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1. INTRODUCTION

The Commission for Gender Equality (CGE) is an independent state institution

established in terms of Chapter 9 of the Constitution of the Republic of South Africa,

108 of 1996. The CGE is charged with a broad mandate to promote respect for

gender equality and the protection, development and attainment of such equality

in South Africa.  Part of its mandate is to monitor the implementation of the

international and regional instruments signed, or acceded to, and/or ratified by

South Africa, that impact directly or indirectly on gender equality. 

In terms of section 187 (1) of the Constitution, the Commission is specifically

mandated to:

• Promote respect for gender equality and the protection, development and

attainment of gender equality

• Monitor, investigate, research, educate, lobby, advise and report on issues

concerning gender equality

• Assess the observance of gender equality.

The Commission for Gender Equality Act 39 of 1996, as amended (hereinafter

referred to as “The CGE Act”), further supplements the powers of the Commission to

fulfil its constitutional mandate. In efforts towards this objective, the CGE embarked

on a systemic investigation of mines, to ascertain whether there are violations related

to gender and to track whether there is transformation in the mining sector.

This report will assess the responses submitted to the Commission by the identified

mining companies and will contain the findings and recommendations. 

2. RATIONALE

The mining industry is generally portrayed as a masculine and high-risk industry not

suitable for women. Before the advent of democracy in South Africa, the mining

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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sector only employed men as the engine to generate mining activity outputs. There

could be various reasons for this. In terms of the Mine and Works Act of 1956, women’s

participation in mine work was limited to surface work, which included being clerks

and nurses. The Act prohibited women from doing underground work.

The Land Act of 1913 and the Pass Laws of Apartheid South Africa are some of the

notable pieces of legislation that perpetuated patriarchal attitudes in the mines.

These laws relegated women to be assistants to their husbands and not to participate

in the economy of the country.  

The Bench Marks Foundation estimates that the mining industry of South Africa

employs more than one million people and continues to be the biggest and largest

contributor by value to Black Economic Empowerment (BEE).  

South Africa has made great progress in promoting gender equality; however the

traditional image of the mining sector, underpinned by strong and persistent

perceptions that the sector remains a strong domain of male dominance and

privilege, and is considered unsuitable for women, still exists. 

The CGE, in its research report, observed that “While there have been progressive

reforms in the sector that include women, the introduction of women in mining

challenges the prevailing male, macho, gender stereotype about the sector and

introduces new challenges for mineworkers, mines and unions. This meant

challenging legislation that discriminated against women from participating in the

mining sector and introducing a new labour legislative framework outlawing

discrimination and emphasising gender equality in the workplace”. 1

The mining sector in the new South Africa has managed to produce a few black

male mine owners.  The systemic investigation looked at the reasons and/or

hindrances that women encounter in this sector which prohibit women from owning

mines and occupying positions of influence.

M I N I N G  I N V E S T I G A T I O N  R E P O R T

1 Commission for Gender Equality (2016): Failing Gender Transformation in Mining. CGE publications. Braamfontein.
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The Department of Mineral Resources Mining Charter stipulates that the positions of

HDSA (Historically Disadvantaged South Africans) in mining companies should be 40

per cent and 10 per cent for women. More specifically, the Mining Charter states

that every mining company must achieve a minimum of 40 per cent HDSAs

demographic representation at:

• Executive management (board) level by 2014

• Senior management (EXCO) level by 2014

• Core and critical skills by 2014

• Middle management level by 2014

• Junior management level by 2014.

This investigation, among other things, shall determine whether this provision of the

Mining Charter is met by the identified mining companies.

Research studies suggest that the mining sector is still a predominantly male-

dominated sector, with a very slow pace of gender transformation.2

3. KEY CHALLENGES THAT WOMEN FACE IN MINING

Women face a number of challenges within the mining working environment which

hibit their chances of reaching top managerial positions.3

• The male-dominated workplace culture of the mining industry is often a major

barrier for women. For instance, company executives usually arrange golf days

with clients in order to build and strengthen relations. These kinds of informal

networks are created by male-dominated management boards and tend to

exclude women, which stifles their opportunities for career growth.4

M I N I N G  I N V E S T I G A T I O N  R E P O R T

2 Ibid
3 http://www.cnbcafrica.com/insights/special-reports/mining/women-in-mining-make-good-business-sense/ 
4 Ibid
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• According to Women in Mining South Africa (WIMSA) for a woman to enter the

more senior levels in a mining company she really has to prove herself (over and

over, on each project she tackles) – she has to be a cut above the males

applying for a similar position. 5

• Another challenge is the inflexible working environment of mining companies,

such as long working hours. This tends to conflict with a woman’s life and work

balance as many of them have families to take care of. 6

• In addition, the lack of mentors or support that women in the industry have has

also been a major challenge. WIMSA therefore encourages female employees in

mining to join their network so that they can get registered mentors to support

and educate mentees.7

As a result of this, the CGE has a direct interest in the paucity of women in the mining

industry, which necessitated a systemic investigation to assess the compliance of

gender-related policies and the implementation thereof by the mining companies.

CGE’s Legal Department identified two mining houses, namely De Beers and the

coal-mining operations of Glencore Operations SA. The two mining houses were

identified because of their country- wide reach in the mining environment. De Beers

is one of the oldest mining companies in South Africa that specialises in diamond

mining, and Glencore is a global major player in mining and has mining interests in

almost all 7 continents. 

4.  METHODOLOGY OF THE INVESTIGATIONS

A questionnaire was sent to the two mining houses requesting written responses. Both

mining houses responded to the questionnaire: Glencore Operations SA (Coal

Division) provided responses for three of their Mining Complex Operations (namely

Tweefontein Complex, Goedgevonden Complex and Impunzi Complex) and De

Beers responded as a single institution.

M I N I N G  I N V E S T I G A T I O N  R E P O R T

5 ibid
6 ibid
7 ibid
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The Legal Department then analysed the written responses submitted  to determine

whether the mining houses are complying with the Mining Charter requirements of

transformation and the legal framework in South Africa that seeks to address

transformation in the workplace. After the analysis of the initial responses, the legal

department dispensed follow-up questions to the two mining houses to gather further

information.

5.  ANALYSIS OF THE RESPONSES

5.1.1 Glencore Impunzi Complex 

There is an over-concentration of white males at senior management level, with 6

white males, 1 African male, 1 Indian male. 1 African female and 1 coloured male.

Although iMpunzi Complex has met the target set by the Mining Charter of 40 per

cent HDSA representation, steps need to be taken to ensure a workforce that is

representative of the demographics of the region.

Middle management is slightly better in terms of race, with 13 African males, 20 white

males and 2 Indian males. It is noted that of the 42 people in middle management,

there are only 5 African females, 1 Indian female and 1 white female. IMpunzi

Complex views the numbers of women in senior management as a major

improvement  compared to their 0 per cent representation in 2012 at the same level.

The Complex has 17 per cent women representation at middle management levels,

14 per cent at the skilled levels, 20 per cent at the semi-skilled levels and 60 per cent

at the unskilled levels. This per- centage was also benchmarked against the

Commission for Employment Equity Mining Industry Sector Report which cited 16.2

per cent in 2014 and 15.8 per cent in 2015. There is some progress in terms of women

representation in middle management. 

African males occupy the highest number of skilled and semi-skilled employees at

198 and 585 respectively. White males are at 99 and 9, 1 Indian male at the skilled

level, 2  coloured males at the skilled level, and 1  coloured male at the semi-skilled

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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level. African females at the skilled and semi-skilled levels number 40 and 145

respectively, 9 and 6 for white females and 1 Indian female at the skilled level.

Unskilled labour is only occupied by Africans, with 2 African males and 3 African

females all at this level.

At Impunzi Complex there are no female employees that have disclosed their

disabilities and  there are no employees who have disabilities. Care is taken to place

employees who were injured on duty in their previous/original positions as far as the

extent of their injuries allow.

The CGE found that the Impunzi Complex has a sexual harassment policy and

campaigns are conducted for new employees. Refresher courses on the sexual

harassment policy are given to all employees of the Complex. The impact of the sexual

harassment policy is not clear due to the lack of significant sexual harassment cases.

The CGE notes that the company has a bursary programme, graduate- in-training

programme, and a senior leader’s development programme. These programmes

cater for women.

The human resources manager, who is also appointed as the employment equity

manager, is supported by the general manager and the implementation of gender

transformation forms part of the HR (Human Resources) manager’s key performance

area. This is encouraging as it promotes accountability at the Complex. 

The CGE notes that the EE (Employment Equity) committee communicates the EE

process to employees.

Resources allocated to support gender transformation

The following are cited as resources that are allocated to support gender

transformation:

• Training budget

• Development committees

• Women representatives on EE and skills development committees.

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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It is critical that the development committees have the authority to influence change

and be able to make policy decisions in relation to gender transformation. The fact

that development committees are chaired by senior officials in each discipline, all of

whom are members of the group HR committee (that approves all HR policy) and/or

EXCO (Executive Committee/Council) members is encouraging.

Systems put in place to track women and people with disabilities to senior and

middle management

The following are cited as systems put in place to track the movement of women

and people with disabilities into management positions:

• Talent review process

• Development committees

• HR committee, which, among other things, decides on the awarding of 

study assistance.

Clause 3.18 of the company’s recruitment policy indicates that recruitment processes

should be aligned with certain instruments, including the Mining Charter of 2010 and

the EE Act of 1998. The vision of the Mining Charter is to “facilitate sustainable

transformation, growth and development of the mining industry”. Section 2.4 of the

Mining Charter provides that “workplace diversity and equitable representation at all

levels are catalysts for social cohesion, transformation and competitiveness of the

mining industry”. The charter also provides that mining companies must achieve 40

per cent representation of HDSAs (Historically Disadvantaged South Africans) in

certain categories of the workforce.

The Employment Equity Act recognises that, as a result of apartheid and other

discriminatory laws and practices, there are disparities in employment which create

disadvantages for certain categories of people, and the Act seeks to achieve a

diverse workforce which is representative of everyone. 

It follows, therefore, that the company’s recruitment policy also seeks to achieve

diversity in its workforce, in line with the aforementioned instruments.

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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Childcare facilities and flexitime for women to balance family responsibilities

with work

The Complex indicated that they do not have childcare facilities. The idea, however,

was explored but later abandoned because of various factors, including safety

considerations for the children. Some of the operations at the Complex could be

harmful to children and the fact that there are safety concerns would naturally make

it difficult to place the facility at a given location.

The Complex also submitted that the nature of the industry and continuous operating

cycles make it difficult to implement flexitime.

Measures taken to initiate awareness on gender equality and discrimination

The company cited that to ensure that all employees are aware of what constitutes

sexual harassment and what behaviour is unacceptable, they have to familiarise

themselves with the sexual harassment policy as part of the induction programme.

A refresher course and ad hoc policy orientations are also done for line managers

and other employees on various levels.

The Commission is, however, concerned that only two cases, both from contractor

employees, were reported in the period 2014 to 2016. It is noted that charges were

withdrawn due to insufficient evidence.

The challenge that the Complex experiences is that the acceleration of women to

senior management becomes difficult as women in middle management opt for out-

of-core production roles for more office professional-type jobs, e.g. moving from the

core production roles to mine planning roles. The other challenge is that due

to the current economic climate, vacant positions were filled with people who

were not necessarily impacting gender transformation positively,  in order to avert job

losses.

5.1.2 Glencore – Tweefontein Complex

The Commission notes that Glencore Tweefontein Complex has no representation

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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of women at senior management level. A total of 10 males occupy this level of 

management. Furthermore, Tweefontein Complex has minimal female represen-

tation at middle management level, with only 7 female managers compared to 40

male managers.

The Commission observes that Tweefontein complex has 29 African managers at

senior and middle management levels with no representation from the other

historically disadvantaged races, namely coloureds and Indians.

Tweefontein Complex has an overwhelming African male representation at its skilled

level, with 199 African males compared to the 7  coloured males, 104 whites and no

Indian representation as compared to only 21 African females, 1  female, 1 Indian

female and 10 white females.

At the semi-skilled level, the company has 658 African male representations with only

1 coloured male and 4 white males, compared to the 108 African female

representation, 2  coloured females, and 13 white females.

Tweefontein Complex has a number of transformation tools to address the historical

imbalances of the mining sector. It is noted that the majority of beneficiaries of these

tools are African women. However, there are no female employees that have been

promoted to the higher echelons of the company.

Women are still being groomed by company executives that are predominantly

males, who will also determine their readiness to occupy the higher echelons of the

company based on the combination of their performance and potential. A fair and

objective process is used to determine potential and readiness.  Potential is

determined using validated psychometric instruments and readiness is based on a

combination of performance in the current role and meeting the requirements for

the next level job requirements in a skills matrix for that job.  These instruments are

applied equally to all gender groups and ensure that individuals being considered

for promotion are not set up for failure and are provided with the necessary

development and support to be successful in the new role.

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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Tweefontein Complex has no programmes that are designed to assist people with

disabilities, which could be a result of the employees not willing to disclose such

disabilities to the company. However, Tweefontein complex has set aside a budget

for the 2017 financial year to address this matter.

The following are some of the resources allocated by Glencore-Tweefontein to

address gender imbalance:

A. Bursary programme

B. Graduate in training programme

C. Senior leadership development programme and study assistance 

D. A training budget.

In the following paragraphs the Commission shall evaluate the beneficiaries of the

above tools to drive gender transformation to determine their effectiveness in

changing the gender imbalance at Tweefontein Complex.

A. Bursary programme beneficiaries 

In 2014 the bursary programme had 25 participants and the racial and gender

breakdown of the participants was as follows:

13 African females 

7 African males

1 Indian female

1 white female

3 white males. 

In 2015 the bursary programme had 32 participants and the racial and gender

breakdown of the participants was as follows:

13 African females

12 African males 

1 Indian female 

1 white female 

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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5 white males

1 coloured male.

In 2016 the bursary programme had 18 participants and the racial and gender

breakdown of the participants was as follows:

10 African females

5 African males

1 white female 

2 white males. 

B. Graduate-in-training programme

In 2014 this programme had 31 participants and the racial and gender breakdown

of the participants was as follows:

12 African females

7 African males

5 White females

7 White males.

In 2015 this programme had 32 participants and the racial and gender breakdown

of the participants was as follows:

16 African females 

6 African males 

4 white females

6 white males.

In 2016 the graduate-in-training programme had 24 participants and the racial and

gender break down of the participants was as follows:

11 African females

6 African males

1 Indian female

3 white females 

4 white males.

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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C. Senior leadership development programme and study assistance 

In 2014 the senior leadership development programme and study assistance had 8

participants and the racial and gender breakdown of the participants was as follows:

3 African males 

1 white female 

4 white males. 

In 2015 this programme and study assistance had 4 participants and the racial and

gender break-down of the participants was as follows:

1 African female

1 white female

2 white males.

In 2016 the senior leadership development programme and study assistance had 5

participants and the racial and gender breakdown of the participants was as follows:

1 African female

2 African males

2 white males.

It is important to note that a majority of the beneficiaries are women. More effort

needs to be made to ensure the overall readiness (both technical and leadership

competency development) of women for roles as and when opportunities occur.

D. Training budget 

The group training budget for Glencore is managed centrally at the Group Training

Centre. The total spend by the Glencore-Tweefontein Complex on further studies is

R342 228, with only R81 945  allocated to African females. The balance was spread

as follows: R163 890 allocated to African males and R 96 393 was allocated to white

males. The remainder of the training budget is aimed at enhancing skills and

competencies both at the current level and for developmental and progression

purposes.

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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Steps taken to initiate awareness on gender equality, discrimination and sexual

harassment

The Glencore-Tweefontein Complex provides training to employees on the

company’s sexual harassment policy. The Complex also indicated that they have

recently started training their employees on gender equality and discrimination

during the daily pre-shift Glencore Communication meetings. The Commission,

however, could not determine the effectiveness of the training of employees during

the daily pre-shift Glencore Communication meeting.

Programmes to mentor and develop women to senior management positions

The Commission observes that Glencore-Tweefontein has identified 4 women as

suitable potential successors from middle management to senior management.

However, these  women still have to undergo processes that are currently underway

to confirm their potential.  Potential is determined using validated psychometric

instruments and readiness is based on a combination of performance in the current

role and meeting the requirements for the next level job requirements in a skills matrix

for that job.  These instruments are applied equally to all gender groups and ensure

that individuals being considered for promotion are not set up for failure and are

provided with the necessary development and support to be successful in the new

role.

5.1.3  Glencore - Goedgevonden Complex

The Commission notes that the Complex has an under-representation of women in

senior management, with 7 males and 2 females.  It also notes that there is minimal

representation of females at middle management level. In this regard there are a

total of 26 males and 7 African women in middle management. It is noted further

that of the 26 males, 17 are white. This means that there is a poor representation of

males in other race groups. 

The company has an overwhelming representation of African males in the skilled

category at 161: 6  coloured males and 69 white males. Therefore, there are a total

of 236 males in this category, as opposed to 19 females. 

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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The company had a majority representation of 411 African males in the semi-skilled

category and 127 African females. 

The company cites the following as measures put in place to accelerate

representation of women in senior and top management positions:

A. Bursary programme

B. Graduate-in-training programme

C. Senior leaders development programme/study assistance.

A. Bursary programme

The Glencore Coal SA bursary programme is coordinated and managed centrally

through the Group Training Centre.

The following is the breakdown of race and gender groups of the beneficiaries of

the programme for the Group:

The race and gender group (number) of women at Goedgevonden Complex who

escalated to senior positions after completing the programme.

18
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The majority of persons who benefited from the bursary programme from 2014-2016

are African women, African males and white males. There is a poor representation

of Indian and  coloured females. There are 4 women who were promoted to middle

management positions after completion of the bursary programmes for the period

2014 to 2016. 

B.  Graduate-in-training programme

The Glencore Coal SA graduate-in-training programme is coordinated and

managed centrally through the Group Training Centre.

The following is the breakdown of race and gender groups of the beneficiaries of

the programme for the group: 
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M I N I N G  I N V E S T I G A T I O N  R E P O R T

Surname Name Race Discipline Position Grade Occupational Duration
Level

Graduate in Training C3 Skilled January 2010 to
30 June 11

Graduate in Training C5 Junior July 2012 to
Management 30 June 2012

Metallurgist in Training D2 Middle July 2012 to
February 2015

Metallurgist D2 Middle March 2015 to
Management Date

Malatjie Mpho African Mettalurgy

Mtshweni Nthabiseng African Mining

Skhosana Dolly African Mining

Mathibeli Lebo African Finance

Thela Zinhle African Finance

June 2008 to
Miner C2 Skilled January 2009

Not February 2009 to
Bursar Graded Not Graded December 2009

January 2010 to
Graduate in Training C5 Skilled January 2019

Junior February 2010 to
Graduate in Training C5 Management September 2010

Middle October 2010 to
Graduate in Training D2 Management September 2011

Mine Overseer in Middle October 2010 to
Training D1 Management February 2014

Middle March 2014
Mining Engineer D4 Management to date

Not January 2007 to
Bursar Graded Not Graded December 2010

January 2011 to
Graduate in Training C3 Skilled September 2012

Junior October 2012 to
Graduate in Training C5 Management May 2015

Planning Middle June 2015 to
Superintendent D1 Management August 2015

Fleet Management Middle September 2015
System D1 Management to date

Superintendent

Not May 2008 to
Bursar Graded Not Graded December 2009

January 2010 to
Graduate in Training C3 Skilled January 2013

Management Middle February 2013 
Accountant D1 Management to date

Not January to
Bursar Graded Not Graded December 2014

January 2015 to
Graduate in Training C3 Skilled September 2016

Middle October 2016
Capital Accountant D1 Management to date

Table 1
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Race and gender group (number) of women at Goedgevonden Complex who

escalated to senior positions after completing the programme.

The majority of persons who benefited from the Graduate-in-training programme

from 2014-2016 are African women. There has been satisfactory representation of

African males and white males in this period. White females are fairly represented.

There is a poor representation of Indian and  coloured females.

There are 5 women who were promoted to middle management positions after

completion of the Graduate-in-training-programme. It is noted that 4 of the 5 women

in this category are the same beneficiaries as under the bursary programme.  This is

because there is a natural progression from the bursary programme to the Graduate-

in-training programme and then, when vacancies are available, to a substantive

position at either a junior management  or middle management level.

C.  Senior leaders development programme and study assistance

The following is the breakdown of race and gender groups of the beneficiaries of

the programmes for Goedgevonden Complex:

The study assistance programme aims to provide employees with an opportunity to

improve their tertiary qualifications to enable them to either perform better in their 
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current roles or as part of their career progression. The senior leadership development

programme forms part of the company’s leadership development programme and

is also an element of the study assistance programme.

The following  table therefore depicts women who have received study assistance

and how the study assistance fits in with their careers.

There is a satisfactory representation of African women; however Indian and

coloured women are underrepresented during the year 2016. It is noted that since

2014 only 3 females received study assistance and in 2016, 5 females received study

assistance.
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Surname Name Race Gender Occupation Occupation Level Studies Institution Purpose 

Effectiveness in Current

Role - Assist in

Mathebula Lebogang African Female Financial Manager Senior Management Senior Leaders Developm. Wits Business School transitioning from a

Specialist to Line

Management Role

Seboane Vinolia African Female Finance Data Capturer Semi-Skilled Economic Mngt Science UNISA Career Progression

Komane Mosebjadi African Female HR Data Capturer Semi-Skilled BComm UNISA Career Progression

STUDY ASSISTANCE 2014

STUDY ASSISTANCE 2016

Surname Name Race Gender Occupation Occupation Level Studies Institution Purpose 

Financial Adv. Dip in Accounting Effectiveness in Current

Nxumalo Siphelele African Female Service Manager              Middle Management Science UNISA Role and Career

Progression

Komane Mosebjadi African Female HR Data Capturer             Semi-Skilled BComm UNISA Career Progression

Surname Name Race Gender Occupation Occupation Level Studies Institution Purpose 

Human Effectiveness in Current

Nkosi Zandile African Female Resources Manager         Senior Management Senior Leaders Develop. Wits Business School Role and Career

Progression

Financial Adv. Dip. in Accounting Effectiveness in Current

Nxumalo Siphelele African Female Services Manager             Middle Management Science UNISA Role and Career

Progression

Human Resources Effectiveness in Current

Makgamath Felicity African Female Superintendent                 Middle Management Labour Relations Course WITS Digital Campus Role

Malatjie Mpho African Female Metallurgist                        Middle Management Managing Finances of BO WITS Digital Campus Effectiveness in Current

Role and Career

Progression

Komane Mosebjadi African Female HR Data Capturer Semi-Skilled BComm UNISA Career Progression

STUDY ASSISTANCE 2015

Table 2
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Training budget

Breakdown of the training budget only for these programmes per race and gender

group:

It is noted that the company has invested significantly in African females, African

males and white males. 

Women representatives on EE and skills development committees:

It is cited that the committee discusses issues relating to EE and skills development for

the Complex. It is further cited that the committee members do not directly benefit

from the activities of the Committee.

Acting opportunities

The following is the breakdown of acting positions that have been available in the

past 3 years:

African Coloured Indian White

Spend Element Male Female Male Female Male Female Male Female Total Spend Comment

Bursars R326 150 R853 791 R0 R0 R120 172 R0 R233 144 R195 054 R1 728 311 Group Spend

Graduates R1 548 998 R2 833 070 R0 R0 R0 R163 199 R1 067 622 R947 819 R6 560 708 Group Spend

Further Studies R55 405 R133 589 R0 R0 R0 R0 R0 R0 R188 993 GCV Spend

23
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NAME REPRESENTING RACE GENDER

Felicity Makgamatha Support Structure – HR Black Female

Siphelele Nxumalo Designated Groups Cat 17+ Black Female

Lindiwe Nene Women Black Female

Riana Holloway Support Structure – Training White Female

Sellah Moreku Support Structure – SDF Black Female

Zandile Nkosi Support Structure – HR Black Female

Table 3

Table 4
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OCCUPATIONAL GRADE NO. OF ACTING NO. OF WOMEN

LEVEL POSITIONS ACTING IN THE 

POSITIONS

Senior Management E1- E4 3 1

Middle management D1-D4 28 6

Junior management C4 - C5 38 3

Skilled C3 - C1 107 16

Semi-skilled B 165 42

It is evident that women did not act in the majority of the acting positions. 

Talent review process - mode of operation

The talent management process and review is managed centrally at group level.

It is cited that race and gender are part of the considerations in conducting the

process.

M I N I N G  I N V E S T I G A T I O N  R E P O R T

OCCUPATIONAL LEVEL GRADE NO. OF ACTING POSITIONS

Senior Management E1- E4 3

Middle Management D1-D4 28

Junior Management C4 - C5 38

Skilled C3 - C1 107

Semi-Skilled B-Band 165

Table 5

Table 6
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Number of persons with disability currently employed

Gender Race Grade Occupational Level Position

Male African B1 Semi-Skilled Production Attendant

Female African B3 Semi-Skilled Composite Opertor 

Male African C1 Skilled Digger Operator

5.2 De Beers

The company reflects a skewed representation of women on the board of directors.

There are 2 females compared to 8 males. The statistics do not  reflect gender

equality. The company is still far from achieving gender equality in their respective

workplaces. Males are overrepresented at top and senior management level.  In top

management the company has two males and in senior management there are 42

males as opposed to 4 females. 

The CGE noted a slight change in female representation at senior management level

from 2-5 per cent. De Beers cited that this is influenced by a lack of female

professionals with suitable experience in shaft sinking and large-scale project

management. De Beers’ current employment equity plan provides for female

representation to increase to 6 per cent by the end of 2017.

De Beers has promised to build a strong female talent pipeline to improve female

representation at supervisory, professional and middle management levels. The

company acknowledges in the supplementary information provided that females

are underrepresented at senior and top management levels. It further indicated that

over the last 5 years females constituted 18 per cent of recruitment at senior

management levels, showing commitment to improve female representation. The

company acknowledges that it has a long way to go to achieve a more equitable

gender demographic at senior and top management and is fully committed to do

so.

Table 7
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In administrative positions De Beers has 267 females and males account for 891. In

terms of persons with disabilities, females are overrepresented, accounting for 19

against 11 males. This number has since changed based on further information

provided by the company. 

Disaggregated data of people with disabilities from January 2014 to October 2016

21 African females

2 coloureds

3 Whites

17 Males

Total: 43

The De Beers group of companies has measures in place to promote gender

transformation; currently the group of companies (DBCM) identified two

opportunities to improve the gender balance at both board and senior

management levels. The DBCM has also identified two opportunities to increase

female representation at board level during 2017. 

How many women that have gone through the development programmes have

been elevated or promoted to senior and top management positions? 

There are 3 women who have been appointed to senior management level at the

De Beers Group of Companies.  One Indian female was promoted to senior

management level  and two other ladies were appointed at Venetia Mine, one

African lady and an Indian lady.

Out of 43 promotions at professional and middle management levels, 20 were

females, 8 of whom  were exposed to the personal growth accelerator programme.

A HIPO [High Potential Development Programme] fast tracking development

programme was implemented in 2016. The programme is aimed at equipping and

fast-tracking HDSAs into senior and executive management roles. A unique tailored

programme is developed for each individual based on a comprehensive assessment

of their development needs. 

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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Participants are exposed to a holistic development programme incorporating

training simulations, exposure to industry and academic experts, as well as practical

assignments. It is noted that the representation of women in this programme is sitting

at 67 per cent. There is also what is called the PGA (Personal Growth Accelerator)

leadership programme which was implemented in 2014 with the intake of 15

candidates (53 per cent being females). This programme continued in 2015 with 50

per cent female representation.

One of the critical issues highlighted is that recruitment remains an important

measure to promote gender transformation in the workplace. The Commission noted

that in terms of recruitment, the company is doing fairly well to bring women into

senior and top management positions.  The other critical aspect is that there is a

scheme that provides 100 per cent financial assistance towards the attainment of

recognised qualifications with an accredited tertiary educational institution. Presently

women account for 40 per cent. It must be noted that during 2015, educational

grants were given to 281 learners from various communities and females accounted

for 58 per cent, which the Commission applauds.

It is also noted the successful implementation of technical learnerships for females

who participated in mineral processing & rock breaking. At present females in

technical learnerships account for 42 per cent of trainees. A supervisory

development programme is well entrenched and aims to equip every first-line

manager with essential knowledge and skills necessary to develop, lead and inspire

high performance teams to attain business objectives. Currently 55 people are on this

programme and female representation is sitting at 40 per cent. This is in line with the

companies’ recruitment policy that does not target females and people with

disabilities specifically to new opportunities at the De Beers Group of Companies. 

De Beers further responded as follows: “The special role diamonds play in the lives of

women around the world puts women at the heart of our business. It energises us to

support women to realise a brighter future for themselves, their families and societies.

We do this at our Operation through programmes focusing on community skills

development, bursaries, internships, tertiary educational support programmes. When

assessing any enterprise development, social investment, local procurement and

employment programmes, DBCM sets targets for women participation/benefit

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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aligned to that of the Mining Charter and the Broad-Based Black Economic

Empowerment codes.

In 2015, DBCM continued to invest in its socioeconomic benefit programmes. Of the

total spend of around R42.8 million, R32.1 million was spent on 17 mine community

development projects in Musina and Blouberg municipal areas in the Limpopo

Province, the Moqhaka and Ngwathe Municipal areas in the Free State and in the

Sol Plaatjie municipal area in the Northern Cape, where our mining operations are

based.  

A further investment of R10.8 million included our corporate social investment

projects in these communities, which covered cash and in-kind support for

development projects.”

DBCM Community development expenditure by sector

Table 8

Sector 2015 (ZAR ‘000) %

Infrastructure 20.9 48.7%

Education and training 11.9 27.8%

Sport, arts, culture and heritage 3.7 8.7%

Enterprise development 3.6 8.3%

Health and welfare 2.5 5.9%

Other 0.2 0.5%

Total 42.9 100.0%

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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Persons with disabilities

The De Beers group of companies currently employs 43 people with disabilities and

wants to improve the numbers through the following initiatives:

1. Targeted recruitment campaigns

2. Specific learnerships seeking to capacitate unemployed youth with a 

disability

3. Collaboration with disability organisations.

It is further noted that sufficient money is being allocated to support gender

transformation. For example, in 2015, R89 571 896 or 7.3 per cent of total actual

payroll was spent on skills development. Of the total training spent, R28 866 394 was

allocated to the training of females. 

The company also allocates human and operational resources to mentorship

programmes, policy development, foundational learning competence and making

the workplace more accessible to females and people with disabilities. 

M I N I N G  I N V E S T I G A T I O N  R E P O R T

The funds disbursed per operation are reflected in the table below.

Table 9

Total 2008 - 2015

Disabled Disadvantaged Comunity Total %
Persons Trust Women’s Trust Trust Spent/Area

Venetia Mine - - 2 143 888 2 143 888 7%

Voorspoed Mine 4 901 334 11 885 513 8 087 649 24 874 496 83%

Kimberley Mines - - - - 0%

Namaqualand Mines - - 1 118 120 1 118 120 4%

National/Finsch Mine 322 940 634 500 989 775 1 947 215 6%

Total 5 224 274 12 520 013 12 339 432 30 083 719 
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Table 10

DBCM disability as at 15 June 2016

Table 11

De Beers sightholder sales SA (DBSSSA) disability as at 15 June 2016

Facilities/Flexitime

The De Beers group does not provide  facilities, citing that the location and the

nature of the company’s operations are not conducive to the establishment of such

facilities or flexitime working arrangements. The company has what is called a

corporal social investment programme to facilitate the development of  facilities.

30
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Female

African Coloured Indian White African Coloured Indian White

Male
TotalOcc. Level Employment Eq.

Senior Management 1 1 1 3

Prof. qualified & experienced specialists and 1 1 2

Skilled & qual. workers, jnr mgt, supv, fore 1 2 1 7 11

Semi-skilled and discretionary decision making 14 2 6 23

Unskilled and defined decision making 4 5 9

Grand Total 19 1 3 14 2 1 8 48

Female

African Coloured Indian White African Coloured Indian White

Male
TotalOcc. Level Employment Eq.

Skilled & qual. workers, jnr mgt, supv. fore 2 2

Unskilled and defined decision making 2 1 1 4

Grand Total 2 2 1 1 6

Persons with disabilities recruited from January 2014 to October 2016

Occupational
Levels African Coloured White African Coloured White

Female Male Grand
Total

Male 
Total

Female
Total

Semi-skilled
and
discretionary
decision making 15 3 18 4 4 22 

Skilled & qual.
workers, jnr
mgt. supv, fore 4 4 4

Unskilled and
defined 
decision
making 6 2 8 7 1 1 9 17

Grand Total 21 2 3 26 11 1 5 17 43

Table 12
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The company is making contributions towards the development and enhancement

of Early Childhood Development (ECD)centres in its labour sending areas, where

they can be accessed by employees and members of the community. The support

provided makes provision for the construction and/or upgrade of early childhood

development centres as well as purchasing educational equipment.

In 2014 the organisation named Grootpan ECD centre, which is based in the

Blouberg Area, benefited through a grant to the value of R 1 979 130 from the

company. 

In 2015 three crèches benefited from the company through the company’s grant to

the value of R 70 746. This list of the beneficiaries is exhaustive.

Sexual harassment cases

The Commission notes that there have been no cases of sexual harassment reported

since 2012. During September 2016 DBCM participated in a De Beers group initiative

to establish the current perceptions/awareness of gender equality in the workplace.

Part of the initiative involved focus groups and individual females. 

The company is awaiting feedback from this initiative and trusts that it will provide

valuable insights as to the potential presence of unreported cases of sexual

harassment. The company must be commended for the proactive approach.

Recruitment

The company is making strides in terms of the successful implementation of the

technical learnerships for females. Although the percentage of 19  is not acceptable,

it is a work in progress. The Commission  notes that the company was awarded the

top gender-empowered company for the resource industry at the Standard Bank

12th Annual Top Women awards held in 2015. The issue relating to people with

disabilities still needs further attention from the company.

The company’s recruitment policy must be read with the EE plan. The policy does not

directly make reference to females and people with disabilities. Each operation

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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Senior
Manage-
ment

Profes-
sionally
qualitied

Occupational Level Fenale Total % Female Total % Female Total %

Senior Management 0 3 0% 0 1 0% 0 4 0%

Professionally Qualified 8 24 33% 2 3 67% 10 27 37%

Skilled Technical 18 50 36% 5 35 14% 23 85 27%

Semi Skilled 54 168 32% 9 23 39% 69 191 33%

Unskilled 1 3 33% 23 50 46% 24 53 45%

Grand Total 81 248 33% 39 112 35% 120 360 33%

2015 2016 Grand Total

Table 13

Table 14

compiles and submits quarterly and monthly reports on the implementation of their

respective EE plans to the EE policy review committee. Monthly progress reports on

representation of both female and people with disabilities are tabled at the DBCM

executive meetings and also reported to the board. The company undertook to

review its recruitment policy by the end of March 2017. The company highlighted

the fact that over the last 5 years females constituted 38 per cent and people with

disabilities 3 per cent of all people recruited by the DBCM and DBSSSA.

These are the statistics for recruitment per occupational level

Statistics for female succession

Currently standing at 27 per cent of females, DBCM and DBSSSA have some way to

go to achieve a more gender representative workforce.  The company has however

experienced both successes and challenges in regard to gender transformation over

the last few years, which serves as a sound foundation to inform the future gender

transformation agenda.
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Some of these successes include:

• The appointment of Mpumi Zikalala (an internal De Beers graduate) who is an

African female to the DBCM and DBSSSA Board.

• The favourable comparison with the mining Industry as follows

• Successful implementation of technical learnerships for females.  Our current

status with respect to female representation in technical disciplines is 19 per cent

in DBCM, and 54 per cent in DBSSSA. See the tables below.

DBSSSA: Females in the Technical Desciplines

33
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Occ. Level Employment Equity Female % Male %

Senior Management 0 0% 3 100%

Prof. qualified & experienced specialists and 3 30% 7 70%

Skilled & qual. workers, jnr. mgt., supv, fore 50 58% 36 42%

Semi-skilled and discretionary decision making 3 50% 3 50%

Unskilled and defined decision making 2 50% 2 50%

Grand Total 58 54% 51 46%

A
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0.0%

4.3%

5.7%
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11.4%

9.9%

15.4%
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Mining Quarrying
Actuals
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Mining Quarrying
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Mining Quarrying
Actuals
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Table 16
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6. FINDINGS

The Commission finds that:

a. There is minimal representation of Indians and coloured males and 

females at all levels. 

b. There is a vast representation of previously disadvantaged groups at the 

lower, non-decision making levels of management in the two mining 

companies. 

The mining companies do have programmes to track and mentor previously

disadvantaged groups into senior and decision-making levels of the companies but

what is lacking is the promotion of the previously disadvantaged groups to more

senior levels of the mining sector. Glencore submitted that the major contributors to

lack of progression are the low turnover levels, particularly at senior management

level and the economic conditions which have resulted in restructuring activities

which in turn resulted in available vacant positions being filled with people who were

not necessarily impacting gender transformation positively as a measure to avoid

job losses.

c. Although the companies meet the Mining Charter targets, there is 

underrepresentation of women and the historically disadvantaged 

groups,which dominate the lower management levels in the mining 

companies.

d. The companies have not progressed in terms of establishing  facilities. 

The companies indicated that the environment is not conducive to the 

establishment of such facilities.

e. Women are not afforded equal opportunities to be in acting positions. 

It is noted that allowing females to act in available positions forms part 

of transformation aiding tools to prepare women to take roles in senior 

positions. 

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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f. There are few cases of sexual harassment reported at the mining 

companies. This is found to be a red flag.  The sexual harassment policies 

need to be available to all employees and more workshops need to be 

conducted in order to increase the number of sexual harassment cases.

One of the key aspects that makes employees not report cases, is the 

fear of victimisation and uncertainty around reporting mechanisms of 

the company. 

g. The companies have the potential to ensure that transformation 

materialises in the workplace. This is evident from the budget set aside 

for study assistance and bursary programmes for female employees. The 

companies have good staff retention but policies need to be 

established.

It is worth mentioning that the above findings are in line with the CGE’s research

department’s findings that in senior management of the mining companies where

they  conducted their research, there is poor representation of females.

7. RECOMMENDATIONS

a) The companies need to take more initiatives to recruit persons with 

disabilities, for example by headhunting and engaging with 

organisations dealing with persons with disabilities and university 

graduates. It appears that the companies are not instituting sufficient 

initiatives to address this poor representation. In as much as the Mine 

Health and Safety Act is cited, consideration must be given to the EE 

Act that also requires companies to employ people with disabilities. 

b) The mining sector needs to develop mechanisms to attract more 

females and people with disabilities into the industry and develop 

retention mechanisms to keep such people in the mining sector. 

c) The Commission should be invited to conduct awareness workshops 

around issues of gender equality and sexual harassment. In addition, the 

M I N I N G  I N V E S T I G A T I O N  R E P O R T
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company must ensure that people who sit in transformation 

committees, EE and SD Committees are comprehensively educated, 

trained and developed on gender awareness and advancing women 

in the organisation so that the work they do is not reduced to a minimal 

compliance procedure only.

d) It is imperative that the companies draw lessons from other mining 

companies that have facilities that are not within the vicinity of the mine 

directly. This measure will ensure that the fears raised by female employees 

are addressed.

e) Recruitment policies should specifically state that persons with disabilities 

are targeted.

f) Female employees should be prioritised in Acting positions. 

g) The companies need to increase the representation of Indian and 

coloured women.

h) A staff retention policy needs to be established.

i) The mining houses are to provide a detailed plan, which plan should 

include short-term, medium-term and long-term goals of how the mine will 

address the identified findings and implement the recommendations of 

this report. This plan is to be provided by 31 March 2017.

j) The CGE will conduct a follow-up with these mining houses to ascertain 

the level of progress on gender transformation.

8. CONCLUSION

The investigation in the mining sector was prompted by the image that the sector

has, and to determine whether the sector has transformed since the dawn of

democracy in South Africa. 
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It is axiomatic from this investigation that the mining sector  is fraught with challenges

pertaining to gender transformation. There is still a lot that needs to be done. The

Commission acknowledges that South Africa has progressed in terms of establishing

legislations and policies that seek to promote gender transformation in the work-

place generally. It is a considered view that to achieve transformation in the mining

sector robust and intentional commitments need to be made by those in authority.

A holistic gender approach needs to be adopted in order for the mining sector to re-

flect the demographics of the country. The Commission can carefully conclude after

taking into consideration the responses from the two mining companies that the

mining sector has a long way to go before gender transformation can be fully

realised in the mining sector. Government needs to develop robust legislation that will

drive gender transformation in this sector. The Mining Charter is one tool which

encouranged the initial steps of transformation, which brought a minimal influx of

women in the mining industry.

The mining sector is still a male-dominated industry with very few female executives;

the  sector needs to prioritise making female appointments into executive positions.

True gender transformation in the mining sector will only take place once the mining

sector has a significant number of female executives which can champion the

transformation agenda.
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NOTES:
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