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ITD partners with organisations – large and small – to develop their most important asset, the 
employees, through human capital development programmes. Human capital development, 
at ITD, is about valuing employees and their experiences at work with the aim of improving 
their work engagement. 

The Resilience programme is one such intervention that addresses employees’ resilience 
capacity to remain task focused and productive amidst adverse (or intensely positive) 
conditions as well as to positively adjust as a result of these conditions. 

Introduction

What is work
engagement?
Work engagement occurs when ‘… individuals are emotionally connected to others, and are 
cognitively vigilant in their work’1. 

Three levels of work engagement:

Actively engaged

A fully engaged employee is actively involved in and enthusiastic about 
his or her work. He or she is willing to go the extra mile to ensure 
customer satisfaction and make the organization a success, spreading 
enthusiasm within his or her team and beyond. Engaged employees 
feel personally connected to an organization, are more productive, are 
less likely to seek alternative employment, and act as champions for 
their company.

Partially engaged The partially engaged employee does the minimum to get by, 
concentrates on the job at hand and adds little extra value.

Disengaged
The disengaged employee demonstrates negativity at work and 
undermines the accomplishments of others, potentially creating a toxic 
atmosphere in the workplace.

1Kahn, W A 1990. Psychological conditions of personal engagement and disengagement at work. Academy of Management  
 Journal, 33, 692–724. 



2Attridge, M 2009. Measuring and managing employee work engagement: A review of the research and 
  business literature. Journal of Workplace Behavioral Health, 24(4): 383 – 398.  Journal, 33, 692–724. 
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What is the business value 
of work engagement?

Studies have found positive associations between work engagement and 
organisational performance outcomes2: 

     • Good employee retention
     • Employee productivity
     • Company profit
     • Customer satisfaction and loyalty 
     • Safety

Engaged employees demonstrate three general behaviours which improve 
organisational performance:

Say The employee advocates for the organisation to co-workers and 
refers potential employees and customers

Stay The employee has an intense desire to be a member of the 
organisation despite opportunities to work elsewhere

Strive The employee exerts extra time, effort and initiative to contribute 
to the success of the business

What will happen to an organisation if its employees are disengaged? 

Employees who are not engaged are likely to be:

Spinning Wasting their effort and talent on tasks that may not matter much

Settling Do not show full commitment but not dissatisfied enough to make 
a break

Splitting Do not stick around for things to change in their organisation



3Bakker, A B; Albrecht, S L & Leiter, M P 2011. Key questions regarding work engagement. European Journal of Work and  
  Organizational Psychology 20(1): 4- 28. 
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Resilience and
work engagement
Job resources and personal resources are the two primary drivers for work engagement3. 

Job resources include the physical, social and/or organisational aspects of the 
job that may reduce job demands, be functional in achieving work goals, or 
stimulate personal growth. 

Personal resources include having the confidence (self-efficacy) to take on 
and put in the necessary effort to succeed at challenging tasks; the ability 
to make a positive attribution (optimism) about succeeding now and in the 
future; persevering toward goals, and when necessary, redirecting paths to 
goals (hope) in order to succeed and when beset by problems and adversity, 
sustaining and bouncing back and even beyond (resilience) to attain success.

ITD’s resilience programmes indirectly address both job and personal resources which in turn 
improves work engagement. 

An uncertain economic outlook, the rapid pace of change and the need to continually adapt has 
made employee resilience a new priority for human resource management. These pressures 
that employees daily face can lead to worry, uncertainty, tiredness and stress which in turn 
negatively influences their work engagement. Without resilience capacity, employees become 
disengaged and are unable to remain task focused and productive.  

ITD offers a resilience programme which aims at supporting employees to build resilience in 
order for them to remain engaged with work despite challenging times. The premise is made 
that personal resilience enables people to constructively manage their personal and work 
responsibilities amidst dealing constructively with the challenge of change. This not only has 
beneficial effects on the individual’s own functioning but also positively influences family life, 
team efficiency and overall organisational efficiency during times of adversity. 
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Research4 has pointed towards the benefits of resilient workers in the workplace, which 
amongst others, include the following:

• Resilient people experience overall more optimism and positivity and are better able to cope 
   with job demands.
• Resilient people are best able to deal with tough times such as job loss and economic hardship.
• Resilient people are better able to learn new skills and knowledge when their existing set 
   becomes outdated.
• Resilient people are less likely to become mentally or physically ill during adversity.
• When competing for a job or promotion, the more resilient person has a better chance of 
   succeeding.
• Resilient people are best able to turn adversity into a growth experience and leverage it into 
   new experiences and ways of working and living.

Our resilience programme is developed from the premise that resilience is state-like – thus 
resilience capacity is open to development5.

ITD Resilience
programme

Viewing resilience as a state-like quality implies that with the assistance of several training and 
development interventions, organisations can assist their employees to develop their resilience 
capacity in order to reduce the strains and stressors associated with organisational change6. 

4Warner, R 2009. Coping with resilience in tough times. Management today, 55. 
5Luthans, F; Vogelgesang, G R & Lester, P B 2006. Developing the psychological capital of resiliency. Human Resource Development 
  Review 5(1). 
6Bardoel, E A; Pettit, T M; De Cieri, H & McMillan, L 2014. Employee resilience: An emerging challenge for HRM. Asia Pacific Journal 
  of Human Resources 
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When discussing ways of increasing the capacity for resilience, researchers typically address 
the personal, familial, organizational, and community factors associated with the ability or 
likelihood of an individual showing positive adaptation in the face of significant adversity7. For 
the purpose of developing the ITD resilience programme, we were informed by the Conservation 
of Resources (COR) theory as developed by Hobfoll (1989). The COR theory identifies three 
main categories relevant to an individual to obtain, retain and protect his/her resources:

7Britt, T W; Shen, W; Sinclair, R R; Grossman, M R & Klieger, D M 2016. How much do we really know about employee resilience? 
  Industrial and Organisational Psychology 9: 378 – 404
8Bardoel, E A; Pettit, T M; De Cieri, H & McMillan, L 2014. Employee resilience: An emerging challenge for HRM. Asia Pacific Journal 
  of Human Resources.

“[I]nstrumental (something that serves or acts as an instrument or means 
of gaining a resource, e.g. money or shelter), social (resources based on 
attachments to families and social groups, e.g. social support or status), and 
psychological (pertaining to the mind and emotions, e.g. self-esteem or sense 
of autonomy).”8

These categories have informed the development of ITD’s resilience programme. This resilience 
programme is developed in order to assist human resource professionals and management 
teams to support employees to constructively deal with the challenge of continuous change. 
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Psychological Category

ITD’s resilience programme as a whole supports employees to focus on the psychological 
category as a resource to develop resilience capacity. Personal resilience is a strength that 
will enable employees to successfully manage personal and workplace changes. There are 
however also specific interventions that support employees to focus on and nurture their 
mind and emotions as a way to sustain resilience capacity. 

ITD offers resilience workshops which aims at supporting employees to build personal 
resilience. The focus of the workshop is twofold:

i.  To equip employees in integrating practices of self-care into their daily lives 
ii. To engage in meaningful, supportive relationships with significant others based on and  
     guided by one’s own personal value system

The workshop focuses on supporting employees to promote their physical, emotional, mental, 
social and spiritual well-being. The workshop is informed by the work of Tony Schwartz, CEO 
of The Energy Project, which aims at enabling employees to identify practices that support 
their ability to manage their energy across all four dimensions which in turn makes it possible 
for employees to not only better manage adversity but also to live more balanced lives:

Drawing on the multidisciplinary science of high performance, the Energy 
Project has developed a set of simple principles and highly actionable practices 
for more effectively managing energy to drive higher levels of engagement, 
productivity, and innovation in people, leaders, and organizations.9

This workshop supports employees to more efficiently practice self-care by managing their 
four sources of energy as a well engage in meaningful, supportive relationships with significant 
others.

9White, M 2013. Building a resilient organizational culture. UNC Kenan-Flagler Business School. 
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The four sources of energy are: 

Physical:
Beyond survival, our needs begin at the bodily level 
with being able to keep on going. Here four factors 

play an important role – food, fitness, sleep and 
rest. Our challenge is to create a healthy rhythmic 

movement between activity and rest. 

Emotional:
The core need at the emotional level is to feel secure 

in who one is and to develop emotional insight. 
The challenge here is to find ways to recharge our 
emotions so that one can feel better about oneself 
and to understand one’s own emotional needs and 
reactions as a way to gain insight into how to cope 

with stress and adversity. The value of positive 
emotions is underscored as these emotions assist 

people to bounce back when facing tough 
times and stress. 

Spiritual:
Spirituality helps people to handle problems, stress 
and depressing feelings. Religious or spiritual belief 

systems help one deal with tough times and stress by 
interpreting life events and giving them meaning and 
coherence which in turn can have a positive effect on 

coping and resilience. When bodily, emotional and 
cognitive energy become less, it affects a person’s 

ability to make sense of his/her life and of the world 
in general. When meaning in life is absent, a deep 

hopelessness sets in. 

Mental:
Mental energy provides the ability to organise 

oneself and apply focused attention under 
stress. When you are hit with tough times, the 

circumstances usually call for more bodily energy 
and generate more emotional energy. With these 
demands, it becomes an even greater challenge to 
channel one’s mental energy by staying focused.

The aim of the workshop is to facilitate learning amongst participants to firstly recognize the 
costs of the behaviours that deplete their energy, reduce their emotional resilience, inhibit 
their focus, and weaken their motivation and secondly to cultivate personal behaviours that 
will lead to resilience in the face of relentless change which in turn enables employees to 
remain engaged with their work. 
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Social Category

The social category of our resilience programme builds on resources based on attachments to 
families and social groups, e.g. social support or status. The value of supportive relationships 
in building self-confidence, self-esteem and resilience is stated by Prof. Emmy Werner:  “[M]
ost of all, self-esteem and self-efficacy [and resilience] were promoted through supportive 
relationships.”10

In the workplace context, the focus is more specifically on building social support in the 
workplace. This is done on two different levels:

i.  Providing change coaching 
ii. Enabling managers to support employees through change leadership interventions 

CHANGE COACHING
The aim of the change coaching sessions is to enable a constructive mind-set that will assist the 
employee to constructively deal with change. Working towards enabling constructive mind-sets 
often entails addressing the stress and anxiety caused by their changing circumstances and 
identifying personal resilience strategies to ensure wellbeing. Wellness indicators are used as 
guide to determine the extent of which the employee is experiencing a crisis as a result of the 
changes. With the use of the wellness indicator, individuals are identified who are struggling 
to deal with change. 

Through continuous contact with the individual and/or feedback from supervisors/team 
leaders, these employees are monitored to ensure that they receive the necessary support 
until they have successfully negotiated their way through the crisis situation.  If need be 
and with permission from the employee, the change coaches will also contact relevant team 
managers to encourage specific support to the employee. 

10Werner, E E & Smith, R E., 1992. Overcoming the Odds: High Risk Children from Birth to Adulthood, Cornell University Press: 
   New York.
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ENABLING CONSTRUCTIVE CHANGE LEADERSHIP
ITD recognises the importance of supporting leaders to be constructive change leaders. 
Amongst others, interventions to empower leaders to successfully lead their teams through 
change can include: 

     • Leadership engagement sessions
     • A workshop to enable managers/supervisors to understand and lead people through a 
        crisis 

Leadership engagement sessions are provided in either a group and/or individual setting 
where leaders will be coached on specific skills to lead their teams through the change. 
Furthermore, during these sessions the manager/supervisor, in collaboration with the ITD 
change coach, monitors his/her team members’ resilience to change by using the wellness 
indicators. If there is any indication that an employee is experiencing a crisis, the change 
coach will guide the manager/supervisor in effective ways for him/her to support and/or 
refer the employee for further counselling. 

The crisis awareness workshop is aimed at enabling managers/supervisors to identify team 
members who are experiencing a crisis and struggling to deal with the effects of the crisis due 
to the challenges that change impose on people.  The workshop has three main outcomes:

     • Empowering managers/supervisors to be aware of what a crisis entails
     • Identifying the warning signs when a crisis potentially holds a threat to a person’s health 
        and well-being
     • Enabling managers/supervisors to reach out to someone who is facing a personal crisis 
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PROJECT TYPE DESCRIPTION ITD CLIENTS CLIENT CONTACT DETAILS

Building a resilient 
workforce:

Facilitating change 
readiness and resilience 
following a restructuring 

announcement

ITD supported restructuring processes through the 
facilitation of a change readiness and resilience 
programme in order to provide change support to 
employees. These processes entailed the mobilisation 
of change readiness and resilience through:

• Resilience workshops
• Resilient leader workshops
• Capacity building workshops (entrepreneurial 
   development; CV writing and interviewing skills; 
   crisis awareness workshops; and personal financial 
   management)
• Change coaching sessions
• Leadership coaching enabling leaders to 
   successfully facilitate change readiness and 
   resilience amongst their team

EXXARO
Corporate Centre

April - December 2016
Yuzanne Mare

yuzanne.mare@exxaro.com

KUMBA IRON ORE
Kolomela Mine 

July  – September 2015
Aart van den Brink

aart.vandenbrink@angloamerican.com

KUMBA IRON ORE
Sishen Mine

July  – September 2015
Sylvia Baloyi

Sylvia.baloyi@angloamerican.com

EXXARO
Project Turnkey

March 2014 – August 2015
Johan Meyer

Johan.Meyer@exxaro.com

TOTAL COAL 
October 2015 – February 2016

Mandima Nengovhela
mandima.nengovhela@exxaro.com

Mine Closure:
Facilitating change 

readiness and 
resilience following the 

announcement of a mine 
closure

ITD supported employees throughout the mine 
closure process. In collaboration with management 
teams, a change readiness and resilience process was 
designed. ITD’s focus was to create change readiness 
amongst employees and enhance their resilience. 
This process entailed weekly support counselling as 
well as change readiness and resilience workshops to 
all employees.

KUMBA IRON ORE
Thabazimbi Mine

July 2015 – June 2016
Susannah Jooste

Susanna.jooste@angloamerican.com

EXXARO
Inyanda Mine

February 2014 – December 2015
Jackie Beytel

Jackie.Beytel@exxaro.com

EXXARO
Tshikondeni Mine 

June 2014 – January 2015
Albert van Rooyen

Albert.vanrooyen@exxaro.com

EXXARO
New Clydesdale Colliery
April – November 2013

Sicelo Myeni
Sicelo.Myeni@exxaro.com

EXXARO
Zincor Refinery

October – December 2011
Johan Meyer

Johan.meyer@exxaro.com

Portfolio of Evidence
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PROJECT TYPE DESCRIPTION ITD CLIENTS CLIENT CONTACT DETAILS

Resilient culture:
Developing a resilient 

culture amongst 
employees by providing 

self-care workshops

The objective of the workshops was to equip 
employees in integrating self-care into their daily 
lives.

It is about making people aware that self-care is 
a priority - it is about taking care of ourselves in 
order to continue fulfilling our everyday waves of  
responsibilities and springtides of change that try to 
knock us off our feet.

EXXARO
All business units

September – December 2010
Yuzanne Mare

yuzanne.mare@exxaro.com

DCD Heavy Engineering
February – April 2012 

Erna Wilson
erna@dcd.co.zaDCD Metpro

October 2013 
DCD Venco 

May – June 2012
Resilient leadership:
Self-care coaching 

onversations with leaders

Self-care coaching sessions with the leadership team 
in order for them to develop resilience capacity 
within the workplace.

DCD Metpro
September 2013 

Erna Wilson
erna@dcd.co.za

High Performance Team 
Development:

Selfcare as a component 
for high performance

Self-care coaching sessions was identified to be an 
integral component of developing high performing 
teams. Team members were given opportunity to 
participate in self-care coaching sessions.

DCD MSP 
March 2012

Erna Wilson
erna@dcd.co.za

Portfolio of Evidence continued
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ITD’s resilience programme is the result of a robust process which involves sound engagement 
with relevant resilience and employee engagement theories dovetailed with our years of 
experience in human capital development. 

We are skilled in taking into consideration the unique context of our client organisations in 
order to ensure the roll-out of an intervention that is context-specific and relevant to the 
client organisation and their employees. 

We have successfully facilitated resilience programmes to client organisations in several 
industries including employee workforces that range from low to high level appointments, 
skills and literacy levels. 

The resilience programmes have not only contributed toward enabling employees to remain 
productive and focused on their work amidst constant changes, but also enabled improved 
relationships and teamwork amongst colleagues and an overall sense of well-being for 
individuals. 

Conclusion


