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INTRODUCTION
This policy brief is drawn from the Commission for Gender Equality’s full report: Talking
the talk, not walking the walk: Assessing Gender Mainstreaming in South Africa’s
Mining Sector 2016. The assessment focused on two mining companies, namely
Sibanye Gold Ltd and Exxaro Resources Ltd. For each of the two mining houses, one
subsidiary/local mining operation was selected for assessment together with the
company’s corporate head office. For Sibanye Gold, the assessment included the
Kloof operations in the far West Rand mining district of Westonaria. For Exxaro
Resources Ltd, Matla Mine, which is located near the small town of Kriel in
Mpumalanga, was selected for assessment. 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.
Broadly though, the study appears to show lack of commitment to fundamental and
sustained gender transformation in the mining sector. The assessment showed that
the general entry or intake of women as workers into the mining sector is still limited,
and their entry into the higher echelons of the mining houses is even more restricted.
This appears to conform to and reflect a historical and traditional image of the
mining sector as a male-dominated endeavour that is unwelcoming to women.
This Policy Brief will highlight some of the key findings of the assessment and present
the recommendations to address the issues raised.

BRIEF BACKGROUND
Mining is an industry which has always been male-dominated, regardless of
geographical location. Preceding the 1990s, legislation prohibited women from
working underground in South Africa. However, with the advent of democracy, South
Africa had made positive steps to integrate women into the industry, although
females continue to be under-represented especially in the decision-making
structures. The mining industry is still largely a man’s domain and has the lowest
number of women on company boards.

1

CGE Policy Brief 17 (July 2017):Layout 1

F O C U S

O N

8/2/17

G E N D E R

12:22 PM

I N

Page 4

S O U T H

A F R I C A ’ S

M I N I N G

S E C T O R

Through a set of progressive policies promulgated over the years since the advent of
democracy in 1994, the South African government has sought to rectify the injustices
of its past by expanding opportunities for historically disadvantaged persons,
including women, to enter the mining and minerals industry or benefit from the
exploitation of the nation’s mineral resources.
Since the dawn of democracy and adoption of the Constitution, South Africa had
conducted government-led interventions to achieve social cohesion and redress
the imbalances of the past. Among these government-led interventions, are the
Mining and Minerals white paper of 1998, the Mineral and Petroleum Resources
Development Act No. 28 of 2002 (MPRDA), and the Mining Charter.
Section 100 (2) of the Mineral and Petroleum Resources Development Act No. 28 of
2002 (MPRDA), provides for the development of the Broad-Based Socio-Economic
Empowerment Charter (Mining Charter) as an instrument to effect transformation
with specific targets in the mining and minerals industry.
The Mining Charter was introduced in 2004 and provided an initial window of ten
years for the industry to effect meaningful transformation1. The South African Mining
Charter introduced quotas urging mining companies to employ a quota of 10 per
cent female staff by 2009 (where it was just two per cent in the year 2000). The new
draft Mining Charter2 increased employment targets to a minimum of 30 per cent
black women in senior management positions, 38 per cent in middle management
and 44 per cent of black females in junior management.3
It is worth noting that limited progress has been made in embracing the broad-based
empowerment ownership in terms of meaningful economic participation of
historically disadvantaged South Africans (HDSAs) in general, and women in
particular. Some strides have been made to date in creating an enabling
environment for women to participate in the development of the industry. However,
there is still a long way to go before the attainment of meaningful participation of
women in the sector.

1

Department of Mineral Resources assessment of the Broad-Based Socio-Economic Empowerment Charter for the South African Mining Industry
(Mining Charter), May 2015
2
Government Gazette, 15 April 2016: Review of The Broad -Based Black -Economic Empowerment Charter for The South African Mining and
Minerals Industry. No. 39933. Available at http://www.gov.za/sites/www.gov.za/files/39933_gon450.pdf
3
Ibid
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BRIEF ON METHODOLOGY
The research used a multidisciplinary and integrated methodology involving a
combination of qualitative and quantitative data collection. Specifically, data was
obtained through literature review and consultation with selected mining houses.
Data gaps emanating from the literature review and consultation were addressed
through surveys, focus group discussions and interviews. The survey was administered
using a structured questionnaire to 149 staff members at Exxaro Resources Ltd and
to 156 staff members at Sibanye Gold Ltd. The survey was administered both at the
headquarters and operations levels of the two mining houses selected for this study.
The focus group discussions, held at operations level, involved senior manager,
middle manager, administrator and mineworkers. The focus group discussions were
largely on corporate internal programmes, policies, initiatives and processes to
promote gender equality in the workplace.

OVERVIEW OF THE FINDINGS
Gender representation in decision-making structures
South Africa is party to a wide range of regional and international human rights
instruments and frameworks that promote gender equality and non-discrimination
such as the Universal Declaration of Human Rights convention on the elimination of
all forms of discrimination against woman (CEDAW), Maputo protocol to the African
charter on women’s rights, the SADC protocol on gender and development, and
African mining vision (AMV).
Despite the provisions of the global, regional and domestic legal frameworks
promoting gender equality, the findings data show that there is still a long way to go
to reach gender equality in the industry.
In terms of the numerical and gender parity of officials in senior level/highest
decision-making structures of the selected entities, two key findings were revealed.
Firstly, the provisions of the Women’s Empowerment and Gender Equality (WEGE) Bill
(which demand that 50 per cent of all positions in senior level organisational decisionmaking structures be occupied by females) are not being observed. Secondly, the
provision of the current Mining Charter (which provides for 40 per cent of Historically

3

CGE Policy Brief 17 (July 2017):Layout 1

F O C U S

O N

8/2/17

G E N D E R

12:22 PM

I N

Page 6

S O U T H

A F R I C A ’ S

M I N I N G

S E C T O R

Disadvantaged South Africans, which includes women, to be represented in
company boards) was also not being observed. In other words, the leadership
positions/decision-making structures in these mining companies were still male
dominated.
For instance, at the time when the study was being undertaken, the information
made available to the Commission by Sibanye Gold showed that the company had
a total of 1690 employees providing support services to its operations by the end of
the 2015 financial year (i.e. 31 December 2015). The board and the executive are
each made up of 13 members, of which 12 (92.3 per cent) are male and one (7.69
per cent) female. The senior management category is made up of 57 members, of
which 7 (12.28 per cent) are female and 50 (87.71 per cent) are male. The highest
decision-making structures are made up of males (especially white males).
Correspondingly, white females had a higher level of numerical representation in
these decision-making structures compared to others such as black and Indian
females. Importantly, women are found in higher numbers among the supervisors
(25.93 per cent), operators (21.70 per cent) and unskilled (13.11 per cent) categories
of employees than in others. At Sibanye Gold’s Kloof Mine operation, the senior
management was also all male, comprising eight males.
For Exxaro Resources Ltd, the information provided by the company shows that out of
a total of 508 permanent employees located at its corporate head Office, 280 were
men and 228 were women. While the majority of the staff was male, this was a
significant number of women employed at the company’s corporate head office.
However, this figure does not indicate what levels of seniority many of these female
employees occupy. The information obtained on the membership composition of the
two highest decision-making structures in the company (i.e. top management and
senior management) also reflected a huge gap between men and women. For
instance, there were no female members appointed in top management while only 11
(19.64 per cent) women out of a total of 56 are appointed at senior management level.
Out of the total number of 2094 company employees at Exxaro’s Matla Coal Mine
operation, 1753 (83.72 per cent) are men and only 341 (16.28 per cent) are women.
The information on the company’s senior management structure also shows that
there are four senior managers, all men.
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One of the provisions in the Mining Charter requires that ten percent of all
mineworkers be female. However, it is clear that this small percentage target,
together with patriarchal and dominant male-gender norms in the mining industry,
means that women continue to be a minority of the workforce, both within the
management/senior level decision-making structures as well as underground. Mining
houses appear under no pressure to make significant changes in this regard.

Measures to create an enabling environment
The study did find that both mining houses, to their credit, had a variety of internal
policies to deal with issues of concern for women, such as sexual harassment, maternity
leave, breast-feeding, early childhood development and after-care for female workers
with children. While these policies were clearly a step in the right direction, the existence
of such policies on paper was no guarantee of effective application/implementation
in practice. In some cases, these policies were not widely known among employees in
the workplace, and often those responsible for implementing them were either wilfully
ignorant of them or untrained for that purpose.
The information provided by companies appears to show a significant level of
ignorance or confusion about substantive gender equality and gender
mainstreaming on the one hand, and government policies intended merely to
create numerical balance and equity policy in the workplace, on the other hand.
The study noted that none of the mining companies had any gender mainstreaming
policies or strategies to set the parameters and any programmes or projects towards
achieving this goal.
In terms of measures and initiatives to create an environment conducive to gender
equality and transformation in the workplace, there was evidence of general
uncertainty as to the existence of some of the internal policies. For instance, survey
response data revealed that more respondents from the Matla Coal Mine than those
from Exxaro Corporate Head Office were strongly convinced that the company had
a written gender policy, even though evidence of such a document could not be
provided. At Sibanye Gold Ltd, although employees claimed that the company had
a written gender policy, there was also no evidence to indicate that such a policy
existed. The importance of a clearly written gender policy serves as a formal and
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therefore concrete point of reference of company policy, not only in prioritising
gender equality, but also formally stating the empowerment of women as a
company strategic objective.
The issue of sexual harassment is particularly pertinent in the mining sector. It would
appear from focus group discussions with some of the employees that on a daily
basis females working underground face harassment, both verbal and physical,
which often either goes unreported or is excused as part of the culture of mining.
During focus group discussions, participants revealed that sexual harassment was
common in the workplace, with female mineworkers often placed under pressure
to offer sexual favours to male colleagues in exchange for assistance with workloads
or protection against unwanted advances from other male colleagues. Females who
report incidents of sexual harassment appear to face stigmatisation and exclusion,
which then leads to under-reporting. In addition, it would appear that sexual
harassment is largely condoned and excused on the basis that it is an integral part
of the ethnic cultures of some of the male mineworkers. This is often despite the
existence of sexual harassment policies and mechanisms in the workplace intended
to prohibit such behaviour among employees.

Capacity building for gender mainstreaming
The findings contained in the report reveal that males were afforded higher
opportunities of general training in both mining houses through their respective
programmes and projects aimed to train and develop employees, especially
through its bursary and learnership programmes.
Sibanye Gold Ltd claimed to offer diversity training and awareness through its training
centre during induction sessions for new employees and refresher induction
programmes for employees returning from leave. Yet employee training does not
cover the area of gender mainstreaming and related skills. In fact, the company
admitted that this was not identified as an urgent priority or shortcoming at the time
the study was being carried out, and that when this is determined to be the case, the
company will provide the necessary training.
However, the statements coming from Sibanye Gold Corporate Head Office gave
conflicting accounts compared to evidence from employee survey data regarding
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the provision of training on gender mainstreaming. For instance, a sizeable number
of respondents (63 out of 144) believed that adequate training on gender planning
and analysis was provided for project staff, thus not only contradicting management,
but also contradicting available evidence which shows that such gender-related
training had not been provided to staff. Such confusion appeared characteristic
among employees and corporate head office staff for the two mining houses. A higher
number of males than females gave this response. Another sizeable number (49)
however had no idea as to whether such training had been offered to staff.
With respect to gender training, Exxaro Resources Ltd corporate head office did not
provide evidence to show that the company catered for gender-related training
(on planning and gender analysis) for officials, particularly executives responsible for
gender mainstreaming functions/responsibilities. However, the management insisted
that senior company executives had the necessary skills, even if relevant genderrelated training had not been provided.

CONCLUSIONS AND RECOMMENDATIONS
Based on the findings of the assessment, we reached the following conclusions:
Despite some of the commendable individual short- term activities, projects and
initiatives, the mining entities assessed in this report are failing to promote and pursue
clear programmes of gender mainstreaming in the workplace. No determined efforts
are being pursued within the context of clear gender mainstreaming policies,
programmes and strategies, to improve and increase gender representation at
senior level within these entities. Furthermore, the lack of knowledge and
understanding or ignorance, especially within the middle/supervisory and senior
management levels, of gender mainstreaming and transformation, was obvious. This
was exacerbated by lack of personnel with relevant training and skills to drive gender
mainstreaming programmes and initiatives within the companies, lack of appropriate
internal gender educational awareness programmes for workers/employees. These
factors served to hinder efforts and activities to create enabling environments within
the workplace for gender mainstreaming in all the entities assessed in this report.
Therefore, the Commission for Gender Equality recommends the following:
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The leaderships of the mining houses covered in this report (Sibanye Gold Ltd
and Exxaro Resources Ltd) take serious and urgent steps to develop and put in
place clear gender equality policies. Such policies are critical in underpinning
and guiding the work of relevant senior managers and other responsible officials
in driving gender mainstreaming and transformation processes. We recommend
that assistance is sought from relevant institutions, including the CGE, in
developing clear and detailed internal gender equality policies to underpin
internal company gender mainstreaming activities and programmes.

•

The two companies undertake widespread internal educational programmes
and awareness campaigns on the need for, and the importance of, gender
mainstreaming and transformation among all the employees. The assistance of
relevant gender experts should be sought in developing such programmes of
education, awareness raising and training targeted at various categories of
employees based on their respective responsibilities in relation to promoting
gender mainstreaming and transformation.

•

The two mining houses consider undertaking thorough and independent reviews
of the structural design, functions/responsibilities, resources and operational
effectiveness of internal employee and/or management structures (particularly
the WIM forum and other similar bodies) responsible for dealing with and
addressing gender issues or issues of concern for women inside these companies.
The purpose of such reviews should be to improve the representation of key
internal stakeholders, operational effectiveness and capacity/authority of such
entities to participate in and influence important internal company decisionmaking processes in areas such as recruitment, promotions, remunerations,
succession planning, work stream programming, planning and organisation, as
well as employee wellness.

•

Finally, we recommend that the two mining houses covered in this report
(including their subsidiaries) undertake regular reviews of the representation and
participation of women in senior-level decision-making structures to ensure
gender balance.
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