
Our E!ective Organisation Driver is focused on building 
the right culture, workforce capability, continuous 
improvement, and governance to deliver our purpose 
and meet our stakeholder expectations. An engaged 
and committed workforce plays a key role in this, and in 
Port Waratah’s success in an increasingly uncertain and 
disrupted environment. 

Port Waratah’s core values underpin decision making  
to be a service that can be relied upon and trusted. 
They include being progressive, dedicated to excellence, 
being reliable and acting with integrity. They also  
explain how we want to relate with our people and  
our stakeholders; being supportive, valuing safety, 
working e"ciently and acting in a balanced, committed 
and responsible way.

Enterprise Agreement 
We have 187 Enterprise Agreement (EA) employees 
(57 per cent of our workforce) represented by four 
di!erent unions. Port Waratah supports Freedom of 
Association for employees should they chose to be a 
member of a trade union. The current Port Waratah 
Coal Services 2018 Enterprise Agreement will nominally 
expire on 16 August 2022. Re#ective of an engaged 
workforce and positive workplace relations, there was 
only one workplace dispute lodged in 2021 and no 
instances of industrial action. 

Employee engagement
To improve how we measure, understand, and  
respond to employee feedback, a new employee 
engagement programme called The Vibe was 
introduced. The programme incorporates shorter 
biannual engagement surveys and new pulse surveys to 
understand the internal ‘vibe’ and respond accordingly.

Change management was a key focus area in 2021, 
promoting employee engagement and project 
excellence by supporting team members to make 
e!ective transitions through change. The design of a 
major project upgrade to our operations control system 
was conducted in 2021. To ensure a smooth transition, 
the project applied our change framework and included 
the involvement of end user team members, laying a 
solid foundation for implementation in 2022. 

Developing our people
Each year all employees take part in an Employee 
Performance Review and are o!ered opportunities for 
formal training and development programmes. In 2021, 
there were 2,476 online and face-to-face courses and 
39 leadership training events. 

We look after one another and  
work together to achieve our goals

OUR CULTURE IS 
COLLABORATIVE 

AND CARING

EFFECTIVE ORGANISATION
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EFFECTIVE ORGANISATION

In partnership with the University of Newcastle, Port Waratah also supports nine engineering and business 
students with a $21,000 scholarship and paid work experience during the summer semester break. 

A new Graduate Programme for Engineers implemented in 2021 for real-world experience in project 
management, investigations, strategy, engineering support and management.

Rob Stocks
Electrical Apprentice

 “The Apprenticeship Programme 
is a great experience. The best 
part is learning one-on-one with 

a tradesperson out on a job. 
They are always super helpful, 
patient and enjoy explaining all 
the di!erent concepts and how 
everything works, connecting my 
study at TAFE to real experiences. 

The detail, expertise and 
knowledge that the team provides 
has really pushed the experience 

above my expectations.” 

Rebecca Sharp
IT Trainee

“Having this internship has helped 
me form a better understanding 

of the theory that I learn at 
University, through practical 
experience and applying my 

knowledge to real-life situations. 
It has helped me expand my 
exposure within a workplace 

environment and allowed me to 
further develop my time 

management and organisational 
skills, which has had a great 

impact on my studies.” 

Babita Subedi
Graduate Engineer

“I have really enjoyed being 
exposed to diverse areas of 
work, which has helped me 
expand my skill set. Another 

rewarding aspect has been the 
networks I have made, and the 
connection formed with people. 
The Graduate Programme has 
given me the opportunity to 
work on extremely unique 

projects, allowed me to take on 
challenges, hone my existing 
skills and gain con"dence.”
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SUPPORTING EARLY CAREERS

Evolve Leadership Programme ‘Helping Hands’
One of the focus areas of our E!ective Organisation 
driver is to build leaders of the future to meet the 
evolving expectations of our customers, team members 
and community. In February, ‘Evolve’ was launched at  
an interactive event attended by all leadership levels.  
To help further understanding of the power of ‘purpose’ 
leaders got the chance to participate in a small group 
activity to build arti$cial hands to be donated overseas 
to amputee land-mine victims that would not otherwise 
be able to a!ord a prosthesis. As an added challenge, 
participants were also required to bind one of their 
hands during the build process to experience what life 
can be like for an amputee and to appreciate the value 
of teamwork. Each of the 13 arti$cial hands made were 
put into a case with a personalised message uniquely 
decorated by participants. 

CASE STUDY

Celebrating Success
The Celebrate Success Programme has made it easier 
for everyone to promote, recognise and celebrate 
outstanding e!orts and achievements aligned with our 
strategy and values. Since the programme launched 
in 2020, hundreds of recognitions and celebrations 
of success have been submitted, with 130 in 2021, 
and 47 highlighted as ‘Top Achievers’ for going above 
and beyond living our values through contributions 
to safety, sustainability, business improvements and 
stakeholder and customers relations.

Todd Hamilton and Mitch Carman are two Operators 
at the Carrington Terminal and were recognised 
through the Celebrate Success Programme for living 
the value of ‘Caring’. Todd and Mitch are part of 
Port Waratah’s Peer Support Network and took the 
initiative to check-in on their work mates’ mental 
health and wellbeing at the daily toolbox talk during 
the uncertainty of COVID-19. They opened a 
conversation about dealing e!ectively with change  
and stressful situations and made their workmates 
aware of the mental health services and support 
available to team members.

  Mitch said, “It felt good to get the message across 
to all the workmates that they weren’t alone 
during this time. We didn’t do it for the recognition, 
but it was certainty nice to be recognised.”

  Todd said, “Mental health is such an important 
topic and to be recognised made me feel like  
I contributed something positive to the team.  
It was great to ensure that our team members 
know there’s lots of support available.” 

CASE STUDYSupporting leaders to build their leadership capability 
today and for the future was a key focus in 2021. 
Throughout the year, all Port Waratah Leaders 
participated in the ‘Evolve’ Leadership Development 
Programme. The purpose of the programme was 
to embrace their role as leaders by equipping them 
with the mindset and skillset required for leaders 
of the future. The cascaded programme contained 
interactive workshops tailored at Senior Leadership, 
Superintendent and Supervisor levels with 360% 
feedback and re#ection exercises. Superintendents  
also took part in cross-functional strategic projects.

A new Learning and Development Framework was 
implemented in 2021 to support more e!ective and 
$t-for-purpose training services. This included a focus 
on self-directed, micro-virtual learning and a stronger 
emphasis on ‘on the job’ collaborative learning as 
opposed to classroom-based learning. Optimising the 
balance between compliance-based training, learning 
for today and developing skills required for the future 
remains an ongoing focus.

Embracing diversity 
Following a strategic review of Port Waratah’s Diversity 
and Inclusion (D&I) Strategy, a refreshed three-year 
Strategy and Action Plan was implemented in 2021.  
The updated strategy aims to further improve 
workplace diversity to re#ect the community in which 
we operate and strengthen our inclusive culture.  
The action plan focuses on advancing change in the 
areas of culture, careers and commerce. Key actions 
included refreshing the employee working group 
with the introduction of D&I champions, building 
leadership capability, improving diverse hiring practices, 
strengthening relationships with Indigenous communities 
and creating opportunities for underrepresented groups 
in supply chains. 

A strategic diversity lens continued to be applied to 
learning and development activities with three mentees 
and six mentors participating in the Women in Mining 
Mentoring Programme in 2021. 
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Diversity achievement award
Port Waratah’s achievements in diversity were 
recognised with the Excellence in Diversity Programme 
and Performance Award win in the 2021 NSW  
Women in Mining Awards. The award recognises 
excellence and innovation in gender diversity 
programmes and demonstrated outstanding 
performance in increasing the proportion of women  
in the workplace. Over the last $ve years, through the 
implementation of a Diversity and Inclusion Strategy 
and Action Plan, Port Waratah has achieved several 
milestones in gender diversity. Leading by example, 
female representation in the Senior Leadership Team 
has risen from 7.7 to 50 per cent and 30 per cent of  
non-manager leadership roles are now held by women. 
We are seeing the positive impacts that diversity of 
thought and experience is bringing to Port Waratah, 
but even more importantly, we are able to demonstrate 
to current and prospective employees that we have 
opportunities for all. The ultimate objective of the 
programme has been to grow an organisation that  
looks di!erent and feels di!erent, is more #exible, 
inclusive and successful, and above all – in which 
everyone is valued.

CASE STUDY
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A focus on diversity in recruitment in 2021 was 
supported by rebranded recruitment advertising and 
social media video spotlights, with new processes 
introduced to remove unconscious bias from the 
recruitment process. This led to an increase in the 
percentage of vacant roles $lled by women to 39 per 
cent up from 17 per cent in 2020. Of particular focus 
was improving diversity among non-traditional roles.  
A remodelled recruitment and shortlisting process  
for recruitment of Operator roles to reduce 
unconscious bias successfully led to 44 per cent of  
new Operators commencing in 2021 being female. 
Aligned to our ‘Caring’ value upgrades to facilities 
were also undertaken to support a growing diverse 
workforce. This included upgrades to breastfeeding 
room facilities, and recon$guration or facilities to 
support greater wheelchair accessibility.

An increase in the number of employees transitioning 
to retirement resulted in a rise in the number of new 
job-sharing opportunities, including the $rst Terminal 
Operator job-share arrangement. Throughout 2021, 
23 employees accessed #exible working arrangements, 
including seven job-sharing arrangements.

In meeting our obligations under the Workplace 
Gender Equality Act 2012, we lodged our Workplace 
Pro$le with the Workplace Gender Equality Agency 
(WGEA) in August 2021, available on our website. 

READ MORE  Port Waratah eliminates any risk of a 
gender pay disparity through the annual remuneration 
process which includes a market analysis to ensure 
remuneration is within market parity.
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https://pwcs.com.au/who-we-are/annual-reports/

