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PEOPLE: PEOPLE

PEOPLE

Kumba’s continuing strong focus on safety was overshadowed this year by the loss of two 

employees in work-related incidents at our operations. Any loss of life is unacceptable 

and we remain relentlessly committed to eliminating fatalities.

IN THIS SECTION
Our 2016 performance and practices on employee issues are summarised in the following reviews: 

Developing a capable and engaged workforce

Ensuring a safe workplace

Promoting the health and wellbeing of our employees

FOCUSED RELATIONSHIPS

Regrettably two fatalities
0.28
lost-time injury frequency rate (LTIFR), short of 
our target of 0.20

32.5%
headcount reduction at Sishen mine

No industrial action
since 2012

R211 million
expenditure on training and development

21%
of total mining workforce are women

86%
HDSAs in total workforce

We rely on the skills, wellbeing and motivation of employees, contractors and service providers to generate value. Providing a safe working 

environment that encourages health and wellbeing, encouraging local employment, investing in training and ensuring fair labour practices, 

are critical to maintaining effective relationships and our licence to operate. Regrettably, given current iron ore market conditions, we 

have had to reduce our headcount by 47% since 2014, to ensure our long-term viability. We have sought to manage retrenchments 

transparently and fairly, while maintaining necessary critical skills. 

There has been a strong focus this year on implementing the Operating Model across the group to ensure that we have the best processes 

in place to deliver on our revised mine plans, and to facilitate the highest standards of heath, safety and environmental performance. The 

reduced mining and production activity at Sishen this year resulted in a 32% reduction in the number of hours of workforce exposure to 

health and safety risks. This is an important consideration when comparing our year-on-year health and safety performance.

Image: Judge Tlhaolakgomo, section manager safety at Kolomela mine
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DEVELOPING A CAPABLE AND 
ENGAGED WORKFORCE

To deliver on our objectives, we endeavour to get the most out of a capable and engaged 

workforce. We foster a values-driven, high performance culture through building 

an organisation structure that is fit for purpose, resourced with the best talent, and 

empowering leadership to deliver results. We place the health and safety of our 

employees at the top of our agenda.

WORKFORCE MOVEMENT
Kumba has a policy of employing people from communities close 

to our operations where possible. We only recruit people from 

outside the Northern Cape area if a specific skill is not available 

locally. At year end, 91% of employees were local (2015: 85%).

The restructuring of the organisation has driven a significant 

reduction in workforce numbers over the last two years. At year 

end, our workforce totalled 8,332 employees (2015: 11,790): 

5,560 full-time permanent employees (2015: 7,434 employees), 

2,403 full-time contractors (mining contractors involved with 

the core processes of the mine) (2015: 3,627 contractors), 

and 369 learnerships (2015: 729 learnerships). During the 

RESTRUCTURING TO ENHANCE BUSINESS PERFORMANCE

Challenging iron ore market conditions necessitated the creation of a leaner and more effective, cost-focused business. During 2015 and 

2016 we have reconfigured our Sishen and Kolomela mines through revised mine plans and organisational restructuring, while ensuring 

that we have the most capable people in the right roles to deliver effectively and efficiently on our strategic objectives. 

This year the change process focused on reducing the number of direct roles (requisite organisation) at Sishen mine, to meet the needs 

of a smaller, more focused operation. (See case study on page 25). The total restructuring exercise (including the 30% reduction in 

headcount of Sishen mine support services in 2015) resulted in a: 

32.5% reduction in headcount at Sishen

affecting 1,663 permanent employees and five fixed-term employees

while 272 affected positions were reduced through natural attrition and cancelling of vacancies

in addition 1,859 contractor positions were also reduced, 843 reduction in headcount and 1,016 contractor positions were reduced by 

not renewing expired contracts and cancelling vacancies

nine employees at Sishen were transferred to Kolomela mine

year we also employed 1,504 fixed-term project contractors 

(contractors with an approved supply chain contract with Kumba 

to perform capital projects) (2015: 3,762 contractors). A total of 

28 employees were transferred to other parts of Kumba and 15 to 

other Anglo American business units. 

As a result of the restructuring process, Kumba’s employee 

turnover rate (the number of permanent employee resignations 

as a percentage of total permanent employees, including 

voluntary separation packages) was 49.5% (2015: 13%). 

Excluding the 2,500 retrenchments, the rate was 4.5%, well 

below the 7.6% industry benchmark. 

EMPLOYEES AND CONTRACTORS IN 2016 (EXCLUDING LEARNERSHIPS)

Full-time permanent 

(full-time equivalent and 

permanent employees)

Full-time contractor 

(mining and 

non-mining other)

At year-end Total Women Total Women

Corporate office 128 70 13 7
Sishen 4,040 748 1,426 101
Kolomela 1,178 289 932 68
Thabazimbi 63 16 25 4
Technical services 56 14 5 1
Projects 71 25 2 0
Saldanha Bay 24 9 0 0

Group 5,560 1,171 2,403 181
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Kolomela’s revised mine plan focused on meeting originally 

planned 2016 production targets and the incremental ramp-

up of production to 13 Mt by 2017. The mine continued to 

structure work more effectively, establish clear accountabilities 

and authorities and remove duplication in work, in line with 

the ongoing implementation of the Operating Model, which is 

underpinned by the discipline of planned work. The Model is 

an essential enabler in helping deliver on production targets, 

and reduce operating costs. The mine focused on ensuring the 

availability of the right people to meet business objectives and on 

implementing a work attendance management plan to mitigate 

levels of employee absenteeism. The operation exceeded the 

targets contained in its business plans. 

Thabazimbi mine processed previously mined material early in 

2016 while it progressed with its closure process. Retrenchment 

continued until September 2016 on a phased approach. 

This involved 333 permanent employees and five fixed-term 

employees. All activities at the mine ceased in 2016.  

At year end, the mine had 63 full-time permanent employees 

and 25 full-time contractor positions, to manage the closure 

procedures and rehabilitation of the mine.

SISHEN MINE RESTRUCTURING PROCESS

The decision to restructure Sishen was particularly tough for us, and was made after careful consideration of 
all the various options. To preserve the mine’s commercial viability, we have restructured it to a lower cost pit 
configuration. This was necessitated by lower iron ore prices and high capital costs and high operating expenses 
due to high waste stripping requirements. The new mine plan excludes areas with high strip ratios, resulting in 
less waste as well as decreased production. The plan significantly reduced mining and production activities and 
necessitated a re-evaluation of the equipment and workforce needed to support a smaller, more focused operation. 

The restructuring of the mine impacted 1,663 permanent employees, five fixed-term employees and affected 
843 contractor positions. The majority of employees affected opted for a voluntary separation arrangement and 
understood the unfortunate necessity of the restructuring.

We made concerted efforts to support our employees in understanding and managing the challenges associated 
with the change process. For example, we held workshops on building resilience, entrepreneurial skills and career 
guidance, and offered workshops on financial issues. A holistic employee assistance programme for all staff is 
provided through a dedicated support hub.

Sishen mine conducted extensive consultations with all stakeholders and the consultation process and in particular 
with trade unions in terms of section 189 of the Labour Relations Act went smoothly. Good relations were 
maintained with our employees and unions throughout the process, which was conducted respectfully.

All employees retrenched during 2015 and 2016 were offered R12,000 in financial support for skills acquisition 
in areas of their choosing. A total of 610 applications, amounting to R6.54 million, were processed and directed to 
various training providers. We also provided non-financial skills development support including housing assistance 
for three months. 

MANAGING TALENT AND DEVELOPING SKILLS

Equipping Kumba with an engaged and productive workforce 

is essential for success. In assessing employees’ capability, 

we consider: technical skills and knowledge acquired through 

experience and practice; mental processing ability; social process 

skills; and ‘application’ (the degree of drive and commitment a 

person displays).

Providing development and training opportunities for our leaders 

and workforce supports individual growth aspirations and 

develops talent from within the organisation. To ensure quality 

leadership, the ‘manager-once-removed’ (one level up from the 

immediate line manager) plays an active role in monitoring and 

managing the career development of their subordinates-once-

removed. A strategic focus for 2017 is to strengthen leadership 

and culture development initiatives at our operations.

Our internal training and development interventions include 

learnerships, leadership development, mentorships, career 

progression plans (particularly for historically disadvantaged 

South Africans (HDSAs)), study assistance, e-learning and 

the adult basic education and training (ABET) programme. 
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DEVELOPING A CAPABLE AND 
ENGAGED WORKFORCE CONTINUED

Approximately 98% of Kumba employees are deemed to be 

functionally literate. We also provide training in skills that are 

transferable to industries outside mining, including training for 

employees who are approaching retirement, to assist them in 

finding alternative forms of employment.

Employees participating in training and development 

programmes during 2016 were 94% HDSA and 34% women. 

During 2016, we rationalised our investments in training due  

to financial constraints, to focus on priority needs. For the year 

under review our expenditure on training and development 

totalled R211 million, amounting to 4.6% of total payroll  

(2015: R275 million; 6%). 

The remainder of the training spend (R126.1 million) was for 

other training initiatives including external courses and seminars.

REWARD STRUCTURES 

Striving to be a high-performance organisation hinges on 

strong leadership from line managers and a culture where 

successful business outcomes are encouraged and rewarded. 

In an increasingly competitive market for scarce skills, it is critical 

that we provide appropriate remuneration to attract, retain and 

motivate the right calibre of employee. 

We implement a short-term performance management and 

remuneration framework that is designed to reward our people 

on the basis of their performance. Consideration is given to 

delivery and behaviour through short-term incentives. Our 

structured performance management and evaluation process is 

geared to support a values-driven, high-performance culture. 

TALENT PIPELINE

In an increasingly competitive market for scarce and constrained 

skills, we continue to foster a pipeline of future talent, with an 

emphasis on HDSAs and women. Non-employee training 

interventions include youth development, portable skills, the 

professionals-in-training (PIT) programme, the bridging school 

programme and bursaries. 

Developing technical talent for the Company is addressed 

specifically with our three-year PIT programme, which offers 

degree and diploma graduates the opportunity to obtain training 

and work experience during a fixed-term contract with the 

Company to cover their bursary debt. Due to the economic 

landscape and restructuring process, the intake of PITs and 

bursars was reduced in 2016. We will increase the number of 

participants in 2017, to ensure a constant flow of young talent into 

the organisation. Final-year bursary students who complete their 

qualifications are placed in the PIT programme. During the year, 

15 PITs were appointed into permanent positions at Kumba. 

Senior leaders within the organisation are also incentivised 

with longer-term awards which are provided on meeting pre-

determined objectives which are in line with those of shareholders. 

Details of Kumba’s remuneration practices and performance are 

provided in our 2016 Integrated Report (pages 93 to 101).

Formal performance evaluations and development reviews are 

conducted annually for all non-bargaining and fixed-term employees 

in the organisation. In 2016, this involved 1,279 employees, of whom 

316 were female.

The three-year wage agreement we concluded with recognised 

unions for bargaining category employees, effective from 1 July 

2014, provided for cost-to-company increases of 9% in the first 

two years, and an average of 8% in the third year. Preparations for 

wage negotiations will commence in Q2 2017.

TRAINING AND DEVELOPMENT STATISTICS

Programme

Number of 

participants

HDSA 

(%)

Women 

(%)

Expenditure 

(Rand million) 

Mining and plant learners (operators) 264 97 34 40.1

Engineering learners (artisans and apprentices) 372 86 31 18.5

ABET training 21 100 62 0.1

Professionals in training 35 86 54 17.2

Bursaries 23 91 70 2.9

Bridging school 5 100 60 0.5

Portable skills training 471 98 29 3.6

Internships 21 100 95 2.0

Total 1,212 94 34 84.9
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EMPLOYEE SHARE OWNERSHIP
Kumba’s broad-based employee share ownership scheme, 

Envision, has since 2011 ensured that permanent employees 

below middle and senior management level are active 

stakeholders by having a direct interest in the Company’s profit. 

The second five-year phase of the scheme matured in November 

2016. The decline in Kumba’s share price regrettably resulted 

in the value of benefits attached to the pay-out being zero. In 

anticipation of this outcome, we implemented a structured 

communications plan to manage expectations and address 

queries regarding the dividend and maturity payments, and 

outlook beyond Envision. This included engagement through 

managers and supervisors and interactive sessions and 

workshops including the trade unions on several occasions. The 

scheme has been wound down and we are exploring replacement 

schemes to enable employees to continue to share in the 

Company’s performance. This will include consideration for the 

revised Mining Charter requirements, once clarified.

LABOUR AVAILABILITY

Absenteeism, or workforce unavailability, covers both planned 

leave (annual, maternity, study, union) and unplanned leave 

(sick, unpaid, absent without leave, special, family responsibility, 

injury on duty, suspension, unprotected strike). The group total 

absenteeism rate was 13.83% (2015: 3.28%).

Although absenteeism has increased Kolomela mine has made 

good progress in improving levels of work attendance and 

adherence to Company policies. Sishen mine has added further 

impetus to reducing levels of absenteeism as a strategic focus. The 

main focus has been on addressing unwarranted sick leave, and 

better leave planning, to mitigate spikes in absenteeism at certain 

times of the year, which remains a challenge. An independent 

assessment was undertaken at the operation to identify the 

drivers of absenteeism and provide recommendations. Sishen has 

developed a multi-disciplinary approach to address the underlying 

factors. This includes strengthening support from corporate office, 

reviewing Company policies, and making frontline managers more 

accountable.

LABOUR AVAILABILITY STATISTICS

Programme

Planned 

absences

Unplanned 

absences

Total 

absences

Total number of 
person days lost due 
to absenteeism 159,321 110,253 269,574

Percentage of total 
person days lost due 
to absenteeism 8.17 5.65 13.83

  
SUPPORTING LABOUR RIGHTS

As expressed in Anglo American plc’s Human Rights Policy, 

and as signatories to the United Nations Global Compact, we 

are committed to the labour rights principles set out in the 

International Labour Organisation core conventions, including 

the right to freedom of association and collective bargaining, the 

eradication of child and forced labour, and non-discrimination. 

Observance of these rights is required of all our operations, as 

well as all our suppliers. 

We have policies and processes in place to ensure that we do 

not employ any under-age or forced labour. No incidents of 

employing under-age or forced labour were reported in 2016, 

and there were no significant incidents of discrimination or 

grievances regarding labour practices. 

DEVELOPING A DIVERSE WORKFORCE

Kumba embraces diversity in all its forms and aims to comply 

with all associated legal obligations. A diverse workforce brings 

greater variety of thought to tackle the complex challenges we 

face. We continually develop our workforce so that we will have 

this diversity among our future leaders.

Achieving sustainable and tangible transformation is a business 

imperative and is core to our licence to operate. We implement 

a comprehensive human resources transformation strategy. 

Our employment equity (EE) plans set numerical targets and 

goals for EE, including affirmative action measures. We are 

pleased to exceed the South African Mining Charter’s minimum 

requirements. Notwithstanding the headcount reduction as a 

result of the restructuring process, we have made good progress 

in improving our EE profile across the group. Our workforce 

diversity profile is summarised below.

At year end, HDSAs represented 86% of our total workforce 

(2015: 85%) and held 62% of management positions (2015: 

59%). We achieved the Mining Charter’s requirement that HDSA 

employees make up 40% of each management level and 40% of 

core and critical skills, at all occupational levels and operations. 

Levels of women representation have improved: 21% of the total 

workforce (2015: 18%); 16% of core disciplines (2015: 14%),  

and 21% of management positions (2015: 19%). We implement 

a women-in-mining (WIM) strategy and intervention plan to 

promote the integration of women in the workplace, in particular 

into core functions, which remains a challenge. A WIM Steering 

Committee oversees performance against objectives. Capacity 

building is critical and we aim to ensure at least 30% women 

representation in our talent pipeline programmes. We implement, 

and monitor adherence to, our personal protective equipment 

(PPE) standard for women. Kumba has policies and procedures 

relating to sexual harassment and proactively addresses this issue 

in the workplace and in host communities. No cases of racial 

discrimination or of sexual harassment were reported at Kumba’s 

operations in 2016. 

Kumba complies with the Department of Labour’s target of 1% 

of the workforce comprising people with disabilities. At year end, 

we employed 51 people with disabilities, with 17 in managerial 

positions.
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DEVELOPING A CAPABLE AND 
ENGAGED WORKFORCE CONTINUED

HDSA AND WOMEN IN MANAGEMENT

Total management % HDSA in management % women in management

2016 2015 2014 2016 2015 2014 2016 2015 2014

Corporate office 217 228 290 59 57 58 32 33 33

Sishen 621 777 819 61 58 57 17 14 16

Kolomela 252 219 202 67 63 63 21 20 18

Group 1,090 1,224 1,311 62 59 58 21 19 20

RELATIONSHIPS WITH EMPLOYEES AND UNIONS

Throughout the restructuring of the organisation and closure of 

Thabazimbi mine, we have focused on communicating effectively 

with our employees, and on managing employment separations 

respectfully and fairly. We have followed all due legal processes 

and engaged with government, employees and unions in order to 

make a difficult situation as fair and transparent as possible. We 

work with affected employees to honour our commitments and 

offer support measures, including external services, to assist with 

finding employment elsewhere. 

The Company has maintained stable and constructive labour 

relations and partnerships with unions. We have not experienced 

any industrial action since 2012. 

The restructuring and resulting reduction in total employee 

numbers impacted the level of permanent workforce union 

membership. In 2016, 89% of the total workforce was 

represented by one of the four recognised unions (see table 

below). The National Union of Mineworkers (NUM) remains the 

dominant union with 56% representation within the bargaining 

category. Seventy-seven percent of our workforce is covered by a 

collective agreement.

In 2016, 57 employee grievances were referred to the Commission 

for Conciliation, Mediation and Arbitration (CCMA) (2015: 50 

grievances). CCMA consultations, including the facilitated section 

189 processes at Sishen mine, were managed in a fair and honest 

manner. The Company ensured that procedural and substantive 

fairness was maintained in all instances.

We remain mindful that the climate of uncertainty across the 

group has implications for employee morale and productivity, 

safety, and industrial relations. We will continue to engage closely 

with our employees on developments relating to Anglo American 

plc’s proposed portfolio restructure. 

UNION MEMBERSHIP IN 2016 (% OF BARGAINING CATEGORIES)

NUM Solidarity Agency shop BAMCWU* AMCU** Non-unionised

Corporate office 5 45 – – – 50

Sishen 57 17 4 3 19 –

Kolomela 56 7 3 – 33 –

Thabazimbi 94 5 – – – –

Group 56 16 3 2 22 1

* Building Allied Mining and Construction Workers Union.

** Association of Mineworkers and Construction Union.

For additional performance tables please refer to page 67 and 68 of this report.
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ENSURING A SAFE 
WORKPLACE

The safety of the people who work for us will always be our main priority. We strive 

to achieve our goal of zero harm by managing our activities in a way that eliminates 

incidents, minimises risk and promotes excellence in the performance of our operations.

OUR PERFORMANCE

Kumba’s continuing strong focus on safety was overshadowed 

this year by the loss of two employees in work-related incidents 

at our operations. A third loss of life, involving falling from heights, 

was recorded for which there was inconclusive evidence as to the 

cause. Any loss of life is unacceptable and we remain relentlessly 

committed to eliminating fatalities through the identification 

of priority unwanted events and the implementation of critical 

controls. The fatalities are particularly disappointing in view 

of having operated fatality-free for 20 months and the good 

progress in most of the group’s safety performance indicators 

this year. Ongoing improvements in our reporting, monitoring 

and learning from incident (LFI) processes have helped us to 

strengthen our critical control management and consequently 

decrease the number and severity of the majority of incidents 

reported this year.

Kumba fatalities in 2016
We extend our sincere condolences to the families, friends 

and colleagues of the two Kumba employees who lost their 

lives at our operations during 2016. Mr Grahame Skansi was 

fatally injured in an incident involving moving machinery, on 

27 January 2016, at Kolomela mine. Mr Gideon Dihaisi was 

fatally injured while working with electricity, on 10 May 2016, 

at Sishen mine. Comprehensive independent investigations 

were completed, remedial actions taken and learnings shared 

across the group. 

Lagging indicators
This year, we recorded 35 lost-time injuries (LTIs) (2015: 41), 

resulting in a lost-time injury frequency rate (LTIFR) of 0.28 

against a targeted 0.20. Low-level incidents, typically finger 

injuries associated with materials handling, and slip, trip and 

fall incidents, accounted for 66% of the LTIs (2015: 72%). 

We continue to prioritise the prevention of transportation and 

materials handling incidents. We recorded a total of 97 recordable 

injuries, resulting in a total recordable case frequency rate 

(TRCFR), which includes any injury that requires more than 

first-aid treatment, of 0.78. This represents a 13% improvement 

(2015: 0.90) and met our targeted 0.78.

One serious (though not fatal) transport-related safety incident 

occurred (down from three in 2015): 

An operator sustained back injuries when the dozer he was 

operating drove over the crest of the high wall coming to rest 

on the immediate bench below the crest.

Safety milestones achieved at our operations this year include:

The Dingleton housing resettlement project achieved six 

million LTI-free man-hours

Thabazimbi mine remained LTI free throughout 2016, as it 

undergoes closure

Thabazimbi mine has been fatality free for five consecutive 

years.

A total of four Section 54 stoppage instructions (excluding 

Section 55s) were issued (2015: one), three of which impacted 

production with a total of 11 days of lost production.  We recorded 

131 voluntary, proactive stoppages (2015: 25), and three non-

compliance notices (2015: two).

1LTI* 200,000/total hours
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ENSURING A SAFE 
WORKPLACE CONTINUED

Leading indicators 
Our operations continue to increase and improve reporting 

of, and learning from, high potential incidents (HPIs) and high 

potential hazards (HPHs) as a preventative tool to improve 

safety performance. HPIs involve minimal or no actual safety 

consequence, but could have resulted in a single or multiple 

fatalities. The timeous identification of HPHs allows for gaps or 

control failures to be identified, and addressed, before a serious 

incident occurs. 

The number of reported HPHs escalated to 3,110, compared to 

719 in 2015. The increase has yielded a more diverse distribution 

of identified hazards. Preventive actions taken to address 

reported HPHs have contributed towards a steady decrease 

in the number of HPIs reported – 39 compared to 76 in 2015 

– as incidents are prevented. This is a positive indication of 

heightened risk awareness and enhanced control effectiveness. 

The majority (49%) of the HPIs related to on-site transportation; 

this nonetheless represents an encouraging 4% reduction on last 

year. Other principal contributors to HPIs related to fall of ground/

objects (26%) and release of stored energy and re/explosion 

(8%).

The number of visible-felt-leadership (VFL) interactions 

and interventions performed totalled 27,222, compared to 

32,879 in 2015. This reduction in numbers was largely impacted 

by the restructuring and workforce reduction. The targeted KPIs 

for leadership and VFL engagement were all met.

OUR PERFORMANCE IN 2016

Fatalities FIFR LTIs LTIFR TRCFR

Permanent 

disabilities LTISR

Days lost 

due to injury

Sishen 1 0.013 19 0.25 0.82 4 105 997

Kolomela 1 0.037 13 0.48 0.85 1 161 542

Thabazimbi – – 0 – 0.63 – 206 122

Projects – – 2 0.30 1.21 – 32 27

Corporate office – – 0 – – – – –

Exploration – – 1 0.69 0.69 – 297 54

Saldanha – – 0 – – – – –

Group 2 0.016 35 0.28 0.78 5 112 –

Group target 2016 0 0 32 0.20 0.78 0 0 0

Group target 2017 0 0 27 0.24 0.66 0 0 0

Definitions:

FIFR – fatal injury frequency rate (calculated) is the number of fatal incidents per 100 employees (assuming that each employee works 2,000 hours per year).

LTI – lost-time injury is a work-related injury resulting in the employee/contractor being unable to attend work, or to perform the full duties of his/her regular work, on the 

next calendar day after the day of the injury, whether a scheduled work day or not.

LTIFR – lost-time injury frequency rate (calculated) is the number of lost-time incidents per 100 employees (LTI* 200,000/total hours).

TRCFR – total recordable case frequency rate (calculated) is the number of recordable injuries (fatalities + lost-time injuries + medical treatment cases) per 

100 employees, assuming that each employee works 2,000 hours per year.

Permanent disabilities – lost-time injury where there is a disability of 25% or more (American Medical Association (AMA) Guides to the Evaluation of Permanent 

Impairment) and/or loss of job or redeployment results as a direct consequence of the injury.

LTISR – lost-time injury severity rate (calculated) is the number of hours lost per 100 employees.

Days lost due to injury – the total number of calendar days (not working days), from the day following that of the injury to the day on which the injured person is able to 

resume full duties of his/her regular work.
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KUMBA’S TOP 10 PRIORITY 
UNWANTED EVENTS (PUE)

KNOW WHAT CAN GO WRONG AND TAKE CONTROL

MOBILE 
EQUIPMENT 
INCIDENTS

FALLING  
FROM  

HEIGHTS

UNCONTROLLED 
RELEASE  

OF STORED 
ENERGY

HIGHWALL 
BENCH FAILURE 

(STRATA 
CONTROL)

FIRES AND 
EXPLOSIONS

LIFTING/LOSS  
OF LOAD

PREMATURE 
DETONATIONS

CONTACT 
WITH MOVING 
MACHINERY

ABNORMAL 
WEATHER 

CONDITIONS

CONFINED  
SPACES

1 2 3 4 5

6 7 8 9 10

Controls: 

Licensed, in vehicle 
monitoring, 

collision avoidance, 
fatigue detection 

technology, safety 
berms, fire 

suppression 
system, vehicle 

maintenance and 
brake testing.

Controls: 

Always wear fall 
arrest harness and 
use two lanyards, 
handrails and safe 
working platforms.

Controls: 

Isolate/release 
energy, lockout and 

test; barricades, 
guarding, safety 

devices that secure 
hoses.

Controls: 

Daily inspection, 
monitoring (strata 

movement) and 
bench height 

standoff rule, safety 
berms and water 

diversion channels.

Controls:

Separation of 
ignition source, 

barricading, 
flashback 

arresters, earthing 
and bonding, 

and good 
housekeeping, 

through ventilation.

Controls: 

Rigging study, drop 
zones, guide ropes, 

lifting equipment 
inspection and 
colour coding, 

overload alarms 
and wind speed.

Controls:

Authorised 
personnel, blasting 
permit, clearance 

procedure, 
separation of 

explosives and 
detonators, lighting 

warnings and no 
contrabands, eg 

cellphone lighters.

Controls: 

Guards, isolation 
and lock-out, 

emergency stops, 
tripwire, nip 

guards, no loose 
clothing and 

permits.

Controls: 

Lightning detection 
system, wind speed 

monitoring, 
warning SMS 

system, evacuation 
procedure for 

inclement weather 
and operate, and 
drive to weather 

conditions.

Controls: 

Confined space 
permit, 

atmospheric 
monitoring, access 

control register, 
rescue plan, buddy 

system and 
adequate 

ventilation.

Bench height
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Act/object or system to prevent an unwanted event. CONTROL

Something that could cause harm or damage.HAZARD

A
 control put in place to prevent an unw

anted event from
 happening or to m

itigate the consequences if it does happen.
CRITICAL CON

TROL

DEWATERING

DUST MANAGEMENT

LOADING

TIPPING

HAULING

ENGINEERING 
MAINTENANCE

Numbers on the activity picture indicate the listed PUE that is applicable for that activity.

 N PUE CRITICAL CONTROL ACTION / BEHAVIOUR

1
Mobile equipment 
incidents

 ➢ Safe braking systems 
 ➢ Fatigue monitor and CAS
 ➢ Seat belt
 ➢ Road condition monitoring system
 ➢ Berms

 Pre-use check and brake test 
 Respond to fatigue monitor and CAS 
 Wear seat belt 
  Report poor road and sub-standard berm conditions

2
Premature 
explosions

 ➢ Prohibition of cell phones/radios
 ➢ Lightning detection
 ➢ Correct charging sequence
 ➢ Management of misfi res 
 ➢ Stand-off rule

 Use contraband box
 Respond to lightning alarms 
 Follow correct charging sequence 
 Follow misfi res procedure 
 No charging of holes closer than 15m where loading operations are in process

3
Uncontrolled 
release of stored 
energy

 ➢ Permit to work (e.g. live work) 
 ➢ Isolation and lock-out system 
 ➢ Machine guarding

 Permit to work completed and signed 
 Follow isolation and lock-out procedure
 Inspect/report defective machine guarding

4
High wall or bench 
failures

 ➢ Geotechnical mapping and modelling 
 ➢ Water management plan 
 ➢ Slope stability monitoring

 Mine according to plan 
 Inspect drainage ditches and pipe columns 
 Placement of slope monitoring equipment and regular inspections thereof 
 Mining safe declarations and stand-off rule

5 Fires

 ➢ Hot work permit 
 ➢ Earthing and bonding of structures 
 ➢ Earth leakage and overload protection 
 ➢ After maintenance test 
 ➢ Fire detection and protection systems 
 ➢ Nitrogen-fi lled tyres in HMEs

 Comply with hot work permit conditions 
  Inspect and report defective earthing, bonding, 
earth leakage and surge protection 
 Check for oil leaks and remove combustible materials 
 Inspect fi re detection/protection systems 
 Ensure HME tyres are fi lled with nitrogen

6 Abnormal weather

 ➢ Earthing and bonding of structures 
 ➢ Electrical protection (voltage sensitivity) 
 ➢ Lightning arrestors

 Inspect and report defective earthing, bonding, earth leakage and surge protection 
 During lightning conditions, retreat to safe area or stay in vehicle or building 
 Ensure water drainage/trenches are in place
 Drive to conditions

7 Falling from heights

 ➢ Barricading along walkways, pits and elevated 
work areas/platforms 
 ➢ Safety harness and lifelines 
 ➢ Condition monitoring and inspections of structures 
and slopes

 Inspect elevated work areas and ensure barricades/handrails are in place 
     and secure 

 Use safety harness and lifelines when working at heights 
  Inspect condition of structures and stability of slopes (mining safe declarations and 
stand-off rule)

8
Exposure to 
excessive dust

 ➢ Cyclones on drill rigs 
 ➢ Water drilling 
 ➢ Dust suppression on roads 
 ➢ Water sprays in plant 
 ➢ Force fans in plant

 Clean dust collectors on drills regularly 
 Inspect water hoses for blockages/damage 
 Report if roads are too dusty 
  Inspect daily and report if water sprays and force fans are not working well

9
Exposure to 
excessive noise

 ➢ Noise zoning 
 ➢ Personal exposure monitoring

 Wear noise bands (moulded hearing protection) in high-noise areas 
 Wear the personal exposure monitoring equipment as explained by hygienist

DRILLING

ROAD
MAINTENANCE

BLASTING

1 4 5 6 87 9

1 3 5 6

7 8 9

1 4 5

6 7 8

3 4 5

6 7 9

1 5 6 7 8

1 2

3

6

8

5

7

9

1 5 6 7 8

6 7 8

1 2

4 5 9

1 4 5 6

7 8 9
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PUE HAZARD MAP – MINING PROCESSES
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PROVIDING A SAFE WORKPLACE

Operating safely, sustainably and responsibly remains integral to 
our business strategy. Our aim is to continually build and instil a 
company culture that protects people from harm, and improves 
their health and wellbeing. 

Our safety strategy is founded on three key principles: a mind-
set of zero harm, no repeats and the application of simple, 
non-negotiable standards. Our approach is guided by the Anglo 
American Safety Way internal policy requirements and supported 
by our safety, health and environment (SHE) policy. 

Our risk-based safety management approach focuses on 
integrating safe working practices into every aspect of what we 
do. Anglo American’s Operational Risk Management (ORM) 
process provides a consistent and effective way of identifying, 
prioritising and controlling risk. Targets relating to the delivery of 
ORM form part of management incentives.

Each of our operations develops an annual safety improvement 
plan, which is informed by previous incidents and trending leading 
and lagging performance indicators, and supported by our SHE 
communication strategy and risk management training. We share 
learnings from all operations within Anglo American regarding 
best practice controls and procedures.

During 2016, we added further impetus to using leading 
indicators, improving the use of controls to prevent harm by 
focusing on critical control management, and strengthening 
VFL at our operations. These will remain priorities in 2017 and 
will be supported by additional programmes to further strengthen 
leadership and accountability for safety at every level. 

All sites have safety committee and sub-committee structures 
that are aligned with legal requirements. Representatives of 
unions, associations and employees are nominated and elected to 
participate. Our Sishen and Thabazimbi mines are certified to the 
requirements of the occupational health and safety management 
systems standard OHSAS 18001. Kolomela mine complies with 
the requirements and will apply for certification in 2017. During 
the required renewal and follow-up reviews, Kumba will transition 
to the ISO 45001 system requirements.

Safety-related training extends to our workforce in various 
forms, from formal training initiatives to regular or daily safety 
briefings. In 2016 we implemented a Kumba standard for good 
housekeeping practices which includes provision for minimum 
legal conditions, safety code of practice requirements and 
critical controls. We are also rolling out a standardised contractor 
management procedure, which includes safety induction training.

CRITICAL CONTROL MANAGEMENT
Through risk assessments, including an analysis of incident and 
HPH trends, we have identified the top 10 priority unwanted 
events (PUE) at each site. Our principal safety risks relate to 
transportation, moving machinery, working at heights (falling from 
heights, falling objects, lifting operations), electrical or release 
of stored energy incidents, and isolation/lock-out. Fatigue and 
stress management is another focus area. 

The most important action we can take to protect people and 
save lives is to improve how critical controls are managed at each 
of our operations. Achieving a step change in the quality and 
implementation of critical controls is the focus of our safety critical 
control management programme, which is linked to the ORM 
programme. 

A control is an act, object (engineered) or system (combination 
of act and object) intended to prevent or mitigate an unwanted 
event. A critical control is one that is crucial to prevent an 
unwanted event (such as autonomous braking) or mitigate the 
consequences of such an event if it happens. 

Ensuring effective critical control management depends on many 
factors and requires a multi-faceted approach. This includes 
ensuring that each control is correctly identified, of appropriate 
quality, and properly implemented. Robust monitoring 
specifications and processes need to be in place to ensure that 
the controls are effectively understood and used at management 
levels and by those at greatest risk: supervisors and operators 
working on the frontline. While we believe that there are good 
levels of understanding of the value and role of controls, we 
recognise the need for ongoing work to strengthen levels of 
accountability and responsibility for the timeous implementation 
of controls and monitoring of their effectiveness.

A focus on critical controls was incorporated into the VFL that 
is regularly conducted at sites and offices. This has encouraged 
leaders to better understand the daily use of controls and identify 
improvements. At all our operations, daily sessions are held to 
inform supervisors of daily critical tasks and controls required 
to be monitored. In 2016 we developed and distributed a PUE 
hazard map, which provides a simplified illustration of hazards 
associated with our mining process activities and the associated 
critical controls required. This tool is designed for use during 
leadership and hazard identification activities. We also ran a 
targeted ‘JIKA for safety’ campaign that has positively influenced 
hazard awareness and identification of risks at Kumba.

Anglo American plc’s annual Global Safety Day brings all 
employees and contractors across the group together to focus 
on a shared challenge. In 2016, the sixth Safety Day built on 
the previous year’s theme ‘controls protect and keep you safe’ 
to deepen the discussion on critical controls. The day was the 
culmination of a phased process over three months during which 
all participants were given multiple opportunities to consider 
critical controls and what their effective use depends upon: the 
right method; the right equipment, properly maintained; and the 
right behaviour. On the Safety Day, reflections on insights gained 
and opportunities to improve critical control use in the workplace 
were shared and informed local action and improvement 
plans. Campaigns and awareness drives are continually being 
rolled out by the mines maintaining and creating heightened 
awareness around the key safety focus areas. The PUE hazard 
map (refer to page 32) is an example of a practical visual aid that 
conveys key messaging and reinforcement of behaviours and 
procedures that all need to comply with while in that working area. 
Further development of the engineering and plant hazard maps 
is ongoing.
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ENSURING A SAFE 
WORKPLACE CONTINUED

MANAGING CONTRACTOR SHE COMPLIANCE
Passport 360 is an innovative, web-based, on-boarding solution for managing contractor safety, health and 

environmental (SHE) compliance. The system has been supporting companies in the mining industry for several years 

and is successfully implemented at Anglo American Head Office and Anglo American Platinum. Kumba has been 

rolling out Passport 360 across its operations throughout 2016. There are currently over 100 service providers and 

890 employees linked to this system and this number is expected to increase. The rollout will be completed in 2017.

 

The system allows Kumba to set its requirements for contractors’ SHE files and the ‘passport’ monitors and records 

essential information that is uploaded by the contractors. The system interfaces with three internal systems – SAP, access 

control, and Waypoint. The interface with Waypoint ensures that contractors have access to the latest Kumba procedures 

and standards with which they need to comply. Passport 360 ensures that the SHE file is constantly updated and tracked 

throughout the contract.

 

The workflows have been set up, allowing Kumba and the service providers to interact online around the SHE file without 

the need to submit documents manually at the sites. The system is quick and easy to join, simple to understand, and 

is significantly streamlining and improving contractor on-boarding times. We are able to directly access centralised 

information to track and monitor performance, including the following indicators:

 medical certificates of fitness

 operational risk management training

 job risk assessments completed

 planned task observations completed

 letters of good standing from authorities

 

By scanning personalised employee quick response (QR) codes, we are able to check that everyone working on our 

sites possesses the appropriate skills and competence to carry out their work competently. Machine inspections and 

maintenance records are also accessible in the field by scanning the QR code allocated to each machine.

 

Passport 360’s holistic approach improves visibility and promotes timeous and effective communication with contractors. 

Users have favourably received the system. Once all contractors are on the system, the full benefit of the system will be 

realised.

LEADERSHIP AND ACCOUNTABILITY
Effective safety leadership – at every level – is a vital part of 

creating a company culture that values safety. This has been a 

particular focus throughout the organisational redesign activities. 

Recognising that the climate of change and uncertainty could 

adversely impact employees’ mindsets and heighten safety risks, 

we have placed an emphasis on behavioural-based interventions.

The increased reporting of HPHs has improved levels of 

awareness of hazards and potential risk exposure. This has been 

supported with continual coaching and training delivered through 

the VFL interactions. VFL targets were increased in 2016 to six 

interactions per leader per month. 

There remains scope to better enforce and ensure adherence to 

standard operating procedures and safe work practices. This links 

closely with the need to further enhance front-line supervision 

so that supervisors can dedicate as much time as possible to 

ensuring the right safety behaviour is exhibited and procedures 

are correctly applied and followed. 

This has been supported by improved management oversight on 

task planning, scheduled inspections and improved maintenance 

strategies, better ‘housekeeping’ practices and identification of 

potential hazards. We continue to implement a management 

programme to address the challenges associated with fatigue and 

stress, particularly for drivers.

SAFETY TRAINING

Training initiative in 2016

Number of

employees trained 

Safety representative training 160

Visible felt leadership (VFL) 50

A3 operational risk management 

process (ORMP) training 51

A2 ORMP 349

A1.2 hazard ID/SLAM 4,377

Five-day legal training 49

Legal liability training 344

First aid 2,173

Fire fighting 2,497

Learning from incidents 43
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AUTO BRAKING
The prevention of transportation hazards and 

incidents is a particular priority at Kumba. To mitigate 

the numerous risks associated with mobile equipment 

and vehicles, we have been investigating and 

implementing various technical improvements. Our 

goal is to adapt and adopt appropriate technologies 

that will reduce safety risks and improve our safety 

efficiencies across the operation. These technologies 

are intended to provide an additional layer of safety to 

guard against human error and to further mitigate the 

consequences of incidents.

One of our leading practice activities has been to 

trial the use of auto-braking technologies with our 

haul trucks. Developed as part of our Operator Assist 

Project, the aim of this initiative is to assist haul truck 

operators to prevent collisions.

Between June and August 2016 we successfully 

tested and trialled the innovative auto-braking 

equipment on 10 of our very large Komatsu 960E haul 

trucks. This technology works at three different levels:

In minutes – using proximity awareness technology, 

it informs the operator of surrounding equipment 

fitted with collision avoidance technology.  

In seconds – using proximity detection technology it 

prompts the operator to take evasive action to avoid 

imminent collision.  

In milliseconds – using collision avoidance 

technology, the system takes active control to avoid 

a collision.  

Further deployment of this technology is planned 

for 2017. We believe this will make a meaningful 

contribution to reducing safety risks and further 

improving safety efficiencies across our operations.

LEARNING FROM INCIDENTS
Investigating and communicating the root causes of actual, as 

well as high potential incidents is an essential part of improving 

controls to prevent repeats. During 2016, the Anglo American 

LFI investigation process was refined to ensure that it aligns 

with the critical control management and ORM processes. This 

has enabled us to streamline the process and enhance both the 

quality of investigations and the recommendations that transpire. 

For each incident resulting in loss of life or a critical injury, an 

independent investigation is conducted. This includes engaging 

behavioural-based experts to analyse the human factor elements 

involved in causing the incident. The lessons learnt are shared 

across the group and discussed at site management, executive 

and Board levels. Particular emphasis is placed on ensuring that 

actions relating to critical controls are implemented in a timely 

manner in order to prevent repeats. 

As a result of the electrical fatality and HPH trend analysis 

showing significant electrical risk exposure, a combined electrical 

workshop was hosted on site and attended by representatives of 

other sites and operations. Detailed action plans for immediate, 

intermediate and long-term actions were established to address 

the identified areas of improvement.

Key recommendations identified:

Equipment condition (updating to newer technologies)

Standardisation and simplification of procedures and 

specifications

Review and alignment of training material

ENGAGEMENT AND COLLABORATION
We maintain a constructive and collaborative relationship with 

regulators such as the Department of Mineral Resources (DMR) 

and the safety inspectorate. We engage with them with a view 

to ensuring that there is common understanding of issues and 

challenges, and to collaborate in finding solutions. 

The eight-year-old Anglo American Tripartite partnership with 

government and labour continues to seek areas for improving 

safety at South African operations through collaborative and 

transparent stakeholder engagement. 

For additional performance tables please refer to page 69 

of this report.
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PROMOTING THE HEALTH AND
WELLBEING OF OUR EMPLOYEES

Effective control of occupational health risks, and promoting health and wellbeing in the 

workplace, protects our people, enhances productivity, and is essential in minimising 

potential long-term liabilities. Extending our health promotion activities to the broader 

community complements our internal health drive, and supports local socio-economic 

development outcomes.

OUR STRATEGIC APPROACH

Our health strategy addresses three focus areas:

protecting employees through the identification and control of 

occupational health risks in the workplace supported by a 

comprehensive, stringent medical surveillance programme

implementing employee wellbeing programmes, which 

includes a strong focus on combating HIV/Aids and 

tuberculosis (TB) within our workforce and their families, 

chronic disease management and lifestyle modification

building partnerships to support the health of communities 

around our operations and in labour-sending areas

Our health improvement plans, implemented since 2014, 

continue to focus on four areas:

reducing exposure to occupational hazards, with a primary 

focus on noise and dust

fatigue management

prevention of musculoskeletal conditions

wellness and chronic disease management in the workplace, 

including TB and HIV

OCCUPATIONAL HEALTH

Our occupational health strategy and management approach 

is guided by the Anglo American Occupational Health Way 

internal policy requirements and supported by our SHE policy 

and technical standards. The implementation of ORM provides 

a consistent approach to identifying, prioritising and controlling 

risks. Targets relating to the delivery of ORM form part of 

management incentives. 

Our principal occupational health risks relate to noise, inhalable 

hazards, musculoskeletal stress and fatigue. We have ongoing 

initiatives to educate our employees and reinforce messages 

around managing health hazards.

During 2016, there were no regulatory or voluntary work 

stoppages and no non-compliance notices issued for medical or 

health-related matters. 

CONTROLLING OCCUPATIONAL EXPOSURE
Our occupational hygiene programme is focused on the 

elimination of occupational health hazards at source. Through 

ORM, we design and implement controls to manage unwanted 

events associated with hazards that cannot yet be fully eliminated 

at source. We continue to make progress at our operations, 

where both Sishen and Kolomela have shown improvements in 

the occupational hazards exposure and occupational diseases 

diagnosed in 2016.

During 2016, our operations were required to identify and 

prioritise their occupational health risks, and identify the controls 

needed to manage the identified risks. We have started to 

implement critical control management plans to address the 

identified critical health risks. This includes defining critical control 

performance parameters and putting systems in place to monitor 

and measure control effectiveness. 

Our operations report on the number of people working in 

environments where they may be exposed to health hazards 

above the occupational exposure limits (OELs) set per individual 

health risk. In workplaces where there is a possibility that an OEL 

might be exceeded, employees are provided with appropriate 

personal protective equipment (PPE), such as hearing protection 

devices or respirators. We have intensive programmes in place to 

ensure that employees and contractors are trained in the correct 

use of the provided PPE, and adhere to appropriate requirements 

in areas where hazards are present.

Managing noise
A principal focus remains on controlling noise at source. Kumba 

has successfully reduced noise levels on all equipment to 

below 107 dB(A), in line with the Mine Health & Safety Council 

(MHSC) milestone requirement by 2025. This was achieved 

through decommissioning of certain equipment, reduction in 

maintenance intervals and substitution of components with much 

quieter ones. We monitor this equipment on a quarterly basis to 

ensure the efficacy and the effectiveness of these interventions. 
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In 2016, 12.7% of the workforce were reported to be working 

in environments with noise levels in excess of the eight hour 

exposure limit of 85 dB(A), as compared to 27% of the workforce 

in 2015. In line with our progress in mitigating levels of noise 

exposure, we have decreased the proportion of employees 

working in higher risk categories. 

Over and above hearing conservation programmes guided by 

MOSH principles, we have started rolling out custom-made 

hearing protection devices to all employees and contractors 

potentially at risk of excessive exposure to noise and potential 

noise-induced hearing loss (NIHL). The rollout will be completed 

in 2017. We conduct annual and ad hoc (dependent on noise 

exposure) audiometric screening examinations to detect early 

hearing deterioration, and implement additional corrective 

measures where necessary, before permanent NIHL develops. 

In 2016, no new cases of NIHL were diagnosed at Sishen or 

Kolomela mines (PLH shift >10%) compared to seven in 2015. 

We are confident that the initiatives we have put in place in recent 

years effectively manage the risk of exposure to excessive noise 

levels.

The industry health milestones require a revised formula for 

calculating NIHL, and that no person develops a hearing loss of 

greater than 10% using this formula. We have incorporated the 

required Standard Threshold Shift (STS) into our audiogram 

monitoring and are conducting the ‘re-base lining’ of performance 

data using the new formula.

Managing inhalable pollutants
Occupational exposure to airborne pollutants at our operations, 

such as dust, is associated with the development of occupational 

lung diseases, notably silicosis, tuberculosis, lung cancer and 

airway diseases. We implement dust exposure monitoring 

programmes at our operations, the results of which continue to 

inform the controls and interventions we implement for reducing 

exposure to dust and other air pollutants. Sishen has introduced 

‘real time’ dust monitoring at all high-risk areas at its crusher. 

Kolomela mine will introduce the system in 2017.

We continue to have challenges with PM10 dust emissions 

at Sishen and Kolomela. Both mines have implemented an 

extensive dust improvement plan over the last few years, which 

has achieved a 50% reduction in levels of dust exposure since 

2012. The operations are addressing the need for further 

reductions to ensure compliance with legal limits, through a 

multi-stakeholder/multi-disciplinary approach. This included 

a workshop facilitated by Anglo American to identify gaps in 

Kumba’s air quality management and determine action items 

that have subsequently been incorporated into site-specific 

health improvement plans. Our air quality management is 

further reviewed on page 64. 

In 2016, 3.3% of our workforce were reported to be working 

in environments where they were potentially at risk of exposure 

to inhalable hazards at levels in excess of the relevant OELs 

(2015: 9.5%).

We diagnosed 10 new cases of occupational lung disease in 2016 

(2015: 11), eight of which were cases of occupational TB (2015: 

eight), one case of occupational asthma (2015: one) and one 

asbestosis case (contractor with previous exposure to asbestos 

in other mines). Further details are provided in the performance 

table on page 69. 

We continue to investigate carcinogens in the workplace with 

a specific focus on exposures to trichloroethylene and diesel 

particulate matter exposures.

HEALTH INCIDENTS
The reporting of health incidents, which signify failing controls of 

health-hazard management systems, provide leading and lagging 

indicators of occupational health performance. The indicators 

are used to ensure that the effective control of exposure to health 

hazards takes place at source. The reporting and investigation of 

health incidents continues to improve.

We report five levels of health incidents. Low level incidents 

(Levels 1 – 2) are indicators of control failure resulting in the 

release of a health hazard in the working environment, but not 

causing harm. Level 3 – 5 incidents are instances in which a 

control failure sustained over a prolonged period of time has 

caused harm. We are in the process of defining high potential 

hazards (HPHs) and high potential incidents (HPIs) in the area of 

health and occupational exposure.

Due to the long lead-time for occupational disease to manifest 

there is no direct correlation between the leading and lagging 

indicators within the same time period.
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PROMOTING THE HEALTH AND
WELLBEING OF OUR EMPLOYEES CONTINUED

MONITORING THE HEALTH OF EMPLOYEES
Our occupational medicine programme ensures that the baseline 

health of every employee entering the workforce is recorded, that 

their state of health is monitored throughout the duration of their 

employment, and that focused interventions are made to help the 

individual improve their health. The programme diagnoses early 

signs of ill health, which are treated and investigated, and includes 

health screening for common lifestyle diseases. 

We implement an advanced electronic health record system, 

‘theHealthSource’, that allows health professionals to capture 

each health visit through a secure website. Each employee’s 

online record is linked to their hazard exposure profile and can 

be accurately tracked and analysed over time.

MUSCULOSKELETAL CONDITIONS
We have conducted an ergonomic risk assessment at Sishen 

and Kolomela mines of all mobile equipment and tasks involving 

manual handling. A multi-disciplinary team is reviewing the 

outcomes and will determine additional corrective measures to 

mitigate the risk exposure profile at each operation. The most 

common cases involve ankle injuries following slips and falls, 

lower backache and shoulder and neck injuries. We continue 

to implement an education and awareness campaign relating 

to correct manual handling, good posture and the periodic 

use of stretching exercises. In 2016, two cases of work-related 

musculoskeletal diseases were reported (2015: four).

In 2017, we will conduct vibration studies to further improve 

occupational exposure.

FATIGUE MANAGEMENT
Our mines experience generally high temperatures, up to 50° C 

in summer, which can significantly affect employee fatigue. We 

have developed fatigue management codes of practice and risk 

assessments to address high risks identified at our sites. The 

codes have been submitted to the regional regulator for approval. 

Fatigue committees are in place at all sites and meet monthly. 

Kolomela and Sishen mines implement fatigue detection and 

management interventions. These encompass risk mitigation, 

education and training, application of controls, and monitoring 

and review for continuous improvement. Our interventions extend 

beyond the workplace to include community and family education 

and awareness aimed at mitigating worker fatigue. 

EMPLOYEE WELLBEING

Through our wellness programmes, we strive to improve and 

maintain the health of our people and reduce absenteeism, which 

can have a significant impact on the ability of teams to execute 

planned tasks safely and effectively. 

All our employees are screened for hypertension, diabetes, 

cholesterol, body mass index (BMI), TB, and, where consent has 

been given, HIV, during annual medical surveillance processes 

and health campaigns. We take an integrated approach to 

addressing HIV, TB and sexually transmitted infections. We offer 

all our permanent employees subsidised health insurance. All 

contractors have access to our HIV, TB and other chronic disease 

screening and treatment, and to medical surveillance, though 

their levels of access to our more comprehensive wellness 

offering vary across the business.

Based on assessments during 2016, 10% of our workforce are 

overweight (2015: 33%), 9% have hypertension (2015: 14%), 

0.4% have high cholesterol levels (2015: 1.6%) and 1.3% 

have diabetes mellitus (2015: 4%). All employees with chronic 

conditions are monitored regularly through our occupational 

health clinics to minimise risks associated with uncontrolled 

chronic medical conditions. Sishen and Kolomela operations 

provide weight reduction programmes. 

Our drug and alcohol policy allows for random testing of employees 

and compulsory testing of all employees in high-risk occupations 

during medical surveillance.

Employees have access to a free employee assistance 

programme (EAP) through on-site counselling services or a 

confidential 24-hour help line provided by an external service 

provider. During 2016, 10.9% of employees utilised this service 

(2015: 15.5%); the most common issues related to relationships 

(27%), stress (15.4%), and organisation restructuring (12%). 
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In 2016, we rolled out the Anglo American group-wide 

stress management programme. We continue to implement 

programmes aimed at reducing high levels of long duration sick 

leave and high frequency sick leave, especially at Sishen mine. 

Initiatives include supporting employees with poorly managed 

chronic conditions; addressing instances of sick leave abuse, 

improving operational absenteeism monitoring, and streamlining 

administrative processes that contribute to long-term 

absenteeism (such as delays in the medical boarding process). 

For additional information on our employee assistance 

programme please refer to page 25 of this report.

MANAGING TB AND HIV/AIDS
In Southern Africa, pulmonary TB and HIV are inextricably 

linked. Kumba is a recognised leader for its TB and HIV/Aids 

programmes in the workplace and we continue to implement 

improvement plans. Most of our performance indicators continue 

to show a steady improvement. This is attributable to better 

management of the condition, and an improvement in case 

detection and reporting. There nonetheless remain challenges, 

such as early diagnosis, timeous enrolment in disease-

management programmes, and adherence to treatment for HIV 

and TB. We regrettably continue to diagnose new HIV cases each 

year and we endeavour to strengthen our prevention efforts to 

bring the incidence rate down.

The estimated prevalence of HIV infection within Kumba’s 

permanent workforce has decreased to 5.9% (2015: 8%). This 

was impacted by the headcount reduction as a result of the 

restructuring. In 2016, 92% of full-time employees participated in 

voluntary HIV counselling and testing (2015: 90%) which is in line 

with the UNAIDS target that 90% of people living with HIV should 

know their status. 

For the year under review, through voluntary testing we identified 

29 new HIV infections within our workforce (2015: 102 cases). 

We continue to strive for zero new infections. The number of HIV-

diagnosed employees enrolled on our HIV wellness programme 

is 230 (2015: 385). The decline in numbers is as a result of the 

restructuring at Sishen and the closure of Thabazimbi mine. 

The percentage of HIV-positive employees enrolled on our HIV 

wellness programmes is at 72% and the uptake of anti-retroviral 

therapy (ART) by HIV-positive employees increased to 61% 

(2015: 49%).

The South African government adopted and implemented the 

World Health Organisation HIV/Aids treatment guideline of ‘test 

and treat’ on 1 September, requiring all people diagnosed as HIV-

positive to start ARV treatment. 

During 2016, we diagnosed 23 new cases of TB (2015: 21). At 

393 per 100,000 of the employees, our TB incidence rate has 

substantially decreased. It, however, remains well below the South 

African national rate of 834 per 100,000 (2015 DOH data). The 

isoniazid (INH) prevention therapy programme for seropositive 

workers and those with existing silicosis was initiated in 2016. 

In total, 61 employees and contractors were initiated on INH 

during the year as prophylaxis in order to prevent tuberculosis. In 

2016, we recorded no employee deaths as a result of HIV or TB 

infection. 

For additional performance tables please refer to page 69 

of this report.

COMMUNITY HEALTHCARE
Our internal health drive will have limited effect if it is undertaken 

in communities where health systems are weak. Our activities to 

promote health and welfare in the broader community include 

investments in strengthening health systems in our neighbouring 

communities, often in partnership with government. Our aim is 

to improve access to quality medical and healthcare services 

and alleviate some of the mounting pressure on health service 

delivery.

Our comprehensive socio-economic assessments in local 

communities using the socio-economic assessment toolbox 

(SEAT) (see page 44), include health considerations that are also 

included in social management plans. Kumba spent R13.5 million 

on community healthcare projects (2015: R38 million).
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PROMOTING THE HEALTH AND
WELLBEING OF OUR EMPLOYEES CONTINUED

We continue to provide HIV-related services and primary 

healthcare services to mine employees, contractors and host 

communities through Ulysses Gogi Modise (UGM) wellness 

clinics, in partnership with the Department of Health. The clinic 

at Kathu collaborates closely with the surrounding public health 

clinics. Individuals registered on the disease management 

programme are closely monitored on an ongoing basis. The UGM 

wellness clinic also runs an intensive community health education 

programme. The UGM wellness clinic at Thabazimbi mine has 

been closed and the facility handed over to the HUB occupational 

health service provider to render occupational health services to 

the Thabazimbi local community.

The primary healthcare facility in Postmasburg has been in 

operation for over a year, providing comprehensive primary 

healthcare services to communities surrounding Kolomela mine. 

The upgraded clinic was built, furnished and equipped by Kumba 

at a cost of R9.5 million. In addition, the mine built the medical 

staff an accommodation facility at a cost of R4 million to ensure 

that the clinic has enough staff to render required services.

Sishen mine’s Batho Pele mobile clinics continued to bring 

healthcare to people in remote rural areas in collaboration with 

the John Taolo Gaetsewe District Municipality, to screen for 

diseases and provide dental, ophthalmic and surgical services. In 

2016, 17,687 community members benefited from the services 

(2015: 23,637). The Department of Health has now taken over 

full management of the mobile clinics.

UGM CLINIC HCT VISITS IN 2016

Mine Employees Contractors

Community 

members

Sishen 3,828 3,364 683

Kolomela 1,234 1,637 9

Thabazimbi 381 60 7

Total 5,443 5,061 699

Image: The Batho Pele mobile health clinics that provide primary healthcare to rural communities is just one way in which Kumba meets the needs of the people 

of the Northern Cape province


