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PRESS RELEASE 

 

SOUTH AFRICAN MINES STALL ON WORKFORCE TRANSFORMATION 

 

South Africa’s mines have shown a disturbingly low level of workforce transformation, eight years after the 

signing of the mining charter. They lag far behind the legislated targets contained in the BEE Codes of Good 

Practice and have huge shortfalls in the representation of black people in management, according to a 

comprehensive review of employment equity within the JSE’s Top 25 mining companies commissioned by the 

South African Mining Development Association (SAMDA).   

Measured against the BEE Codes: 

 The percentage black people in top management was 17.9% compared with a compliance target of 40% 

 

 The percentage of black people in senior management was 15.5% compared with a compliance target of 

43% 

 

 The percentage black people in middle management was 26.9% compared with a compliance target of 63% 

 

 The percentage black people in junior management was 32.8% compared with a compliance target of 68%  

 

The report, conducted by KIO Advisory Services, a leading BEE consulting firm, says the shortfalls in the 

representation of black women in management are alarming.  

Black women have a representation of:  

 4.1% in senior management compared with a compliance target of 21.5% 

 

 8.5% in middle management compared with a compliance target of 31.5% 

 

 7.9% in junior management compared with a compliance target of 34% 

 



The report says these figures are a stark contrast with the significant over-representation of white women in 

management in the mining sector. Black women have a representation of 40.3% in the country’s economically 

active population (EAP). “This is almost eight times the representation of white women in the EAP of 5.3%. Yet, 

there are more white women than black women in management in the mining sector. White women have a 

representation of: 7.4% in senior management; a massive 14.6% in middle management; and 8.1% in junior 

management.”  

Duma Gqubule, a founder of KIO Advisory Services, says the mining charter of 2002 had set a 40% target for 

Historically Disadvantaged South Africans (HDSAs) in management. HDSA is a term that includes white 

women. “But the high numbers of white women in the HDSA targets for management have the effect of 

distorting the true picture of transformation in the sector. This is why we benchmarked the sector against the 

BEE Codes in addition to the Mining Charter. The mining charter has had little impact on the pace of workforce 

transformation. White people continue to run South African mines, even at lower levels of management,” he 

says. 

The report says: “If one includes white women, the sector has not met its targets for top and senior 

management where HDSA representation is at 30%. But it has met its targets for middle and junior 

management with HDSA representation of 51.2% and 57.7% respectively. However, the HDSA figure of 51.2% 

for middle management includes a huge distortion because of a representation of 14.6% for white women, 

which is almost three times their representation in the EAP. Excluding white women, the representation of black 

people in middle management is 36.7%.“  

The report identifies three areas of significant weaknesses that should be addressed by the Presidential BEE 

Advisory Council and industry stakeholders. “Firstly, industry stakeholders should consider dispensing with the 

HDSA targets in the Mining Charter. The HDSA targets should be discontinued because there is a significant 

over-representation of white women in management that distorts the true picture of transformation in the 

industry. Going forward, the charter must introduce bold interventions to accelerate the alarmingly low 

representation of black women. 

 



 

 

 

 

 

“Secondly, stakeholders should develop a rigorous BEE measurement system to reduce the possibility of 

different interpretation by companies and enable the monitoring of implementation on an annual basis, as was 

envisaged in the charter. The DMR Codes for management control and employment equity, which were an 

attempt to introduce such a measurement system, are deeply flawed. They should be redrafted and aligned with 

the BEE Codes. In addition, the targets in the mining charter and DMR Codes are too low. The targets in the 

BEE Codes were set after careful benchmarking and in-depth consultations over four years. In our view, the 

mining sector cannot provide a compelling justification for having lower targets than the rest of the economy. 

Going forward, the BEE Codes would provide stretch targets for the industry and a robust tool for the 

measurement and monitoring of progress. The BEE Codes would also provide a clearer picture of transformation 

in the industry without the distortion of EE statistics by white women.  

 

“Thirdly, there is no mechanism to independently verify the Black Economic Empowerment (BEE) contributions of 

mining companies because the sector has its own legislative framework for transformation that is not aligned with 

the BEE Act and Codes. Most mining companies do not have BEE verification certificates.  In the rest of the 

economy, companies have to obtain BEE certificates from accredited BEE verification agencies. The mining 

industry cannot forever be exempt from the requirement for independent verification of BEE contributions.” 

 

Ends. 

 


