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This report is the third in a series of research reports based on the work that the Research Department 

of the Commission for Gender Equality (CGE) has carried out since 2014/15, to assess progress and 

obstacles in the way of promoting gender equality in the mining sector in South Africa. As was the case 

with previous reports, this report is also based on the assessment of selected mining houses, seeking 

to examine and understand efforts made at company and operational level to promote gender 

equality, women’s empowerment, and gender transformation. This report is based on the assessment 

of two mining companies, Impala Platinum Ltd and Petra Diamonds Ltd. 

The project explored various thematic subjects relating to promoting gender mainstreaming in the 

workplace. These ranged from the numerical representation and balance between men and women 

in internal senior level company decision making structures to programmes and activities, including 

budgetary and resource allocations, to promote gender equality and transformation throughout the 

company. 

What the study found, consistent with previous findings, is not only the scale of lack of knowledge, 
if not lack of interest in the subject of gender equality, but also lack of knowledge of the necessary 

national policy and legislative frameworks relating to gender transformation. While some of the senior 

managers in the selected mining entities do make bold claims regarding their company’s efforts, 

programmes, and related activities to promote gender transformation, the evidence on the ground is 

unconvincing. In other words, the gains are too small and limited compared to the bold claims made 

by the companies concerned regarding internal efforts to promote gender transformation.

The Commission for Gender Equality therefore releases this report with the hope that it adds to existing 

insights and knowledge regarding the limited progress that the mining sector is making in promoting 

gender transformation in the workplace. By so doing, the Commission hopes that this report, together 

with the others published previously, will bring to the attention of policy makers the need for focussed 

and concerted intervention to ensure that gender transformation is prioritised in the mining sector 

through the necessary sanctions, as well as incentives where these are warranted.

The CGE is greatly indebted to the officials, managers, union officials and others from the two mining 
companies covered in this study who agreed to be interviewed and assisted with various sources of 

information required for compiling this report. We are also grateful for the men and women (i.e. mine 

workers) who participated and gave insights through the focus group discussion sessions held at the 

two mining operations covered in this exercise.

Finally, the CGE appreciates the work carried out by its Research Department, especially the Research 

Team comprising Arthur Baloyi, Vernet Napo, Thubelihle Zitha and Mojalefa Dipholo who carried out 

the fieldwork and compiled this research report. Thabo Rapoo, Director for Research, edited and 
finalised the report.
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BBBEE:   Broad-Based Black Economic Empowerment

BCEA:   Basic Conditions of Employment Act

BEE:   Black Economic Empowerment

BPA:   Beijing Platform for Action

BOD:  Board of Directors

CGE:   Commission for Gender Equality

CoM:   Chamber of Mines

DME:   Department of Minerals and Energy

CEDAW:  Convention for the Elimination of All Forms of Violence Against Women

CEO:   Chief Executive Officer

EAP:  Employee Assistance Programme

EE:   Employment Equity

EEP:   Employment Equity Plan

EXCO:   Executive Committee

FET:   Further Education and Training

GDP:   Gross Domestic Product

GAPS:             Gender and the Private Sector

HDSAs:  Historically Disadvantaged South Africans

HIV:   Human Immunodeficiency Virus

HOD:   Head of the Department

HRD:   Human Resource Development

HR:   Human Resources

ICMM:   International Council of Mining and Metals

ILO:   International Labour Organisation

Implats:           Impala Platinum   
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JSE:   Johannesburg Stock Exchange

KPAs:   Key Performance Agreements

KPIs:   Key Performance Indicators

MDGs:   Millennium Development Goals

MPRDA:  Mineral and Petroleum Resources Development Act

NQF:   National Qualifications Framework

NUM:   National Union of Mineworkers

OHSA:   Occupational Health and Safety Act

PPE:   Personal Protective Equipment

SDG:   Sustainable Development Goals

SLP: Social Labour Plan 

SMS:   Senior Management Service

STEERCOM:  Steering Committee

UN:  United Nations
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As stated in the Chamber of Mines (CoM) 2017 fact sheet, there has been an increase in the proportion of 

women employed in the mining industry.1 In 2016 there were 57 800 women in mining compared to 11 400 

in 2002.2 However, when it comes to gender diversity, much remains to be done given that the industry 

has remained male dominated and transformation is snail-paced. Women remain mostly in support 

functions, a handful in the technical fields, with a negligible few as executives. The status of women 
in the industry remains precarious and calls for monitoring of the implementation of relevant policies 

and laws aimed at accelerating women’s empowerment and gender equality in the workplace. The 

Commission for Gender Equality has carried out regular assessments to determine the promotion and 

the achievement of gender equality in the workplace.3 One of the first studies titled Gender and the 
Private Sector (GAPS), carried out in 1999, identified lack of gender policy and resistance to change 
by management as impediments to the progress of gender equality programmes. Follow up studies 

also revealed how lack of will within organisations acts as an obstruction to the development and the 

creation of a safe and enabling environment for female employees. All these studies were focused on 

the private sector in a broader sense and were not specific to any industry. This report is the third in the 
series of the studies focusing on the mining industry. 

As in the earlier works of CGE, this study focused on the assessment of progress or lack thereof in 

gender mainstreaming and transformation. Furthermore, this study employs the use of case studies 

to examine the factors, challenges, and prospects for gender mainstreaming in the mining industry. 

This study is carried out in line with the prescripts of the conventions governing South Africa’s outlook 

on gender equality such as Beijing Platform of Action (BPA), Sustainable Development Goals (SDGs) 

and many other global and regional protocols. Moreover, the assessing and monitoring of these 

entities to ensure compliance with relevant gender equality policy and legislative frameworks is the 

mandate of the CGE in accordance with Commission for Gender Equality Act no. 39 of 1996. In this 

study, qualitative methodological approaches to data collection were adopted. As elaborated in 

the methodological subsection below, this method was more suitable at eliciting informative and 

rich data. Findings generated in this report were based on the analysis of information gathered on 

work, programmes, internal systems, processes, procedures, and practices of selected institutions with 

the purpose of assessing how these contribute towards the promotion of gender mainstreaming and 

transformation.

Prior to the methodological subsection, a scene is set to familiarise the reader with the context of the 

study through the background section. After the subsection on methodology, this report will focus on 

presenting the findings and overview of key emerging issues based on the assessments. The last two 
sections present the conclusions and recommendations.

1  Breytenbach, M.,  Women representation increases from ‘extreme minority’ to 13%-plus of SA’s mining workforce: Mining Weekly, http://www.miningweekly.com/article/s-

african-mining-industry-advances-gender-diversity-transformation-targets-still-to-be-improved-2017-08-04  (January 2018)
2  Ibid
3 Commission for Gender Equality (2008) Report on Gender Equality in the Private Sector

1. Introduction
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1.1. METHODOLOGY AND APPROACH

1.1.1. Conceptual Approach to the Study

To fulfil the objectives of the study, a descriptive and evaluative research approach, integrating both 
qualitative research techniques, was adopted. One major advantage is that the qualitative approach 

gives one the opportunity to examine complex issues that would otherwise be difficult to obtain or 
explain from quantitative data. The approach can also help generate a deeper understanding of the 

topics explored and aid in the way data is analysed and interpreted.

For each of the two mining houses, one subsidiary/local mining operation was selected, in addition 

to the corporate head office, for assessment of progress on gender transformation. For the Impala 
Platinum, the assessment included the Impala Platinum Rustenburg. For Petra Diamonds, Cullinan 

Diamond Mine was also assessed. The reason for this was to determine whether or not the patterns of 

progress or lack thereof in terms of gender transformation at company corporate head office were 
also reflected at subsidiary company level.

1.1.2. Methods of Data Collection

The study used a combination of data collection methods, namely self-administered questionnaires in 

the form of the Gender Barometer Tool, focus group discussions, document analysis, and site observation. 

The self-administered questionnaires were structured and designed to elicit quantitative information 

on the number of women and men at all levels of employment, based on gender differentiation in 

participating companies. The Gender Barometer Tool was given to companies to complete over a 

period of time and was then collected for data analysis. The tool gathered information on various 

themes of analysis such as gender representation and participation of women at senior management, 

mainstreaming gender in organisational culture and systems, gender-responsive budgeting capacity 

building, monitoring and evaluation. 

In addition to the Gender Barometer Tool, relevant documentation and other publications such 

annual reports, strategic documents, employment equity plans, policy documents and project reports 

were collected for the purpose of document analysis. This process involved a comprehensive review 

of relevant background, policy, and operational documents of the above-mentioned companies. 

The purpose of this review was largely to evaluate programmes in place to enhance gender equality 

and the facilitation of women into technical and other management fields, and to assess the 
operationalisation of gender-sensitive policies in the mining industry.

The focus group discussions, on the other hand, were meant to collect qualitative information from 

the above-mentioned companies and were used to explore in detail the experiences of the workers 

regarding gender equality in their work place. The focus group discussions provided in-depth insights 

into the organisational subculture of mine work and how women experienced the company’s attempts 

to accommodate them. These focus group discussions were conducted at two operational sites across 

various levels of employment except for management. Three focus group discussions were conducted 

for each mine, each comprising 6 to 10 participants (both men and women). Although, English was the 

most preferred language of communication, there were instances where translation from English to 

local vernacular was utilised to enhance understanding of the participants. Members of focus group 

discussions could communicate in their language of choice, especially in instances where they could 

not properly express themselves in English.  
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As part of the data-gathering process, mining companies were visited to conduct onsite observations. 

The purpose of the site visit was to obtain first hand observation of underground mining operations, 
how women work, and how the work is distributed to women. These onsite visits took place at the 

Impala Platinum Rustenburg and Cullinan Diamond Mine. 

Finally, the research team has also developed a five-level Gender Representation Rating Scale to rate 
the performance of the participating mines regarding progress made in the numerical representation 

of women at senior management levels (i.e. equivalent to the Senior Management Service (SMS) in 

government) of each mining house. The intention is to utilise this score card to rate the performance of 

institutions being assessed, focussing only on one of the six thematic areas of assessment (i.e. Gender 

Representation and Participation at Internal Senior Decision-Making Level). The rating scale is adapted 

and modified from the Global Gender Balance Score Card developed by Avivah Wittenberg-Cox4. As 

already indicated, our rating scale is predominantly focused on, and considers, the number of women 

represented and participating in the senior management levels of the institutions being assessed, 

compared to the number of males within the same level of management. This exercise largely depends 

on the availability of accurate and reliable quantitative data (i.e. the numbers of men and women in 

senior management levels) as gleaned from information provided by the companies being assessed 

as well as from other authoritative secondary sources, such as reports published by the Commission 

on Employment Equity. The table below illustrates the distinct levels of the rating scale and provides 

explanations for each rating level.

Table 1: Gender Representation Rating Scale 

• Level 5 Balanced Gender Representation
Male and Females constitute between 
45% and 50% of the Senior Manage-
ment Service/Team

• Level 4 Critical Mass Gender Representation
Minority Gender represents between 
30% and 45% of the Senior Manage-
ment Service/Team

• Level 3 Progressive Gender Representation
The Minority Gender makes up be-
tween 15% and 30% of Senior Man-
agement Service/Team

• Level 2
Symbolic/Token Gender Represen-
tation

The Minority Gender constitutes up to 
15% of the Senior Management Team

• Level 1 Failed Gender Representation
Institution’s Senior Management Ser-
vice5/Team is exclusively one Gender 
to the exclusion of another Gender

This means that, based on the number of women represented in the senior management division of 

the entities being assessed, and compared to their male counterparts, their performance on women’s 

numerical representation will be rated between Level 1 (for poor performance) and Level 5 (for best 

performance). However, this is just one single aspect out of six areas of assessment, and therefore does 

not constitute the entire measure of performance on progress in terms of gender mainstreaming. The 

other areas are also extremely important for a complete picture of progress achieved.

4 See Avivah Wittenberg-Cox, ‘One Key to Gender Balance: 20-first Century Leadership’ (http://www.20-first.com/flipbook/index. html)
5 In the Public Service, Senior Management Service is made up of managers in the position of director and upwards.
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1.1.3. Constraints for the Study

Having done two previous progress assessment reports on gender mainstreaming in the mining 

sector, this serves as the CGE’s third output. This type of exercise has been known to present several 

challenges that require patience and careful manoeuvring. It also entails a great deal of learning and 

familiarisation around the complex characteristics of the sector and its entities. The assessment was 

undertaken in under a year and therefore does not in any way constitute an attempt at a full-scale 

comprehensive inquiry, nor a full understanding of the complexities of the different mining entities 

which were assessed. Therefore, this exercise should not be misunderstood as a comprehensive inquiry 

into the complex institutional structures and operational processes of the companies concerned.

Several other constraints were identified during the undertaking of this study. These are as follows: 

• Limited time, which is a recurring challenge encountered in previous assessments as well. The 

time allocated to complete the project like others before it was not enough due to the following 

factors: slow responses during the scheduling of interviews, interviews starting later than scheduled, 

interviews cancelled, focus group discussions not making up the minimum required number of 

members. For instance, some focus group interviews scheduled for October 2017, only occurred 

in December 2017. This meant that the team had to push back the analysis, given the late time 

at which the focus group discussions took place. The limited time also hampered meetings that 

were meant to be scheduled with Board members and requested documentation did not always 

arrive as scheduled. As a result, a lot of time was used up and wasted due to the slow pace of 

responses.              

• The level of cooperation was also not forthcoming from some of the participating companies, 

particularly during the beginning of this assessment. Some entities were non-compliant and only 

showed interest once the CGE used some of the powers at its disposal, such as the threat of legal 

action.

• Resources were another challenge, given that a study of this nature would require more resources 

to be at the disposal of the research team to sufficiently undertake the assessment.   

• The limited staff capacity of the research team was another hampering factor. A multi-disciplinary 

team, with expertise and knowledge of the mining sector, would add value in the assessment. In 

working around the above handicap, the team sought to limit the scope of assessment towards 

the activities, processes, programmes, and projects with relevance to gender mainstreaming or 

gender transformation.   

• Reliance on one source of information also proved problematic. This is because some written and 

verbal information provided by staff at the assessed companies could not be relied upon without 

triangulation. The accuracy, validity and reliability of the information could not be guaranteed. 

However, the research team has reason to believe that the provided information was authorised 

by the relevant structures within the assessed companies. The information was therefore received 

with appreciation and good faith. 

• Selection of focus group participants was not under the control of the CGE research team 

due in part to the working shifts across the two mines that clashed and further complicated 

the process of selection. However, clear specifications were put across in terms of which focus 
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group participants were required to form part of the discussions.  The feedback received was 

productive in strengthening the report because of the fruitful views. There were few complaints 

regarding site visits, although all these took place during the day for the one company (Cullinan 

Diamond Mine) and three days for another (Implats). While the team is grateful for the kindness 

and hospitality shown by both companies, it wishes to also state that no undue influence was 
exerted on its ability to undertake its work professionally regarding the accumulation of important 

information and write-up of assessments. Their assistance in organising the meetings with their staff 

was solely for purposes of gathering the necessary information in the assessment of the progress 

achieved by the respective mining companies when it comes to gender mainstreaming and 

gender transformation.           

• A limited understanding was observed in as far as what was meant when it comes to gender 

mainstreaming across the board served to limit the extent to which some of the relevant issues 

could be explored by the team during fieldwork. This includes the focus group participants and 
the members of staff. Unfortunately, as mentioned before, time limitations and busy schedules 

meant that interviews with members of the Board did not take place for both Impala Platinum 

and Cullinan Diamond Mine. It was observed that many of the existing policies used by the mining 

companies such as the Employment Equity Act, Recruitment Policy Act, Mining Charter and the 

like were wrongly used as substitutes to address issues around gender mainstreaming. In addition, 

emphasis of some of the mentioned policies appears to be on numerical targets as opposed to 

substantive equality. It was apparent that the mining companies did not have specific policies 
geared towards gender mainstreaming and admitted to this in the barometer tool. Awareness 

around gender mainstreaming was important for the companies selected as they might have 

been under the impression that significant developments were made towards it, whereas this was 
not the case. A sense of naivety exists around knowledge pertaining to the legal and constitutional 

imperatives that strive for gender mainstreaming, equality and transformation, as this was not 

merely an accomplishment towards quantitative targets, but a legislative obligation.

Despite the constraints, the team was able to gather the information required pertaining to the 

activities, processes, programmes, and projects of the mining companies concerned to progressively 

carry out the assessment.    
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Mining has contributed significantly to the South African economy over the years. In 2015 the mining 
industry as a whole was responsible for 7.7% of the gross domestic product (GDP), 15% of foreign direct 

investment (FDI), 20% of private sector investment and 25% of exports.6 5 However, the mining sector 

saw sharp declines in the 2016/2017 financial year. Investors saw a decrease in dividends and market 
capitalisation, SARS saw marginal increases in taxes paid 7 6. According to Stats SA, in 1980 mining was 

the second most influential industry contributing 21% to the (GDP)8 7. The industry’s contribution to GDP 

dropped from 8%9 8 in 2016 to 5.1%10 9 in 2017. Low growth, the weak rand, decline in global demand for 

minerals, political uncertainty and socio-economic factors are but some of the challenges that have 

impacted the industry. 

In terms of employment, the mining industry is still amongst the more popular industries for low end 

and semi-skilled labour. In the 2015/2016 Financial Year the industry was responsible for a total of 1.4 

million11 10 jobs not only for thousands12 11 of South Africans but also for foreign nationals from neighbouring 

countries. However, during the 2016-17 Financial Year, many employees in the sector experienced 

large scale retrenchments, and, following the Marikana tragedy, communities across the sector are 

still desperate for a change in circumstances13 12. The mining sector has also been a huge contributor 

to Black Economic Empowerment14 13, opening opportunities to ownership and senior management for 

black South Africans following decades of exclusion during apartheid and colonialism. Up until 1994, 

work as miners in South Africa was traditionally reserved for men; women were legislatively barred from 

employment in underground operations15 14. During the recruitment process however, positions perceived 

as women friendly such as administrative and secretarial jobs on the mining upper surface were given 

to women. For women to prosper, society, including the mining sector, needs to be unshackled from 

traditional beliefs, prejudices, stereotypes, and biases that continue to portray women as belonging 

in the kitchen16 15. Despite the strides and drawbacks, the mining industry has continued to be male-

dominated with very low levels of female representation1716. The sector has been found to harbour a 

culture of patriarchy, male chauvinism, and a general disregard for an inclusive sector composed of 

capable women. It is for this reason that the sector has remained a priority for gender equality, gender 

mainstreaming and gender transformation initiatives.  

South Africa has come a long way since being banned and imposed with several sanctions for its 

segregation policies during apartheid. Following 1994, the country was unbanned and embraced as 

a full member of the international community and was legally bound by the obligations contained 

in the relevant local and international treaties. Efforts towards gender mainstreaming have been in 

6  R. Baxter, “The Future of the South African Mining Industry,” Chamber of Mines South Africa: (2016):1-48
7 Price Water Coopers. “SA Mine 9th Edition” (2017) https://www.pwc.co.za/en/publications/sa-mine.html
8 StatsSA, “Mining: a brief history”  http://www.statssa.gov.za/?p=9720
9 Ibid
10 Price Water Coopers. “SA Mine 9th Edition” (2017) https://www.pwc.co.za/en/publications/sa-mine.html
11 R. Baxter, “The Future of the South African Mining Industry,” Chamber of Mines South Africa: (2016):1-48
12 Ibid
13 Price Water Coopers. “SA Mine 9th Edition” (2017) https://www.pwc.co.za/en/publications/sa-mine.html
14 Commission of Gender Equality. Talking the talk, not walking the walk? Assessing Gender Mainstreaming in South Africa’s Mining Sector (2016)
15  Ibid
16  Ibid
17  Ibid

2. Brief Background & Context
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place for some time and have always been geared towards addressing the inadequacies found 

within gender representation across different sectors. Many treaties, laws, and acts embrace gender 

mainstreaming as a strategy because it helps to address both woman and gender specific concerns 
in the private and public realm. The Protocol of the African Charter on Human and Peoples Rights 

on the Rights of Women in Africa and the International Labour Standards issued by the International 

Labour Organisation (ILO) adopted gender mainstreaming to promote gender equality and empower 

the women of Africa and the globe at large. Gender mainstreaming is not a new strategy, it builds on 

years of previous experience to bring gender perspectives to the centre of attention in policies and 

programmes. 

The key objective for gender mainstreaming in the mining industry would be to have sufficient 
representation of women at all levels, given the already vast male representation. As indicated 

by the United Nations, to accomplish the above, gender equality should be the goal and gender 

mainstreaming the strategy. Gender mainstreaming in the application of International Labour 

Standards helps to ensure that women and men have equal access to benefits derived from these 
standards; recognises the needs, experiences and interests of both women and men; enables 

stakeholders to manage change; demonstrates a willingness to undertake differential measures to 

respond to the needs and interests of men and women; and advocates equality brought about by the 

implementation in practice of Conventions.

The contribution of women in any sector is invaluable given their impact within society. It is therefore 

essential that women are provided with equal opportunity to partake in all sectors of society based on 

their inherent capabilities. Women should not be overlooked because of stereotype, discrimination, 

gender, or assumptions. For decades women have battled for a place in the mining industry. Currently, 

women form an essential part of the global mining labour force, despite the low numbers. South Africa’s 

apartheid past deprived many from accessing and making use of any opportunity and although 

African men suffered, for African women the situation was far worse.  The democratic government 

of 1994 undertook a number of actions to redress the above injustices through the introduction of 

new legislation, this led the way for transformation of the labour workforce of South Africa. Although 

growth has been evident in different sectors, a lot still needs to be done and measures such as gender 

mainstreaming in sectors that do not have equal representation are key.   

The biggest detriment to women in the labour market is the prejudice shown because of their gender. 

For instance, the mining industry has long functioned as purely male dominated and this has created 

stereotypes that assert that the sector can still function without the presence of women. Studies done 

on women in the labour market highlight age old recurring challenges across different sectors. They 

include discrimination, sexual abuse and harassment, unequal compensation, inappropriate personal 

protective equipment, shift work, inadequate infrastructure facilities (ablution facilities and change 

houses), isolation, physical capability and pregnancy issues.18 17 A study on barriers to the advancement 

of women in the education sector, found that the disadvantages women are subjected to have 

nothing to do with the requirements stipulated for jobs; instead, they only serve to perpetuate the 

misconception that women lack the traits necessary to deal with demanding situations, such as lacking 

the personality, grit, handling of pressure and experience.19 18  Women are continuously confronted 

with different hardships that make jobs within male-dominated environments more challenging than 

necessary. 

18  D. Botha, “Barriers to career advancement of women in mining: A qualitative analysis,” South African Journal of Labour Relations: 41 (2017):15-32
19  E.R. Mathipa, and Tsoka E.M. “Possible barriers to the advancement of women to leadership positions in the education profession,” South African Journal of Education: 

21(4) (2001): 324-331.  
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Women occupy extended roles within their communities and when they are empowered in the 

extractive and heavy industries of oil and gas everyone benefits. Despite the above, a high number of 
women continue to make up the unemployment numbers even at the mining towns where most mines 

are situated. Should women be integrated accordingly, the communities would reap abundantly from 

this just and equitable development. Mining jobs formerly known to be dominated by men such as 

foremen, electricians, engineers, operators, superintendents, and rock drillers have become occupied 

by women. Although low in numbers, women have now globally become an essential part of the 

mining workforce, mainly because of equal opportunity legislation, which force mining companies to 

relook and actively reform the demographic profile of their workforce. Women have transitioned to 
occupy sophisticated roles in the mining sector and emphasis should be on growing the low numbers. 

This can only be done through transformation, support, empowerment and awareness of gender 

dynamics and patriarchy. Today, women miners occupy management positions, operate heavy 

machinery, and are involved in artisanal mining functions, among others.

The advent of democracy in South Africa led to the introduction and enactment of laws that were 

meant to level the playing fields in labour and other sectors, this served to benefit many people 
previously deprived and excluded from accessing opportunities. The following pieces of legislation 

opened opportunities for women, who were among the worst affected by the discriminatory policies 

of the past:

• The South African Labour Relations Act, No. 66 of 1995

• Constitution of the Republic of South Africa Act, No. 108 of 1996

• The Basic Conditions of Employment Act, No. 75 of 1997

• The South African Employment Equity Act, No. 55 of 1998

• The Skills Development Act, No. 97 of 1998

• Promotion of Equality and Prevention of Unfair Discrimination Act, No. 4 of 2000

• The Minerals and Petroleum Resources Development Act, No. 28 of 2002

• Broad-based Socio-economic Empowerment Charter for the South African Mining Industry 

(the Mining Charter) of 2002/3 amended in 2004  
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3.1. IMPALA PLATINUM HOLDINGS LIMITED

Impala Platinum Holdings Limited is more commonly known as Implats. It has its roots stemming back 

to the 1960’s. It is in the business of mining, refining and marketing of platinum group metals, as well as 
nickel, copper, and cobalt. Its head office is in Illovo, Johannesburg, South Africa. The company has 
been listed since 1973 on the Johannesburg Stock Exchange. Impala Platinum Holdings also trades on 

the New York Stock Exchange as an American Depositary Receipt (ADR). Impala Platinum Holdings 

employs about 55,000 people (this includes 15,000 contractors) who work in its business of mining, 

refining, and marketing platinum group metals.

Impala Platinum Holdings mines platinum in two main areas:

• The Bushveld Complex in South Africa where it mines on the western limb at its main operating 

unit Impala Rustenburg, and on the eastern limb at Marula (73% stake) and Two Rivers Platinum 

(49% stake)

• The Great Dyke in Zimbabwe, where Impala Platinum Holdings operates Zimplats (it holds 87%) 

and has a 50% interest in Mimosa Platinum with Aquarius Platinum (JSE: AQP)

The Group Structure is made up of the following operational mines: 

Impala Rustenburg, Impala Refining Services (IRS), Zimplats; Marula, Mimosa, Afplats, and Two Rivers. 
According to the Sustainable Development Performance Tables Report of 2017, the total workforce of 

the company’s South African operations, including Head office, is 35 338 employees.20 19

The focus of this section of the report is on the corporate Head Office. The company is governed by 
a Board of Directors whose structure will be disaggregated along gender lines below. The company’s 

efforts to promote gender mainstreaming and transformation will be assessed in line with the thematic 

areas already outlined above in this report. 

20  Sustainable Development Performance Tables 2017. p.3.

3. Assessment Findings
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3.1.1. CASE STUDY 1: IMPALA PLATINUM CORPORATE DIVISION

3.1.1.1. Gender Equality, Representation and Participation in Internal Decision-Making Structures

This section of the study looks at gender parity in terms of the numbers and gender profiles of the 
members of the senior levels and/or the highest decision-making structures that run the company; 

in terms of who makes key strategic as well as operational decisions of the company. According to 

the September 2010 Mining Charter, “every mining company must achieve a minimum of 40% HDSA 

demographic representation by 2014 at each management level i.e. Executive management (Board) 

level; Senior management (EXCO) Level; Core and critical skills levels; Middle Management level and 

Junior management level.” 21 20 In addition, mining companies must identify and fast-track their existing 

talent pools to ensure high level operational exposure in terms of career path programmes. 

Table 2: Workforce diversity profile in Top and Senior Management Head Office  
Level Total Female Males

A C I W A C I W

Top management 3 0 0 0 1 0 0 0 2

Senior management 15 1 0 1 1 4 0 0 8

Professionally qualified 20 6 0 2 8 1 0 0 2

Source: Data provided by Impala Platinum, 2017

Head Office’s workforce entry level mainly starts at the Professional level of which women are well 
represented. Data analysis above points to the professionally qualified level as a strategic level for 
ensuring that professionally qualified women are appointed, who will become a talent pipeline for the 
senior and top management positions in the future. They should be given adequate skills to prepare 

them for senior and top management positions. Currently, this level is made up of 20 employees in 

the organisation. There is one male foreign national at this level.  Female representation at this level 

is high at 16 (80 %), therefore there is a strong pool to draw women from who could possibly occupy 

the two most senior positions in the future. The 6 Black women and 2 Indian women (40 %) comply with 

the minimum requirement of 40% of HDSA demographic representation as suggested by the Mining 

Charter.

By contrast, the top management structure consists of 3 White employees. Female representation is 

very low (1 White female) hence they constitute 33% of that level compared to their male counterparts 

(2) who are at 67% representation.  Women from other racial groups do not feature at all at this level. 

At senior management level, out of a total of 15 employees, there are 3 women from 3 racial groups, 

that is, African; Indian and White. They constitute 20 % of that level and men constitute 80 %. This 

indicates that in both levels of Top Management and Senior Management, the company is male 

dominant. Based on the gender profile/composition of the Senior Management of Impala Platinum, 
the company barely makes Level 3 rating (this is considered progressive in terms of the Gender 

Representation Rating Scale), given that the percentage of women at senior management level of 

is more than 15 % but below 30%. However, in real terms 3 is still a very small number for women’s 

representation at senior management level.

21  The Broad Based Socio-Economic Empowerment Charter for the South African Mining and Mineral Industry, as Amended, September 2010 p. 3
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Table 3: Gender profile of decision-making structures22 21

Name of 
structure

Number of 

Females 

Number of Males Number 
of foreign 
Nationals 

Total Grand 
total

A C I W A C I W M F M F

Board and 
substruc-
tures

3 0 0 1 2 0 0 5 0 0 7 4 11

EXCO 2 0 0 3 2 0 0 1 0 0 3 5 8

Source: Data provided by Impala Platinum,2017

There are two decision-making structures operating at Head office, namely the Board and EXCO. 
The Board is the highest decision-making structure; it is responsible for the corporate governance of 

the mine. The company states that “Implats is committed to good corporate governance beyond 

codes, frameworks and principles to ensure that they deliver on corporate strategy, in order to create 

value for all stakeholders in a sustainable way.”23 22 It further indicates that the Board is the focal point 

for governance and achieves that through the assistance of committee structures and management. 

There are five committees, namely: The Audit Committee; Social Transformation and Remuneration 
(STR) Committee; Health Safety, Environment Risk Committee (HSER); the Capital Allocation and 

Investment Committee (CAIC) and the Nomination, Governance and Ethics Committee (NGE).  

The Board consists of 11 members of which 7 (63.6 %) are male and 4 (36.4 %) are female. 

There are eight (8) EXCO members; of which five (5) are females which is 62.5% representation and 
three (3) are males i.e. 37.5%.  This is the only structure where women’s representation is high. 

3.1.1.2. Mainstreaming Gender in Organisational Culture and Systems

The Head office is responsible for policy and strategy development. The following policies were 
formulated by Head office; and the company argues that they all affirm the company’s commitment 
to gender equality.

• Implats Group Compliance Policy. This was approved in November 2014 and aims to outline 

Implats’ commitment to compliance with regulatory requirements, the roles and responsibilities 

of key stakeholders and high-level compliance principles. 

• Implats Employment Equity (EE) Policy, having been adopted in November 2014, is in place.  

Implats recognises that EE is a business imperative and continues to view it as an integral element 

of its overall transformation initiatives. From the CGE’s perspective, it is difficult to analyse how 
the company tracks the implementation of the Employment Equity policy in the absence of 

targets set; and evidence of a report that highlights the extent to which those targets have 

been met. 

• Sexual Harassment Policy and Procedures are in place. The objective is to ensure that any form 

of sexual harassment in the workplace is dealt with in a consistently and sensitive manner.   The 

Grievance Procedure provides a channel of raising and resolving grievances. 

22  Structures as at June 2017
23  Implats Annual Integrated report, 2017, p.111
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• Impala and Marula Procedure 15: Pregnancy and Maternity Policy. The policy was formulated by 

HR practitioners at operations, under the guidance of the HR executive at Head Office, in 
consultation with Unions and other internal stakeholders. The HR Executive and her team are 

the custodians of the policy and drive its review and monitor implementation.

Based on the responses received, there is no coherent or specific strategy for the implementation of all 
these policies takes place at various operations in a gender sensitive manner. 

3.1.1.3. Budgeting for Gender Mainstreaming

The company affirms that gender budgeting and execution takes place at various operations. 
Programmes are funded as and when they are required; and training on gender equality and analysis 

is taken up by the various operations in the company. Head office does not have specific external 
projects that are promoted separate from the various operations. 

3.1.1.4. Measures to Create Enabling Environment for Gender Mainstreaming

In this sub-section the study examined existing internal policies to promote gender mainstreaming or an 

environment conducive to gender mainstreaming and transformation in the workplace. The company 

insisted that some specific structures are in place and responsible for ensuring that organisational 
policies are clearly articulated to various internal stakeholders, and that such internal policies are 

implemented accordingly. 

As per the company’s Group Compliance Policy, quarterly updates are provided to the Implats Audit 

Committee on overall compliance risk management. This includes compliance assurance and general 

legislative changes pertaining to EE Act (where relevant), which is apparently prioritised amongst 

local SA operation’s top regulatory risks.  The company also insists that its Social Transformation and 

Remuneration Committee (STRC) was established in accordance with Section 72(4) of the Companies 

Act, 2008 read with Regulation 43 of the Companies Regulations. The STRC monitors and tracks the 

implementation of the EE Act and Broad- Based Black Economic Empowerment Act, as per defined 
terms of reference. However, these do not amount to a clear internal programme to create an 

environment conducive to gender equality and transformation. These are mere statements of 

compliance with statutory obligations, which every company is required to do irrespective of its stance 

on or willingness to promote gender transformation in the workplace. 

According to the company, the following internal communication channels are utilised to inform and 

educate the workforce on issues of equity and gender:

a) The internal newsletter - Team Spirit – is a communication channel utilised throughout the 

Implats Group. 

b) The EE policy is approved at Head Office and sets the strategic direction to ensure control, 
consistency and alignment.  Awareness is raised through structures as per the Group EE 

Plan; that is the Social Transformation and Remuneration Committee (STRC) and the Group 

Transformation Committee, which is chaired by Head Office delegates.
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 The company argues that, through its recognition of EE as a business imperative, it views this as an 

integral element of its overall transformation initiatives both in its commitment to meeting the legislated 

requirements of the Employment Equity Act (EEA), the Skills Development Act, and the Mining Charter 

as per the Minerals and Petroleum Resources Development Act (MPRDA), and as part of ongoing best 

practice. However, this is once again clearly about compliance with existing statutory obligations, which 

is commendable in and of its itself, but not evidence of the company going beyond mere statutory 

obligations to ensure that gender transformation is embedded within company organisational culture 

and routine practices in the workplace. Evidence of this which undermines this veneer of compliance 

will be shown below, especially in terms of the widespread allegations by female employees of sexual 

harassment in the workplace and lack of action or intervention by management.

According to the information obtained from the company, the CEO assigns an EE manager to oversee 

the operational entities, and the EE manager in turn gets reviewed annually.  The Group Executive: 

People, based at Head Office, is responsible to manage Employment Equity processes across the 
Group. This position chairs the quarterly Group Transformation Committee which is represented by 

the different operations.  The Group Executive: People is responsible to drive and measure strategic 

Employment Equity interventions for the Implats Group and to ensure continuous monitoring of the 

strategy and implementation plans.

The Social Transformation and Remuneration Committee (STRC), based at Head Office, ensures that 
transformation structures at each operation are working, and the roles of such structures are aligned 

to the strategic direction of the Group on Transformation. 

The company argues that during the organisational strategic planning processes, Implats’ strategic 

approach is to advance the representation and role of women in mining at supervisory and 

management positions across the Group. However, evidence provided in this regard does not bear 

out this statement. The company also insists that the executive team at Head Office gives full support 
to managers at all levels to ensure that equity issues in Implats are fully implemented. The Human 

Resources Equity Managers at each operation are appointed by the CEO to facilitate and drive equity 

and transformation at each business unit. Furthermore, Head Office supports, advice and guide the 
different operations regarding implementing sustainable equity strategies, in line with the relevant EE 

legislation. This includes the focus on the advancement of women. It is, however, highly likely that all this 

is about company employment equity statutory obligations as they relate to the Employment Equity 

Act, rather than broader issues of gender equality and gender transformation, which go beyond mere 

compliance with employment equity targets.

The company is convinced that since the introduction of women in mining legislation, there has been 

significant progress made by women being employed in positions that have previously been reserved 
for men. Women used to be employed mainly in support functions and were rarely associated with 

core mining. Even though data reveals that progress is very limited in this regard, the company believes 

that women have begun to surface in mining management positions. The company also insists that 

policies and procedures were reviewed and that the sexual harassment and pregnancy policies were 

introduced to create an environment conducive to gender transformation. 

The company claims that it has undertaken campaigns reinforcing zero tolerance towards sexual 

harassment, and that managers have created a culture whereby all employees should respect one 
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another’s integrity, dignity, privacy, and the right to equality in the workplace. However, all these 

claims are not borne out by convincing evidence. As will be indicated with the company’s Impala 

Platinum-Rustenburg operation, during focus group discussions with female employees, it was clear 

that there were claims of a workplace culture and practice of male employees sexually harassing 

female employees without management intervening to address the situation. Some of the participants 

in the focus group discussions at the company’s Rustenburg Platinum operation argued that on many 

occasions, management intervened to discourage female employees from reporting cases of sexual 

harassment by male employees. In addition, there were allegations that even the leadership of the 

labour unions, often male dominated, has always been reluctant or unwilling to intervene on behalf of 

female employees.

The company does have a pregnancy policy whereby women are required to inform their supervisors 

about their pregnancies. This allows the company to remove pregnant employees from hazardous and 

risky operations, and to place them in alternative less risky positions for the duration of the pregnancy. 

Breastfeeding or nursing mothers are also not allowed to return to their risky work stations until they 

have agreed with their supervisors when to do so. 

The company insists that the Human Resources Department, situated at Head office, is responsible 
for assisting managers at various levels in terms of processes such as human resource planning, 

recruitment, selection, training and development. The Heads of Departments are invited to present to 

the Employment Equity Transformation Forum on progress made with regards to employment equity 

planning. It also states that it monitors progress in the employment of equity targets as part of senior 

management performance contracts. Once again, it is clear that this is about employment equity 

legislation compliance rather than gender equality and transformation. The team did not get copies 

of employment contracts of the managers to assess the extent to which equity in this regard includes 

gender equality and transformation. 

The company claims that its Head Office continuously monitors progress made by the different 
operations regarding the improvement of an enabling environment for women in the workplace. 

The company points to some internal structures in place as evidence of progress in creating an 

environment conducive for gender mainstreaming. These include structures such as Women In Mining 

(WIM), Women Safety Structures, and EE forums. However, many of these structures have been found 

to be lacking in authority to make meaningful decisions or to influence decisions at the highest levels 
of the company, as well as lacking in the necessary resources. The company also claims that at Head 

Office level, toilet facilities for both genders are available on each floor of the office block.

The company did admit that it does not have a gender policy which is critical in underpinning and 

guiding the efforts of the company to promote gender transformation. Nonetheless the company 

claims that management takes full responsibility by continuously monitoring progress on Employment 

Equity targets.

3.1.1.5. Capacity-Building for Gender Mainstreaming

The aim of this sub- section is to explore measures pursued by the company to enhance its internal 

capacity to carry out the function of promoting and advancing gender mainstreaming and 

transformation. 
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Responses received from the company indicate that the Human Resources Department is responsible 

for mainstreaming gender through the policies and programmes highlighted above. At the time of 

the study, the Human Resources officials did not have any gender-related qualifications, although 
it was claimed that the officials received gender training through their HR academic studies. The 
Human Resources department is said to be the main driver of gender integration, with each Executive 

and HOD responsible for ensuring that gender is mainstreamed in each division. The Commission was 

assured that training policies, procedures, and practices are aligned to EE objectives with specific 
focus on gender and women advancement. However, information obtained from the company’s 

Head Office does point to the fact that while the structures/forums based at different operations were 
trained on Employment Equity matters, they were not trained on gender related matters/issues. Once 

again the company claims that it had Employment Monitoring forums at different operations that are 

“properly constituted and gender sensitive”.  

3.1.1.6. Monitoring and Evaluation of Gender Mainstreaming

According to the responses submitted by the company, the Social Transformation and Remuneration 

Committee fulfils the programme/project planning, monitoring and evaluation function, which is 
performed on a quarterly basis. There is also monthly monitoring and reporting into various steering 

committees on gender mainstreaming. However, evidence was not submitted to CGE to back up 

this claim. In addition, it would appear that there is confusion regarding employment equity and 

gender equality, which are often treated as if they were synonymous. As a result, the company tends 

to assume that having employment equity structures in place amounts to having relevant structures to 

drive gender equality and transformation.

3.1.2. CASE STUDY 2: IMPALA PLATINUM- RUSTENBURG 

Implats is a leading producer of platinum and associated platinum group metals (PGMs). Their 

operations are located on the Bushveld Complex in South Africa and the Great Dyke in Zimbabwe, the 

two most significant PGM-bearing ore bodies in the world24 23. The company is listed on the South African 

Johannesburg Stock Exchange (JSE). Only two of these operations formed part of the barometer study 

conducted by the Commission for Gender Equality in 2017, namely: Impala Platinum – Head Office 
and Rustenburg. Impala Platinum - Rustenburg has 16 shafts producing platinum, making it the world’s 

richest platinum deposits. This section assesses the Rustenburg operation’s effort to comply with pieces 

of legislation that promotes gender equality in the workplace.

The CGE team of researchers visited shaft 16 located in Kanana, near the town of Rustenburg, in 

the North-West Province, for onsite observations of the working environment for both men and 

women miners. The team of researchers had an opportunity to go underground as part of the onsite 

observations. During this process, the team met with a number of female and male mine workers. An 

observation tool was used to note relevant issues raised by the workers regarding gender equality. 

Many of the female workers who spoke to the team members during the observation expressed serious 

concerns and complaints about the working environment. Issues such as women’s safety, hygiene, 

and appropriate personal protection equipment (PPE) were among those raised. More on this in the 

following subsections. 

24  Implats, http://www.implats.co.za accessed on: 17 January 2018. 03:44 p.m. 
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3.1.2.1. Gender Equality, Representation and Participation in Internal Decision-Making Structures

This sub-section focuses on gender parity in terms of numbers and gender profiles of senior managers in 
the company. Officials from Impala Platinum-Rustenburg provided information upon request through 
the gender barometer tool to the Commission. The rationale was to gauge company’s performance 

in terms of gender parity, in line with pieces of legislation such as the Mining Charter, the Employment 

Equity Act, and the SADC Protocol, to mention a few. 

The Mining Charter set a target of 10% for representation of women in the core business of the mining 

sector to be achieved by 2009; it was amended in 2010 for further targets to be met by 2015. It is 

important to state that, currently the mining charter is on hold due to the contestations it received 

from the Chamber of Mines due to the high targets that it sets.   Furthermore, the South African female 

labour force has been growing because of equity legislation, and improved access to education and 

work opportunities25 24. However, progress with gender transformation and equity in the South African 

workplace is still unsatisfactory2625.  Based on the information submitted through the CGE’s Gender 

Barometer Tool, the Impala Rustenburg operation is made of 31 203 employees of which 28 252 are 

men and 2 976 are women. Top, senior and mid-management, which are the highest decision-making 

structures, are occupied by white males (see table 2).  Evidence also shows that black males have 

a higher level of numerical representation in these decision-making structures compared to black 

females. The middle management level is made up of 365 (84%) males and 75 (17%) females. 

Table 4: Implats Rustenburg Top and Senior Management 

Level Total Female Male Foreign 
Nationals

B C I W B C I W

Top Management 1 0 0 0 0 1 0 0 0 0

Senior Management 55 5 0 0 2 13 0 2 33 2

Source: Data provided by Impala Platinum- Rustenburg, 2017 

Based on the information received through CGE’s Gender Barometer Tool, the company has 1 top 

manager and 57 senior managers. As indicated in Table 4, the total figure of 57 includes two foreign 
nationals whose gender was not clarified. However, in terms of the gender breakdown of the senior 
management (excluding the two (2) Senior Managers whose gender was not disclosed), there were 

therefore 48 (87.3%) males and 7 (12.7%) females out of a total of 55 Senior Managers. According to 

the CGE’s gender representation rating scale, Impala Platinum Rustenburg was rated at Level 2.  This 

means that the company’s effort in terms of representing women at highest decision-making structures 

is symbolic in nature. The number of women at this level constitutes only 15% of the senior management 

team. (See table 4 above)

25  Finnemore, M., & Cunningham, P. (1995). Women and the workplace. In A. van der Merwe (Eds.), Industrial Sociology: A South African Perspective, (pp. 177–210). Isando: 

Lexicon Publishers.
26  Du Plessis, Y., & Barkhuizen, N. (2012). Career path barriers experienced by women engineers. Paper presented at the 12th European Academy of Management Conference, 

Rotterdam, Netherlands. Retrieved January 14, 2013 from http://www.optentia.co.za/publications.php



BOLD CLAIMS AND SMALL GAINS: Reluctance to promote gender equality in the Mining Sector in South Africa

24

  

3.1.2.2. Mainstreaming Gender in Organisational Culture and Systems.

Implats asserts that it has structures that were stablished to champion gender mainstreaming in the 

company. Two structures were said to be custodians and drivers of gender mainstreaming in the 

company viz.  WIM and EE transformation SteerCom. Through focus group discussions, we learned 

that these structures were established to ensure that playfields are levelled, and all women’s issues 
are dealt with and resolved speedily. For example, WIM was established to deal with challenges 

facing women who are working underground such as safety – more specifically the risk of sexual 
harassment, even sexual violence, directed at them by their male colleagues and illegal miners.2726 

However, participants in a focus group discussion expressed concern about the weaknesses of these 

structures, particularly their lack of power, authority, and influence in their relations with company 
management. The participants also felt that these structures did not live up to their mandates as they 

were generally perceived as puppet structures for management, and thus were unaccountable to 

the workers. As a result, these structures were described by the focus group discussion participants as 

inherently inefficient, ineffective, incompetent, and impotent. 

3.1.2.3. Budgeting for Gender Mainstreaming

Based on information received in response to the Commission’s Gender Barometer tool, the company 

claims that it has allocated sufficient funds to support its gender related activities, which is included 
in its annual budget plans. However, the information provided through the Gender Barometer Tool 

on budget allocation for gender related programmes and activities was partially completed. For 

instance no specific figures were given on the total company budgetary allocation for gender related 
expenditure, except for a number of specific project amounts (See table 5 below) for a few projects 
considered to be women’s empowerment projects. 

Table 5 below gives details of programmes that Impala Platinum-Rustenburg mine specified as training 
for its employees on gender equality and gender analysis. Some of the programme objectives are 

stated as women empowerment and/or addressing specific women related needs. However, this is 
hardly convincing, as the number of women participating in some of the programmes is very low. 

Regarding the availability of training opportunities, some of female focus group discussion participants 

claimed that for women to be given training opportunities, they are obliged or expected to provide 

sexual favours or be tolerant to the flirtatious antics of those with the authority to allocate such training 
opportunities. Rejecting such amorous actions on the part of their superiors is said to lead to denials of 

opportunities. 

27  Chamber of Mines of South Africa. Women In Mining Fact Sheet. (no dated.).
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Table 5: Gender Budgeting- Internal Environments 

Programmes / 

training on gender 

equality and 

gender

Analysis

Objective of the 

programme

No. of 

employees/

beneficiaries

No. of male 

beneficiaries
No. of female 

beneficiaries
Budget 

allocated

Women in Mining Women 

Empowerment

6 0 6 Yes

EE Training Forum trained on 

requirements

29 17 12 Yes

Source: Data provided by Impala Platinum – Rustenburg, 2017 

With regards to external programmes, the company indicated that it was funding some women with 

programmes aimed at helping those less fortunate in their respective communities. Other items the 

company claims were allocated funding include bursary schemes for students and development of 

entrepreneurs in the surrounding communities.  Based on the information provided, the programmes 

did not include male beneficiaries. Table 6 below provides a list of programmes and activities the 
company claims to be funding and these are described as women’s empowerment and development 

programmes.

Table 6: Programmes/projects allocation

Programme/

Project

Objective/Focus No. of 

women 

beneficiaries

Budget 

allocation

Achievements Challenges

Enterprise 

Development – 

Manie Prinsloo

Raizcorp 

Enterprise 

Development 

– Develop 

Entrepreneurs 

currently outside 

the Impala 

Supply chain

Aurik Supplier 

Development 

– Develop 

Entrepreneurs 

currently part 

of the Impala 

Supply chain

1

2 Direct 

6 Indirect

R90 000

R361 288

Current economic 

conditions in 

Rustenburg 

detrimental to 

SMME’s

Current ESD 

programs not 

specifically 
designed to focus 

on Woman
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Programme/

Project

Objective/Focus No. of 

women 

beneficiaries

Budget 

allocation

Achievements Challenges

Impala Bafokeng 

Trust (IBT)

Empowering 

women to 

provide holistic 

service to 

orphaned and 

vulnerable 

children (OVC) 

and those 

affected by HIV 

and AIDS within 

the Bojanala 

District.

3 238 benefi-

ciaries

                                            

R2, 439 M

1500 

beneficiaries 
were tested for 

HIV/AIDS and 

TB screening in 

the past year 

and supported 

222 Patients 

in Care at 

Freedom Park 

with 1751 

Home Visits, 

1071 HIV 

Counselling 

and Testing, 

1153 TB 

Screening, 696 

Food Plates 

and with 806 

Nutritional 

Supplements. 

During the 

same period, 

242 Patients 

in Care at 

Kanana 

community 

was supported 

with 2988 

Home Visits, 

1977 HIV 

Counselling 

and Testing, 

1826 TB 

Screening, 

1539 Food 

Plates and with 

1008 Nutritional 

Supplements.

The number of 

orphans and 

vulnerable children 

has increased from 

500 to 1200 to a 

total of 2000 OVC’s) 

in the last three 

years to FY18

Bursaries Bursaries for “We 

care project” 

Children of 

deceased 

employees

4 Yes 40% allocated 

to women

Novices Unemployed 

Community 

Training

12 Yes Managed to 

employ these 

novices

Source: Data provided by Impala Platinum – Rustenburg, 2017
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3.1.2.4. Measures to Create an Enabling Environment for Gender Mainstreaming.

This sub-section focuses on internal policies aimed at promoting gender mainstreaming or conducive 

environment to gender mainstreaming and transformation in the work place. Relevant internal policies 

were read and analysed in line with the national pieces of legislation and policies which are aimed at 

achieving the similar purpose. 

After careful analysis of the information submitted through the CGE’s Gender Barometer Tool, and 

data collected through focus group discussions with employees, it became clear that Implats did not 

have certain crucial internal policies for gender mainstreaming. One example is that the company 

does not have a policy document gender equality or gender transformation. It was clear during the 

focus group discussions that the participants were not aware of the existence of any internal company 

gender policy.2827 The company claims that it has various documents that it believes are aimed at 

promoting gender equality and creating a conducive environment to gender mainstreaming and 

transformation in the workplace. Copies of some of the company policy documents referred to above 

were submitted to the team by officials from Impala Platinum-Rustenburg (similar to those submitted by 
Head Office). They included a sexual harassment policy and procedures document, the company’s 
pregnancy policy and other group policies such as recruitment policy.

Impala Platinum-Rustenburg management also insisted that there were internal structures in place 

responsible for gender integration and transformation and they are responsible for ensuring that 

these instruments are known by all employees. Among these were the WIM and EE Transformation 

Committee. Again, respondents argued that these structures are inefficient, ineffective, incompetent, 
and impotent2928 and they do not live up to their mandate. 

The company believes that these internal structures are evidence of positive strides made to 

ensure gender integration in the workplace. In addition, the company argued that it used multiple 

communication channels (i.e. internal newsletter, internal management briefs, internal video clips 

distributed via emails, video shafts, induction, etc.) to raise awareness on all policies including policies 

relating to gender in the workplace. However, during focus groups discussions it was clear that the 

participants were not aware of these claims, and that not all employees had access some of the 

above-mentioned channels of communication. Some of the participations expressed discontent 

about outdated notice boards, lack of access to emails and other communication means other than 

word of mouth from their supervisors.3029 

Among a plethora of documents received from Implats (Head Office) was a strongly worded sexual 
harassment policy and procedures document. This is a clearly written policy document that defines 
different forms of sexual harassment. The policy also outlines in detail the appropriate steps to be 

taken in case of sexual harassment, including formal and informal procedures for resolving sexual 

harassment cases. The findings show that employees were generally well informed and fully aware of 
the sexual harassment policy and procedures. However, despite this, it was clear from the focus group 

discussions that the policy is either being ignored or not implemented properly by the company. Some 

of the participants related numerous incidents of sexual harassment taking place in the workplace 

and going unreported or employees concerned discouraged by management from reporting such 

incidents. 

28  Focus Group Interview with Impala Platinum Employees, Rustenburg, September 2017. 
29  Ibid 
30  Ibid
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During the focus group discussions, it became clear that sexual harassment occurs unabated in 

the work place, but that some work settings are more prone to sexual harassment than others3130. For 

instance, the female participants expressed concern about men who routinely/habitually touch them 

inappropriately, especially inside the clustered cage used to transport workers from the surface to the 

underground and back. In a study conducted by Botha in 2016,3231 the author argues that employees 

working underground in the mine are physically close to one another while being transported from the 

surface to underground, which increases the risk of sexual harassment.3332 To confirm these allegations, 
the male participants in the focus group discussions argued that the sexual harassment is inevitable 

and cannot be avoided given the close physical contacts and clustered nature of the cage used to 

convey the worker to the underground and back. 

It also became clear during the focus group discussions that women were exposed to and had to 

endure constant verbal sexual harassment on daily basis, ranging from whistling and cat calling to 

the use of vulgar or derogatory language by their male counterparts. Female respondents mentioned 

that this often happens after they had reported sexual harassment cases to union representatives. 

This has led many victims of such sexual harassment practices in the workplace to avoid reporting 

cases of sexual harassment and instead to resort to informal channels of resolving these matters. This 

means that the victims of sexual harassment would report such cases to a union representative and, 

in turn, the matter would be settled informally, usually without the lodging a formal complaint which 

would lead to the perpetrator avoiding a formal company disciplinary process. It would appear that 

union representatives are keen to encourage the victims to utilise this informal approach/procedure 

for resolving cases of sexual harassment in the workplace, thus obviating the prospect of the accused 

(who might be a member of the union) losing his job, should the formal disciplinary process be invoked. 

In such instances, incidents of this nature go unreported and undocumented, thus creating the false 

impression that the company does not experience the scourge of sexual harassment in the workplace. 

Furthermore, participants in focus group discussions expressed concerns about recruitment and 

succession planning processes in the company.  For instance, the participants alluded to instances 

where subordinates felt compelled by their bosses and supervisors to be tolerate the unwelcome sexual 

overtures of their superiors to improve their chances of promotion or landing opportunities for training. 

The women also felt that lodging a complaint against one’s superior for sexual harassment was largely 

a futile exercise as it would lead to no action being taken. It should be noted though that, in some 

cases, some studies have reported cases of women admitting to using sexuality and exaggerated 

femininity either as a coping mechanism or a form of power and strategy to get opportunities and 

therefore get ahead.3433

3.1.2.5. Capacity Building for Gender Mainstreaming

This sub-section analyses the internal measures in place to enhance the company’s capacity to 

undertake various functions such as advancing gender mainstreaming and transformation. The 

Commission was informed that each executive and HOD is assigned responsibilities for gender 

integration. However, the talent department (located within the Human Resources Department) is said 

31  Wharton, A.S. (2006) The sociology of gender: An introduction to theory and research Oxford: Blackwell.
32  Botha, D (2016). Women in mining still mining still exploited and sexually harassed. SA Journal of Human Resource 

Management/SA Tydskrif vir Menslikehulpbronbestuur. 14(1), a753. http://dx.doi.org/10.4102/sajhrm.v14i1.753 
33  Botha, D (2016). Women in mining still mining still exploited and sexually harassed. SA Journal of Human Resource 

Management/SA Tydskrif vir Menslikehulpbronbestuur. 14(1), a753. http://dx.doi.org/10.4102/sajhrm.v14i1.753 
34  Benya A (2010) New Forms of Power: A Case Study of Women in Mining
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to be the main driver and custodian of gender related capacity building. Furthermore, the Commission 

was informed that usually these activities are executed by the Transformation SteerCom and Women 

Safety Forum. The committees were also said to be responsible for monitoring and evaluating progress 

and the impact of gender mainstreaming activities in the company. The company further claimed 

that these individuals were equipped with necessary knowledge, skills, and attitudes to carry out their 

work to include gender. However, no compelling evidence was brought before the Commission to 

support all these claims. In other words, these remain unsubstantiated claims regarding the company’s 

internal capacity to promote gender mainstreaming.

The lack of convincing evidence to substantiate the claims made, combined with the views of the 

focus group discussion participants on the ineffectiveness of some of these structures, gives the 

Commission reason to believe that the company has not made efforts to develop internal capacity 

to drive gender mainstreaming processes. FGD participants voiced out their displeasure about lack 

of commitment and sense of purpose by these bodies and claimed that they are not living up to their 

stated mandates. Some of the participants pointed to long standing grievances such as slow pace of 

the installation of ablution facilities, and the introduction of women’s PPEs at all shafts. The participants 

indicated that flushable unisex toilets had not yet been installed in many shafts, leading to women 
complaining about infections, lack of privacy, and risks of sexual harassment.

3.1.2.6. Monitoring and Evaluation of Gender Mainstreaming

The sub-section looks at the existing internal mechanisms used to monitor and evaluate the company’s 

gender mainstreaming programmes and activities. The company indicated that EE Transformation 

SteerCom is responsible for carrying out this task by conducting monthly monitoring and reporting 

to relevant stakeholders. However, given that Employment Equity Structures are usually concerned 

with compliance with the provisions of the Employment Equity Act, the company did not provide 

convincing evidence or information to show that this structure was also responsible for monitoring 

compliance with gender mainstreaming policy and legislative frameworks. Therefore, the Commission 

remains unconvinced that the company does have mechanisms for monitoring and evaluating 

progress towards gender mainstreaming.

3.2. PETRA DIAMONDS LIMITED

Petra Diamonds Ltd was founded by Adonis Pouroulis in 1997 and was on the onset listed on 

the Alternative Investment Market until 2011 when it transferred to the Main Market.3534 The company was 

initially focused on exploration before transforming into a diamond mining group through a complex 

set of mine acquisitions. As the seventh largest diamond manufacturer in the world, Petra Diamonds 

Ltd owns a significant stake of shares in eight diamond mines and five of these are some of the world’s 
largest and the most productive mines.3635 One of the company’s mines, Cullinan Diamond Mine, has 

been the source of the famous Cullinan diamond (3,106 carats rough) which hold the record of being 

world’s largest gem diamond ever recovered. Petra Diamonds Ltd is currently active in South Africa, 

Botswana, and Tanzania operating mines and explorations.3736 Petra Diamonds Ltd is a member of the 

South African Chamber of Mines and is a founding member of the Diamond Producers Association, 

35  Novoselova,V, Johan Dippenaar: Prices for both rough and polished are performing well currently and we believe that the longer-term fundamentals of  the market are robust, Rough &Polished http://

rough-polished.com/en/exclusive/51612.html (January 2018)
36 Ibid
37  Petra Diamonds, Group Structure, https://www.petradiamonds.com/about-us/who-we-are/group-structure/ (January 2018)
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which aims to support the development of the diamond industry by maintaining confidence in 
diamonds. In terms of ownership, the company’s black economic empowerment shareholders 

include various commercial BEE entities (including women’s groups), as well as, importantly, the Petra 

Diamonds Employee Trust.3837

3.2.1. CASE STUDY 3: PETRA DIAMONDS CORPORATE DIVISION

3.2.1.1. Gender Equality, Representation and Participation in Internal Decision-Making

Petra Diamonds is headed by its founder Chairman, Mr. Adonis Pouroulis, with a male CEO, Mr Johan 

Dippenaar.3938 The information made available to the Commission by the company shows that its board 

has a membership of 7 people, six of them (86%) are men and only one is a woman (14%). Information 

provided by the company also indicated that there were five committees that served as decision 
making structures and are listed below. 

Table 7: Gender profile of the decision-making structures 

Name of structure Total Number of women Number of men

B W I C B W I C

Board of Directors 7 1 0 0 0 0 6 0 0

Senior Management 20 0 0 0 0 0 18 0 2

HSSE Committee 7 0 0 0 0 0 7 0 0

Remuneration committee 4 0 1 0 0 1 3 0 0

Audit Committee 4 1 0 0 0 0 3 0 0

SLP Committee 2 1 1 0 0 0 0 0 0

Nomination Committee 4 0 0 0 0 0 4 0 0

Source: Data provided in Gender Barometer Tool completed by Petra Diamonds Ltd

The figures presented in the table above did reveal that the gender profile of the decision-making 
structures at Petra Diamond is skewed in favour of males and none of the committees had showed 

equitable representation. A closer look at the senior management also showed an exclusive male 

representation and based on the CGE Gender Representation Scale, Petra Diamonds head office 
is rated at Level 1 in terms of the CGE’s Gender Representation Rating Scale as outlined at the 

beginning of this report. This indicates that the company has failed to promote a balanced gender 

representation in its high-level decision-making stratum, given that only men were represented at the 

senior management positions.

3.2.1.2. Mainstreaming Gender in Organisational Culture and Systems

In terms of mainstreaming gender in the organisational culture and systems the information submitted 

to the CGE that the company has put in place measures to raise awareness on policies relating to 

gender in the workplace. In accordance with the information on the gender barometer Tool, the 

company stated that it promoted gender mainstreaming through Share Point (i.e. an internal network 

38  Ibid
39  Ibid
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system), Diversity Training and the WIM Committee meetings. The purported aim of these diversity 

management workshops is to raise awareness about issues pertaining to diversity and to empower 

management with skills to deal effectively with diversity matters. It should be noted, though, that the 

notion of diversity has often been used within the mining sector to avoid specifying measures and 

programmes relating to women’s empowerment.  

The company claims that these diversity workshops are rolled out on an annual basis. According 

to the company, the WIM Committee’s operations are restricted to the company’s operations. This 

Committee is also said to hold quarterly meetings with Petra Group Health, Safety, Environment and 

Quality (HSEQ) Steering Committee to provide input and feedback. The extent to which the WIM 

Committee can influence senior level decisions is not clear, given that this structure has been found in 
other mining houses covered in our studies to be lacking authority, power and resources to effect any 

meaningful changes in favour gender transformation and women’s empowerment.

3.2.1.3. Budgeting for Gender Mainstreaming

This subsection looks at resources allocated toward gender mainstreaming and transformation 

programmes within the company. It is the Commission’s view that meaningful gender mainstreaming 

and transformation programmes cannot be effective, viable or sustainable without adequate 

resource allocations. In this regard, the company indicated that there was a budget for WIM that is 

managed through the HR and Health, Safety and Environment (HSE) Departments, mostly based at 

the operations. However, details or information on such budgetary allocations were not provided for 

the current fiscal year. Nonetheless, the company indicated that it had allocated various discrete 
funds to various specific/individual projects and activities as contained in Table 8 below. One example 
was the R10,000 allocated for the WIM representative to attend 2017 annual WIM Conference held in 

Johannesburg. 

Table 8: Programmes/projects allocation

Programme/ 
Project

Objective/Focus No. of women 
beneficiaries

Budget 
allocation 

Achievements Challenges

Bursaries, 
Internships and 
Experiential 
Trainees

Bursaries are 
planned from 
Head Office while 
other training 
programmes are 
planned and 
budgeted at the 
various operations. 
The focus of 
bursaries in Core 
Mining Related 
Disciplines for 
HDSA and women

10 R3,652,400 A number of 
scholars from 
our scholarship 
programme 
and maths 
and science 
programmes 
have 
progressed 
into our bursary 
programme 
and then onto 
our internship 
programmes

Finding 
suitability 
qualified 
scholars to 
enter tertiary 
studies in the 
labour sending 
areas of the 
operations 
due to the 
poor level of 
education in 
the community
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Programme/ 
Project

Objective/Focus No. of women 
beneficiaries

Budget 
allocation 

Achievements Challenges

Development 
Programmes

There are 
management 
and leadership 
development 
programmes 
which are 
planned and 
budgeted at 
Head office. The 
focus of these 
programmes 
is to develop 
HDSA (including 
Women) into 
management 
and leadership 
positions at the 
various operations

15 R6,644,804 Development 
programmes 
have seen 
a number of 
candidates 
(including 
women) be 
promoted into 
management 
positions

Meeting the 
expectations of 
the candidates 
who want to 
be promoted 
into new 
positions but 
need to wait 
to gain some 
additional 
practical 
experience

Source: Data provided in Gender Barometer Tool completed by Petra Diamonds Ltd

3.2.1.4. Measures to Create an Enabling Environment for Gender Mainstreaming

In order to create an organisational environment conducive for gender mainstreaming companies 

need to take appropriate and concrete steps and put the necessary measures in place to achieve 

this objective. In this subsection analysis of the information submitted by the company revealed 

that the company had no gender policy while claiming to rely on other existing policies to promote 

and environment conducive to gender equality and transformation. The company referred to the 

Employment Equity Act, which it says drives its EE plan and is monitored by the Employment Equity 

Committee. It also pointed to its Pregnancy Policy which outlines pregnancy procedures as well as 

protection measures for pregnant employees especially those working in hazardous areas. According 

to this policy, female employees are entitled to two (2) months 75% paid  maternity leave and two (2) 

months unpaid maternity leave(Figure 1). 

Figure 1: Pregnancy Procedures-Maternity Leave 

Source: Petra Diamonds Group Support, Women in Mining /Pregnancy policy

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15

Max. breastfeeding period

Alternative employment or
unpaid leave

Unpaid
maternity
leave

Paid (75%)
maternity
leave

Alternative employment, sick
leave, unpaid leave

May return to normal duties if not
breastfeeding six (6) weeks after
birth

Disclosure date may influence
timeline. Employee’s responsibility to 
disclose.
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The company also has a Workplace Harassment Policy and Unfair Discrimination Policy, which contain 

guidelines on addressing complaints related to sexual harassment and unfair discrimination. The 

company further indicated that this policy, together with the Pregnancy Policy, are widely publicised 

through the WIM module offered to female employees.

The company also indicated that it is running programmes such as Internships, Bursaries, Learnerships, 

Young Graduate Work Experience Projects, Leadership Development Programmes and Study 

Schemes. These are restricted to the operations. But more importantly, the gender mainstreaming 

aspects of these programmes were not specified. Therefore, it remains unclear how they promote an 
environment conducive to gender mainstreaming.

3.2.1.5. Capacity Building for Gender Mainstreaming

Implementing gender mainstreaming requires the existence of the necessary institutional capacity in the 

form of technical expertise, knowledge, and other related resources. At the time of this assessment, the 

company indicated that it had no dedicated department or unit for handling gender mainstreaming 

responsibilities. Such functions were said to be the responsibility of management. Furthermore, there 

is no indication that members of management who are responsible for gender mainstreaming have 

received any training on gender mainstreaming, although it was indicated that they had received 

training on diversity management. The company claims to have a WIM module through which women 

are trained on sexual harassment in the workplace, appropriate PPE specific to WIM, pregnancy and 
breast feeding, and health and wellness. However, no details of this WIM module were provided to 

enable the Commission to assess the veracity of these claims and the contents of the module and its 

appropriateness.

3.2.1.6. Monitoring and Evaluation of Gender Mainstreaming

Petra Diamonds was found to possess no concrete mechanisms for monitoring gender mainstreaming. 

Nonetheless, according to the information provided to the research team the company claims 

that its monitoring system comprises the HRD Committee, annual training plans and the SLP/Mining 

Charter compliance. These components were said to provide targets necessary to evaluate gender 

mainstreaming. However, details on how this system works regarding monitoring and evaluating 

progress related to gender mainstreaming and gender equality were limited. The company claims 

that to monitor the implementation of Employment Equity Plans, regular meetings are held by the 

Employment Equity Committees. These committees also identify barriers to equitable employment 

and specify affirmative measures to be implemented by each operation. However, as indicated 
already, compliance with the provisions of the Employment Equity Act does not amount to gender 

mainstreaming for gender equality.

3.2.2. CASE STUDY 4: CULLINAN DIAMOND MINE

Mining in Cullinan Diamond Mine dates back to 1903, and has been in existence ever since, then 

known as the Premier Mine.  The name Cullinan stems from the 2003 centenary celebrations that 

link the mine to the illustrious heritage of the Cullinan Diamond discovered in the early 20th century, 

providing one of two main polished diamonds on the British Crown Jewels. For many years, the mine 

was under the ownership of De Beers.  In 2008, Petra Diamonds acquired a 37% stake in Cullinan 
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Diamond Mine from De Beers; this was increased to majority 74% in late 2009. Cullinan Diamond Mine is 

one of the subsidiaries belonging to Petra Diamonds, the others include Finsch, Koffiefontein, Kimberley 
Ekapa Mining and Williamson in Tanzania.     

Petra Diamonds is listed in the London stock of Exchange, but its South African corporate head office 
is in Bryanston, Johannesburg. Cullinan Diamond Mine was not listed on the JSE but is a member of 

the Chamber of Mines as is the case with its parent company, Petra Diamonds Ltd. According to the 

information acquired from Cullinan Diamond Mine, the company’s highest decision-making structures 

are the Board of Directors (BOD) and Senior Management at the holding company Petra Diamonds. 

At operational level, there is a senior management structure responsible for the day to day operations 

at Cullinan Diamond Mine.  The information provided by the company also shows that the parent 

company, Petra Diamonds, identified diversity management as a priority driven across its operations. 
This is described as encompassing people from a range of backgrounds, skills, and perspectives, 

as a moral and business imperative, due to the benefits that a well-managed diversity brings to all 
levels of an organisation.4039 Presumably the notion of diversity in this context is meant to cover gender 

mainstreaming, although evidence to substantiate this is not sufficient. In other words, the link between 
diversity management and gender mainstreaming could not be established by the research team.    

3.2.2.1. Gender Equality, Representation and Participation in Internal Decision-Making

Part of the assessment for this report is to establish gender parity. This includes the gender profiles 
and gender composition of senior level management and the highest decision-making structures 

responsible for running the company. The Mining Charter set a target of 10% for representation of 

women in the core business of the mining sector to be achieved by 2009, amended again in 2010 for 

further targets to be met in 2015. At the time of writing this report in 2017, further amendments were 

being proposed through the Department of Mineral Resources.4140 In terms of the company’s official 
policy,4241 candidates should be considered on merit and against objective criteria and with due regard 

for the benefits of diversity on the Board including gender. However, when browsing through the 
Petra BOD online website profile, we found only a single female representative at Independent Non-
Executive Director level. At operational level, the Senior Management staff were all male. 

Information regarding the gender profiles of the senior management of the company was obtained 
through the Gender Barometer Tool, together with other documents and descriptive information 

containing staff numbers. Some of the details provided in the different source documents were found 

to be inconsistent. Nonetheless, the team analysed the available information to determine a plausible 

company gender profile of senior management staff. Based on the team’s analysis of the information 
provided by the company representatives at the Cullinan Diamond mining operation, as of 30 June 

2017 the company had a permanent staff complement of 1,220 (excluding contractors). From this 

information, Senior Management comprised 5 white males. Middle management had a better level of 

female representation, even if still very low.  This component was made up of a total of 42 members - 

36 males (86%) and 6 females (14.3%). These figures include professionally qualified and experienced 
specialists. Amongst the females, only 1 (2.4%) was African, the remaining 5 were white (12%). 

40  Information supplied by Cullinan Diamond Mine to the research team during fieldwork.
41  D. Botha, “Women in mining: engaging men in the dialogue,” Journal of Contemporary Management: 13 (2016): 954-976   
42  Petra Diamonds Ltd Nomination Committee Terms of Reference (28 November 2011)
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   Table 9: Gender profile of the decision-making structures 

Occupational Levels 

  

Male Female Foreign Nationals Total

A C I W A C I W Male Female

Top Management 0 0 0 0 0 0 0 0 0 0 0 

Senior Management 0 0 0 5 0 0 0 0 0 0 5

Professionally qualified 
and experienced 

specialists and mid-

management 

12 1 1 22 1 0 0 5 0 0 42

Source: Data provided in Gender Barometer Tool completed by Cullinan Diamond Mine

Using the data provided for senior management, Cullinan Diamond Mine female representation at 

senior management/decision-making level is rated at Level 1 in terms of the CGE Gender Representation 

Rating Scale. This means that the Cullinan Diamond Mine’s efforts have failed to promote women’s 

representation and participation within its highest decision-making structures. This is despite the 

company’s apparent commitment, expressed to the team during the time of fieldwork, to encourage 
more women’s participation through what the company says is the application of initiatives that focus 

on developing women for managerial positions.4342

3.2.2.2. Mainstreaming Gender in Organisational Culture and Systems

In its assessment, the CGE sought to obtain information pertaining to some of the routine activities that 

Cullinan Diamond Mine had undertaken to promote gender mainstreaming and gender equality. As 

will be observed also in the subsection below dealing with measures to create an enabling environment 

for gender mainstreaming, the company did not have a policy or initiative to address gender issues. 

A number of brief and sporadic discussions were held around issues of health and safety and sexual 

harassment. The company claims that such discussions usually take place during morning talk sessions 

as well as at staff inductions and orientation. However, the research team was not convinced that this 

was part of a clearly and coherent gender mainstreaming policy or programme.

  The company indicated that it had a Leadership Development Programme (LDP) initiative which 

serves as an important strategic tool to assist Petra Diamonds to identify and develop employees 

who display the potential to fulfil leadership positions in the future.4443 Figures provided in relation to the 

Leadership Development Programme show that 65 employees participated in the programme for the 

2014 financial year, 52 (80%) were black and 13 (20%) were white, a further 31 (48%) were females and 
34 (52%) were males with women representing 47% of the candidates.4544 The company insists that the 

programme is intended to develop women into managerial positions. However, available information 

appears to show that the effectiveness and achievements of the programme in increasing women’s 

representation have been limited so far, when assessed on the number of female managers at Senior 

and Middle management levels.

43  Information supplied by Cullinan Diamond Mine to the research team during fieldwork
44  Petra Diamonds Sustainability Report, Leadership Development Programme, http://sr13.petradiamonds.com/files/assets/common/downloads/page0035.pdf (2013) 
45  Petra Diamonds Sustainability Report, Our People,  https://www.petradiamonds.com/wp-content/uploads/Our-People-2014.pdf (2014).  
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The company also insists that in order to support the development of women, it established the 

WIM Committee in 2015 with the aim of creating a platform at all Petra Diamond’s South African 

operations to share experiences, identify challenges in the workplace and promote development 

opportunities. The WIM Committee is responsible for reviewing company policies and procedures, 

with the goal of attracting and retaining female representation, as well as providing inputs and 

recommendations to management on issues relating to women. The WIM Committee meets 

every quarter and apparently provides inputs and feedback to the Petra Group Health, Safety, 

Environment and Quality (HSEQ) Steering Committee.4645  The information provided by the company 

identified the following as the goals of the WIM Committee: 

• Career development and talent management for WIM

• Hazard identification and risk assessment specific to WIM

• Consideration of ergonomics and individual comfort features for PPE and equipment used by 

WIM

• The drafting of a WIM standard for the Petra Group (as well as the mine specific standards)

• Review of all relevant procedures across WIM    

While the participants in the focus group discussion at the Cullinan Mine operation considered the WIM 

Committee potentially an important structure that could effect change if empowered to do so, they 

argued that the structure was far too weak and ineffective. Some of the participants also regarded 

the WIM Committee with suspicion, even labelling it a tool used by management to keep tabs on the 

staff, and that it did not have sufficient power to effect change. This structure was seen as lacking 
authority to be taken seriously by management. One of the key issues raised during discussions on the 

WIM Committee was its leadership, which was seen as too junior or of low rank, thus undermining its 

ability to be taken seriously by the management and unable to wield influence at senior level decision-
making. 

According to the company management and some participants in the focus group discussions, 

the WIM Committee was important for purposes of networking during conferences with similar 

bodies from other mines, as key issues were raised and provided inspiration. Information provided by 

Cullinan Diamond Mine on some of the short-term goals of the WIM Committee included reviewing 

and improving hygiene facilities and personal protective equipment (PPE) at Petra mines, as well as 

increasing awareness and education of female employees around health, hygiene and safety issues. 

Based on inputs from the female focus group discussions, it was established that the main issue of 

concern amongst the female workers was the PPE, which was particularly a problem for African 

women given their physique. The team was informed the issue was subsequently addressed with the 

introduction of new overalls made of lighter materials but further design issues continued to be raised 

regarding the design of the overalls and comfort levels. It would appear that the issue of the overalls for 

women, minor as it is, was considered a key achievement of the WIM Committee by the participants 

in the focus group discussion, and emphasising that other grievances related to PPE (including belts, 

boots, etc.) remain unattended to. 

Based on the information provided by the company, the WIM Committee also identified hygiene as 
46  Petra Diamonds, Women in Mining, https://www.petradiamonds.com/sustainability/diversity-equality/women-in-mining/ (2017) 
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an important matter, the issue of female toilets was raised as a burning issue by female participants in 

focus group discussions. Some of the female participants alluded to the lack of proper/working toilet 

facilities in close vicinity to where they carry out their work. Some participants alleged having to share 

toilet facilities with the men in work spaces where the men’s toilets had been vandalised, uncleaned 

and therefore rendered unhygienic and unusable.47 The participants called for the company to ensure 

that the toilets are cleaned on a regular basis, with keys to ensure access control. Others pointed to 

the hazardous and unhygienic nature of the chemicals often used to clean the toilet facilities, with 

some female participants convinced that these chemicals affected their menstrual cycles.

3.2.2.3. Budgeting for Gender Mainstreaming

The focus of this subsection is on the allocation of resources for projects and other initiatives aimed 

at promoting gender equality or women’s empowerment in the company. Table 10 below contains 

information on some few projects and initiatives undertaken by the company, including details of the 

claimed beneficiaries. However, information on the funding of these initiatives was very limited. One 
specific amount of R107 990 was made for an item on a Conference held for the WIM Committee, 
with 13 women indicated as beneficiaries who attended. A female participant at the conference 
indicated how the conference experience allowed the participants to share ideas, experiences and 

challenges with other participants from similar WIM bodies from other mines.

Table 10: Programmes/projects allocation 

Programmes / 

training on gender 

equality and gender 

analysis

Objective of the 

programme

No. of 

employees 

beneficiaries

No. of men 

beneficiaries
No. of women 

beneficiaries
Budget 

allocated

EE Committee Train-

ing

EE 15 12 4 Information 

not provided

Diversity Training Diversity 66 47 19 Information 

not provided

Women in Mining 

Conferences

Development 

for Women in 

Mining

13 0 13 R107 990

Source: Data provided in Gender Barometer Tool completed by Cullinan Diamond Mine

3.2.2.4. Measures to Create an Enabling Environment for Gender Mainstreaming

Here the study examined existing internal initiatives, programmes and related activities to promote 

gender mainstreaming and promote an environment conducive to gender transformation in the 

workplace. From the onset, the company indicated that it did not have a gender policy. However, 

the company insisted that a number of existing policies and legislations provided a framework that 

ensured an enabling environment inclusive of gender:

• Women in Mining-Pregnancy Policy

• Employment Equity (EE) Policy 

47  Focus group discussion
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• Recruitment Policy

• Workplace Harassment and Unfair Discrimination Policy

• The Petra Diamonds Code of Ethical Conduct

• Disciplinary Code 

The Petra Diamonds Code of Ethical Conduct carries sections that are aimed at addressing issues of 

gender. For instance, principle 4 on respect for human rights and the workplace harassment and unfair 

discrimination policy, appears as one of the primary policy statements dealing with issues of sexual 

harassment, discrimination, and human rights violations in the workplace. It states that in the event 

where one feels violated at work, it should be reported and followed up according to proper channels 

of the disciplinary code. However, during focus group discussions, it became clear that no sexual 

harassment cases had been reported at the Cullinan Diamond Mine. It appears that knowledge of the 

policy provision in this regard is limited.   

Included in the Petra Diamonds Code of Ethical Conduct is a provision relating to Fair Employment 

Practices which calls for equal treatment of all employees without discrimination. Yet the male 

participants in the focus group discussion (this included mine workers, supervisors, and unions) made 

allegations, which could not be verified, that women employees were being given preferential 
treatment over male employees, especially those underground, by being given less onerous/light 

responsibilities. The women countered with their own allegations, insisting that they worked just as 

hard or often harder to prove themselves, but that they were still overlooked due to their gender. All 

the participants however acknowledged that women require support from the men in terms of some 

heavy-duty tasks and assignments.

It’s also evident that the principles contained in Petra’s Diamond Mine EE policy do not make gender 

a priority for employment opportunities. Some of the female participants in the focus group discussions 

were convinced that their gender affected the availability of opportunities for them negatively, despite 

the hard work and effort they put in their jobs.

Regarding the company’s pregnancy policy, some of the female participants expressed dissatisfaction 

with aspects of the application of clause 7 of the policy on which deals with ‘Risk Occupations: 

Pregnant Females’, particularly subsection 7.3 which makes provision for pregnant females to secure 

alternative employment within the company with the assistance of the employer. The argument was 

that while alternative employment might be secured for a pregnant employee, the problem occurs 

when the employee returns to work after maternity leave, where it becomes difficult to find alternative 
work. Because of this, many women are forced to return to work too soon to resume their work duties 

to avoid losing their jobs, including breast feeding mothers working underground.

3.2.2.5. Capacity Building for Gender Mainstreaming 

This section seeks to determine the measures pursued by Cullinan Diamond mine to enhance its 

internal capacity (through recruitment, training, and skills transfers using relevant internal structures 

and resources) in order to promote gender mainstreaming and gender transformation.
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Table 11: Programmes /project allocation 

Programme/ 

Project

Objective/Focus No. of 

women 

beneficiaries

Budget 

allocation

Achievements Challenges

Bursaries, 

Internships and 

Experiential 

Trainees

Candidates 

with study fields 
related to core 

business or 

identified scares 
skills are offered 

opportunities

19 of 33 R5,4m Some of the 

bursars and 

interns are 

absorbed 

into the 

workforce upon 

completion of 

the program

Once 

learners have 

completed the 

programme, 

their mobility 

rating are high

Portable Skills The portable skills 

training is offered 

to unemployed 

youth within the 

host communities:

• Computer Skills

• Life Skills

• Animal & Plant 

Production

• Plumbing

• Carpentry

Basic Welding

±8 of 100 ±R800k 100 contractor 

employees 

whose contracts 

came to an end 

were trained in 

alternative skills

Limited female 

applications on 

advertisements

Source: Data provided in Gender Barometer Tool completed by Cullinan Diamond Mine

The resources allocated towards initiatives for the development of the staff, including what the 

company claims was for the advancement of gender equality and women’s empowerment, included 

bursaries, internships, and experiential trainee programmes. However, these were insignificant and 
limited in nature. This left a great deal of scepticism as to the effectiveness of these initiatives towards 

achieving meaningful gender mainstreaming and transformation.  The company did insist that the 

beneficiaries of its bursary scheme and internship programme are offered opportunities to be absorbed 
into the workforce following successful completion of the programme (Table 11). However available 

information was too limited for the research team to determine the extent to which women benefitted 
compared to the men. 

3.2.2.6. Monitoring and Evaluation of Gender Mainstreaming

The subsection examines and analyses available information on whether there were structures, 

internal systems, methods, or even approaches that monitor and evaluate any effect or impact of 

the company’s gender mainstreaming programmes and activities. As indicated already in this part of 

the report, Cullinan Diamond Mine did not have a gender mainstreaming policy or strategy. Therefore 

logically, the company could not have any system or mechanism for monitoring and evaluating 

progress on gender mainstreaming and gender transformation. Nonetheless, the company insisted 

that it used mechanisms such its annual performance planning for this purpose. As to how this was 

done was not clear.
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This section presents a number of broad observations and key issues arising out of the discussion and 

analysis of the findings contained in this report.  

It goes without saying that, based on the two cases studies assessed in this exercise, combined with 

the findings presented in the previous reports published by the Commission after assessing other mining 
companies, the mining industry has clearly struggled to promote gender transformation, hence the 

limited progress made in key aspects of gender mainstreaming as considered in this report.

This review of progress achieved in terms of promoting gender mainstreaming and gender transformation 

in the mining sector was carried out fully recognising the male dominated nature of the sector, and 

how far behind the sector was compared to other sectors. Therefore, one of the key objectives of 

this exercise was to examine the efforts under way within the sector to address the challenges and 

obstacles identified.

One of the key limitations seems to be the inadequate representation and participation of women 

in senior level decision making structures within these mining companies. This issue appears to be 

characteristic of the sector in general, and appears to be even worse at operational level. In other 

words, in many of the companies that the CGE has assessed previously, including the two covered in 

this report, in the best case scenarios, invariably, the corporate Head Office of the Company appears 
to fare better than its operational entities regarding the numerical representation of women in senior 

level decision making structures such as the Board of Directors and Senior Management Committees. 

In the worst case scenarios, both the corporate Head Office and its operational entities are performing 
badly in terms of women’s participation in senior level decision making structures.  

In this report, the Impala Platinum Holdings Corporate Head Office (rated at Level 3) is performing slightly 
better than its Rustenburg-Platinum operation (rated at Level 2). In the case of Petra Diamond Mining 

company, its corporate Head Office and the Cullinan Diamond operation are both doing badly, both 
rated at Level 1. The implication here is that either the corporate Head Office of the company, where 
group policy decisions are made and enforced across the entity and its subsidiaries, is failing to set the 

agenda for gender mainstreaming by developing the necessary internal policies and practices, and 

enforcing them throughout the company, including at operational level. This appears to be the case 

with Impala Platinum Holdings. 

Alternatively, the company’s Corporate Head Office fails to set the agenda for gender mainstreaming 
both at Head Office level and at operational level, thus resulting in both the Head Office and its 
operations failing to promote gender equality and transformation. This appears to be the case with 

Petra Diamond Mining Company. In general, though, both companies are not putting the necessary 

efforts to promote the involvement and representation of sufficient numbers of women at senior level 
structures are part of promoting gender equality and transformation. 

4. Overview of emerging 

key issues and challenges
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The second key issue to emerge from the findings of this study is the extent to which both companies have 
shown limited efforts in forging an internal organisational culture conducive to gender mainstreaming. 

Both companies lacked the key gender mainstreaming policy which is critical in identify gender 

equality and gender mainstreaming as key strategic objectives, and setting the tone for the entire 

group to put in place the necessary programmes, systems, projects and activities to underpin the 

achievement of such a strategic objective. For instance, both companies did not have a clearly written 

gender policy document. This implies that any efforts considered even remotely relevant to gender 

mainstreaming, were haphazardly implemented, and not adding up to a coherent approach with a 

clearly defined corporate objective of gender transformation. In fact, for both companies, the notion 
of gender transformation was clearly absent from corporate policy statements and other documents, 

which either signifies lack of knowledge or interest in this matter.

The third key emerging issue was the limited amount of evidence of efforts in develop internal measures, 

especially policies, programmes and projects clearly defined to promote gender mainstreaming and 
advance gender equality, including women’s empowerment. In those cases where some relevant 

policies were in place, the observance and implementation of such policies was patently inadequate. 

The key example here is the Rustenburg Platinum operation where the problem of sexual harassment 

in the workplace appeared widespread, with generalised perceptions of lack of action on the part 

of management to deal with the perpetrators. The grievances about gender insensitive recruitment 

and succession planning at Implats was raised by the participants in our focus group discussions at 

the same time as they made allegations of sexual harassment of female employees, with widespread 

perceptions of lack of action by management to address the issue of sexual harassment in the 

workplace. 

In some cases, perceptions were rife that management was keen to discourage reporting of cases 

of sexual harassment. This is despite proclamations from company official statements and corporate 
publications to the contrary. 

In addition to the above, both companies had identified a number of national government statutory 
obligations/legislation and policies such as sexual harassment, discrimination, maternity leave, 

employment equity, Basic Conditions of Employment Act, together with other internal policies relating 

to internship, provision of bursaries, human resource development, recruitment and workplace 

codes of conduct, amongst others. While many of these policies are relevant and critical in terms of 

underpinning the rights of employees within the workplace, the presence of these types of policies 

and procedures is not necessarily geared towards gender mainstreaming and gender transformation. 

Their mere existence is therefore not proof of company commitment towards gender equality and 

transformation. Nevertheless, the managements of the two mining companies were very quick and 

keen to point to these policies as evidence of company commitment towards the promotion of gender 

equality and transformation, in many cases in the absence of convincing evidence of progress in this 

regard.  

The fourth key issue to emerge from these findings is the patent lack of understanding of what gender 
mainstreaming means and entails. This is one of the key findings that seems to resurface from previous 
CGE reports on the mining sector. In both companies, the issue of gender equality and gender 

mainstreaming is often confused with and conflated into other subjects such as social or cultural 
diversity management or even employment equity as provided for in the Employment Equity Act, 
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which tends to place more emphasis on numerical balance without regard for or prioritising substantive 

gender equality.

The fifth key issue gleaned from the findings contained in this study is the lack of workplace structures 
intended to promote gender equality and transformation. The management of both mining companies 

were quick and keen to point to structures such as the WIM Committee/forum, Transformation 

Committee, EE Forum, and similar workplace forums established by management to handle worker 

issues and grievances, mainly at operations level. However, a close examination and analysis of such 

structures reveals that they often lacked the necessary institutional capacity, power, and authority, 

compounded by limited resources to effect meaningful change. Moreover, while such structures 

may from time to time handle issues relevant to gender mainstreaming such as sexual harassment, 

health and safety in the workplace, appropriate personal protection equipment and others, they are 

invariably not created to promote gender mainstreaming structures and gender transformation in the 

company. In those instances where such structures were seen to have made some achievements, it 

was in limited areas such as the introduction of appropriate uniforms for women, or allowing workers to 

raise issues of concern to women such as sexual harassment, toilets and sanitary facilities, health and 

safety and maternity leave. For many of the employees who participated in focus group discussions, 

these structures are largely institutionally weak and not in the position to effect meaningful change, 

much less gender equality and transformation in the workplace. That is why both companies have 

fared relatively badly in promoting gender equality and transformation in the workplace despite the 

existence of these types of structures.

Finally, the issue of budget or resource allocations for gender mainstreaming programmes and 

activities was clearly a cross cutting finding across the two companies. In other words, the small and 
often insignificant resources allocated to some few discrete projects considered relevant for gender 
mainstreaming was a clear indication that both companies did not regard meaningful gender equality 

and transformation as top priorities. This is understandable given that both companies did not have 

company-wide gender mainstreaming policies and strategies. Some of the few initiatives or events 

such as conferences for members of WIM Forums or community-based development projects led by 

women were small-scale and benefitted so few women that they made no long term and meaningful 
term impacts from a gender equality perspective. Similarly, both companies did not have mechanisms 

for monitoring and evaluation progress made in promoting gender equality and transformation in 

the workplace. Once again, this is understandable given that both companies did not have gender 

mainstreaming policies and strategies, official proclamations to the contrary notwithstanding.
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5.1. CONCLUSIONS

Overall, our study concludes that the mining entities covered in this report have not systematically and 

effectively pursued gender mainstreaming and gender transformation as a priority in the workplace, 

despite bold statements and proclamations to the contrary. Some of the factors accounting for this 

lack of progress include lack of willingness at senior management levels, lack of knowledge of what 

gender mainstreaming is about, poor implementation of internal policies and procedures where 

these exist, insufficient allocation of resources and weak internal institutional capacity to drive gender 
mainstreaming in the workplace. Based on the discussion and analysis of the findings of this study, we 
reached the following conclusions: 

• The mining entities covered in this study have not pursued with the necessary vigour the goal of 

ensuring meaningful representation of women in senior level decision making structures, hence 

the continued domination of men at the senior management levels of employment. 

• There is limited knowledge and understanding of gender mainstreaming, which had led to the 

companies failing to either develop the necessary internal policies and practices, or to review 

current/existing internal policies to ensure relevance, effective implementation, monitoring 

and evaluation of progress achieved or challenges.

• There was general lack of effort to create company-wide internal policy frameworks, 

appropriate practices and sufficiently funded programme initiatives to create a meaningful 
environment conductive to gender mainstreaming in the workplace. This has fostered a lax 

atmosphere where some of the relevant internal policies are not vigorously observed and 

enforced to deal with matters such as sexual harassment in the workplace, where cases of this 

nature were reported. 

• Due to the weakness or inappropriate current mechanisms such as WIM, which often lack 

the necessary authority, resources, skills and knowledge to deal with gender transformation 

issues, we conclude that both companies lacked sufficient internal capacity and appropriate 
mechanisms to drive meaningful gender mainstreaming to ensure gender transformation in the 

workplace. 

5. Conclusions and recommendations
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5.2. RECOMMENDATIONS

In the light of the findings and analysis of the findings presented and the issues and challenges identified 
in relation to the two mining companies, following recommendations are made: 

• It is recommended that the two mining entities start, as soon as possible, the process of 

developing internal group/company-wide gender mainstreaming policy which sets company 

policy direction and guidelines for the promotion of gender transformation. This should be 

followed by the development of a company gender mainstreaming strategy, with other 

business unit strategies aligned to it. As part of this process, it is recommended that, where 

necessary, the Commission for Gender Equality is approached by the two mining houses to 

render support, advice and assistance.

• The processes of developing a group/company-wide policy on gender equality, and a 

company strategy on gender mainstreaming should be driven at the highest level of company 

leadership, with involvement of all heads of business units at corporate head office and 
operations level. 

• Once the group/company-wide policy on gender equality and the strategy on gender 

mainstreaming have been developed and formally adopted by the company leadership, it 

is recommended that appropriate, effective, and inclusive processes and communication 

channels be utilised to engage with and publicise these documents to all internal stakeholders 

at corporate head office and operational entities.

• We recommend that both companies engage the services of competent service providers to 

provide awareness raising and/or training on gender mainstreaming in the workplace, including 

dealing effectively with gender related complaints (i.e. sexual harassment) in the workplace 

for all stakeholders, especially middle and senior level management in the company. Where 

applicable, members of the Board of Directors should be part of this exercise to lend it legitimacy 

and ensure buy-in from all the key stakeholders within the company.

• We recommend that both companies ensure the development of gender-sensitive budgets, 

with allocations of adequate financial resources to meaningful gender mainstreaming 
programmes aimed at promoting gender equality, women’s empowerment and ultimately 

gender transformation. This should be accompanied by the allocation of clear responsibilities to 

heads of business units and/or appropriate senior managers to ensure that gender equality and 

transformation goals and performance targets set for the company are achieved through the 

various business unit at corporate Head Office and operational entities levels. The performance 
contracts of senior managers should be reviewed to ensure consistency with company gender 

mainstreaming and transformation targets

• Finally, it is recommended that the two mining companies initiate a thorough review of the 

powers, functions, authorities, and resourcing of the Woman in Mining and other relevant 

structures to ensure that such structures have the requisite institutional capacity to drive gender 

mainstreaming and influence company decision making processes relating to gender equality 
and transformation.
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