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A Strategic Guide for Critical Resources Recruitment

Mining Talent
Acquisition Playbook

This playbook provides mining organisations with a proven framework for transforming talent acquisition
from a-tactical function into a strategic competitive advantage.
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Executive Summary

Traditional recruitment methods fail in mining's unique environment of remote locations, safety-
critical operations, and highly technical requirements. This playbook transforms talent acquisition
from tactical function to strategic competitive advantage.

Our framework builds sustainable talent pipelines, reduces time-to-hire for critical roles, and
competes effectively with external search firms across all mining roles from operational technicians
to senior leadership.
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Understanding the Modern Mining Talent Landscape

Modern mining operations demand sophisticated recruitment strategies that address unique industry
complexities and critical talent categories.

INDUSTRY CHALLENGES CRITICAL TALENT CATEGORIES STRATEGIC REQUIREMENTS
» Global operations across diverse regulatory Technical Operations (Levels 1-3) Modern mining recruitment requires deep
environments Multi-skilled operators, maintenance specialists, understanding of:
e Technical expertise spanning engineering, safety experts
metallurgy, and geology e Comparable mine sites and operational
* Remote locations requiring operational Engineering and Management (Levels 3-4) conditions
experience Mine engineers, production managers, HSE e Processing circuits and technical
e Cultural integration following acquisitions leaders methodologies
e Geographic and climatic factors affecting
Senior Leadership (Levels 4-5) operations
Mine managers, regional directors, executive o Competitor workforce movements and
team members compensation benchmarks
° ° ° ° ° ° e Regulatory requirements across different
jurisdictions
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Strategic Talent Mapping Framework

Successful mining recruitment requires comprehensive intelligence systems that map technical

compatibility and market positioning for data-driven decisions.

o Site Intelligg e

W e
e Production data and operational .
conditions .
e Processing methodologies and .
complexity .
e Geographic and climate factors .

o Workforce composition and
diversity metrics
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Technical competency verification
Operational exposure matching
Leadership achievement tracking
Cultural fit and mobility assessment
Diversity representation (30%
minimum target)

Talent availability forecasting
Compensation benchmarking
Competitor movement tracking
Skills shortage identification
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Sourcing Strategy for Mining Talent

Mining's specialised requirements demand multi-tiered sourcing that combines relationship
building, predictive analytics, and targeted talent development.

GLOBAL TALENT

NETWORKS

e Similar operations and processing
experience

» Professional associations and
industry bodies

e Senior leadership from major
mining companies
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INTERNAL TALENT
PIPELINE

e Succession planning and cross-site
transfers

o Contractor conversion programs

e Return talent with updated
experience

PREDICTIVE
INTELLIGENCE

12-18 month talent availability
forecasting

Skills shortage early warning
systems

Competitor expansion impact
analysis

Regulatory change workforce
implications
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Sourcing Strategy for Mining Talent C e e e e

Mining's specialised requirements demand multi-tiered sourcing that combines relationship ¢ & & & & o
building, predictive analytics, and targeted talent development.

.il ' RIFICATIG

it LN
] jj) N\ c/

Team Ieaderslﬂp wd % ’ Hr r echn ompeten confirg ‘*Oh,.,

;;; : / RIS - {. environmen -‘,L S [ o i it ornger supervisorsy

Safety risk management 4 Strateglcbusmess decisionsméaking — = Safety record aﬁ’ regulatory oy
EquipmERtTeNan 'r*' Fainie | —— Crisis mamgemepta e 20 A A ®validati

planning &/ g | : . el response - w et é"‘ &% \ " — o Cultural fit and Ieade‘hpeﬁecu
Technical § . iy Stakehold’e‘reng GORTMUNIEY. . assessment

documental — ~ relations ~ s 1

s

e Mining Talent Acquisition Playbook H a r r i e ro



Decision Making and Selection Framework

Final selection balances multiple critical factors from technical competency to cultural adaptability
using systematic evaluation across all success dimensions.

TECHNICAL COMPETENCY .
e Core skills and operational
experience
e Innovation and process
improvement
e Technology adoption and
digital literacy

LEADERSHIP CAPABILITY
e Remote/multicultural team
leadership
o Safety leadership and cultural
development
e Performance management
and talent development
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‘ BUSINESS IMPACT
e Cost management and
operational efficiency
e Strategic thinking and long-
term planning
e Risk management under
uncertainty

‘ CULTURAL INTEGRATION
e Company values alignment
e Remote location adaptability
e Community engagement capability
e Diversity and inclusion leadership
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Onboarding Excellence for Mining Operations. . . . .

Mining's safety, technical, and operational demands require comprehensive onboarding that builds long-term ¢ & & & 0
success foundations beyond traditional orientation.

(] e e e e
PRE-ARRIVAL PREPARATION FIRST 90 DAYS INTEGRATION 12-MONTH DEVELOPMENT PATHWAY
o Site- ifi fet ti I
S|.e .speC| ic safety and operationa | Week 1-2 | 3-Month
briefing
* Technology setup and system Safety and Compliance Foundation Technical validation and team integration
access
e Cultural orientation for international
assignments L Week 3-6 — L 6-Month —
Technical and Operational Shadowing Operational contribution and leadership progress.
Week 7-12 — 12-Month —_—
Leadership and Autonomy Responsibility Full performance evaluation and

advancement planning.
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Diversity and Inclusion in Mining Recruitment

Building diverse mining teams requires intentional strategies that address industry challenges
while creating measurable inclusive opportunities.

e Gender-neutral job descriptions and
requirements
e Diverse interview panels and assessment teams
e Flexible work arrangements and family support
e Mentorship programs for underrepresented
groups
e 30% minimum gender
diversity in candidate
shortlists
e 50% gender diversity
target in confirmed
interviews
e Progressive leadership
representation

improvement
e Equal pay and \
advancement e |ocal employment and training initiatives

* |ndigenous business and procurement opportunities
e Community development and investment programs

opportunity auditing
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Technology and Digital Transformation Ce e .

Modern mining recruitment leverages advanced technology to enhance efficiency and candidate experience ¢ & & & 0
while maintaining critical personal relationships.

(] (] e e e
Al DRIVEN INTELLIGENCE DIGITAL CANDIDATE EXPERIENCE AUTOMATED PROCESS
Candidate sourcing Mobile-optimised | Technical competency
optimisation algorithms | application with portfolio pre-screening
upload
| Performance prediction | Real-time status updates | Video interview analysis |
and retention modeling | and communication | and scoring
Market intelligence | Virtual reality site tours Reference checking and |
automation and reporting | and job previews - background verification

Digital onboarding and
— documentation
management
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Cost Management and ROI Optimisation Co.

Strategic mining talent acquisition investment across technology, people, and intelligence delivers clear ROl through improved ¢ ¢

hiring success and operational performance.

COST

OPTIMISATION

e 50-75% reduction versus
recruitment agencies

e Quality improvement through
technical compatibility

e Reduced time-to-fill through
proactive pipelining
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MEASUREMENT

Hiring success rates and retention
metrics

Time-to-productivity for new hires
Internal capability development
savings

Competitive advantage
quantification

STRATEGIC
INVESTMENT AREAS

Talent intelligence platform and
technology

Specialised recruiting team with
mining expertise

Market intelligence and competitive
research

Employer brand development and
community partnerships



Performance Metrics and Continuous Improvement

Success measurement requires metrics reflecting immediate hiring outcomes and long-term operational impact while driving continuous process improvement.

BUSINESS IMPACT QUALITY METRICS
« Production ramp-up time for new operations « Profile acceptance rate >85%
« Safety performance correlation with hiring quality « Candidate response rate >65%
« Employee engagement and culture development « New hire retention at 12 months >90%

EEEICIENCY METRICS CONTINUOUS IMPROVEMENT

« Monthly performance reviews and trend analysis
« Quarterly strategic assessment and competitive positioning
« Technology optimisation and process enhancement

« Time-to-fill for critical roles <90 days
» Cost-per-hire optimisation across categories
« Diversity representation in hiring and promotions

PERFORMANCE METRICS

CONTINUOUS IMPROVEMENT
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Implementation Roadmap o

Transforming mining talent acquisition requires phased implementation over 12+ months, building °
capabilities progressively while demonstrating value at each stage. o
(]
II:ngIE)}-\TION MONTHS 1-3 PHASE 3
( -3) OPTIMISATION AND SCALE (MONTHS 7-12)
Establish mine site data reference system Refine process based on early results
Build talent profile mapping database Expand global talent mapping coverage
Develop assessment frameworks and market intelligence Implement advanced predictive analytics
Set diversity and inclusion targets Establish centers of excellence
PHASE 2 PHASE 4
CAPABILITY DEVELOPMENT (MONTHS 4-6) STRATEGIC EXCELLENCE (MONTHS 12+)
Implement Al-driven talent intelligence platform Compete directly with external search firms
Launch proactive sourcing and relationship building Develop proprietary talent intelligence products
Develop comprehensive onboarding programs Achieve industry leadership positioning
Establish performance measurement and reporting systems Build sustainable competitive advantage
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Success Measurement and Validation

Long-term success is measured through specific milestones demonstrating strategic impact and measurable improvements

in hiring quality and competitive positioning.

6 MONTH INDICATORS

12 MONTH SUCCESS TARGETS

 Comprehensive talent mapping system
established

» 75% profile acceptance rate achieved

» 30% reduction in time-to-fill for critical roles

o Diversity targets implemented with
measurable progress
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» 85% profile acceptance and >65% candidate

response rates

e Successfully competing with external search
firms

e Thought leadership and industry recognition
established

e ROl targets achieved through cost savings
and quality improvements

24 MONTH STRATEGIC OBJECTIVES

Modern mining recruitment requires deep
understanding of:

 Comparable mine sites and operational
conditions

e Processing circuits and technical
methodologies

e Geographic and climatic factors affecting
operations

o Competitor workforce movements and
compensation benchmarks

» Regulatory requirements across different
jurisdictions
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Harrier is an award-winning privately-owned
I urn Workforce Australian business with a 17-year track record in
the successful delivery of talent solutions.
Our success is measured by yours, delivering the talent solutions that

in si ghts into a ction empower your business achievements.

Find out exactly where your talent function is losing ground and what to do Complete Recruitment Management (RPO)
about it. Most talent functions are stuck in a cycle of reactive hiring, Contingent Hiring (MSP)

firefighting capability gaps, and justifying headcount decisions after the fact. Harrier. ::::t 223:?:;0” as a Service

The Talent Evolution Framework diagnostic cuts through the noise, showing Talent Insights and Business Intelligence
you precisely where you stand across six critical lifecycle stages and the
specific steps that will move your organisation from reactive to

transformational. Harrier has worked with leading mining and energy companies to
reduce hiring costs by up to 50-75%.

Takes 10 minutes | Instant Results | Includes complimentary consultation Newmont & hevron @ NEWCREST

— LS Origin

TAKE THE ASSESSMENT BHP WU VIvA
v

Newhaul EnergyAustralia
VIEW THE SAMPLE REPORT ASSESSMENT REPORT covalent
izl e M . &
EVOLUTION Shell Energy ILUKA

FRAMEWORK

Completed by
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