, Care, Accountability and Commitment – reinforce 
our culture, and guide the behaviours we expect from our 
employees. Leaders at all levels are expected to build our 
culture, encouraging high performance and transparent 
communication whereby concerns can be raised in a safe 
environment and resolved timeously.  

We conduct a Group employee survey every second year, 
with our next review planned for FY2022. This gives us 
insight on how our employees are feeling and where there 
may be perceptions that negatively impact their experience 
with us. The survey is also used to gain insight into 
employees’ views on prevailing safety issues. Action plans 
are implemented to respond to areas identified as needing 
improvement or corrective measures to maintain health and 
safety performance. In our last survey, we achieved a 
pleasing score of 3.7 out of 5.

Following COVID-19, employee preference for 'hybrid' 
working models is forcing companies to rethink ways of 
working and the role of the office. Working from home 
presents challenges in terms of mental health and how to 
maintain morale remotely. While working from home is 
unlikely to be uniformly applied across the Group due to our 
project-based work, there are some opportunities for more 
flexible work environments in the global model of the ERI and 
Mining platforms.

FAIR EMPLOYMENT AND 
QUALITY STANDARDS
Across the Group, we uphold the right to freedom of 
association and the right to collective bargaining, with 
well-developed frameworks to manage these relationships 
which support fair wage agreements and minimise disruption 
to work schedules. Industrial relations and engagement 
strategies are developed and implemented prior to starting 
any project.

Disciplinary and grievance procedures aligned to country 
specific labour legislation are strictly followed to ensure 
substantive and procedural fairness. 

All three of our business platforms are ISO 9001 accredited, 
requiring the continuous updating of our policies, standards 
and procedures to ensure they are relevant and support a 
fair working environment.

Mobilisation
As a project-based business we mobilise the required 
skills at the start of a project and demobilise at its end. 

The power station outage business in the PIW platform 
is a typical example. Outage projects have short 
durations with tight delivery schedules, and employees 
with different skillsets are required for various phases of 
outage work and must be efficiently onboarded and 
demobilised in accordance with the project schedule. 
The platform has a core group of highly trained artisans 
and supervisors that can be deployed on projects. 

On demobilisation, skilled workers are retained, where 
possible, and transferred to new projects. Preference is 
always given to internal employees to support their 
development and retention; however, localisation 
requirements can make mobilisation more complex.

We take a responsible approach, adhering to legislation 
and collective bargaining requirements, when 
retrenchments are needed to right size operations 
during downturns or when our efforts to find other 
opportunities for redundant roles fail.   
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Working 
conditions    



2021 PERFORMANCE

Number of permanent 
employees

9 393¹
FY2020: 9 049
FY2019: 9 650

Number of individuals  
employed through  
contracting and joint-  
venture agreements

1 025
FY2020: 1 684
FY2019: 1 692

Avoidable turnover² 
(resignations)

11%3

FY2020: 9%

1. 43% based in South Africa (FY2020: 51%).
2. Newly published indicator. 
3. 10% being the average employee turnover rate.

ERI PLATFORM
	■ Since the beginning of 2021, the ERI platform has 
been working on a global solution for workforce 
planning, recruitment and onboarding, performance 
management, learning and development, and career 
progression. The HR system will reduce the number 
of systems our employees need to interact with to 
fulfil their roles and will empower them to manage 
their careers.

	■ Remote working and flexible working arrangements are 
a permanent option for employees in Asia-Pacific and 
North America, providing our employees with the ability 
to better manage their work-life balance and 
responsibilities. Offering this flexibility is transforming 
the way we do business.

MINING PLATFORM
	■ The Mining platform is focused on improving 
its performance management process through 
consultative performance contracting and 
development plans. 

	■ Cementation Americas is implementing a new 
HR system which will increase efficiencies across the 
HR function, particularly for supervisors and managers 
who will be able to access employee information and 
HR processes such as performance reviews, salary 
increases and promotions. In FY2022, all employees 
will have access to self-service options. 

	■ Employee relations are sound across all our 
mining businesses. 

	■ In South Africa, management have professional and 
constructive relationships with union representatives 
and officials. No significant strikes occurred at any of 
our projects during the year. In the year ahead, we 
hope to conclude a new wage negotiation cycle, 
securing a three-year wage agreement to FY2024.

PIW PLATFORM
	■ Headcount reduced from 1 651 in June 2020 to 1 103 
at June 2021. While some employees were appointed 
in different roles or transferred to other projects, 
regrettably, there was some talent lost in the 
restructure. To ensure a controlled transition, several 
exiting employees were contracted for a limited 
duration or on flexitime to provide a thorough handover 
to those remaining. Our leadership is managing the 
situation with empathy, by being visible and 
communicating honestly and openly.

	■ The platform is redesigning its business processes 
to better suit a smaller and more streamlined 
organisation. A performance management system with 
KPIs aligned to the platform’s business objectives, as 
well as personal development plans, will support our 
new business model. 

In South Africa, our avoidable turnover remains 
low at 4%, in the Americas it is at 6%, while 
in Australia it is higher at 21% due to the current 
infrastructure drive.

Some 76% (FY2020: 64%) of the South African 
workforce is unionised, 41 employees (26%) 
working in Namibia are covered by a trade union 
and 66 tradesmen (29%) in Booth Welsh are 
covered by the Scottish Joint Industry Board. 
Privacy and freedom of association laws in the 
United States and Australia prevent access to 
information relating to labour union membership. 

A total of 1 268 disciplinary interventions were 
held across the Group with 171 individuals 
dismissed (1.8% of headcount). 

WORKING CONDITIONS continued
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Learning and development increase job satisfaction and 
retention, but also contribute to our ability to achieve efficiencies 
and increase our capacity to adopt new technologies and 
methods. Training initiatives are monitored to ensure we gain an 
appropriate return on our investment. Most of our training spend 
supports the development of technical skills, especially to 
support enhanced safety and advances in digital technology. 
Digital adoption is being driven among all employees. Line 
managers are also expected to provide continuous coaching 
and feedback to the individuals and teams they manage.   

In South Africa, bespoke virtual reality tools have placed us at 
the forefront of fast-tracking machine-specific operator training, 
machine inspection and fault finding at a conceptual and intuitive 
level, which previously could only be done by working on actual 
machines. The tools are flexible, meaning they can be updated 
to address lessons learnt on projects. This concept is proving 
highly beneficial to safety in production environments.

We offer undergraduate and postgraduate bursaries as well as 
scholarships and internships across all business platforms, 
providing participants with work experience and on-the-job 
training. Apprenticeships and learnerships for unemployed youth 
give them the opportunity to learn a technical trade, supporting 
their long-term employability.  

SCARCITY OF SKILLS
Robust investment in mining in Australia, and 
recovery in mining activity in North America, are 
translating into an acute skills shortage. In sub-
Saharan Africa, there is competition for trackless 
mobile machinery operators and supervisors. These 
challenges, together with the requirement for mine 
owners and contractors to recruit and employ from 
communities near mines, make effective training and 
development essential. 

The Mining platform has a strong training and 
development ethos. We operate two world-class 
training facilities, one in South Africa and one in 
Mongolia, which have been recognised for their 
significant contribution to skills development. These 
training centres not only cater to our training needs, 
but also provide a training service to many of our 
clients. In South Africa, the training centre also offers 
training for learnerships sponsored by the Mining 
Qualifications Authority. The centre in Mongolia 
provides English lessons to local employees in 
addition to technical and safety training.

In the Americas, a management training programme 
is in place for senior leaders and high-potential 
employees, and a supervisor essential skills 
orientation training programme for current and newly 
hired supervisors. Both programmes play a role in 
preparing potential successors for future roles. 
Cementation Americas’ web-based learning 
management system, bridges geographical barriers 
and delivers interactive education. It provides an 
effective means for internal subject matter experts 
and instructional designers to create, deliver and 
manage educational content and monitor and 
assess learning.

Critical for the ERI platform’s growth is its ability to 
acquire, develop and retain specialised skills. Our 
structured three-year graduate programme offers 
local and international development opportunities and 
is effective in providing new talent for the engineering 
team. In this platform we operate the Project 
Management Academy and the Construction 
Management Academy, and our online learning 
system provides employees with access to over 
150 learning programmes. 
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Learning and 
development



2021 PERFORMANCE

Training spend (Group)

R99 million
FY2020: R104 million
FY2019: R105 million

ERI PLATFORM
	■ The platform continued to deliver its graduate 
programme, which in FY2022, will adopt a new 
approach, including a broader set of disciplines 
other than engineering that are key to successful 
project execution.

MINING PLATFORM
	■ The MRTA in South Africa invested in a series 
of upgrades to better prepare learners for the 
digitised, mechanised and automated future of 
mining. It has transitioned to a paperless learning 
experience, incorporating computer-based 
e-learning, instructional videos, virtual reality, 
interactive touch screen learning, simulations and 
integrated practical training. This theoretical, 
reflexive and practical training ensures a well-
rounded and effective training experience. In 
addition to being environment friendly and cost 
effective, the system almost eliminates human 
error from the administrative process, allowing for 
accurate assessments, better oversight of an 
individual’s learning and increased accountability.

	■ A number of new online training programmes 
have been developed and released to supervisors 
across Cementation Americas, and several 
management training programmes are under 
development with internal subject matter experts 
assigned to each course.

	■ In Australia, we have started a cadet programme, 
offering novices the opportunity to become 
competent as equipment operators and 
tradesmen. 

	■ An objective for the platform is to expand its use 
of virtual and augmented reality in its training 
interventions. 

PIW PLATFORM
	■ Most of the platform’s investment in employee 
development was focused on technical artisan 
training and core skills to ensure that safety is not 
compromised. We continue to provide training and 
development interventions to advance the careers 
of our core group of artisans and supervisors.

Training spend (South Africa)

87%  
of Group training spend

Employees trained (Group)

5 057
FY2020: 5 157
FY2019: 6 756

Average training hours  
(per employee)

28 hours
Reported for the first time

LEARNING AND DEVELOPMENT continued
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A diverse workforce contributes to an improved business performance 
and supports our social licence to operate. We want to provide 
workplaces where everyone feels valued and included, where strengths 
and differences are embraced and respected, and opportunities exist 
for all to collaborate, contribute and achieve their full potential. 

Guided by our Group diversity policy, all our businesses have diversity 
policies appropriate to their regions of operation. The policy holds us 
to being aware and responsive to the specific diversity priorities of the 
many different countries and cultures in which we operate. Our diversity 
and inclusion interventions create awareness of unconscious biases 
as a fundamental means of changing behaviour.  

We actively monitor diversity and inclusion across the Group to ensure 
we operate as a relevant multicultural organisation. Business platform 
CEOs are responsible for setting and delivering against the diversity 
targets applicable to their operations. 

Women representation 
(overall)

12%
FY2020: 13%
FY2019: 12% 

Women representation  
(top management)

7%
Reported for the first time

Women representation  
(senior management)

12%
Reported for the first time
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Diversity and 
inclusion   



ERI PLATFORM
The ERI platform’s diversity and inclusion plan 
prioritises female participation and Indigenous 
engagements. Diversity intolerance is not tolerated, 
and every Clough employee is held accountable 
for ensuring that diversity and inclusion principles 
are reflected in their everyday attitudes and 
behaviours. Progress on diversity performance 
is reviewed quarterly.  

Although we conform to the equal-work equal-pay 
principle, our business is still male dominated and 
we acknowledge that further work is needed to fully 
address pay equality. Historically, we have seen a 
disproportionately higher loss of female talent from 
middle management levels across the industry due 
to workplace rigidity. Our Gender Equality Plan with 
measurable targets for improving gender equality, 
together with the remote and flexible working policy, 
should help to address these issues. Going forward, 
we will also improve the female representation on our 
intern and graduate programmes and implement a 
cadet programme, which will engage early with 
women to secure their participation and retention.

	■ We maintained our Employer of Choice for Gender 
Equality citation by the Workplace for Gender Equality 
Agency (first awarded in 2019). 

	■ CEOs for Gender Equity delivered a series of 
workshops on the unspoken stories, questions, 
opportunities and challenges people face in the 
workplace and at home, providing insights on how 
we can best lead on our commitment to gender 
equity beyond policy and procedure. The stories were 
shared with project directors, managers and the 
executive committee. The training champions gender 
balance as a business-critical priority.

	■ In North America, we launched HERSTORY 
MAKERS, a women’s network, open to all employees 
who wish to actively support gender equity.

	■ We are investigating opportunities for Clough to 
support women facing domestic violence and 
financial abuse. 

	■ Aboriginal and Torres Strait Islander recruits were 
employed in white collar and blue-collar roles, with 
Indigenous participation at Clough currently at 2% 
against a target of 3%.2 

	■ We have partnered with organisations to create 
Indigenous traineeship opportunities on Clough 
projects. Four Indigenous trainees recently graduated 
on the Southflank OHP project, and all four have 
since been offered permanent positions on the 
project. 

	■ We implemented a school-based traineeship at 
Clough’s corporate office to create employment and 
career pathway opportunities for Indigenous people.

	■ We continued to develop employee cultural 
knowledge and understanding through our online 
cultural awareness training, currently completed by 
over 430 employees. The training is now mandatory 
for all new recruits.

	■ Across our regions, our operations are backed by the 
skills and values of veterans from all walks of life, 
across the Army, Navy, Air Force, First Responders 
and Cadets. In July 2020, we became a proud 
signatory of the Veterans Employment Commitment, 
ensuring that our HR policies equitably support the 
recruitment and retention of veterans.

DIVERSITY AND INCLUSION continued

2021 PERFORMANCE

2.  Aboriginal and Torres Strait Islander peoples represent 3.3% of Australia’s population.
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MINING PLATFORM
We have a good record of recruiting and training people 
from local communities and providing opportunities for 
lasting employment on the mines that we build.

In South Africa, our diversity and inclusion continues to 
centre on race, gender and disability, and the skills 
development needed to promote designated employees 
into more senior positions.

In Australia, we employ a highly diverse workforce, having 
15 nationalities working together at the Perth office; 
however, attracting women into our employ, particularly 
those who are technically qualified, remains a challenge. 

In the Americas, our diversity and inclusion working groups 
focus for the year was to:  

	■ Identify and understand any barriers, either real or 
perceived, that inhibit diversity in the operation or the 
mining industry in general.

	■ Ensure that Cementation Americas does not inadvertently 
promote or reinforce these barriers in its public image or 
business practices. 

	■ Lead the operations in encouraging and embracing 
diversity across all stakeholders, including clients, 
employees, suppliers and advisors.

PIW PLATFORM
Our workforce has significantly reduced across all 
organisational levels since the Medupi and Kusile projects 
came to an end. Unfortunately, this downsizing negatively 
impacted our ability to maintain our employment equity and 
skills development credentials. Our diversity aspirations 
have been revised in line with the restructuring and our 
current business environment. Nevertheless, our focus on 
supporting local communities as far as possible continues, 
with about two-thirds of employees working on current 
outage projects being sourced from local communities. 

	■ In South Africa, the representation of black employees 
at top management remains at 50% (FY2020: 50%) 
and in senior management black representation was 
at 21% (FY2020: 24%), in middle management at 
36% (FY2020: 32%) and in junior management at 58% 
(FY2020: 54%). 

	■ In Australia, we established a working group to identify 
barriers to diversity in the organisation. Good progress 
has been made and a diversity training programme has 
been developed and is being rolled out.

	■ In the Americas, all employees have been enrolled in an 
online diversity and inclusion awareness training 
programme, with a high completion rate and positive 
feedback received. A second training programme has 
been developed, targeting our leaders, and serves as a 
practical guide towards inclusive leadership. The 
programme is currently being reviewed by the 
executive team.  

	■ Also in the Americas, the diversity and inclusion working 
group is finalising a Diversity and Inclusion Plan, which 
sets out various diversity and inclusion strategies, with 
associated goals and a logistical plan to support 
implementation. Focused discussions are being held with 
senior management and executive teams, with action 
items arising from the discussions to be aligned with the 
Diversity & Inclusion Plan. Cementation America’s website 
is being updated to include a section dedicated to 
diversity and inclusion.

	■ Some 86% of our employees in the PIW platform are 
black and 11% are women. In middle management, 55% 
of positions are occupied by black employees, and our 
objective is to increase this representation going forward, 
as a key pipeline of successors for senior roles.   

DIVERSITY AND INCLUSION continued

2021 PERFORMANCE

2021 PERFORMANCE
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Employment equity remains a priority in all the South African 
businesses. We ensure that any unfair discrimination is 
eliminated and fair treatment is provided to all. All South 
African businesses have employment equity plans that guide 
recruitment and plan for opportunities created by retirements 
and new projects. Employment equity committees monitor 
workforce transformation and assist with barrier analyses to 
identify policies and practices that may hinder the 
appointment and advancement of black South Africans. 

The Group CEO chairs the quarterly transformation steering 
committee, which also monitors employment equity progress. 
The Mining and PIW business platform CEOs and their respective 
HR heads as well as the director responsible for BBBEE attend 
the committee. 

Our interventions to improve employment equity apply across all 
employment levels, with skills development being a key underpin. 
Our learnerships target black youth within our communities, and 
our mentorship programmes are designed to transfer skills and 
experience to less experienced employees. 

Black representation at top management level 
was 30%, and 15% at senior management 
level, 46% at middle management level and 
72% at junior management level. There was 
a slight improvement at all management levels, 
except for senior management impacted by 
the restructuring of the PIW platform. Of our 
domestic training spend, 96% (FY2020: 90%) 
benefitted black individuals and 30% 
(FY2020: 25%) benefitted women.

Women representation  
(overall)

14%
FY2020: 14%
FY2019: 15% 

Black representation  
(overall)

78%
FY2020: 80%
FY2019: 79% 

Black representation   
(supervisory and management)

66%
FY2020: 65%
FY2019: 79% 

EMPLOYMENT EQUITY IN SOUTH AFRICA

Men Women
Foreign 

nationals Total

Black 
representation 

(%)

Level A C I W A C I W Men Women 2021 2020

Top¹ 2 0 0 6 1 0 0 0 1 0 10 30 27

Senior¹ 2 1 1 36 1 0 2 3 1 0 47 15 24

Middle¹ 83 21 14 145 14 4 10 23 5 0 319 46 44

Junior¹ 936 74 15 398 106 8 6 46 7 1 1 597 72 71

Semi-

skilled 1 206 12 1 31 257 6 1 10 127 0 1 651 90 90

Unskilled 260 1 0 8 63 1 0 0 39 2 374 87 92

Total 2 489 109 31 624 442 19 19 82 180 3 3 998 78 80

A = African, C = Coloured, I = Indian and W = White.
1. Management level.

EMPLOYMENT EQUITY PROFILE OF THE SOUTH AFRICAN WORKFORCE  
AT 30 JUNE 2021 (NUMBER OF PEOPLE)

DIVERSITY AND INCLUSION continued

2021 PERFORMANCE

WorsenedImproved No change
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Sustainable localisation   
As we work in environments with diverse cultures, needs and 
expectations, it is imperative that we develop clear community 
engagement plans for new projects, not only for successful 
project delivery, but to identify local needs and priorities to 
ensure that host communities share in the economic value 
created. In addition to local employment (see page 54), our 
socioeconomic programmes support local procurement and 

ERI PLATFORM
We constantly review our procurement and supply chain 
practices to ensure diversity and local participation, 
including for SMEs. Our strategy to achieve mutually 
beneficial relations with Indigenous communities include: 

	■ Ensuring that Indigenous employment and business 
opportunities are clearly identified and incorporated into 
the planning process when tendering for a project. 

	■ Enhancing our understanding of local Indigenous culture 
and heritage issues through cultural awareness and 
induction programmes.

In Australia, our Innovate RAP is a framework to create 
meaningful opportunities with Aboriginal and Torres Strait 
Islander peoples, which include employment, and supply 
chain and community development initiatives. Since its 
endorsement in February 2020, we have seen better 
understanding among employees on what reconciliation 
means to them and genuine commitment from employees 
to deliver on the plan. 

	■ We completed the first year of our Innovate RAP, 
releasing our first annual report on our progress.

	■ We have simplified our pre-qualification process for 
contracts under AU$ 250 000 to make it easier for 
SMEs to demonstrate their technical and financial 
capability and relevant experience.

	■ Supplier diversity within our supply chain 
increased, with Indigenous spend at 
AU$ 13,2 million (5.93%) of Clough’s overall 
APAC spend (FY2020: AU$ 7,3 million). 

	■ Where feasible, we restructure work packages to 
support Indigenous businesses, for example, the 
earthworks contract on the Gudai-Darri Bridge 
project was amended to relieve the construction risk 
for an Indigenous supplier. 

2021 PERFORMANCE

enterprise development, and community upliftment initiatives. 
Lives are enriched through new skills learnt or growth in 
local businesses, sustaining local jobs into the future. 

In South Africa, BBBEE is aimed at redressing inequality and 
historical imbalances. We remain committed to our BBBEE 
initiatives both as a supporter of this national priority, and to 
access opportunities in our domestic market. 
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MINING PLATFORM
We look for every opportunity to localise our supply chains and identify 
local businesses able to supply goods and services to our mining 
projects. We also build the capacity and skills of local suppliers 
where required, so that they are better equipped to supply the services 
required by ourselves or the mine owner, and at the same time support 
their own growth and sustainability.

In South Africa, aligning to the Department of Minerals and Energy’s 
Mining Charter III, remains a strategic priority, especially in terms of the 
employment and procurement requirements. We pass on the benefit of 
our BBBEE programme to mine owners in their procurement 
scorecards, helping them meet their obligations in terms of the charter. 
The Boipelo joint venture with Amandla TM Group, a 51% black-owned 
mining contracting company, is performing well and has recently been 
awarded a R3,2 billion five-year underground mining services contract 
by Arnot Opco Coal Mine in Mpumalanga. 

In other African countries, we pursue opportunities in joint ventures with 
our local partners. The contract awarded in Namibia by B2 Gold to 
Murray & Roberts Cementation, in joint venture with Lewcor, a local 
Namibian company is progressing well.

Cementation Americas’ Indigenous Policy Statement has been 
distributed to all employees, and demonstrates our respect for the rights 
of ancestral Indigenous citizens and commitment to including 
Indigenous communities in all our projects. We ensure that all 
employees and subcontractors within their sphere of influence promote 
the meaningful inclusion of Indigenous communities affected by or 
involved in projects. In Canada, our joint ventures with First Nations 
groupings tender for work in the territories where they are resident. We 
have successfully partnered with communities to procure goods and 
services from Indigenous companies near to our projects. 

RUC Cementation Mining hires a large percentage of local people to 
resource its international projects, currently in Indonesia and Mongolia. It 
is also committed to building mutually advantageous relationships with 
local communities and businesses. In partnership with the client and a 
technology company, a skills development programme is in place for the 
Oyu Tolgoi mine project, educating the local people so that they can 
qualify for jobs in underground mining projects. In Indonesia, our 
Indonesia Counter Party Programme ensures the transfer of skills and 
promotion of cross-cultural awareness.

	■ In South Africa, we met our transformation 
targets, achieving a Level 1 BBBEE rating; 
by ensuring that people from local 
communities were recruited and trained 
and that local suppliers participated in 
supplier development programmes and 
procurement contracts. In partnership with 
Aurik, an enterprise development business, 
we invested R4 million to develop 14 
black-owned suppliers at various projects. 

	■ A total of 865 people have been trained in 
Mongolia since 2018 with access to 
tertiary education including 34 
undergraduate engineering scholarships, 
580 tertiary scholarships for required skills 
and eight engineers and specialists trained 
in Australia.  

	■ In Canada, we have seven active joint 
ventures with Indigenous communities, 
providing various services to mining 
projects. The Kitikmoet Cementation 
Mining and Development Ltd joint venture 
is a flagship partnership that has 
successfully delivered complex projects 
and provided meaningful opportunities 
for the Kitikmoet in the Nunavat and 
Northwest Territories. The joint-venture has 
been active at Diavik Diamond Mines since 
2005. We have spent more than 
US$1 million in the current financial year 
on building capacity in First Nations 
businesses. Cementation Americas 
also works with local partners in Peru 
and Chile.

PIW PLATFORM
Localisation is a strategic imperative for the 
platform; although, challenging given the 
general lack of experience and skills in local 
communities. We work closely with clients, 
local community forums and leaders to find 
solutions and manage economic and 
employment expectations. The platform 
engages with local communities at tender 
and implementation stages on issues such 
as employment, training and procurement 
from local SMEs and businesses. 

	■ The impact of the restructure on our employment equity profile 
and training spend, has meant our BBBEE score deteriorated to 
a Level 6 rating (FY2020: Level 5). A priority for the platform is to 
rebuild its BBBEE credentials and establish BBBEE partnerships 
in power maintenance, transmission and distribution, and water.

	■ R2 million was invested in supplier development, surpassing the 
platform target of R1,8 million. We were particularly pleased to 
support Handy Helper Agency, a female-owned business, which 
achieved Services SETA accreditation as a hygiene and cleaning 
training company.

SUSTAINABLE LOCALISATION continued

2021 PERFORMANCE

2021 PERFORMANCE
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BBBEE IN SOUTH AFRICA

BBBEE score

102.46%
FY2020: 101.0%
FY2019: 97.7%

Total procurement spend  
with SMEs

26%
FY2020: 24.5%
FY2019: 26.1%

Enterprise and supplier 
development spend

R5,4 million
FY2020: R9,0 million
FY2019: R3,9 million

Socioeconomic  
development
Achieved full points on the  
BBBEE scorecard for the  
socioeconomic development pillar

The Group achieved a Level 1 BBBEE rating measured 
against the Construction Sector Code. The economic 
interests held by black shareholders in our South African 
operations was 96.83% with black women holding 
40.26%. In line with the Code, our procurement spend 
is directed at BBBEE-compliant vendors and targeted 
interventions are in place to identify and assist small 
businesses, as a key source of job creation. 

SUSTAINABLE LOCALISATION continued

2021 PERFORMANCE
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2021 PERFORMANCE continued

KEY DATA

BBBEE 2021 2020 2019 ASSURANCE

BBBEE status Level 1 Level 1 Level 2 Verified 

BBBEE score (%) 102.5 101.0 97.7 Verified

Equity ownership (%) 111.1 111.1 111.1 Verified

Management control (%) 59.7 59.7 58.8 Verified

Skills development (%) 98.9 99.6 97.7 Verified

Enterprise and supplier development (%) 100.0 100.1 96.5 Verified

Socioeconomic development (%) 120.0 106.4 100.8 Verified

Preferential procurement as a % of total procurement

Qualifying small enterprises and exempted 
micro enterprises (%) 26 21.1 26.1 Verified

Suppliers that are >50% black owned (%) 41 33.8 38.9 Verified

BBBEE IN SOUTH AFRICA CONTINUED

SUSTAINABLE LOCALISATION continued

WorsenedImproved No change

61MURRAY & ROBERTS Group Sustainability Report 2021 61

EN
VIRON

M
EN

TAL REPORT
SOCIAL REPORT

GOVERN
AN

CE REPORT
AD

D
ITION

AL IN
FORM

ATION



We apply our expertise and resources to respond appropriately to the specific needs and expectations of 
communities. Our CSR comprises various CSI programmes and two Trusts managed by the corporate 
office. Our businesses support CSI programmes that contribute to the development and upliftment of 
the communities based in the proximity of their projects or in programmes that advance education and 
national priorities. The Trusts, which were created in 2006, support historically disadvantaged communities 
in South Africa.  

Looking ahead, we will review our CSR strategy in light of the impact COVID-19 has had on the availability of  
funding, to ensure that we continue to support effective and meaningful community development projects.

Meaningful 
community support  

2021 PERFORMANCE

R3,4 million
Letsema Khanyisa Trust, provides the children  
of qualifying employees with scholarships at  
secondary and tertiary academic institutions

FY2020: R3,1 million
FY2019: R4,4 million

R3,2 million
Letsema Sizwe Trust, prioritises education and 
skills development in communities through three 
flagship initiatives

FY2020: R3,5 million
FY2019: R5,7 million

R8,7 million
Group CSI programmes

FY2020: R12,4 million
FY2019: R8,8 million

Of the R15,3 million (FY2020: R19,0 million) 
spent on community development 
initiatives across the Group, R10,6 million 
supported disadvantaged South Africans. 
The impact of COVID-19 has led to a 
reduction in CSI programmes at business 
level. Given that dividends have not 
been received by the Trusts from 
Murray & Roberts Holdings, the spend 
on the Letsema Sizwe Trust will be greatly 
reduced in FY2022.

Breakdown of CSR spend (%) 

Letsema Khanyisa Trust

Letsema Sizwe Trust

Group CSI programmes

21%

22%

57%
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LETSEMA KHANYISA TRUST  
(corporate office programme)
Employees earning less than R350 000 can apply to the Letsema 
Khanyisa Trust for scholarships for their children. In prior years, 
scholarships were only awarded for secondary schooling and tertiary 
education; however, starting this year, we expanded our scholarships to 
include primary school education from Grade R, as the foundation for 
academic success. 

The scholarships cover academic fees, transport, stationery and school 
uniform costs. Learners receive ongoing coaching during the academic 
year, and are awarded money for achieving academic success. As 
access to technology is critical in today’s education, tablets and 10GB 
data are provided to our beneficiaries in Grades 10, 11 and 12, and 
laptops are provided to the first-year university students. 

MEANINGFUL COMMUNITY SUPPORT continued

2021 PERFORMANCE continued

58
young people  
supported 
Primary school: 16 learners
Secondary school: 31 learners
Tertiary education: 11 students
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2021 PERFORMANCE continued

The Trust’s key projects
1  The University of Stellenbosch’s Technology Research Activity Centre (TRAC) Programme provides mobile science 

laboratories to schools which do not have these facilities. The programme also supports learners in applying for tertiary 
studies. In FY2021, we continued to support the laboratories in Musina (Limpopo) and Kuruman (Northern Cape), which 
are close to certain Murray & Roberts Cementation projects. Unfortunately, the extended school lockdown due to 
COVID-19 has had a negative impact on learning, and the value normally created by this project was not realised this year. 
Our investment in TRAC totalled R1,3 million (FY2020: R1,2 million). This is the last year of our three-year agreement.  

2  The Tomorrow Trust provides Saturday and holiday supplementary school programmes for vulnerable children selected 
from the Department of Social Development’s grassroots care organisations. The organisation supports academic learning 
in Mathematics, English, Physical Science and Life Science, provides in-depth career guidance to learners, and supplies 
learners with stationery, course materials and daily nutritious meals. When learners are able to physically attend 
programmes, safe and reliable transport to and from the hosting venue is provided. During COVID-19 restrictions, 
virtual online classrooms were held every Saturday for all senior beneficiaries, who were supplied with data or WhatsApp 
bundles. Our contribution for FY2021 amounted to R648 000 (FY2020: R648 000). This is the third and last tranche of 
our three-year agreement.  

3  The Murray & Roberts Child Welfare Fund encourages employee donations, using the employee payroll. The Group 
uses the Letsema Sizwe Fund to match raised funds, which support the various needs of early childhood development 
projects, including assisting with medical, food and operational costs. Every year the Group’s CSR committee visits 
beneficiaries to ensure funds are used as planned. Matched funds totalled R153 000 with a total of R290 700 donated to 
11 organisations (FY2020: R387 000 donated to 15 organisations).

MEANINGFUL COMMUNITY SUPPORT continued

LETSEMA SIZWE TRUST 
(corporate office 
programme)
The Letsema Sizwe Trust supports a variety of 
development projects led by longstanding reputable 
organisations. COVID-19 has unfortunately continued 
to limit face-to-face interaction, with the result that 
these organisations have had to adapt their support 
to adhere to COVID-19 protocols or suspend their 
projects altogether. 

The Tomorrow Trust

60
Grade 10 and 11 
learners supported 
with their academic 
studies
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2021 PERFORMANCE continued

ERI PLATFORM
The Clough Foundation supports not-for-profit 
organisations that bring long-term sustainable benefits 
to the communities living near Clough’s projects. 
The Foundation’s key areas of focus are sustainability, 
Indigenous engagement, diversity, healthy communities, 
and children and youth. The Clough Foundation 
supports a range of community organisations around 
Australia and PNG including Clontarf Foundation 
(leadership and mentoring for Indigenous boys), 
ChildFund (health education and vaccination for 
mothers and children in PNG), Starlight Foundation 
(child health support for remote Indigenous 
communities), and MATES in Construction 
(mental health and suicide prevention awareness 
and education). Just over R2 million was invested 
in CSI programmes, slightly lower than the R2,8 million 
investment in FY2020, with COVID-19 restrictions 
playing a role in this decrease. 

MINING PLATFORM
The Murray & Roberts Research Chair in Industry Leadership 
4.0 at the University of Pretoria advances the specialised skills 
and leadership capacity needed to accelerate the adoption of 
new technology in mining practices. The research chair delivers 
leadership workshops and research publications on new 
technology. We have committed R2 million each year for three 
years (starting in FY2020) to support postgraduate researchers. 

Murray & Roberts Cementation invested R856 000 in three CSI 
projects, benefitting surrounding communities.

RUC Cementation invested approximately R1,4 million on their 
CSI initiatives, which primarily benefit youth. Most of their spend 
was on the Western Australian Mining Club co-sponsored STEM 
United Programme. The programme supports the education of 
Year 9 students in high schools in Western Australia, who are 
studying STEM subjects (Science, Technology, Engineering and 
Mathematics) to pursue careers in engineering/technology. The 
programme reaches thousands of students annually. This is the 
final year of our investment in this programme, and we 
contributed R850 400. 

Cementation Americas spent around R649 000 on various 
initiatives supporting their local community. As a key aspect of 
the culture in this operation, employees are encouraged to 
support charitable organisations within their communities with 
our support. This results in a very wide-reaching and diverse 
CSI programme. The donation policy allows each employee to 
request money every year to support the charities they are 
actively involved in, without restrictions in terms of hours spent 
volunteering. While COVID-19 restrictions impacted volunteering, 
online platforms were used with great success.

COMMUNITY DEVELOPMENT SPEND 2021 2020 2019

CSI in community programmes (Rm) 8,7 12,4 8,8

Corporate office: Letsema Sizwe Trust (broad-based community 
commitments) (Rm)

3,2 3,5 5,7

Corporate office: Letsema Khanyisa Trust (employee benefits) (Rm) 3,4 3,1 4,4

Total corporate social responsibility spend (Rm) 15,3 19,0 18,9

KEY DATA

PIW PLATFORM
The PIW platform purchased a mobile kitchen 
for its enterprise development beneficiary, the 
Handy Helper Agency, valued at R60 000. 
The kitchen will allow them to broaden their 
service offering, to offer cooking lessons to 
domestic workers.

MEANINGFUL COMMUNITY SUPPORT continued

VORENTOE ATHLETICS DEVELOPMENT TEAM  
(corporate office programme)
The Vorentoe High School is based in Auckland Park, Johannesburg. At its start in 2000, the running academy had five 
athletes, today it has 50 with an almost equal split between girls and boys. The Academy aims to provide the children with 
a quality school education while also giving them the opportunity to maximise their running potential. The school also 
assists their transition from adolescence to adulthood, and prepares them to be role models in their communities. The 
athletes are mostly recruited from rural and disadvantaged areas. 

The children receive bursaries to attend Vorentoe High School and are provided with hostel facilities and meals. Our 
investment, along with that of other donors, is used to maintain the academy. At present, four children have received 
bursaries to compete for colleges in the United States. We invested R1 million in FY2021 (FY2020: R850 000). 

WorsenedImproved No change
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