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PEOPLE: INVESTING IN AN EFFECTIVE AND ENGAGED WORKFORCE

Guided by our values – safety, care and respect, integrity, 
accountability, collaboration and innovation – our people 
apply their skills, knowledge and expertise to ensure we 
operate successfully and responsibly. We seek to be a  
fair and responsible employer, and the employer of choice in 
our sector. We are a significant provider of employment  
in the regions where we operate and recognise our 
responsibilities in providing for local recruitment, the training 
and development of employees and  potential employees.

WORKFORCE MOVEMENT

Kumba has a policy of employing people from local 
communities (within a 50km radius of our mines where 
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Alistair Titus, a shovel 
operator, Reagan 
Meyer, operator, 
Gordon Koopman, 
a shovel operator 
and Boitumelo Elvis 
Kitchin, an operator 
on their way to 
start their shift after 
completing a pre-
shift safety meeting 
at the Fatigue 
Management Centre 
at Kolomela mine. 

Employees and contractors in 2015 (excluding learnerships)

Full time, permanent Full time, contractor

Total Women Total Women

Corporate office 125 75 – –
Sishen 5,575 893 2,269 134
Kolomela 1,143 278 1,091 81
Thabazimbi 408 80 107 2
Technical services 65 16 1 –
Projects 76 34 159 3
Saldanha Bay and other 42 14 – –
Group 7,434 1,390 3,627 220

INVESTING IN AN EFFECTIVE AND 
ENGAGED WORKFORCE

The profound challenges of the current economic 
climate have required Kumba to create a 
significantly leaner and more efficient organisation 
to ensure a resilient business. We have had to 
prioritise the work we will continue doing, and 
create an organisation “Fit for Purpose”. To deliver 
on our objectives we need to ensure we have a 
culture of high performance with a highly effective 
and engaged workforce.

possible); we only recruit people from outside the area if a 
specific skill is not available locally. In 2015, 85% of employees 
were local (2014: 86%). 

As at the end of 2015, Kumba had 11,790 employees  
(2014: 14,040): 7,434 full time permanent employees  
(2014: 8,191 employees), 3,627 full time contractors 
(mining contractors involved with the core processes of the 
mine) (2014: 4,987 contractors), and 729 learnerships 
(2014: 862 learnerships). During the year we also 
employed 3,762 fixed-term project contractors 
(contractors with an approved supply chain contract with 
Kumba to perform capital projects) (2014: 4,662 contractors). 
See additional workforce data below. 

The significant reduction in workforce numbers is 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) consequently increased,  
from 3.8% in 2014 to 13% in 2015.

The closure of Thabazimbi mine impacts approximately  
800 employees and 360 contractors. At year-end,   
365 employees had left the Company; while the second 
phase of retrenchments will take place in May 2016.  
By December 2015, a total of nine employees had been 
transferred to other Anglo American business units and  
12 to Sishen and Kolomela.
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Employment by locals (%)

2015 2014 2013

Sishen 90 94 92
Kolomela 62 65 65
Thabazimbi 70 61 67

Group 85 86 84

Age profile of employees (%)

Sishen Kolomela Thabazimbi Corporate office Group

<30 27 34 12 25 28
30 to 50 60 60 50 61 60
>50 13 6 38 14 12

Staff turnover by operation (%)

All employees Female employees

2015 2014 2013 2015 2014 2013

Corporate office 51.4 8.5 6.3 21.6 5.2 1.3
Sishen 6.7 3.5 4.2 1.3 0.5 1.1
Kolomela 6.3 3.6 3.8 1.5 0.6 0.4
Thabazimbi 106.2 3.9 3.8 15.5 0.7 0.7

Group 13.0 3.8 4.2 2.9 0.8 0.6

BUILDING AN ORGANISATION THAT IS FIT 
FOR PURPOSE

Throughout 2015, we have been restructuring the 
organisation while ensuring we have the most capable 
people in the right roles to deliver effectively and efficiently 
on our strategic objectives. 

As part of this change process, in 2015 the number of 
permanent employees working for Kumba (corporate office 
and Northen Cape operations) in indirect roles (that is, not 
directly involved in production) reduced from 1,037 to 754, 
and the number of contractors reduced from 381 to 52. In the 
first quarter of the year we completed the restructuring of our 
corporate head office, reducing our headcount by 61% 
including employees and contractors (140 employees and 
283 contractors). The organisational design methodology 
was then applied at the mine support services function.  
By year-end, we concluded a 30% headcount reduction at 
Sishen mine, affecting 148 people. The review of our core 
operations will proceed in 2016.

Throughout the restructuring process and the closure of 
Thabazimbi mine, we maintained a focus on communicating 
effectively with our employees, and on managing 
employment separations respectfully and fairly. We have 

been following all due legal processes and engaging with 
government, employees and unions on our restructuring 
imperatives. These engagements have been challenging, yet 
constructive, in reaching a consensus on material issues and 
finding mechanisms to minimise the impacts of 
retrenchments. An extended consultation process was in line 
with the Labour Relations Act’s (LRA) provisions for 
meaningful consultation. The Commission for Conciliation, 
Mediation and Arbitration (CCMA) facilitated consultation for 
the Thabazimbi closure and the Northern Cape operations.

We work with affected employees to honour our commitments 
and offer support measures including external services to 
assist with finding employment elsewhere (see case study on 
page 25).

MANAGING TALENT AND DEVELOPING SKILLS

To attract and retain the best talent, we seek to offer safe, 
worthwhile and stimulating work, provide opportunities for 
personal development, pay people competitively, 
recognise and reward excellence, encourage diversity and 
protect employee rights. Our approach is underpinned by 
our human resources standards, management systems 
and processes. 
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INVESTING IN AN EFFECTIVE AND 
ENGAGED WORKFORCE continued

Leadership and talent management
In assessing capability, we consider an individual’s technical 
knowledge and skills, their ability to solve problems and build 
and sustain productive working relationships, and their drive, 
commitment and value-adding work.

If we are to withstand the tougher market conditions within a 
lean structure, we need to foster a more nimble and decisive 
organisational culture. Achieving this hinges on strong 
leadership from line managers to ensure that work is 
prioritised effectively and that employees are able to deliver 
on our business objectives. To ensure quality leadership, the 
manager-once-removed (one level up from the immediate 
manager) plays an active role in monitoring and managing the 
career development of their subordinates-once-removed. 

Developing strong, accountable and safety-conscious 
leaders is essential to achieving our ambitions. An 
emphasis in 2016 will be on grooming leadership through 
experiential training and coaching within the workplace to 
live the new culture. 

Training and development
In addition to providing health and safety training to all 
employees, 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. Approximately 95% 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.

Formal performance appraisals and development reviews  
are conducted annually for all non-bargaining and fixed-term 
employees in the organisation.

Employees participating in training and development 
programmes during 2015 were 94% HDSA and 28% 
women. During 2015, 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 R275 million, amounting to 6% of 
total payroll (2014: 6.9%), with each employee receiving on 
average 72 hours of training (2014: 82 hours). Training 
expenditure for HDSA employees totalled R223 million, 
representing an aggregate 5% of total HDSA payroll against 
a Mining Charter target of 5%. 

In an increasingly competitive market for limited 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. By the end of 
2015, the PIT group included 47 technical graduates and 
non-technical graduates (2014: 56). The participants were 
47% women and 83% HDSAs. During the year, 10 PITs were 
appointed into permanent positions at Kumba. Given the 
economic landscape and current restructuring efforts, the 
intake of PITs and bursars will be reduced over time.

Training and development statistics

Programme
Number of 

participants
HDSA  

(%)
Women  

(%)
Expenditure 

(Rand million)

Mining and plant learners (operators) 572 98 25 14.1
Engineering learners (artisans and apprentices) 393 82 20 34.0
ABET training 99 99 26 3.8
Professionals in training 47 83 47 32.7
Bursaries 43 81 58 5.1
Bridging school 9 100 30 1.0
Portable skills training (building capability in  
mine communities) 496 99 29 6.2
Internships (admin and engineering) 29 100 93 –
Total 1,688 94 28 96.9

The rest of the training spend was for other training initiatives: external courses, development and seminars.
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REMUNERATION AND SHARE OWNERSHIP

The three-year wage agreement we concluded with 
recognised unions (the National Union of Mineworkers 
(NUM) and Solidarity) 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 9% 
in the third year.

In 2015, to align with market practice and the Anglo American 
plc approach, we amended our deferred bonus arrangement 
for middle management (Band 6) from a share plan to a  
cash plan with a lower matching percentage and shorter 
vesting period now. For non-bargaining category employees,  
an increase of 5% was awarded with freezes for higher  
level employees.

Kumba’s broad-based employee share ownership scheme, 
Envision, has ensured that permanent employees below 
management level are active stakeholders by having a direct 
interest in the Company’s profit. The second five-year phase 
of Envision will mature in 2016. The decline in Kumba’s share 
price is however expected to result in the value of benefits 
attached to the Envision pay-out being zero. A priority in 2016 
will be to manage expectations and communications 
regarding anticipated dividend and maturity payments.

LABOUR ABSENTEEISM

Absenteeism, or workforce unavailability, covers both 
planned leave (annual, maternity, study, union) and 
unplanned leave (sick, unpaid, absent without leave 
(AWOL), special, family responsibility, injury on duty (IOD), 
suspension, unprotected strike). Sishen and Kolomela have 
continued to make good progress in improving levels of 
work attendance and adherence to Company policies. 
Through targeted initiatives, Sishen has addressed a high 
frequency of absenteeism among primary equipment 
operators and improved the direct operating hours of haul 
trucks. 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. 

Labour absenteeism

Programme
Planned 

absences
Unplanned 

absences
Total 

absences

Total number of  
person days lost due  
to absenteeism 227,163 132,465 359,628
Percentage of total 
person days lost due  
to absenteeism 8.37 4.88 13.25

PROTECTING LABOUR RIGHTS

As expressed in the Anglo American plc 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. Full observance of these issues is also 
required of our suppliers in line with the Anglo American 
Supplier Sustainable Development Code and policy and 
compliance is audited. 

At our operations, we have clear policies and processes in 
place in order 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 2015, and there were no 
significant incidents of discrimination or grievances 
regarding labour practices. 

DEVELOPING A DIVERSE WORKFORCE

In the workplace Kumba promotes a culture that  
embraces diversity and the value it brings to the Company. 
We embrace all forms of diversity and comply with all 
associated legal obligations. 

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 strive to surpass the South African 
Mining Charter’s minimum requirements and have made 
steady progress over the last few years. The recruiting and 
retaining of HDSAs, particularly women, at managerial levels 
continues to pose a challenge. Our performance this year has 
remained relatively consistent with last year. Our workforce 
diversity profile is summarised on page 24. 

The impending third iteration of the Mining Charter is expected 
to define new commitments that will encourage further 
progress in our business. In 2015, as advised by the DMR, we 
have reported against 2014 targets. At the end of 2015, HDSAs 
represented 85% of our total workforce (2014: 83%) and held 
59% of management positions (2014: 58%). 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. 

Women made up 18% of the total workforce (2014: 19%).  
For core disciplines, 14% of positions were held by women 
(2014: 13%), against a target of 10% and women held 19% of 
management positions (2014: 20%). 
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unions (see table on page 25) with the National Union of 
Mineworkers (NUM) increasing its dominance from 57% in 
2014 to 60% in 2015. Eighty percent of our workforce is 
covered by a collective agreement.

We have not experienced any industrial action since 2012. 

In 2015, 50 labour practice grievances were referred to the 
CCMA (2014: 36 grievances).

CCMA consultations other than the facilitated section 189 
processes for the closure of Thabazimbi and the restructuring 
of the Northern Cape Support Services were managed in a 
fair and honest manner. The Company ensured that 
procedural and substantive fairness was maintained in all 

PEOPLE: INVESTING IN AN EFFECTIVE AND ENGAGED WORKFORCE

INVESTING IN AN EFFECTIVE AND 
ENGAGED WORKFORCE continued

Kumba complies with the Department of Labour’s target of 
1% of the workforce comprising people with disabilities. We 
currently employ 78 people with disabilities, of which 23 are 
in managerial positions.

At Kumba, responsibility for gender transformation lies with 
top and senior managers. We have continued to implement a 
women-in-mining (WIM) strategy to promote the integration 
of women in the workplace, in particular into core functions, 
which remains a challenge. With our talent pipeline 
development focusing on 30% female representation in all 
categories, capacity building is key to driving gender diversity 
and increasing women’s visibility in decision-making 
structures. Our diverse WIM interventions and our 

performance against objectives are overseen by a WIM 
Steering Committee. We also have forums that address 
governance issues concerned with gender diversity and 
creating an enabling environment. Recent developments 
include making progress with providing personal protective 
equipment (PPE), and a new mining industry suit, that are 
designed for women. We also reviewed our policies and 
procedures relating to sexual harassment and continue to 
proactively address this issue in the workplace and our host 
communities. In 2015 we compiled a report on our progress 
for the Commission for Gender Equality.

No cases of racial discrimination or of sexual harassment 
were reported in our operations in 2015.

HDSA and women in management

Total management % HDSA in management % women in management

2015 2014 2013 2015 2014 2013 2015 2014 2013

Corporate office 228 290 327 57 58 60 33 33 35
Sishen 777 819 875 58 57 53 14 16 15
Kolomela 219 202 159 63 63 63 20 18 16
Thabazimbi 66 148 208 62 57 50 23 20 18
Group 1,290 1,459 1,569 59 58 55 19 20 20

Women in mining (%)

Women employed Women in core mining

2015 2014 2015 2014

Corporate office 44 43 21 27
Sishen 16 16 13 13
Kolomela 24 23 20 19
Thabazimbi 19 17 13 13
Group 18 20 14 13

RELATIONSHIPS WITH EMPLOYEES AND UNIONS

Kumba has a dedicated employee relations manager and the 
Company has continued to maintain stable and constructive 
labour relations and partnerships with unions. 

We conduct internal and external employee satisfaction 
surveys, which help us monitor whether we are meeting 
employee needs and expectations. In recent years, we have 
consistently enjoyed global recognition by the Top 
Employers Institute. 

Our permanent workforce union membership has remained 
relatively consistent with 2014. In 2015, 85% of the total 
workforce was represented by one of the four recognised 
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CASE STUDY: MANAGING THE IMPACTS OF OUR 
RESTRUCTURING PROCESS ON EMPLOYEES

We have made concerted efforts to support our employees in 
understanding and managing the challenges associated with 
the organisational restructuring process. A holistic employee 
assistance programme (EAP) for all staff is provided through a 
dedicated support hub. To help individuals to cope emotionally 
we have expert counsellors on site. We also offer one-on-one 
assistance in the form of coaching on coping with change, 
health and wellness counselling, as well as coaching sessions 
for managers. To assist employees to manage the change 
process we have run workshops on building resilience, 
entrepreneurial skills and career guidance. We also offer 

workshops on: financial counselling, and early retirement; 
one-on-one financial counselling and debt counselling; and 
selector pension and provident fund advice. Human 
resources professionals are available to be contacted, as is 
our EAP service provider (ICAS) through a confidential 
24-hour helpline. 

All employees retrenched during 2015 have been offered 
R10,000 in financial support for skills acquisition in any area, as 
well as non-financial skills development support. 
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Atu Seikaneng, a lay counsellor at Kumba providing support to  
an employee.

instances.

Union membership in 2015 (% of bargaining categories)

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

Corporate office – 47 – – – 53
Sishen 56 16 4 7 17 –
Kolomela 76 16 8 – – –
Thabazimbi 79 17 4 – – –
Group 60 17 4 6 14 1

* Building Allied Mining and Construction Workers Union.
** Association of Mineworkers and Construction Union.


