
Strategy

As a dynamic and proactive organisation, Omnicane recognises that strategic human resources management is vital for 
the success of the Company and the development of its human capital. 

Without strong leaders, an organisation cannot deliver on its promises to customers, investors, community stakeholders, 
or employees. Omnicane has thus embarked on a Results-Based Leadership (RBL) programme, which lays due emphasis 
on leadership differentiators, identified as: Accountability, Innovation and Sustainability. We believe that continuing to 
develop strong leaders will help ensuring a better future for all our stakeholders.  

Our priorities remain continual improvement programmes for our employees, setting up of the Human Resources 
Information System and conclusion of collective agreements with the unions of the sugar industry at enterprise level - 
through effective bargaining processes in good faith, with participation from all relevant parties.

Year under review

Employment (103-1, 103-2, 103-3, 102-7,102-8)
Our business requirements and operations are expanding, hence the need for a more talented pool of employees. 
During the year under review, a total of 1,577 people (2016: 1,489 people) were employed by the Group, out of which 
9.4% were women. Staff members made up 17.9 % of the total number of employees, with workers representing the 
remaining 82.1%. 

Labour Force

Entity  No. of staff  No. of workers No. of employees

Management & Consultancy  50  0 50

Agricultural operations  66  476 542

Milling – Raw house  56  365 421

Milling - Refinery  13  146 159

Thermal - La Baraque  9  69 78

Thermal - St Aubin  28  11 39

Logistics  12  108 120

Distillery  19  37 56

Holiday Inn Mauritius Mon Trésor Hotel  30  82 112

Total  283  1294 1,577
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Hahmid SEELARBOKUS
Group Human Resources Manager

     Omnicane has thus embarked on 
a Results-Based Leadership (RBL) 
programme, which lays due emphasis 
on leadership differentiators.



HUMAN RESOURCE MANAGEMENT (CONTINUED)

Employee turnover Recruitment
Resignation/Termination of contract/ 

Retirement

Management & Consultancy 3 0

Agricultural operations 10 23

Milling – Raw house 238 222

Milling - Refinery 32 45

Thermal - La Baraque 2 5

Thermal - St Aubin 3 3

Logistics 1 8

Distillery 9 8

Holiday Inn Mauritius Mon Trésor Hotel 81 91

Total 379 405

The high rate of employee turnover in agricultural and milling operations is explained by the fact that, given the seasonal 
nature of activities of the cane industry, seasonal and contractual workers are employed for a specific period to ensure 
optimum results.

Labour/Management relations (102-33, 103-1, 103-2, 103-3, 402-1)
Labour management relationship is transparent, fair, open, participative, democratic and honest. This promotes a healthy 
industrial atmosphere at the workplace. During the year under review, we have implemented internal and external 
grievance procedures, which address conflicts and eventually help to resolve them. In order to promote sound labour 
and industrial relations, Omnicane encourages dialogue between workers and their supervisors, through work forums 
such as the Works Council in some entities of the Group. We also promote an open door policy, whereby employees are 
encouraged to consult the Human Resources department for any HR issues or if they seek clarification. Regular meetings 
with shop stewards are also held.

Industrial relations (102-41, 402-1)
Omnicane remains committed to maintaining harmonious employee/employer relationship through constant social 
dialogue and internal conflict resolution. In 2017, we have successfully concluded Collective Agreements at enterprise 
level for:
•	 Workers of Omnicane Milling Operations Limited - Refinery with the Union of Artisans and Allied Workers of the Cane 

Industry on 6 June 2017;
•	 Workers of Omnicane Logistic Operations Limited with the Chemical Manufacturing and Connected Trades Employees 

Union on 21 July 2017; and
•	 Staff of the sugar industry with the Sugar Industry Staff Employees’ Association on 25 October 2017.

Training and development (103-1, 103-2, 103-3, 401-2, 404-1, 404-2, 410-1, 412-2)
Omnicane has embarked on a Results-Based Leadership programme to boost up its leadership entrepreneurial and 
innovative thrust. Specific competency attributes have been identified which are key to organisational effectiveness 
and efficiency. This ultimately leads to capacity building, which enables delivery of quality services in a most economical 
manner. 

Omnicane continues to support internship programmes in view of providing exposure to real work situations and to assist 
in career orientation. Such programmes allow beneficiaries to have an engaging and rewarding experience. The estimated 
average hours of training per employee is around 56.5 hours per year.

HUMAN RIGHTS

Freedom of association and collective bargaining (103-1, 103-2, 103-3, 407-1)
Omnicane’s corporate culture places a high premium on respect for human rights. Freedom of association and the right 
to collective bargaining are fundamental human rights recognised by the company. Employees are free to join unions 
without fear of reprisal, intimidation or harassment, within the framework shaped by the prevailing labour legislation.

Diversity and equal opportunity (103-1, 103-2, 103-3, 405-1, 405-2, 406-1, 408-1, 409-1)
Workplace diversity and equal opportunity are a reality at Omnicane. We maintain a diverse workplace by not discriminating 
against job applicants or current employees on the basis of race, age, gender and caste. We foster an inclusive environment 
through equity, opportunity and respect. We endeavour to create an environment where all employees are valued, 
respected and have opportunity to develop their full potential. Omnicane does not discriminate and provides equal pay 
and the same opportunities to both male and female employees doing the same amount of work and having same work 
requirements. During the year under review, no incidents of discrimination have been reported to our HR department. It 
should be noted that Omnicane strongly discourages child and/or forced labour in all its operations. During the year under 
review, no such incidents have been recorded. 

OCCUPATIONAL HEALTH AND SAFETY (103-1, 103-2, 103-3, 403-2)
The tables below demonstrate the number of occupational accidents and man-days lost in our different entities, as well as  
employee representations in health and safety committees. It is worthwhile noting that the total number of accidents has 
increased by 15.3 % compared to 2016. There has been no fatal accidents recorded during the year.

Occupational accidents and man-days lost

Entity No. of accidents Man-days lost

Male Female Total Male Female Total

Agriculture 34 2 36 171 14 185

Logistics 24 0 24 144 0 144

Thermal - La Baraque 7 0 7 123 0 123

Thermal - St Aubin 1 0 1 5 0 5

Milling – Raw house 19 0 19 139 0 139

Milling – Refinery 35 0 35 193 0 193

Distillery 6 0 6 15 0 15

Holiday Inn Mauritius Mon Trésor Hotel 12 11 23 1357

Total 151 2161

Through its health and safety policies, the top management is committed to provide a safe working environment to all the 
employees and to any other stakeholder working on our business premises. Through dedicated health and safety officers 
at each site of operation, we ensure that we go beyond compliance to the local Occupational Safety and Health Act. In 
fact, our two power plants have been successfully certified to OHSAS 18001 Health & Safety standard. This enables strong 
measures to be taken to ensure that day-to-day operations are safe, and to reduce the occurrence of work accidents. Our 
milling operations also started benchmarking their accident frequency rate against the Bonsucro requirement. In order 
to enhance the safety culture and reduce the number of accidents, it is planned to have several health and safety training 
sessions and to implement ISO 45001 in the medium term.
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Labour Force - continued (401-1)



HUMAN RESOURCE MANAGEMENT (CONTINUED)

Health and Safety Committees (403-1)
We fully support the constitution of health and safety committees within our entities. The committee meetings held at least 
every two months provide an excellent platform for employees and management to interact and discuss opportunities 
to further improve the safety of our work environment and welfare of our employees. Collective agreements signed with 
the different sugar industry associations and trade unions cover the following health and safety topics: use of personal 
protective equipment, estate hospital facilities, Group personal accident scheme, medical insurance cover for employees 
and dependents, welfare and occupational health issues.

Representation of our workforce on health and safety committees in 2017

Employee representative  
(including management) 

Total employees %

Milling – Raw house 25 421 6

Milling - Refinery 18 159 11

Agricultural & Logistics 27 662 4

Thermal - La Baraque 15 78 19

Thermal - St Aubin 7 40 18

Distillery 11 56 20

Holiday Inn Mauritius Mon Trésor Hotel 15 111 14

Challenge

Human capital management is being more and more critical in the face of the very challenging economic environment. 
Every effort is being made to equip the total workforce with the right attitude, skills and knowledge so that it can respond 
positively to changes in the new economic market.

The way forward – 2018
We will continue our efforts to create an enabling environment to ensure the 
Group’s success and growth by reinforcing our human capital management and 
development, by continuing our sustainability engagement and by adopting 
management best practices in all our operations.
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