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B. DEFINITIONS 

"Broad Based Socio-Economic Empowerment"· means a social or economic 

strategy, plan, principle, approach or act, which is aimed at: 

• redressing the results of past or present discrimination based on race, gender or 

other disability of historically disadvantaged persons in the minerals and petroleum 

industry, related industries and in the value chain of such industries 

• transforming such industries so as to assist in, provide for, initiate or facilitate: 

- The ownership, participation in, or the benefiting from, existing or future mining, 

prospecting, exploration or production operations 

- the participation in, or control of, management of such operations 

The development of management, scientific, engineering or other skills in 

historically disadvantaged persons. 

The involvement of, or participation in, the procurement chains of the 

operations. 

- The ownership of, and participation in, the beneficiation of the proceeds of the 

operations or other upstream or downstream value chain in such industries. 

- The socio-economic development of communities immediately hosting mines 

affected by the supplying of labour to the operations. 

- The socio-economic development of all historically disadvantaged South 

Africans from the proceeds or activities of such operations. 

"Community" • means a coherent, social group of persons with interests or rights in a 

particular area of land, which the members have or exercise communally in terms of an 

agreement, custom or law. 

"Community based organisations" - organisations that are established by and draw 

from community representatives. 

"Community social investments" - contributions (monetary, staff time or gifts in 

kind) that are made to stakeholders associated with an operation, which bring benefits 

over and above the core activities of any mine. The beneficiaries may range from local 

stakeholders to national and international ones. These investments are generally 

aimed at addressing needs within the selected target community. The scope of these 

activities ranges from donations to charities to those that tie in with business needs 

(e.g. capacity building among local residents for employment purposes). 

1\~.c-J" 
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"Employee" - means any person who works for the holder of a prospecting right, 

mining right, mining permit, retention permit and who is entitled to receive any 

remuneration, and includes any employee working at, or in, a mine, including any 

person working for an independent contractor. 

"Foreign migrant labour" - employees from neighbouring countries who have 

retained their non-permanent resident status in South Africa while working at De Beers 

group's operations. 

"Integrated Development Plan (IDP)" - the Municipal Systems Act requires every 

municipality to develop an IDP as a tool to plan and co-ordinate development within 

their areas of jurisdiction. This tool is meant to assist municipalities to involve all 

stakeholders in the planning and delivery of services and thereby enhance the chances 

of sustainable development in their areas. 

"Historically Disadvantaged Person"-

a) any person, category of persons or community,. disadYantaged . .by .. unfair .. 

discrimination before the Constitution of the Republic of South Africa, 1993, took 

effect 

b) Any association, a majority of whose members are persons contemplated in 

Paragraph (a) 

c) any juristic person other than an association, in which persons contemplated in 

Paragraph (a) own and control a majority of the issued capital or members' interest 

and are able to control a majority of the members' votes. 

"HDSA Company" - a company that is owned or controlled by Historically 

Disadvantaged South Africans 

"Historically Disadvantaged South Africans" - means any person, category of 

persons or community, disadvantaged by unfair discrimination before the Constitution 

of the Republic of South Africa, 1993 (Act No. 200 of 1993) came into operation. 

"Major labour sending areas" - areas from which a significant number of 

mineworkers are, or have been, recruited. 

"Management"- all employees within the Paterson D, E, and F bands. 

"MPRDA" - means the Mineral and Petroleum Resources Development Act, No. 28 of 

2002 

"Mining Charter" - means the Broad Based Socio-Economic Empowerment Charter 

for the South African mining industry. \\ ~ 
~ u\\1\]\ ~ 
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"Scorecard" • means the scorecard or way of measuring the implementation, 

commitment and the achievement of the targets as set out in the Broad Based Socio

Economic Empowerment Charter for the South African mining industry. 

"SMEs" - means small and medium enterprises, a business that has a gross asset 

value of less than R50 million and/or employs less than 200 employees. 

"Social Impact Assessment" - a method of identifying, analysing and evaluating the 

impacts actions may have on the social aspects of the environment. 

"Sustainable development" - means the integration of social, economic and 

environmental factors into planning, implementation and decision making so as to 

ensure that mineral and petroleum resources development serves present and future 

generations. 

C. LEGISLATION 

The following legislation and regulations are relevant to the Social and Labour Plan: 

• Mineral and Petroleum Resources Development Act and Regulations, 2002 (Act 

No. 28 of 2002) 

• DME guidelines for Social and Labour Plans 

• Broad Based Socio-Economic Empowerment Charter for the South African mining 

industry, also known as the Mining Charter and Scorecard 

Afp/als (pty) Limited March 200& 
Leeuwkop Social and Labour Plan 
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Afplats (Pty) Limited appointed Knight Piesold (Pty) Limited to develop the Social 

Labour Plan (SLP) for the proposed new Leeuwkop platinum mine in the North West 

Province. The proposed mine will be situated on the farm Leeuwkop 402 JQ, 

approximately 15 km west of Brits and 80 km north-west of Johannesburg in the North 

West Province. The closest towns are Segwaelane, Bethanie and Makolokwe showed 

on the locality map in Figure 1. 

The surface rights of the farm Leeuwkop 402 JQ belong to the Bakwena Tribe. Afplats 

entered into a prospecting. agreement with the Bakwena Ba MC!g()pain 200:? .. <tnd. has 

done extel'lsJve ex!JI()ration andprospecting on the farmLeeuwkopc .. T_he prospecting . 

resulted in Afplats conducting a feasibility study and subsequently submitted a mining 

rights application in terms of the Mineral and Petroleum Resources Development Act 

2002, Act 28 of 2002 in 2006. Afplats has secured an agreement with the Bakwena 

Tribe as its Black Empowerment Equity partner. The Bakwena Tribes owns 26% of the 

Afplats shares. However during the past year Impala Platinum Limited bought Afplats 

and it became a subsidiary company of Impala Platinum Holdings Limited. 

The Leeuwkop mine is still a proposed new mine, and there are currently no 

employees except for the few employees tasked with finalising the mining 

method, the layouts and getting the necessary authorisations in place, etc .. 

Currently the mine is still in the planning and design phase and important decisions 

such as the mining method has not been finalised. As explained at the various 

meetings with DME, it is for this reason that Afplats is not in the position to submit DME 

forms Q, S, and T. Afplats, however, does commit to submit these forms within the 

first 6 months of receiving the mining right and the commencement of the construction 

phase. During the first five years the mine will be constructed and this phase will 

consist of the building of the access roads, tailing storage facility, office infrastructure 

and the sinking of the shafts, and associated infrastructure, and this work will be mainly 

be undertaken by contractors. Refer to the timeline depicted in Table 1. During 

construction the workforce will peak at some 2 000 people. Approximately 15 people 

will be employed on a full time bases during the construction phase and the rest of the 

work will be outsourced to contractors such as Shaft Sinkers. Refer to Table 1 for an 



Leeuwkop Locality Map 

Figure 1: Locality Map 

__ ___dE J 
.Afplats (Ply} Limii;;d- ~.~.-----· 2 
Leeuwl<op Social and Labour Plan 

Knight Piesold 
CONSULTING 

Knight Pilisold 
CONSULTING 

Le..uwl:op Prcjoc! 

'"" 

TOHnshlps 



Knight Piesold 
CONSULTING 

During the operational phase the employee numbers will increase to approximate 

3 600 employees depending on the mining method that will be used.. Employees for 

the operation of the mine will be recruited from the nearby communities. For the 

specialised skills involved in the development of the project, skills will be sourced from 

both the contractors in house skills and where possible, the local area. 

Table 1: Time line and the various phases of the mine 

Total Capital and Operating costs are subject to the mine plan being finalised 

which is currently work in progress. The capital cost is expected to be some 

R6,5 billion 

The SLP has been developed to portray the situation once the mine commences with 

the construction of the infrastructure during 2008 once the mining permit is granted. At 

present the mine is not operational and will not be an operational mine until all the 

licences are in place. Therefore all the figures portrayed in this document are 

projected figures for the first five years of the proposed project, and these are 

subject to change once the human resource department is set up and the 

associated policies are developed as well as the final mining method being 

determined by December 2008. 

Contractors and consultants employed for specific purposes completed preliminary 

work on the project such as the drilling and exploration work, the environmental impact 

assessments, etc. Once the mine's mining rights application is approved, and approval 

is granted a process will be entered whereby employees will be recruited and 

appointed from the local community and surrounding areas. 

~ <\,0\ 0 
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This SLP has been developed in advance of the mine being operational and 

therefore changes to the plan are anticipated and these will have to be 

implemented once the construction phase commences and the mine is 

operational. As a proposed mine and subsidiary of Impala Platinum Limited many of 

the policies and programmes developed and implemented by Impala Platinum will be 

applied and implemented at Leeuwkop once the mine is operational except where 

opportunities exist for Leeuwkop to deviate frorn those policies and programmes to 

benefit of the transformation process. 

1.1 Background 

The Mineral and Petroleum Resources Development Act 28 of 2000 (MPRDA) required 

that the Minister must, in terms of transformation of the minerals industry, after due 

consultation, develop a broad-based socio-economic empowerment Mining Charter. 

This Charter outlines the framework, timetables and targets for affecting the entry of 

Historically Disadvantaged South Africans (HDSAs) into the mining industry and 

facilitates their benefit from the exploitation of mining and mineral resources. The 

Charter sets out a process whereby the followir~g objectives can be achieved: 

• Significantly expand opportunities for HDSA persons, including women, to enter the 

mineral and petroleum industries and to benefit from the exploitation of the nation's 

resources 

• Promote employment and advance the social and economic welfare of all South 

Africans 

• Ensure that holders of mining and production rights contribute towards the socio

economic development of the areas in which they are operating. 

This Broad Based Socio-Economic Charter for the South African mining industry was 

gazetted in August 2004. It recognises that blacks, women and mining communities 

had historically been excluded from participating in the mainstream of the economy. Its 

focus is to adopt a proactive strategy of change to promote black economic 

empowerment and transformation of ownership, management, skills development, 

employment equity, procurement and rural development. It seeks to redress historical 

and social inequalities and expand opportunities for HDI persons to enter and develop 

their skills in the mining and minerals industry and beyond. 

The Social and Labour Plan is the key element and a mechanism to achieve the 

objectives of the Charter. The main objective of the SLP is to contribute to the 

transformation of the mining industry and ensure that the whole community benefits 

from the exploitation of the mineral resources. This includes promotion of employ . nf . 

and advancement of the social and economic welfare of all South Africans. The }f 
requires the mining industry to develo and implement comprehensive Hu 

Resources Developm~nt (i 
1
cluding Employment Equity Plans), L I t· 

Afplals (Ply} Limiled .-

1 
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Economic Development Programmes and also to develop processes to save jobs and 

manage downscaling on closure of mining projects. 

1.2 Content of this Social and Labour Plan 

Afplats recognises that the SLP is a living document and although it is not yet 

possible to provide all the prescribed plans and DME forms Q, T and S (Appendix 

1) as required by the SLP for this new proposed mining development for the 

following reasons, the SLP will be updated as the information becomes available: 

• The mine has yet to recruit its labour force 

• It has yet to fully understand the skills and education levels of the potential 

workforce 

• Once the abovementioned skills and education levels are identified mentorship, 

learnerships and internship and bursary plans can be developed accordingly. 

• The development of the skills programme on _the mine needs tob_e developed in 

consultation with the employees (which is still to be appointed) 

• The establishment of a representative forum is another requirement that will only 

corne into effect once construction commences. 

Afplats has developed basic procedural plans for career progression (Section 3.2). 

The Employment Equity policy and plan is completed (Section 3.5) but could be subject 

to change once the mine commences and the employees are recruited. 

Therefore it must be acknowledged that this SLP contains the basic principals 

and commitments and stands to be amended and enhanced as the mine 

becomes operational. All commitments have been given a timeframe in this SLP 

under each of the relevant sections. As the plan is amended and updated, the 

changes will be submitted to the Department of Mineral and Energy (DME) for 

auditing on a yearly basis, as required by the MPRDA. 

This SLP contains the five main sections and each section contains a table that 

summarises the plan of action that will be taken to comply with the guidelines. These 

tables will also provide the necessary time frames within which these plans will be 

developed and submitted to the Department of Minerals and Energy. The main 

sections are: 

• Human Resource Development Plan 

Local Economic Development Programme 

Process Pertaining to Management of Downscaling and Retrenchment 

Financial provision ~ '9 l111J\ ~A 
~~~~-----------------~~~----~5~--fCjE~~-- -----------~M~"'~h~200~8 
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• Undertaking 

The following table indicates the overall status of the various plans developed to date, 

also shows what items are still outstanding, and a commitment date by which the 

outstanding plans will be completed and submitted to the Department. 

Table 2: Overall Status of Social and Labour Plans and Commitments 

• ••• • • • · · .·.· .. ····,· · _ . · .. · • I [late of compleUol) Section. · ··. I· • ... .·. . .-_. .. ' .--. ·-... .· •· .· ' . ' .. ·-

reference 
· · Section · > 

I i--._ .. •.- .\.,.. i> · 
._ ·.- •.. -.•... - . andsubll)ission.~~ 

,-··.·. ··----·-.·-.·•· .. · .. -_--;•.•· ~·· '\~ •..•.•••.• ;···-·-.. · .. ·· .. -.,.1- ···-·-····.····•·.·,,·, '[)ME_.,.··•.- /' .. ··•_•·_ •• 
' -... -· -· .. 

Human Resource Development 

All strategic objectives have 

Skills development plan: been set. 

• ABET Principles of the plan are 

3.1 • Learnerships provided in broad guidelines as 2009 

• Skills Programmes well as the steps that will be 

-· - Portable-skills .implemented in order-to-compile . 

····· ' 

the Skills Development pl;on. __ .. .. ..... . 

Career Progression Will be revised at the 
3.2 

Pathing 
Completed 

end of 2009 

All strategic objectives have 

been set. 

3.3 Mentorship Plan Broad principles were outlined. 2009 

Actions for implementation will 

be presented in the actual plan. 

All strategic objectives have 

been set. 
Internship & Bursary 

3.4 Broad principles were outlined. 2009 
Plan 

Actions for implementation will 

be presented in the actual plan. 

Employment Equity Will be reviewed at 
3.5 

Policy and Plan 
Completed. 

the end of 2009 

DME Forms 
6 months after the s Will only be filled in once the 

Q recruitment process is finalised. 
mining rights permit 

is granted (2009) 
R 

Local Economic Development Programme .·.·. 
' 

.· 

. 

All strategic objectives have 

Community been set. 

4.4 Development & Poverty Broad principles were outlined. 

Eradication Plan Actions for implementation will 

be presented in the actual plan 

Measures to address 
(\ 4.5 Completed N/A 

housing 

Measures to address 

-!J \\ 4.6 
nutrition 

Completed 

'h 
N/A 

" 
Afplats (Ply) Limiled ~6 .,~ \Q~ ~~ 
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Section 
Date of completion 

Section Status and submission to 
reference 

DME .. · 

Procurement Broad guidelines and principles 
2008 

Progression Plan have been agreed 

Will be completed once 
DME Form T 2008 

construction commences 

Downscaling and retrenchment 

Processes pertaining to 

Management of down Completed N/A 

scaling & retrenchment 

Financial provision 

Financial provision Completed N/A 

Undertaking 

Official commitment to 

all plans/policies 
Completed N/A 

contained within the 

SLP 

Reporting 

Updating and presenting 
Will report annually to the DME, At the end of each 

progress on 
as prescribed financial year 

commitments of the SLP 

Afplats is committed to the principles and the spirit expressed in the Charter and will 

meet the objectives as outlined in this SLP, ensure its permanent employees and 

contractors comply with Section 101 of the MPRDA and ensure the necessary 

structures and mechanisms are in place and utilised to this end. Details of the Social 

and Labour Plan for the proposed Leeuwkop Platinum Mine follow in the next sections. 

1.3 Amendment of the Social and Labour Plan 

The SLP will be amended when the mine commences with construction and the actual 

situation can be determined after the mining rights permit is granted. The projected 

figures can then be verified and confirmed. If the actual situation differs from the 

projected situation the necessary changes will be made and submitted to the 

Department. This will be done on an annual basis. 

1.4 Reporting on the Social and Labour Plan 

Afplats will report on the SLP as determined by the DME. It is proposed that Afplats 

will report on the SLP one month after the financial year-ends, which occurs on the last 

day of February each year. 

~~ 
~Aiwpm=m~~~~~L=mt~1ed~-------------~~~=--,~~--------,M~----------------~M~.,,~h~2o~o8 
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2 PREAMBLE 

Name of the company 

Name of mine or production 

Physical address 

Postal address 

Telephone number 

Fax number 

Location of mine or production operation 

Commodity 
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Afplats (Pty) Ltd. 

Leeuwkop Platinum Mine 

Johannesburg Office 

Building no 4 

Fourways Golf Park 

2 Roos Street 

Fourways 

PO Box 2055 

Fourways 

2055 

011-467-1858 

011-467-1859 

Situated in the North West Province on the farm 

Leeuwkop 482 JQ. It falls within ·the~tJrisdiction of 

the Rustenburg Municipality buLls also adjacent to 

the Madibeng Municipality 

The UG2 reef will be mined for platinum 

Breakdown of employees per sending area Equal job opportunities will be allocated to the local 

(numbers of employees from each sending communities. The allocation of job opportunities will 

area) depend on the available skills. A total number of 

Life of mine or production operation 

Financial year (date of financial year) 

3 600 people will be em played and it is expected 

that they will come from the following areas: 

Potential labour area Relevant 

Municipality 

Makolokwe Rustenburg 

Segwaelane Madibeng 

Bethania Rustenburg 

Brits Madibeng 

Rustenburg Rustenburg 

(refer to Figure for the location of these 

communities and Figure 2 for the percentage 

expected to be employed from the areas) 

It is foreseen that the mine will be operational for 

the next twenty (20) years 

Ends in June every year 

;!;· 
,',/ 
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Employees per Sending Area 

% 

Figure 2 : Breakdown of sending areas 

The proposed new mine (Leeuwkop) lies within the municipal jurisdiction of the 

Rustenburg local municipality. During consultations, it has been understood that the 

potential mine workforce would be sourced from areas within the Rustenburg and 

Madibeng local municipalities. 

Figure 2 portrays the proposed breakdown of the percentage of people that will be 

sourced from the surrounding areas. These figures are only projected figures used to 

illustrate that people from both the Makolokwe and Segwaelane villages will be 

provided with an equal opportunity to apply for jobs where possible, because these are 

the villages closest to the mine. People from Segwaelane will not be discriminated 

against only because they are not from the Bakwena tribe. This commitment was 

made during the Public Meetings with representative stakeholders from the relevant 

labour source areas. These public meetings were part of the public participation 

process, which informed the public of the proposed development as required by 

Environmental Impact Assessment Process. Refer to Appendix 2 for an extract of the 

Public Participation Report. 

9 March 2008 
Leeuwkop Social and Labour Plan 
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3 HUMAN RESOURCES DEVELOPMENT PROGRAMME 

Afplats (Leeuwkop Mine) undertakes to adhere to the requirements of the MPRD Act 

and specifically Section 101 and ensure all permanent employees on the mine, be they 

mine or contractor employees, have access to Human Resource Development (HRD) 

Programmes, as outlined in this section, facilitated or managed by either the mine itself 

or by the contracting companies. 

As already mentioned, the proposed Leeuwkop Mine does not have any 

employees at present and employees would only be recruited once development 

commences post the granting of a Mining Right. In the spirit of the SLP, Afplats 

has endeavored to clearly define the planned skills development, career progression, 

mentorship, employment equity, and bursary schemes. As this is a new mine, some 

of the plans cannot be compiled or finalised yet but various commitments are 

made and the deliverables are set out in the section below. The Human 

Resources Development (HRD) Programme for Leeuwkop will be based on Impala 

Platinum Limited's HRD plan The status of each plan for Leeuwkop is indicated in the 

nexUable assuming that construction will commence in .middle of2008 .. 

Table 3: Human Resources Development Status and Commitment Table 

;~!fit~?? ['~"1:8\;,, '£>,, ··•••·· ' c.c:~ I~ ·· ... <:.:/"~:~.~!sPf,~£.~Wst1,en 
., •. ::-;··,;:.L~·~X ~: (;i·:;;' .:cJf7<.\r,, ·•J:.", /.· ,;~.; .:~.~~ .~ybrrii~~.'()p ... · . 

3.1 

3.2 

3.3 

3.4 

3.5 

Afplats (Ply) LimJ1ed 
Leeuwkop Social and Labour Plan 

Skills development All strategic objectives have 
plan: 

• ABET 

• 
• 
• 

Learnerships 

Skills Programmes 

Portable skills 

Career Progression 

Planning 

Mentorship Plan 

Internship & Bursary 

Plan 

Employment Equity 

Policy and Plan 

DME Forms 

been set. 

Principles of the plan are 

provided in broad guidelines as 

well as the steps that will be 

implemented in order to compile 

the Skills Development plan. 

Completed 

All strategic objectives have 

been set 

Broad principles were outlined. 

Actions for implementation will 

be presented in the actual plan. 

All strategic objectives have 

been set. 

Broad principles were outlined. 

Actions for implementation will 

be presented in the actual plan. 

Completed. 

2009 

Will be revised at the 

end of 2009 

2009 

2009 

Will be reviewed 6 

months after the ~ ~ j 
mining rights permit • ~ 

Will only be filled in once the 6 months after 10 I.\' . 
is granted ~ 

~\ TIM 
March 2008 
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Section Date of completion 
Section . Status 

ref. and submission 

Q recruitment process is finalised. commencement of 

R construction activities 

s (2009) 

Table 3 provides a summary of the work already done, and also outlines the work that 

will be undertaken once Afplats (Leeuwkop) establish its own Human Resource 

Department and enters into the recruitment process. Once again, it must be 

emphasised that the "date of completion" refers to the period once the mine 

commences with construction. 

3.1 Skills Development Plan 

Afplats will meet the requirements of the Skills Development Act. This includes the 

submission of the mine's Workplace Skills Plan (WSP) on an annual basis. In addition 

the mine will register with the South African Revenue Services (SARS) as well as the 

relevant SETA (-tf1e Minin§ Q~alifieations Authority (MQA))-and will contribute one 

percent of payroll towards Skills Levies. 

Afplats (Leeuwkop) takes cognisance of the growing shortage of critical skills in the 

mining industry of South Africa. To ensure that the Company has access to the 

necessary skills, it will engage in programmes to address these needs. 

Objective 

The purpose of the Skills Development Plan will be to access and record current levels 

of skills and education, with assistance from stakeholders such as the Mines 

Qualification Authority (MQA) and employees. The results of the research will be used 

as a base for future skill development initiatives. The Skills Development Plan will form 

the foundation out of which education, training and development initiatives will flow. 

In order to address the shortage of skills, Afplats will collaborate with Statutory Bodies 

such as the MQA, in developing a comprehensive skills development strategy to 

ensure the availability of mine and production operation specific skills, a competent 

work force and the training of employees in skills that can be used not only in the 

mining or production industries but in future employment opportunities. 

Afplats (Leeuwkop) will register with the MQA once the mine commences construction 

to ensure continued consultation with the Authority in the formulation of a skills 

development plan and the upliftment of skilled employees. 

Afplats will enter into a process of determining organisational skills needs, utilising a so 

. called needs analysis, which will allow for the identification of organisational skills 

~. '\ priorities and associated training intervent.ions to address these priorities. Skills 

~ priorities could include supervi~ory tra?) technical operator training, leadership 

Afpl"' (Ply) Li~il'd ?.fY,:_, 11 . ~- ~~A ./.'\, , 11 ~ Me"h 2008 
LeeuwkooSociBiandLabourP/an L'(;.' i\\\ (fll \L_ \J \/\ 
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training or training required for succession planning for identified key positions. 

Training and development interventions are intended to focus on relevant training 

needs as identified internally by employees and business once the mine is operational. 

The abovementioned will be compiled into a plan as described in Table 4. 

Table 4: Summary of the Leeuwkop Platinum Mine Training and Development 

Plan 

.. Date .bywhe~ a~tion 
Step .• ··. Acti()n . 

I wui be.eom~leted . .··· .. . : :_· . ' . ·.· ·.· •.· .·. <ec: ·- .· .. · 

1 Appoint a Human Resource Manager and support team 2008 

2 Register Afplats with the MQA 2008 

3 
Conduct a skills audit in the surrounding communities to 

identify potential skills 
2009 

4 
Use the results of the skills audit to update the skills 

database available at the Rustenburg Municipality 
2009 

As soon as possible 

after the HR team is 
--

5 Establish a skills development committee appointed once the 

mining rights perm-it is 

granted 2009 

6 
Conduct a skills audit amongst the workforce once the 

mine commences with the operations 
2014 

7 Training needs analysis 
To be com piled by 2013. 

Will be revised annually. 

8 
Formulation of Skills Development Plan in consultation 

with MQA and the skills development committee 
2009 

9 Compile and submit a Workplace skills plan 2009 

10 
Submit the Skills Development Plant to DME upon SLP 

review 
2009 

The Skills Development Plan will be specific for the mine; therefore it must be 

developed in consultation with employees and/or representatives of employees. 

A skills development committee will be appointed once the mine is operational. The 

committee would consist of various stakeholders (management, employees, and union 

representatives) from the different functional areas, to collectively deliver and 

contribute to the plan. Equity will be considered (gender, race or disability) when 

forming the Committee. 

For the first three years after the mining right application is granted, the Leeuwkop 

Mine will make use of contractors to do the majority of the work required including the 

construction of the access roads and the sinking of the shafts. The contractors will be 

liable to use as many employees from the surrounding areas as possible, however, th ~ 
very specialised skills with deep shaft sinking will limit initial opportunities in this fir 

phase of construction. Contr ctors will be responsible to provide their own Skil \ 

""" -/'-

Afplats(Pty)Limited 12 ~-~ A K March2008 / 
Leeuwkop Social and Labour Plan (/// L , \/ \ _
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Development Plan and therefore, comply with their own objectives and targets. Afplats 

will however ensure that these targets are met and reflect Afplats own targets. 

In order to determine what type of skills are available in the community, Afplats will 

conduct a skills audit in the surrounding community and use these results to update an 

existing skills database in consultation with the Local Municipalities in the communities 

of Makolokwe and Segwaelane. This will assist in identifying the available skills and in 

determining a strategy to address the gaps between the existing situation and the 

future requirements and priorities of the mine e.g making bursaries available to 

potential candidates from the communities to meet the future requirements of the mine 

when it becomes operational. 

As the new workforce is recruited and appointed their skills will be determined and 

gaps identified. A training needs analysis will then be compiled to assist in identifying 

the training needs of the workforce once the mine becomes operational. 

In order to facilitate the skiHsdevelopJl1en_t plan, AfPil'lts (Leeuwl<op) will appoint an 

internal skills facilitator to co-ordinate the skills audit, development and implementation 

of the plan. The necessary budget will be made available for the development of the 

Skills Development Plan. 

The Skills Development Plan will consist of the following: 

• Adult Basic Education and Training (ABET) 

• Leamerships 

• Skills Programmes 

• Portable Skills Training 

The approach to each of the abovementioned sections will be outlined below. 

Afplats acknowledges the need to develop a Workplace Sills Plan (WSP) in the intrim 

period this will be based on the WSP of Impala Platinum Limited. All costs relating to 

training and development activities (including ABET) will be reflected within the WSP. 

The mine will be able to provide for the training programmes via the reimbursement of 

skills levies (in the second year), as well as an allocated budget put aside for such 

training. This is shown in Section 6. 

3.1. 1 Adult Basic Education and Training (ABET) 

It is in the interest of Afplats to ensure that all of its employees can read, write and 

communicate in English to ensure that any instructions and/or health and safety issues 

are clearly understood to enable employees to not only be more productive but also to 

ensure their own safety by being able to read any corn 

boards, briefs, etc. As part of its commitment to devel 

13 
Leeuwkop Social and Labour Plan 

unication expressed on notice 

ing the educational base of its 
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workforce, Afplats will implement a Functional Literacy and Numeracy Programme, 

ensuring that all employees have access to further learning. The programme will 

consist of Adult Based Education and Training (ABET) aimed at providing good quality 

education and training to adult learners, whilst ensuring that all learners are offered the 

opportunity to become functionally literate and numerate (to ABET Level 4). 

Objective 

Afplats will provide employees with the opportunity to become functionally literate and 

numerate. This will be extended to members of nearby communities once all 

employees have completed their courses. 

Programme 

Afplats will make use of existing facilities/or service providers in the local Municipalities 

of Rustenburg and Madibeng to enable the employees who are functionally illiterate 

and enumerate to attend programmes to ensure that they are given an opportunity to 

become functionally literate and numerate. These organisations will be supported by 

Afplats, whichwill make the necessary financial resources available. Newly appointed 

employees who do . not have these skills will have the opportunity to join the 

programme. This programme will ensure that everybody will have an equal opportunity 

to be considered for employment on the mine and for further development. 

A skills audit of the workforce will be undertaken, once the mine commences, to 

establish existing levels of literacy. The Human Resources Department will be tasked 

with evaluating progress and ensuring that the ABET programme remains on track. In 

addition to enhancing the advancement prospects of the employees, it will equip them 

with skills that may be used beyond the life of the mine. 

Afplats is proposing to implement ABET training for the projected figures of illiteracy set 

out in the table below. However it must be emphasised that these figures are projected 

figures and can change once recruitment is completed and the results of the skills audit 

are available. Training will be provided as full time or part time courses, 

Table 5: Proposed Leeuwkop Platinum Mine Adult Basic Education (ABET) 

Training 

2009 2010 2011 2012 2013 

Expected 

Illiteracy Level 
31% 27% 24% 21% 20% 

3.1.2 Learnerships 

Afplats will, through Impala Platinum Limited's established participation in the MQ 

Learnership programme, support the Department of Labour's Learners hip Programm 

geared at ensuring participant benefit from practical experience in the minin 

c redited training in the theory behind these chosen 
Afplats (Pty} Limited 
Leeuwkop Social and Labour Plan TVV\ 
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disciplines. The mine will make every effort to establish successful relations with the 

relevant SET A, as well as the training and education providers involved, to facilitate the 

implementation of beneficial and effective Learnership programmes. 

Afplats is aware of the potential shortage of skills in the surrounding areas and plan to 

establish a training school to address some of skills shortages that might be required 

on the mine. This training school will be established before construction commences in 

order to provide local people with the opportunity to enrol in a programme, which will 

enable to work on the mine once their training is completed. 

Learnerships are vocational education and training programmes that combine 

structured workplace learning and institutional learning. This process is governed by a 

contract between the employer, the training provider and the learner. The end result is 

a qualification registered on the National Qualifications Framework (NQF). In terms of 

the Skills Development Act of 1998, the MQA has established, registered, promoted 

and administered approximately 54 Learnerships (May 2004 figures). 

The mine plans to appoint Learnerships annually in line with the business plan as well 

as the outcomes of the skills audit. Afplats will ensure that a proportion of junior 

employees recruited from the local communities will be eligible for registration for 

suitable Learnerships for qualifications required on the mine. It is acknowledged that 

job creation in the local community must include opportunities for the youth. 

Registering Learnerships will provide opportunities for young people to remain in their 

communities and contribute to economic growth in the area. The following table 

explains the number and the type of learnerships that would be made available on the 

mine. The learnerships to be made available will be identified by the mine 

management once the mine commences with construction. 

Table 6: The following potential learnerships will be made available on the mine 

from year 3 onwards (operational phase) when shaft sinking is complete; 

Internships (non permanent) 

Engineering Apprentices 

10 unemployed local people per year during 

selected school holidays 

5 full time apprenticeships in disciplines 

nominated by mine management . 

Learner Miners 5 full time learner miners 

Trackless Machine Learner 15% of the total machine operator labour 

Machine Operators complement per year will undergo training 

Trackless Machine Learner 15% of the total machine operator labour 

Maintenance Operators complement per year will undergo training 

The learnerships will be distributed between the various population groups as set out in 

the following graphs depicted in Table 7 to Table 10. 

Afpfals (Ply) Limitecf March 2008 
Leeuwkap Social and Labour Plan 
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minimum of 10% of these learners hips to females. However, this may be subject to 

change and will be finalised once the Human Resources policies and procedures are 

put into place when the mine becomes operational. The figure of 10% of women is 

projected as required by the Charter. Upon mine commencement, learnership figures 

will be re-evaluated as the mine will have a better understanding of the type of skills 

available and what types of jobs women are prepared to do on the mine. It should be 

noted that the mine would comply with the Charter's requirement of a 10% female 

complement of the total workforce in 2009. This is reported on in Section 3.5. 

To clearly present the Afplats (Leeuwkop) equity targets for learnerships and 

apprenticeships, the female and HDSA categories have been separated. Note that 

these graphs have been generated with the assumption that the mine wi ll receive its · 

mining right in 2006, and commence with construction activities in 2007. 

Table 7: Proposed Breakdown of Engineering Apprentices 

2008 2009 2010 2011 2012 2013 

Females .. ~··· · .. 5% ''. ... ... .6%'···· .... .. 1'0% .......•. ro% ___ -. 1'0% - ····· ·T2%· 

HDSA . - . . '50% . . . 
53% ··-54% . .. 57% .. '60% '6l% 

Other 45% 41% 36% 33% 30% 27% 

Learnerships in engineering will be made available as determined by the mine 

management after taking into account the skills need on the mine and the hard to fi ll 

vacancies. It must be noted that once the mine enters into the operational phase and 

the skills needs of the mine are identified, these projected figures will most likely 

change to reflect the more realistic situation. The number of male HDSA's receiving 

engineering learnerships is expected to increase from 50% in year 2008 to 61 % in year 

2013. The reason for allocating such a low percentage of learnerships in engineering 

to women ( 5% in year 2007 progressing to 12% in year 2012) is due to the nature of 

mine work. Mining is often said to have a work environment that is not conducive to 

women and women's rights. Afplats (Leeuwkop) would like to change that perception 

by offering learnerships to females in the mining engineering field, but only to those 

that understand and accept the challenges of such a work environment. As their 

exposure is increased, it is possible that the percentage learnerships to women would 

also increase significantly. 

Table 8: Proposed Breakdown of Learner Miners 

2008 2009 2010 2011 2012 201 3 

Females 6% 7% 10% 10% 11 % 11 % ~ 
HDSA 57% 59% 61% 62% 63% 65% r\\. 
Other 37% 34% 29% 28% 26% 24% 

r 

~I ~ ~M~~~ ~~~~~,6~~-~~A~k~ ~~~~~~- , Q. ,.~- .,·~~"" f"'·"'" ~ w- ~, f/1/1 ' 
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Table 9: Proposed Breakdown of Machine Operators 

2008 2009 2010 2011 2012 2013 

Females 8% 9% 10% 11% 12% 12% 

HDSA 65% 68% 70% 72% 73% 75% 

Other 27% 23% 20% 17% 15% 13% 

Table 10: Proposed Breakdown of the Maintenance Operators 

2008 2009 2010 2011 2012 2013 

Females 4% 5% 7% 8% 10% 10% 

HDSA 55% 55% 56% 57% 60% 60% 

Other 41%. 40% 37% 35% 30% 30% 

In Table 8 to Table 10 the percentage of learnerships for learner miners, learn~ r 

machine operators and maintenance operators are presemted-according tcnhe Iemar~ ~ 

HDSA and ether categories. -As-this is currently a male dominated field the percentag·..,.==~ 

allocated to females is at first low but the involvement from women does increas-==~ 

gradually over the next four years. During the course of mine life, the mine's HRc:=> 

would have to understand the interest in pursuing such careers (particularly fro1a: 11 

wornen), and amended the learnership plan accordingly. Once again this must be:::::=:=

emphasised that these are projected figures, which will be revisited once the mine i~ 

operational, the skills audit is completed so that a realistic situation is obtained. 

All training programmes will be implemented in accordance with the relevant trainin~ 

legislation_ (MQA and SAQA) and will be carried out at an accredited training facilt~ 

until the planned training facility on the mine is completed. 

3.1.3 Skills Development Programmes 

A recent social study by Wits Enterprises (2005) indicates that the Rustenburg locar 

Municipality has undertaken a skills analysis for all the wards in its jurisdiction includirg 

the potential labour source area of Segwaelane. Afplats will make use of this existirg 

skills database of the Rustenburg Municipality and assist Madibeng to establisha 

similar database for Makolokwe in order to allow for easy recruitment from thee 

selected areas. It will conduct a census to identify and determine the level of ski:; 

available in the area. Based on these findings, a skills development programme wille 

produced according to the rnine's requirements. 
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implement appropriate skills training programmes as and when required by their 

workforce and in line with their business plan. In addition Afplats will gradually convert 

their training and development programmes towards either Learnerships or skills 

programmes as and when they are released by SAQA 

Afplats (Leeuwkop) will be liable, from date of establishment of the mine, for payment 

of the Skills Development levy, currently 1 % of payroll. It will be ensured that grants 

are applied as permitted by legislation and the Mining SETA, so that maximum funds 

can be released for training and employee development. 

The following Skills Development Programme action plan is proposed and will 

come into affect once people are appointed into specific positions and they were 
given the opportunity to develop in a position for at least a year. 

Table 11: Skills Development programme action plan for mine 

Step Acti6n ' ' ... / . 'i ," ':,,'{· 'l);#e IJfV{h(ln#lt:ti~J1s. 
! •.•. · ... ··.·· · . .. . , .•.. ····· . ... : < .';,,\ \!·{. c;· ... ····•. ••, '....... . c;;;: ,~&~4Wh~c:h~llleiell 

1 Identify relevant courses/institutions/activities to address 2012 

the shortcomings in the Skills Development Plan 

2 Schedule courses for the relevant employee/s 2013 

3 Monitor the employee/s progress 2014 

4 Audit the progress made on the implementation of the 2014 

process 

The needs analysis process will allow for the identification of organisational skills 

priorities and associated training interventions to address these priorities. However, 

this will only be done once the employees are recruited for the operational phase 

(2013). Skill priorities will depend on the mine design and method and may include: 

• Supervisory training 

• Technical operator training 

• Leadership training 

• Training required for succession planning for identified succession planning for 

identified key positions 

• Safety training 

Afplats will consider cost effective strategies to implement the training interventions 

related to the identified programme. The aim would be to place a higher priori\~, ,. 

internal training and development programmes (in-house training) rather , 

externally focused (off-mine venue) interventions. 

J 1:- e&: ~M "--'\ Afplals (pty) L1m11ed 
Leeuwkop Sor;1al and Labour Plan 
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External training will be considered for non-employees, and will include scholars and 

university students. This will contribute to the general development of the community 

even if these trainees are not employed on the mine once they have completed their 

studies. 

3.1.4 Portable Skills Training 

Afplats will, as part of its Skills Development Plan and its retrenchment management 

programme, provide training in portable skills which are applicable to the mining sector 

and other employment sectors and ensure such training programmes are adapted as 

required by the mine's employees. The company therefore defines portable skills as 

accredited skills developed through unit standards based training that can be utilized 

within the mining sector (across mineral sectors) as well as outside of the mining sector 

The mine intends on negotiating agreements with the recognised trade unions and 

Future Forum on issues relating to training needs of employees to be considered in the 

event of the following: 

• Medicai ullflt11ess .. 

• Retrenchment 

• Mine/Section closure 

The Company will develop programmes to increase the knowledge of all the 

employees. The intention is to create skills which employees can use during their 

employment on the mine and beyond the workplace. These could include, but will not 

be limited to: 

• Life skills such as communication skills, business ethics and personal budgets 

• Time management 

• Stress management 

• Change management 

• Computer skills 

• Entrepreneurship 

Note: Portable skills training is considered a critical factor in softening the impact of 

mine retrenchment and downscaling as presented in Section 5. 

Afplats will also take into consideration the portable skills training conducted at Impala 

Platinum and use this as a baseline to develop their own core business training. Core 

various core business disciplines and as such facilitate'~ n-go'n skills development 

' 

business training will be carried out amongst all employe1s during the life of the mine in 
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and certification thereof. Further, the mine will institute supervisory and management 

training amongst all employee levels which further facilitates access to generic 

business, financial, management-related skills transferable across any sector. 

In addition to the functional literacy and numeracy training Leeuwkop Mine will provide 

portable skills training within the various core business disciplines as outlined in Table 

12 during the life of the mine. Where the skills training is portable within the mining 

sector (and across mineral sectors) and/or is external to the mining sector, this has 

been identified. 

3.1.5 Training in Core Business Areas 

Afplats's core business is mining and will remain so for the life of the mine. For this 

reason the company will direct a major portion of its training and development 

resources to the development of mining, engineering and plant related competencies 

and skills. Leeuwkop Mine is still a proposed mine but will endeavour to ensure that all 

training and development is in accordance with appropriate legislation and will plan its 

core businesstraining.and·Elevelopmentaccordin(Jiy. 

In addition to the core business training within each discipline, Afplats will carry out ex

leave training in an effort to ensure the continuous improvement and upliftment of the 

Leeuwkop workforce. The mine will carry out ex-leave training on an on-going basis 

during the life of the mine as employees return from leave. The duration of this re

fresher training, which also facilitates key communication opportunities to employees 

(on issues such as ABET programmes, portable skills programmes, nutritional 

awareness, HIV/Aids etc) is three days per employee. The employees within the plant 

however, complete one scheduled ex-leave training session per annum on returning 

from leave in January which takes one day 

p 
-cAfpc;:l,c.::l,-;;;(P""!y)"Um"'ft"'ed---------1~c'J/-, '-L-.-. --"--o;;;,,,------f(}p'-;E}~Ol'·~~--------;;cM,=«;:-;h 2;;;-;ip_o~!{ \ ' 
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I Occupational 

Department Training Programmes Categories as per 2009 2010 2011 2012 2013 

FormS 

Equipping Helper Unskilled 

Scraper Winch Operator ·Unskilled . 

Rock Drill Operator Unskilled , 
Mining Competent A Skilled j 

Mining Competent B Unskilled I 
I 

Safety All Levels i 
Survey All Levels 

1 i 

Shift Supervisors Skilled I 
Mining Mine Overseer Professional I I 

I 

Rock Engineering All Levels . I 
<;;:: L-:::::,. Coded Drivers Semi-skilled 

I 

.-> ~ Geology All Levels 
I 

~\ 
Miners Skilled 

I 

3 Ventilation Observers Semi-skilled 
i 

Ventilation Officials Skilled & Prof I 
s Underground Crew & Gang Leaders Semi-skilled I '<:- Conveyor Belt & Tip Attendant Unskilled ! 

-\ 
Human Resources Semi-skilled, Skilled & Prof . 
Finance Semi-skilled, Skilled & Prof 

' 
i s I 

Administration Stores All Levels I 
Admin All Levels 

i 

Computer Training All Levels I 

! 

Eng Helpers & Gang Leaders Unskilled i 

' 
Eng Serviceman Semi-skilled 

i i 

Engineering non - Lamp Room Attendant Unskilled 
' licensed Control Room Operators Semi-skilled ' 
I 

Eng Semi-Skilled -welders, torch cutters Semi-skilled 
' 
i 

Afplats (Ply) Limited 21 March 2008 
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Occupational 

Department Training Programmes Categories as per 2009 2010 

FormS ' 

• 

Trackless Mining Machines Semi-skilled ' 
I 

' I 
Engineering - Artisan (Fitter, Boilermaker, Diesel 

Licensed & Trades Mechanic, Electrician, Instrumentation, Skilled 

Rigger & Millwright) .. 
Crushing & Screening All Levels ! 

Metallurgy Floatation & Thickening All Levels I 
' 

Introduction to Mineral Processing All Levels i I 

I 
Blasting Certificates Skilled i I Formal Learnership ' 

Engineering Skilled I ' 
Principles of Supervision All Levels ' 

Supervisory & I 

lntro to Supervision All Levels I 

Management I I 

Training 
Life Skills All Levels 

! I 
Basic Business Skills All Levels ' 

-···-- ------- ----- f i 

~ Note: Targets to be determined once the skills audit is completed and the mine becomes operational 

~ 

~ 

~-

-\ 
:::;, 

~~ 
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3.2 Career Progression Planning 

Afplats will provide every employee with the opportunity to develop within one of the 

career progression paths available. 

Objective 

To develop career paths for all core and non core positions and to indicate how 

employees will be able to progress through the employment equity levels in line with 

targets set out in the Skills Development Plan, the Training Plans and the Employment 

Equity Plan. Leeuwkop undertakes to implement career paths to provide opportunities 

to HDSA employees to progress in their chosen careers. 

It must be noted that Afplats (Leeuwkop) has already completed it's career progression 

planning. Once the mine commences construction activities, further actions such as 

the identification of individuals (talent pool) and the establishment of other supporting 

mechanisms will be investigated. Refer to Table 13. 

In developing ihe career progression-plan, thcf enrphasiswill be to comply With the 

Mining Charter and prioritise the development of HDSA and women in the work place. 

This plan will focus on generic career plans thus enabling employees to progress within 

disciplines as well as between disciplines, and does not imply a personal consultation 

process for every individual. It is intended to create a process, which will facilitate 

addressing the career progression needs for both the operation of the mine and the 

individual employee. 

Table 13: Career progression plans 

,'J.:.c,, 
\ ii:~\;(;)Jj~.·\~·;i,;·'&~[;i,:,f~~'i 
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,,\, ' -· ~ .. -': . 

.~ 
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1.'.·.·.·-.. ··_·_. ·, .::j'', '' !;,•..,,;-: 
r "" 8~"~"" job ~· udo~O 'or a I immediate positions 

1 2008 
required by the mine 

"" P' Career pathS for •u~oouolou "ai. oOOO 

2 required initially such as the miners and engineers 2010 
(Figures 8 & 9) 

3 
Develop possible career paths for non-core positions on 

the mine such as safety, environmental, security etc. 
2009 

~~· 'I-' support structures such as "'"'· ,v,9n1p and 
4 2010 

career counselling 

5 
uev~•u~ lv~vv• ""'~ and personal development plans for 

2010 
middle management 

I,,,_, " a performance appraisal system which will 
6 2010 

allow for the natural progression of employees 

I}) ~ Gooodo "'''' ''"''""''" plooo Afpl•re (Loocmkop) wUI de~lop gooodo ~'"' 
1\ progression plans based on core fuJ)ctions of the business. A detailed career 

. progression (path) plan will be devel~,e for Mining and Engineering positions. All 
fplats (Pty) Limited 3 £t;: \L ~. ll t1 March 2008 
eeuwl<op Social and Labour Plan \~ l~~ I 1 • J V \1 \ 
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employees will be informed as part of their induction to the mine, of the potential career 

paths within the various occupations and disciplines. As such, all employees will be 

aware of the educational and training requirements in order to progress through the 

various occupational levels within the various disciplines at Leeuwkop mine. Appendix 

3 presents the core generic career path plans for Leeuwkop Platinum Mine and 

indicates key criteria, timeframes and career opportunities. 

Generic career progression plans for other non-core functions of the business will be 

available for the following disciplines: 

• Safety Health and Environmental 

• Security 

• Operational Finance 

Afplats (Leeuwkop) will ensure that ample opportunities are created for women, and 

that they are included into the above-mentioned career paths in the fields of mining and 

engineering. 

Individual Development Plans Following the completion of the skills audit amongst 

the mine workforce (once the mine is operational), the mine will roll-out a process 

whereby Individual Development Plans (IDPs) for all employees will be developed in 

conjunction with the qualified training specialist. The process of completing IDPs will 

commence with the lower employment categories working towards the higher 

categories. Following this, whilst the mine continues to recruit to its envisaged 

maximum employment level of three thousand six hundred (3 600) employees, new 

recruits will receive their IDPs at point of entry to the mine. The IDPs will be reviewed 

annually with each employee and assistance in respect of mentoring and/or training 

requirements will be given as and when required. 

Succession Planning and Fast-tracking Programme In order to facilitate the 

progression of employees, most notably HDSAs in line with the mine's Employment 

Equity Plan, a succession planning system, linked to the generic career path 

programme within all core disciplines will be implemented. This will ensure that all 

employees are aware of promotional routes, job prerequisites and time frames. The 

succession planning system will also incorporate a replacement plan for successors 

and will identify functions for key skilled labour and institute accelerated development 

of people within their succession plan. 

Line managers and/or supervisors will identify a pool of candidates for the fast-tracki~g 

programme as part of the IDP process with each employee within their depart :ri), 
These candidates will then be assessed by the HRD department through 

company's assessment tool for this purpose. The selected candidates will t 

J!Jt "~ Afpla!s (Pty) Limiled 
Leeuwkop Social and Labour Plan 
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complete a one-on one discussion with their Head of Department and HRD manager to 

develop the appropriate fast-tracking elements to their IDP. 

3.2.1 Hard to fill vacancies 

Leeuwkop is a proposed new mine and the employees have not yet been recruited. 

Only once the mine has been granted their mining rights will the process of recruitment 

of employees begin. It is not yet possible to populate the DME form R "Hard to fill 

vacancies". The hard to fill vacancies will only be determined once the mine has been 

operational for at least 10 months. 

3.3 Mentorship Plan 

Impala Platinum Limited introduced a formal mentoring system in 2003, comprising of a 

formal training and orientation programme for both mentors and proteges. This formal 

system will be implemented at Leeuwkop Platinum Mine, and will include training of all 

mentors and proteges on Leeuwkop Platinum Mine's Succession and Employment 

Equity plans. All mentoring will follow the guidelines and principles of the Impala 

PlatinumUmltedMen!orshlp Coae ofPradiCe . 

Mentorship forms an integral part of the development of all employees and 

empowerment groups from the designated groups as defined by the Employment 

Equity Act. Mentors hip will be used as an effective method to develop talent within the 

organisation. It will place the responsibility for the development of managerial talent 

not only on the shoulders of the Training Department, but also the senior managers. 

Objectives 

The purpose of the mentorship training strategy and the mine operation will be to share 

the following objectives: 

• Providing a vehicle for competency transfer, as well as a process through which 

work and life experiences can be acquired under the guidance of competent role 

models 

• Accelerating the development of skills necessary for the achievement of Afplats 

strategic objectives, of which supporting the targets of the Mining Charter forms an 

important part 

• Creating an enabling environment for the development and growth of HDSA 

individuals and women within the organisation 

• Establishing a relationship where the operation helps meet individual aspirations 

and to enable such individuals to maximise their potential 

~. . 
Preparing for career advancement with particular emphasis on moving employees 

with potential from operational/ t ctical/ technical to strategic/leadership positions 

~ • P"" (Ply) L>m>ted ~euwkop Soc1al and Labour Plan 

'\\ 
March 2008 



Knight Pies old . 
C 0 N ' S U L TIN G 

• Help establish the Bakwena as a corporate entity and assist them to develop w ith 

·the necessary guidance and skills to become a valuable partner in Afplats and the 

community as a whole. 

Afplats (Leeuwkop) will develop a mentorship training programme to empower both 

mentors and proteges once the general career paths are finalised and implemented 

once the operational phase begin. The Company intends to focus its mentorship 

initiatives on HDSAs and women, specifically aiming at providing sufficient exposure for 

them to be promoted into next level positions. .It is envisaged that all employees 

identified as successors will have a formal mentor. Mentors will be directly involved 

yvith the development of successors, with formal feedback provided as per the 

mentoring procedure developed within the code of practice. Employees, such as 

successors, learner officials, mine. overseers and those in experiential learning who 

require mentoring, will be identified during the skills audit. Following this, appropriate 

plans with relevant targets will be developed and reported to DME in order to indicate 

which employees (in terms of racial groups and gender) will be mentored along with the 

envisaged outcomes of the mentoring programmes .. 
- --.. . • · ..... --- .. - .. " - ·-··· - --- --- -- . ... .. . . . . 

Therefore it is difficult at this early stage in the project to compile a detailed mentorship 

programme, which will enable Afplats (Leeuwkop) to identify a competent mentor and 

to assign a certain amount of mentees to that person. However, Afplats is committed 

to implementing the following programme to ensure that Leeuwkop will provide the 

necessary leadership and mentorship to mentees. 

Table 14: Proposed Mentor Programme action plan 

1 

2 

3 

4 

5 

Audit Shaft Sinkers mentorship plan to ensure 

complies with the requirements of the MPRDA 

Draft a policy and guidelines on mentorship including the 

criteria to which a competent mentor should comply 

based on the Impala Platinum model 

Develop a mentoring system and programme using 

Impala Platinum's as basis 

Identify potential mentors once recruitment is completed 

Identify potential HDSA individuals & women to enter 

mentorship programmes 

Assign the candidates in learnership programmes and 

bursaries holders to mentors 

2008 

2009 

2010 

2013 

2013 

2013 

6 Build coaching and mentoring capacity at all levels of the 2014 

workforce 

7 Create a mentoring and coaching support system for all 2013 

new HDSA emR 

Afplats (Pty) Limited 26 1iL'/ 1"\R:'• } \ I\ 
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Date by when 

Step 1 Action action should be 

completed 

8 Implement performance appraisal system, which will 2013 

allow the progression of employees. 

3.3.1 Management Levels 

All Employees-in-training will be assigned to a mentor. These mentors will work with 

the mentees to optimise their training experience. 

Graduates will automatically be included in a Graduate Development Programme 

(GOP). These GOP groupings ensure that all persons employed in the various relevant 

levels acquire the necessary discipline-specific exposure in the Company. 

3.3.2 Mentoring of Empowerment Groups 

Mentorship will also be extended to empowerment groups. Afplats will help the 

Bakwena to establish a corporate entitY and fund this with R 7.5 Million per annum for 

the first 8 years of the mine life. The Afplats management will assist the Bakwena and 

provide them with mentorship as identified. The mentorship program in the first few 

years of production will be very limited due to the high level of manag~ment staff 

involved in the project and the low numbers (15) of people involved. 

Impala Platinum Holdings Limited has in place a Policy of Good Corporate Governance 

which directs the induction, management and training of all of its Directors on the 

respective mine Boards and associated committees. This policy will apply equally to 

the Afplats (Pty) Limited Board and its respective BEE Directors once appointed in line 

with the current Shareholders Agreement. The schedule for such induction, 

management and training is set each year as part of the group wide annual meeting 

schedule and in consultat'1on with board members. From calendar year 2008 a 

programme devoted to the needs of director training will be incorporated into that 

schedule annually. 

Induction and training of all directors is considered to be an essential part of the 

business and is designed to equip them with that level of knowledge, information and 

experience that will enable them to take effective decisions and participate in the 

overall business in a meaningful way. This philosophy is not confined to directors of 

Impala Platinum Holdings Limited but extends to all its subsidiaries, including Afplats 

(Pty) Ltd. The requirement of appropriate skills, knowledge and experience is 

particularly relevant in the mining industry where the issues required to be addressed 

are complex, the operating environment highly intricate and commodity trading a 

specialised field. In addition the legal and regulatory environments are extremely 

challenging. 
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Against that background the organisation has recognised the importance of induction 

and training of all directors. Under the auspices of the Nomination Committee, a sub

committee of the Impala Platinum Holdings Limited Board, an induction and training 

programme has been devised which covers diverse disciplines such as the applicable 

legislation and legal requirements, regulatory provisions (such as the JSE Listings 

Requirements and the SRP Code), risk management, understanding of finance 

(including business planning, capex, amortisation and the like), technical information 

sharing, mine health and safety and env'1ronmental requirements. In addition and in 

recognition of the importance of and contribution made by the workforce an 

understanding of human resources issues is indispensable. 

Several training sessions will be arranged annually for directors during which they 

receive formal presentations from members of the Institute of Directors, lawyers, and 

representatives of merchant banks, financial experts and HR specialists. In addition 

directors visit the operations where they interact with mine personnel, are exposed to 

the technical aspects of the business such as the different mining techniques and 

methods, and the concentrating, smelting and refining processes. Directors are also 
-----------·---------------------------------------· ··----- ---------- -------

encouraged to make independent enquiries in respect of any subject relating to the 

group business that they may require further information on. 

3.4 Internship and Bursary Plan 

Problems are experienced throughout South Africa regarding the schooling of learners 

and the dearth of learners who have higher standard maths and science qualifications. 

As a result, learners do not consider mining and engineering as a career as they do not 

have the required educational standards to apply for tertiary education institutions. 

With this in mind, Afplats (Leeuwkop) is investigating the possibility of recruiting 

learners with potential at high school level for a mining career before they need to 

choose their subjects. This will encourage youngsters to consider taking maths and 

science at higher standard, therefore providing them with the opportunity to enter 

technikons or universities for tertiary education. This initiative will enable Afplats 

(Leeuwkop) to make bursaries available to learners who have the necessary 

qualifications pertinent to the mining sector. 

Bursaries will be made available in the following field of studies; this will be determined 

once again by the requirements on the mine: 

• Engineering (mining and metallurgical) 

• Environmental Management 

• Finance 

• Human Resources 

• 

• 

Leeuwkop Socml and Labour Plan 
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• Logistics 

• 

• 

• 

• 

• 

Management' 

Mining 

Geology 

Public Relations 

Safety Management 

Secretarial 

• Security Management 

Supply Chain Management • 

Table 15 : Proposed breakdown of internships - non-permanent positions 

2008 2009 2010 2011 2012 2013 

Females 6% 7% 10% 10% 10% 12% 

HDSA 60% 60% 60% 60% 60% 60% 
- ----

Other 34% 33% 30% 30% 30% 28% 

Table 15 indicates the percentage breakdown of the internship Afplats will make 

available to the various population groups. Once the mine commences operations the 

number of internships will be increased over a number of years up to a maximum 

number of 10 internships. These learnerships will be made available during selected 

school holidays as determined by the mine management. The ratio of internships will 

be reviewed once the mine commences and it is clear what learnerships are required 

.on the mine and in the community. 

Afplats (Leeuwkop) will implement an internship and bursary scheme, based on its 

needs and taking into consideration the scarcity of skills in the labour market and the 

size of the operations. Employment equity will be a priority on the scheme and special 

consideration will be given to women during recruitment of bursars. 

Various opportunities will be developed for unattached students and for Technikon and 

University bursars 

Unattached students, from the local communities, i.e. students who have no 

contractual obligations to the mine, will be provided with opportunities for experiential 

learning and exposure to work place environment without any employment commitment 

to the Company. 

Technikon bursars would include students with whom Afplats (Leeuwkop) has 

contractual obligations to provide employment after successful completion of their 

studies. These students would e recruited from the local communities, if they have 

Afthats (Pty) Lrmrted 
~ 

March 2008 
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the necessary available qualifications, depending on the disciplines in which they have 

enrolled, or in which they have expressed an interest. 

The University bursars will be students with whom the Company has contractual 

obligations to provide employment after successful completion of their studies. These 

students will be recruited from the local communities, if available, depending on the 

disciplines in which they have enrolled, or in which they have expressed an interested 

and their acceptance by a university. 

Table 16 indicates the percentage breakdown of the bursaries that will be distributed 

between the populations. Women will be provided with an opportunity to apply for 

these bursaries to also ensure the development in the community. The projeCted ratio 

between men and woman will be re-evaluated once it can be determined whether 

woman will be interested in following a career in mining. 

Table 16: Breakdown of bursaries 

2008 2009 2010 2011 2012 2013 

Females 15% 15% 15% 17% 18% 20% 

HDSA 50% 50% 50% 53% 54% 55% 

Other 35% 35% 35% 30% 28% 25% 

Afplats (Leeuwkop) is committed to providing a number of b'ursaries for the next six 

years as set out in the figure below: 

Table 17: Number of bursaries to be allocated to internal and external students 

2008 2009 2010 2011 2012 2013 

No of Bursaries 4 5 6 7 8 9 

Employees will be encouraged to improve themselves through self-study. Afplats 

(Leeuwkop) will therefore provide an internal self study assistance scheme for the 

following disciplines: 

Engineering 

Finance 

IT Development 

Logistics 

Mining 

Safety Management 

Security Management 

Afpfa/s (Ply) Limited 
Leeuwkop Social and Labour Plan 
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Environmental Management 

Human Resources 

Law 

Management' 

Public Relations 

Secretarial 

Supply Chain Management 
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3.5 Employment Equity Policy and Plan 

Afplats will align all employment equity efforts as prescribed by Impala Platinum 

Limited. In line with its vision of "unlocking the potential of all its employees" and in 

compliance with the Employment Equity Act, the MPRD Act and the Mining Charter, 

Leeuwkop is committed to a process of: 

• Increasing organisational effectiveness to sustain competitive advantage by 

recruiting, selecting and developing individual employees to their full potential; 

• Providing development opportunities to all employees with a particular focus on 

those who have been excluded from the main stream of economic activity as a 

direct result of unfair discrimination; 

• Maintaining short to medium term equitable means to counter employee 

imbalances of the past as a result of legislation and/or customary practices; 

• Bringing the employment equity process in line with the company's values and 

goals. 

To this end Afplats will implement an Employment-E(JuityPian-ensuring-that set targets -

are met and that all employees are aware of the company's goals: The Employment 

Equity Plan (as set out below) incorporates the strategies, targets and plans to comply 

with the MPRD Act's focus on and specific targets for, HDSAs in management 

positions and women in mining at Leeuwkop Mine. Afplats (Leeuwkop) has completed 

an Employment Equity Plan. This is presented below: 

3.5.1 Introduction 

The two pillars ofthe Employment Equity Act 55 of 1998 are: 

• the elimination of discriminatory practices, 

• the promotion of employment equity/affirmative action to redress the imbalances in 

employment opportunities created by apartheid. 

Afplats is committed to the principles and practices of the Act, and plans to recruit, train 

and develop staff with these objectives in mind. As the mine is still in its planning 

stage, it will implement these principles as part of its operation requirements. 

In addition to these general objectives, Afplats subscribes to the requirement of the 

Mining Charter to work towards achieving the goal of 40% HDSAs in management and 

10% participation of women in mining from the commencement of the mine. 

Afplats has already had various negotiations with the local Authorities in order to 

determine what type of resources are available in the area. The Rustenburg 

Afplats (Ply) Limited March 2008 
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the mine in determining what skills are available in the Makolokwe and Segwaelane 

areas. 

3.5.2 The Process 

Leeuwkop Mine will be a "designated employer" in terms of the Act as Afplats 

(Leeuwkop) will employ more than 50 staff. Therefore, the required procedures of the 

Act will be implemented as follows: 

Affirmative Action Measures 

Afplats (Leeuwkop) will undertake its recruitment campaign with a specific staff profile 

in mind. In all cases the best candidates will be selected for the positions available, 

taking cognisance of the fact that ability and potential for success are valuable 

attributes. This is particularly relevant where a candidate shows the capacity to acquire, 

within the probationary period, the skills necessary to do a particular job. This will be 

particularly noted in members of designated groups (black people, women and the 

disabled), and these candidates will be given preference in order to move towards 

meeting the targets in the time frame specified. 

Appointees showing potential will be fast-tracked with appropriate development, 

mentoring and training to successfully fill the numerical goals specified for 

management positions. 

Afplats (Leeuwkop) will establish human resources policies with the specific objective 

of ensuring that there are no barriers to appointment or advancement of members of 

designated groups. The Employment Equity Committee will be consulted to ensure 

that senior management is sensitised to the presence of any such barriers, and to 

make due accommodation for the needs of designated groups. 

An enabling work environment will be established, wherever possible. Examples of 

such facilities could be suitable access and facilities for disabled people, and flexible 

working hours to assist working parents in fulfilling their family responsibilities. 

Consultation 

Once the staff complement exceeds 50, elections will be conducted amongst the staff 

in order to establish an "Employment Equity Committee", or if more appropriate, a 

request will be made to the representative trade union to nominate members. These 

members must be representative of all levels and occupational categories on the mine, 

and must include designated groups and non-designated groups. Afplats (Leeuwkop) 

will consult this group and elicit their assistance in conducting an audit of the 

company's policies and practices, preparation of an Employment Equity Plan a d 

production of the Employment Equity Report. They will also be consult 

affirmative action 

Mining Charter. 

Afplats (pty) Limited 
Leeuwkop Social and Labour Plan 
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Analysis 

In developing and compiling human resources policies, the requirements of the Act will 

be taken into account. Once the mine is operational, an audit will be conducted in 

association with the Employment Equity Committee, to ensure that the policies, 

practices and procedures do not present barriers to employment and advancement of 

staff from designated groups. The staff profile will be analysed to ensure that there is 

no under-representation in the different categories and levels of positions. Progress 

will be measured against the Scorecard for the Broad Based Socio-economic 

Empowerment Charter for the South African Mining Industry. 

3.5.3 Accountability 

One of the key performance areas of senior management will be a successfully 

completed scorecard for the Broad Based Socio-economic Empowerment Charter for 

the South African Mining Industry. This includes accountability for the establishment 

and implementation of an Employment Equity Policy and Plan. A specific member of 

the top management team will be assigned to take responsibility for ensuring that the 
----· -·--------- ·-··------ --

process, monitoring and measurement of progress take place. This "Responsible 
- -- -· ·- - --- -

Manager" will be given the authority and means to be able to carry out his or her duties 

successfully. This person will champion the entire process. 

3.5.4 The Employment Equity Plan 

The Responsible Manager will co-ordinate compilation of the Plan, in consultation with 

the Employment Equity Committee. The Plan will include, but should not be limited to: 

• Objectives to be achieved for each year of the Plan, of which the duration must be 

between one and five years. These objectives must correlate with those of the 

Mining Charter 

• Specific affirmative action measures to be implemented 

• A strategy, plan and timetable to redress the imbalance if the Company has been 

unable, during the initial recruitment phase, to fully meet the employment equity 

targets, according to the Mining Charter. This could include increasing the pool of 

available candidates via developing bridging programmes within the community 

from which the mine will source its labour. Further details may be found in the 

Skills Development section in 3 above. 

• Procedures to be put in place to monitor implementation of the Plan, to assess 

progress and, if necessary, to take steps to get the Plan back on track. The 

Employment Equity Committee will be fully involved in the monitoring process. 

• The establishment of a dispute resolution mechanism and procedure to resolve any 

disputes that may arise regarding interpretation and implementation of the Plan 

• The ultimate responsibility for i~Fiementation of the Plan lies with management, 

an~heir accountability will be wryr~ into the Plan. T VII\ 
">A"'fpl!c.c,,:-;;(P;;c!y):-cU;::;mitcc,dc--· March /008 
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The following plan is proposed in the interim until the mine is operational: 

Employment Equity Targets 

Once recruitment of employees commences following the allocation of the mining right 

the following Employment Equity targets will be achieved. Afplats (Leeuwkop) commits 

itself to achieve the objective set by the Mining Charter, ensuring 40% of HDSAs in 

Management by 2009 (refer to Table 18). Afplats will also set out to achieve the 10% 

of female in mining as prescribed in the Charter. 

It is further proposed that the construction phase be used to identify potential 

candidates for further development and skills transfer in order to reach the above 

objectives set by the Mining Charter. These candidates will be developed and trained 

accordingly. 

• 2% of the total workforce will be women which will occupy administration positions 

• 8% of the total workforce on the mine will be women 

Afplats (Leeuwkop) fully understands the importance of achieving the prescribed equity 

targets and in the following tables (Table 20 and Table 21) plots the progression of 

females and HDSA's respectively, according to,positions within Afplats (Leeuwkop ). 

The actual statistics will be identified once the mine operations commence. 

Table 18: Projected HDSA Targets to be Achieved in Management 

2008 2009 2010 2011 2012 2013 

HDSA Targets 35% 40% 40% 40% 40% 40% 

Table 19: Projected Figures to be achieved for Women on the Mine 

2008 2009 2010 2011 2012 2013 

Women 8% 10% 10% 10% 10% 10% 

Table 20: Progression table for Woman (10%} 

Top Management 

Senior Management --1 

Professionally qualified and experienced specialists -J -J -J \ 

~a~n~d~m~i~d-_m~a~na_g~e_m_en~t--~~~--~~~--~----~--~----+---~-,,~,\~~~\v~ffl.n 
Skilled technical and academically qualified workers, \\ j 
junior management, supervisorp, foremen, and -J -J -J -J -J ~ ~ 
superintendents j'J ~ 

~~~==========~~A==~~~~~~~=k==~~· . 
Afp/ats (Ply} Limi/ed 17· \ 34 ·i ~ (/// ( J- ¥f March 2008 ~ 
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Occupational levels . 2008 2009 2010 2011 2012 

Semi skilled and discretionary decision 

(samplers, process controllers) 

making 
-./ -./ -./ -./ -./ 

Unskilled and defined decision makers (cleaners) " " " " " %Woman employed 7 10 10 10 10 

Table 21: Progression table for HDSA in Management (40%} 

.. · OccupationaiJ~avels .··•.··. · ....... ·· .· ..•... 2008 2009 2010 2011 2008. ·,,,-- .- . .--. 

Top Management " " Senior Management " " " Professionally qualified and experienced specialists 

and mid-management 
-./ -./ -./ -./ 

Skilled technical and academically qualified workers, 

junior management, supervisors, foremen, and -./ -./ -./ -./ -./ 
superintendents 

Semi skilled and discretionary decision making 
-./ -./ -./ -./ -./ 

(samplers, process controllers) -----

Unskilled and_definE)d dec·lslon m<Jkers (cle<Jners) .. 'i .. " '1. { ..--J. 
% HDSA employed 35 40 40 40 40 

Table 20 and Table 21 represent the positions that will be occupied by women and 

HDSA by 2013 respectively. As mentioned before, the actual numbers are not 

available (Form S}, as the mine has not commenced with the recruitment process. 

Form S will be submitted 10 months after the mine commences with the construction 

phase. 

The Talent Pool Identification Process 

The talent pool identification process will commence once recruitment is completed for 

the construction and the operational phases of the mine. This would also be an 

ongoing process once employees are appointed to specific jobs. 

The talent pool will serve a dual purpose. Firstly it will serve or provide a pool of skilled 

people who could be recruited during the initial recruitment process for the construction 

phase, and secondly, it refers to the process of identifying High Potential Candidates. 

A four tiered-approach will be used to determine these candidates, namely: 

• Peliormance Management Process 

~~· 

Line Managers will follow a formal process, including regular reviews of 

peliormance coupled with coaching towards full performance. High Potential 

candidates generally peliorm well and react well to coaching. 

Personal Development Plan Process 

March 2008 ~ A~l"' (Ply) LimUed 
Leeuwkop Social and Labour Plan 
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High Potential candidates will be supported to enhance their skills. Line managers 

and HR managers will support this process. 

• Winning with People Plans 

All line managers will present a talent management plan (Winning with People Plan) 

highlighting High Potential candidates and opening up the plan for discussion. This 

forum will be governed by members of senior management who, typically, will 

identify certain employees and ensure that Line Managers are responsible for 

presentation of the plan. 

• Assessment Procedures 

These procedures will be approached from a developmental perspective. The focus 

is on learning potential. Assessment instruments to be used must be culturally fair 

(i.e. no psychometric or IQ tests). 

The identification of a talent pool should also include the identification of learners at 

school level who could be recruited to sludy further, thus allowing the mine to train 

employees from an early stage ana to surfporfthefalenTillllie communit:l- -

Process to Fast Track HDSAs 

After integrating performance management, coaching, the talent plans and learning 

potential, HDSAs within Afplats (Leeuwkop) will be fast tracked according to the 

following criteria: 

• A baseline of competence is proven in daily activities and agreed upon by the 

forum and formal structures. 

• Mentor and coach reports confirm readiness for movement (rotational or 

promotional). 

• The HDSA employee reports own readiness. 

Training Programmes for HDSAs 

Afplats (Leeuwkop) believes that all employees should be given equal opportunities in 

the workplace, including training. However, it has developed programmes aimed 

specifically at HDSAs: 

• Accelerated leadership development programme. 

• Adult basic education and training facilities. 

• Focused Learners hips for women ma'1ntenance and machine operators. 

• An accelerated mentorship programme for an identified talent pool. 

Afplats (Ply) Limited 36 
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3.5.5 Monitoring and evaluation of Employment Equity Plans at Leeuwkop Platinum Mine 

• The plan will be evaluated on a quarterly basis by the MTSC to ensure progress. 

MTSC members will be granted reasonable time to report back to constituencies 

after meetings. 

• Employment Equity issues will be discussed at Leeuwkop Platinum Mine's 

Executive Committee meetings and will be given equal attention as is given to 

strategic and operational matters. 

• The DME Form S will be completed once the mine commences with construction. 

Afplats (Pty) Limited 

These forms will then be completed annually and submitted as part of the Mine's 

annual SLP Report, on behalf of the mine and its core business contractor(s) as a 

means to report on Leeuwkop Platinum Mine's employment equity. 

-ill\ I . 
March 2008 
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4 LOCAL ECONOMIC DEVELOPMENT PROGRAMME 

As the IDP is the overarching development framework of a given municipality, Afplats 

(Leeuwkop's) Social and Labour Plan and sustainable development initiatives will 

conform to the IDP process, which will form the basis of all projects. By building on the 

development strategies existing at a Local Government level, a partnership will be 

formed between Afplats (Leeuwkop's) and Government, particularly the Rustenburg 

and Madibeng local municipalities, which aims to work together to build a sustainable 

future for aiL 

4.1 Integrated development plans 

The integrated development plans of Rustenburg and Madibeng local municipalities as 

well as the Bojanala district municipality were interrogated for the purposes of 

understanding priority LED projects. These plans are described in detail in Appendix 3. 

The critical issues from these plans are the following: 

The Local Economic Development Plans of all the municipalities (as is the case with 

most of them -in SA} have-ver-y similar-themes,whicR evolve arouml -job-creation, 

investment, - SMME-development, --tourism development . and- -- -infrastructural

development. Afplats (Leeuwkop) need to integrate its own activities, the stakeholder 

needs and these municipality initiatives into a coherent programme in order to embark 

on a structured action plan. 

4.1. 1 The Madibeng LM Needs analysis 1 

The Madibeng needs analysis conducted in each ward revealed that amongst 

community facilities needed, schools, sports and recreation centre, clinics, police 

stations and libraries rated the top 5. Needs relating to the economic category, were 

prioritised as agriculture/ farming areas, Job creation, Tourism, Entrepreneurs 

Development centre and Arts and culture. 

In terms of the entire local municipality, the priority needs that reflect social, economic 

and services needs, are (in order of priority) 

• Water and sanitation 

• Electricity 

• Roads and stormwater 

• Land and housing 

• Economic development 

• Community services and facilities 

1M ~ 
1 Source : Madibeng local municipality 2005/06 Draft IDP - Analysis 
Afplats (Pty) Limited 38 March 2008 
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Madibeng LM Project budget allocation on capital projects 

for Year 2000-2003 

Social 

developrrent 

26.77% 

0.26% 

Infrastructure 

developrrent 

72.97% 

1\lJ Infrastructure developrrent Iii! LED 0 Social developrrent 

Figure 3: The Madibeng LM Projects and Budget Allocation 

!VIa~i~e_f19 LM Project budget allocation O!l_C(lpital __ _ 
projects for Year 2004, 2005 onwards 

Infrastructure 

37% 

l\lllnfrastructure developrrent II LED o Social developrrent 

Figure 4: Madibeng LM Projects and Budget Allocation 

4.1.2 The Rustenburg LM LED projects and budget allocation 

The Rustenburg LM in its IDP, identified 4 areas of activity and resulting strategies that 

it considers as vital to the municipality's economy, those are, SMME development 

strategy, Agriculture/Rural development strategy, Tourism development strategy, and 

the Industrial development strategy. 

Business opportunities have been identified as agriculture, manufacturing, mining and 

transport. Various LED projects have also been identified by the municipality. The 

) i ') table below reflects the LED projects that the Rustenburg LM are in the process of, or 

~l}J, ~"" like to ioitiole betweoo the~' 2005 :(:,:/\~ 

Alp/'/' (PM L>m>tod ~ ' 39 S- . M'coh 2008 
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Rustenburg LM budget needed for LED projects 2005-2009 

tl 
OJ 

·e-

Business 
development 

Industrial 
development 

a. 
0 Agriculture and 
UJ rural development 
--1 

Tourism 

0.30% 

0% 10% 20% 30% 

Percentage (%) 

Figure 5: LED Projects in the Rustenburg areas 

4.2 Productive economic sectors 

40% 50% 

According to the SA Yearbook (2005) the productive economic sectors of the North 

West province are: 

4.2.1 Mining 

Mining contributes 25,6% to the economy at current prices and 17,8% of total 

employment in the North West. It makes up 15,5% of the mining GDP in South Africa. 

North West is also the dominant province in mineral sales with a contribution of 17,8% 

to the South African mining sector (Provincial Economies, 2003). Diamonds are mined 

at Lichtenburg, Koster, Christiana and Bloemhof, while Orkney and Klerksdorp have 

gold mines. Mining is responsible for more than a third of the province's GOP: 94% of 

South Africa's platinum comes from the Rustenburg and Brits districts which produce 

more platinum than any other single area in the world. It produces 25% of the country's 

gold. Granite, marble, fluorspar and diamonds are also mined. Fluorspar is exploited at 

Zeerust. 

4.2.2 Manufacturing 

Manufacturing contributes 7% of the province's GDP and 9% of its employment 

opportunities. It provides 6% of the South African manufacturing sector's contribution to 

GDP. Manufacturing is almost exclusively dependent on the performance of a few 

sectors in which the province enjoys a competitive advantage. These are fabricated 

metals (51%), the food sector (18%) and non-metallic metals (21%) (Prov'1ncia 

Economies, 2003). Industrial activity is centred around the towns of Brits, Klerksdo , , 

Vryburg and Rustenburg. The Brits industries concentrate mostly on manufacturing a 

construction, while t~ose at Klerksdorp are 9eared towards the mining industry, an 

those at Vryburg and Rustenburg towards a ficulture. 

']l!Vl .· .. ·. . ,o I feiC" 
Afplals (Ply} Limited 
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The Platinum SOl will unlock further development. It is situated on the Coast-to-Coast 

highway that links the Port of Maputo in Mozambique to Walvis Bay in Namib'1a. 

Approximately 200 potential project opportunities in tourism, manufacturing, agriculture 

and mining have been identified. Five anchor projects within the Platinum SDI have 

been identified with an estimated R4,3-billion capital investment component, around 

which there are dozens of other development and investment opportunities. 

Employment along the Platinum Corridor, from Pretoria to eastern Botswana, accounts 

for over a third of total employment in North West. The aim of the Mafikeng IDZ is to 

create jobs and enhance the economic potential of the Central Region, the entire North 

West and the Southern African Development Community (SADC) region. In June 2004, 

the provincial Department of Transport and Roads, together with the Department of 

Economic Development and Tourism, the North West Parks and Tourism Board, and 

Invest North West concluded a feasibility analysis on air-transport service between 

Johannesburg and Mafikeng. The Department also submitted an application to the 

Cabinet to consider awarding Mafikeng Airport international status, specifically for air 

cargo, which is a prerequisite for the development ofthe Mafikeng IDZ. 

4.2.3 Agriculture 

Agriculture is of extreme importance to the North West. It contributes about 6,2% of the 

total GDPR and 19% to formal employment. Some 5,3% of the South African GOP in 

agriculture and 16,96% of total labour in agriculture are based in the North West 

(Provincial Economies, 2003). The province is an important food basket in South 

Africa. Maize and sunflowers are the most important crops and the North West is the 

biggest producer of white maize in the country. Some of the largest cattle herds in the 

world are found at Stellaland near Vryburg, which explains why this area is often 

referred to as the Texas of South Africa. Marice is also cattle-country. The areas 

around Rustenburg and Brits ar.e fertile, mixed-crop farming land. 

4.2.4 Tourism 

A provincial DTI report (2003) states that about 5% of the country' foreign visitors visit 

the North West province. The two most prominent tourist attractions are the heritage 

route, which includes the Sterkfontein Cradle of Mankind, and a conservation corridor 

linking the Pilansberg National Park and the Madikwe Game Reserve. 

4.2.5 Social and economic statistics 

In the case of Afplats (Leeuwkop) the affected municipalities (ie, Rustenburg and 

Madibeng local municipalities and Bojanala district municipality) are identified by the 

potential labour sending areas. These potential labour sending areas have been 

identified (via consultations with stak holders), as Makolokwe, Bethanie, Segwaelane, 

BrHs and Rustenburg. ~ )IVl 
Afp/ats (Ply) Limited March 2008 
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Table 22: A comparative analysis of the NW and SA social and economic 

indicators reveal: 

· NorthWest 
SA {Census 

.. 

Indicator province. {20Cl2 Interpretation 
2001) 

SoE Report)2 .. · 
, .. ' .. . · .. · ', . . - . 

Population 
3,4 44,000 Province has a relatively low population. 

(000) (2001) 

North west population density is 29 vs 35 
Area (km2) 116180 1 223 201 

people per km2 for SA. 

The growth rate for the North West province is 

Population 
3.1% 

growth 
2.1% 

above the SA average. This is likely due to the 

strong economic growth in the area attracting 

labour. 

The Department of Labour in its Annual Report 

Infant 200112002 stated its five year goal to reduce the 

mortality rate 45 45 national infant mortality rate from 45/ 1000 live 

(per 1 000) births. The infant mortality rates for NW are on 
-- - par with ihe national average, 

. - .. The Department of -Labour in its Annual Report 

Under 5 yr 2001/2002 stated its five year goal to reduce the 

mortality rate 37 59 national under five year mortality rate. On the 

(per 1 000) whole, the NW has a much better under 5 yr 

mortality rate. 

Total Fertility Reported by the SA DoH survey (1998). 

Rate (Births 2.4 2.9 Number of births per woman -thus North West 

per woman) province has a lower fertility rate. 

Life Life expectancy in the NW had improved from 

Expectancy 60 63.2 58 years in 1994 to 60 years in 2002. However 

· (Age) this is still below the national average. 

The North West has a much lower literacy rate 

Literacy Rate 
than the average South African. According to 

70% 82.9% the HSRC (1996) the NW has a total number of 
(%) 

2434 schools. The DBSA deduces the illiteracy 

rate of 70% (1998) 

GGP per 
GDP per capita just over 5% less than average 

capita (R - 19,557 22,256 
SA 

2002) 

More of NW's population lives in rural areas 

Functional 
35% 57.9% 

(65%). This figure being well above the national 

Urbanisation average is also an indication of the service 

delivery challenge facing municipalities. 

Human 
0.623 

1 = a Perfect Score. Info obtained f om SoE 
0.627 

report (2002) \ Development 

2 SoE 

produced smce then. 
No ofu" '" b~( is the State of the Environment Replort for the North West province. 

I 
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North West .. 

Indicator province (2002 
SA (Census 

Interpretation 
2001) 

SoE Report)2 
. ' 

Index 

A more localised social and economic investigation of the affected municipalities, that 

is, Rustenburg and Madibeng local municipalities, and the Bojanala District 

Municipality, reveal the following. Please refer to Appendix 3 for a more detailed 

presentation of these statistics. 

• The Bojanala district had a population of 1.185 million in 2001 and the predominant 

language of the area was (and still is) Tswana, although English could be regarded 

as the main business language. Statistics reveal that the population grew at a rate 

of just over 2% per annum while Rustenburg's growth rate was 3.4%, underscoring 

the influx of labourers into the municipality. 

• RustenbllrgandBojanalaboth have boo111i11g ecOil()lllies .. The economicgr()\Ailh of 

the Bojanala district is estimated at a phenomenal15% real growth rate per annum, 

supporting the claim that Rustenburg is one of the fastest growing economies in 

Africa. The Bojanala Gross Geographic Product (GGP) is estimated at R34 billion 

(2002) and this is a significant size for a region in South Africa. Mining, and in 

particular metals are the major driver of this economy and makes up 65% of 

Bojanala's economy, with metal ores at 59%. The district is endowed with some of 

the best platinum deposits in the world and this will continue to drive the region's 

economy in the short term. 

• Despite this meteoric economic growth, unemployment in the Bojanala district 

remains high, with an unemployment rate of 25% and a "not economically active" 

population of 38% (effectively, 63% of the workforce not employed). 

• An interesting anomaly is that although mining output had increased dramatically 

over the last couple of years, the employment increase has not been as steep. 

Employment in mining in the Bojanala district grew by only 5% per annum and it 

had in fact declined by 4% in Northwest as a whole (much of this decline came from 

the gold producing areas in Northwest). This decline serves as a stark reminder 

that mining is depleting resource and is by definition not a perpetual business. 

• A further important consideration is the fact that the Bojanala district is very 

dependent on mining. A total of 37% of its employment is in mining and a 

conservative multiplier of 1.5 gives a total employment dependency of 55% in the 

district. The dependency ratio can be calculated as the total population divided by 

the formally employed, which for Bojanala amounts to 5:1. This in fact means that 

35% (385 000) of the total population of 1,1 million people in Bojanala is dependent 

~ on mining. This is clearly a significant amount of dependants. 

, -~ • Rustenburg itself is the more affl ent area of Northwest Province and the Bojanala 

district. It has a population of 39 · 0 0 people, whim is 33% of the Bojanala district. 

Afpla/s (Pty) L1mr/ed \ 1\. '43-~_ /(;Ji-' rlfJ(l=: ~ AA,;r,h 'mr'"' 
I~~"'"'"'~ ~~~:~• -~-' 1-<.-··· "'--



i 
• J .. 

. 
I 

I 
.I 

Knight Piesold 
CONSULTING 

Its households living on or below the poverty line amounts to 38% as opposed to 

49% for the Bojanala district as a whole. This means that the other local municipal 

areas in the district have a much higher poverty profile. 

• Poverty statistics show that 30% of households lived in informal housing (in 2001) 

and 34% of Bojanala's adult population had no schooling or some primary 

schooling in that year. 

• Furthermore, in 2001, only 14% of Bojanala's households had water connected to 

the main dwelling on the property. Water services varied from water to the yard 

and community stands. 

• ·In essence, the Bojanala and Rustenburg socio-economic profile appears much 

better than many areas in SA and this can be ascribed to the significant role of 

metal ore mining in that area (of). 

• But as with the rest of SA. there is a first and second economy running parallel in 

society, and hence there are still large pockets of poverty in the Bojanala district. 

Impact oHhe ·Mine-on Socio-economic Gonditions -··- ·-

This secticiri outlines tile- expected ·impacts (on -- local · communiTies) ·fo llowing the 

development of the proposed new mine. Whilst the SLP guideline requests that 

information pertaining to the number of jobs created and SMME development also be 

included, it is challenging to present such information due to this being a new mine. 

A preliminary investigation into the potential impacts following the establishment of this 

mine have been revealed as: 

• Approximately 3 600 new employment -opportunities (subject to the selected mining 

method) would become available, however this will be at peak production from year 

2017/18. Refer to an illustration of the mine life and phases in Section 1. 

• Transfer of skills to the community, as skills development programmes offered by 

the mine to ·employees such as literacy and numeracy, will enable further 

employment advancement opportunities. 

• Opportunities for further education through the provision of scholarships and 

bursaries to em-ployees and with potential. 

• Stimulation of local economy in nearby towns. Employees will have money to 

spend in the local communities. 

• New business opportunities i.e. spin-offs from injection of wages into local economy 

and the use of contracting services such as security or transportation from the local 

communities to and from the mine. 

Due to the development of mines in the area over the last few decades, good surf 

infrastructure such as roads, railway lines and even an airfield are already in pia 

The local municipality has a eady invested substantially in these as the transportatio 

Afpla/s {Ply} Limited 44 March 2008 
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of the mined material to other markets is considered critical to the economic well-being 

of an area. 

4.4 Mine community and rural development 

This section has been developed in response to the DME's call to present all initiatives 

that would lend to community development and the subsequent eradication of poverty. 

Afplats (Leeuwkop) acknowledges that as one of many mines in the area, which will be 

sourcing its labour from the nearby communities, its contribution to the welfare of 

nearby communities will influence its credentials as a good corporate citizen. Not only 

is it critical that Afplats (Leeuwkop) be seen as a good corporate citizen, but it is 

equally important that development initiatives be undertaken because of the dire social 

and economic development need that may exist in its very own workforce (and their 

families). 

4.4.1 Stakeholder and community needs analysis 

Afplats (Leeuwkop) has also commissioned (and completed) an Environmental Impact 
----- ------ ·--····-··-··-··- ------------------ -·--- ------- ''" .. ______________________ -----·····----------------

Assessment (EIA). The EIA contains an extensive public participation process where 

'interested and affected' parties were invited to attend a range of public and/ or focus 

group meetings. This SLP has utilised the key findings from this consultation process. 

Refer to Appendix 3. 

Generally, stakeholder needs expressed at the consultative meetings included: 

• Health and Welfare: Many stakeholders placed much attention on the need for 

improved health facilities which ought to be better equipped, in closer proximity to 

needy areas, and better capacitated. There was also great concern over whether 

home based care centres and CBO's I NGO's providing humanitarian aid to the 

elderly, children, HIV/AIDS patients, or even the sick, will have adequate funding 

and training to operate in the future. 

• Education and Training: There was a realisation that in conjunction with improved 

business opportunities, further tertiary education and skills training needed to take 

place. 

• Procurement: One of the most discussed topics was that of procurement 

opportunities, particularly for local companies/labour in the nearby mines. 

Communities wish to have 'prefered supplier' status in the nearby mines. They also 

wished to be informed of all procurement activities. 

• SMME-development: Job creation was also a major point that was discussed. 

There was however recognition that creating business opportunities, in the form of 

SMME development was a more sustainable activity to invest in. Many expressed 

"- their need for support in terms of financial or human resources. They also 

, acknowledged that training and development pertaining to the ownership and 

running of a business was need . 
7,A~~.~-~~~~i~Lrn=ne~d--~--------f7~--fi7~~~~--------,M~~=M=20~08 
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• Infrastructure: Many stakeholders felt that more attention must be paid to the 

·condition of roads, particularly in rural areas. 

4.4.2 Proposed LED programmes/ projects 

Afplats (Leeuwkop) affirms that it will strive towards improving the opportunities for 

local economic development in mainly its labour source areas. ·This it will do by 

implementing the LED projects summarised in Table 13 . 

The focus of the LED projects will be on Infrastructure development, poverty 

alleviation and reducing unemployment 

Table 23 a: Summary of Infrastructure development and Income generating 

projects: (FY 2008 - 2013) 

Total: 

17 500 000 

tf~t~i1~1l~~tl4}i!~ 100 000 2 000 000 600 000 600 000 

:i~~fJ~r~iYIII 320 000 650 000 980 000 990 000 

·3 300000 

Total 7600 000 7 320 000 6 250 000 1 _580 000 990 000 23 740 000 

Note: The expenditure on water reti cu lation in 2007/2008 includes R?OOOOOO already 

being spent on a potable water supply from Sonop to the Leeuwkop project area and 

Segwaelane Reservoir 

rW1 ;,__ ~ . 
3 The total value of the bursary project is R 5,000,000 over a period of seven years, sponsoring a total offive (5) . 
bursars on a five (5) degree at a tertiary institution. Table 23 a only reflects the budget for the first four (4) years. 
Afplats (Ply) Limited 46 t''.~, March 2008 
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Infrastructure Development: Water Provision to Segwaelane Village 

Afplats in conjunction with the Bojanala District Municipality (the water services authority) will provide assistance in the 
provision of fresh potable water pipeline to Segwaelane. This water will be stored in an existing reservoir from which 
pipelines will be extended to provide potable water to households in the Segwaelane Village, according to guideline as per 

islative reauirements in the alleviation of oovertv in rural areas. 

I 
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Infrastructure Development: Water Provision to Segwaelane Village 

_ _ District Municipality (the water services authority) will provide assistance in the 
provision of fresh potable water pipeline to Segwaelane. This water will be stored in an existing resevoir from which pipelines 
will be extended to provide potable water to households in the Seqwaelane Village, according to guideline as per legislative 

· · in the alleviation of oovertv in rural areas. 

This project will be included in the revised Madibeng Local Municipality's Integrated .Development Plan (lOP). 
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2008/09 

2008 

2009 

TBC 

- L_i;''·:;~· 

The focus of this project is to assist the local municipality in the provision of basic services such as water and at completion of the project the infrastructure will be 
handed over to the local municipality for management and maintenance_ 

~ 
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Infrastructure Development: Water Provision to Segwaelane Village 

Afplats in conjuntion with the Bojanala District Municipality (the water services authority) will provide assistance in the 
provision of fresh potable water pipeline to Segwaelane. This water will be stored in an existing resevoir from which pipelines 
will ~e exte~d~d-~o P~?vi~e potable water to households in the Seqwaelane Village, according to guideline as per legislative 
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2009/2010 

2009 

2010 

This project will be included in the revised Madibeng Local Municipality's Integrated Development Plan (lOP). ·c[~f~~~~~~~i$0i~Ji' TBC 
-:_'.NOinbert:z,:ti)·<;'<' ·. ~-·.-

The focus of this project is to assist the local municipality in the provision of basic serviceS such as water and at completion of the project the infrastructure will be 
handed over to the local municipality-for management and maintenance. 

~G

r~ ~ 
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Table 24 c. Income Generating Project: Bakery in Mokolokwe 

Income Generating Project: Bakery in Mokolokwe 

A local bakery in Bethania has been identified as an income generating and poverty alleViation project Although the 
bakery is currently operational, it is not financially feasible and does not supply the local community with good quality 
products. A well managed bakery in the area has the potential to create job opportunities :for a group of women as well as 
provide cost effective food to the local community. The mine's involvement in the bakery will be to conduct a thorough 
feasibility study and develop a business plan, upgrade the infrastructure (including building, electricity supply, bakery 
equipment, office equipment), provide business training, assist with establishing a market and mentor the owners and 
employees. Further bread from the bakery will be distributed to schools, police stations and community organizations in 
support of feeding schemes. 

Madibeng Local Municipality 

Establish ownership of current 
and community support of the 

..../ ~ ·-----.... 
7 /16 

Communication and consultation 
process with local authority, ward 
councilors and interested parties 

Feasibility Report 

lr!AnlifV m~6~nAmAnl of the bakery and set 
to ensure registration 
legal requirements 
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2007/08 

2008 

2011 

Afplats 

100,000.00 

Consultant TBD 

100,000.00 
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ble 24 c. Income Generating Project: Bakery in Mokolokwe 

Upgrade power & infrastructure 

Purchase and install equipment 

Training of personnel 

Market research and development 

Office equipment as well as equipment for 
bakery 

During the feasibility study the background of 
management and personnel of the current 
bakery would be clarified, the mine undertakes 
to send identified personnel to required training 

Utilise the information gained through feasibility 
study to assist bakery in the marketing of their 
product, assist with gaining access to the market 

Table 24 c. Income Generating Project: Bakery in Mokolokwe 

Income Generating Project: Bakery in Mokolokwe 

51 

irildividuals to commence with required 
training 

Mine will assist bakery with negotiation to get 
contracts, delivery vehicle, local marketing 
campaign ~uch as community radio ads, 
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A local bakery in Bethanie has been identified as an income generating and poverty alleviation project. Although the 
bakery is currently operational, it is not financially feasible and does not supply the local community with good quality 
products. A well managed bakery in the area has the potential to create job opportunities for a group of women as well as 
provide cost effective food to the local community. The mine's involvement in the bakery will be to conduct a thorough 
feasibility study and develop a business plan, upgrade the infrastructure (including building, electricity supply, bakery 
equipment, office equipment), provide business training, assist with establishing a market and mentor the owners and 
employees. Further bread from the bakery will be distributed to schools, police station~ and community organizations in 

rt of feeding schemes . 
...... ............. .................. . 
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24 c. Income Generating Project: Bakery in Mokolokwe 

Income Generating Project: Bakery in Mokolokwe 

A local bakery in Bethanie has been identified as an income generating and poverty alleviation project. Although the bakery is 
currently operational, it is not financially feasible and does not supply the local community with good quality products. A well 
managed bakery in the area has the potential to create job opportunities for a group of women as well as provide cost effective 
food to the local community. The mine's involvement in the bakery will be to conduct a thorough feasibility study and develop a 
business plan, upgrade the infrastructure (including building, electricfty supply, bakery equipment, office equipment), provide 
business training, assist with establishing a market and mentor the owners and employees. Further bread from the bakery will be 

s, police stations and community oroanizations in support of feedinq schemes. 

i)~l Madibeng Local Municipality qpf 
''.1~ Afplats, Madibeng Local Municipality i(.B~ 
·~ -·· 

commitment to the bakery is to assist local entrepreneurs 

2010/11 

2008 

2011 

that effect the mine will upgrade and provide the infrastructure to ensure a profitable and hygienic operation can be run. Further the mine will develop and mentor the identified personnel 
throughout the five year period that the mine is actively involved to ensure that the necessary skills transfer and business acumen are established in the bakery to ensure it's sustainability. 
The mine however realizes that operational capital and cash flow are the biggest challenges in a start ~p enterprise and therefore the mine undertakes to support the bakery in the 
following manner: Based on the business plan developed as a result of the feasibility study, the mine uhdertakes to: · 

• During the first year (FY 2009/2010) of operation at the bakery, purchase at least 60% ()f th~ stock required to ensure a financially viable business, 
During the second year (FY 2010/2011) of operation at the bakery, purchase at least 40% ofithe stock required to ensure a financially viable business 
During the third year (FY2011/2012) of operation at the bakery, purchase at least 20%, of the1 stock required to ensure a financially viable business 

The mine foresees that by the end of FY 2011/2012 the bakery would be sustainable and that no further financial or other assistance will be required as the management will have 
received adequate skills development. experience and market exposure to run a successful business i171dependent of the mine 

Table 24 d Cont: Poverty Alleviation Projects for candidates from the Bojanale District Municipal Area 
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Afplats Social Affairs Department has embarked on this R5 Million initiative, as part of the Social and Labour Plan, to 
award bursaries to HDSA learners from the Bojanale District Municipal Area. These learners will be· treated according to 
the same principles as the lmplats bursary students and the criteria for rewarding a bursary will remain unchanged. The 
plan is to identify five (5) learners per year with an intention of awarding five (5) bursaries annually for three (3) years - a 
total offrfteen (15) bursars to study a maximum period of five (5) years. Only learners who meet the minimum 
requirements to study mining related disciplines will be awarded bursaries to study at selected tertiary Institutions. The 
programme will focus on selecting female learners if available. This bursary programme :Would be addressing a shortage 
of skills in the countrv (JIPSA). as well as alleviatina oovertv throuah education. · 

To alleviate poverty through 
education 

Recruit 5 Learners through 
interviews and keep records of 
these interviews 
Transport and accommodate 
these learners to and during final 
interview 
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Monitor all Learners by visiting 
respected tertiary institutions. 

Inform all relevant stakeholders 
about progress. 

5 candidates placed at tertiary education 

Visits to, of employment, to do 
and assist them during the 

candidates successfully progressing at 

Good 
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Poverty Alleviation: Bursary Project for candidates from the Bojanale District Municipal Area 

Social and Labour Plan 
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award bursaries to HDSA learners from the Bojanale District Municipal Area. These learj1ers will be treated according to 
the same principles as the lmplats bursary students and the criteria for rewarding a bursary will remain unchanged. The 
plan is to identify five (5) learners per year with an intention of awarding five (5) bursaries annually for three (3) years - a 
total of fifteen (15) bursars to study a maximum period of five (5) years. Only learners who meet the minimum 
requirements to study mining related disciplines will be awarded bursaries to study at selected tertiary Institutions. The 
programme will focus on selecting female learners if available. This bursary programme would be addressing a shortage 
of skills in the countrv (JIPSA). as well as alleviatina oovertv throuah education. 

To be included in the Bojanale District Municipality's IDP 

\7-

Organise a programme for career 
exhibition, mine visits including 
undergroud, interaction with 
engineers. Explain bursary 
benefits and rules and 
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Monitor all Learners by visiting 
respected tertiary institutions. 

Inform all relevant stakeholders 
about progress. 
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Poverty Alleviation: Bursary Project for candidates from the Bojanale District Municipal Area 

Afplats Social Affairs Department has embarked on this R5 Million initiative, as part of the Social and Labour Plan, to 
award bursaries to HDSA learners from the Bojanale District Municipal Area. These learners will be treated according to 
the same principles as the lmplats bursary students and the criteria for rewarding a bursary will remain unchanged. The 
plan is to identify five (5) learners per year with an intention of awarding five (5) bursaries annually for three (3) years- a 
total of fifteen (15) bursars to study a maximum period of five (5) years. Only learners who meet the minimum 
requirements to study mining related disciplines will be awarded bursaries to study at selected tertiary Institutions. The 
programme will focus on selecting female learners if available. This bursary programmte would be addressing a shortage 

... · .. · • .. -~ • • .. as alleviatina oovertv throuah education. 

To sensitize other youth to choose 5 candidates placed at tertiary education 
the~ · · .. · .. 

~ '~ .;];: 
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Enhance all Grade 10-12 Leamers 
to do Maths, Science and English 

Grade 
Assist Schools with the capacitating 
of Educators on Maths, Science and 

Monitor all Learners by visiting 
respected tertiary institutions. 

Inform all relevant stakeholders 
about progress. 
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Poverty Alleviation: Bursary Project for candidates from the Bojanale District Municipal Area 

Afplats Social Affairs Department has embarked on this R5 Million initiative, as part of the Social and Labour Plan, to 
award bursaries to HDSA learners from the Bojanale District Municipal Area. These learners will be treated according to 
the same principles as the 1m plats bursary students and the criteria for rewarding a bursary will remain unchanged. The 
plan is to identify five (5) learners per year with an intention of awarding five (5) bursaries annually for three (3) years- a 
total of fifteen (15) bursars to study a maximum period of five {5) years. Only learners who meet the minimum 
requirements to study mining related disciplines will be awarded bursaries to study at selected tertiary Institutions. The 
programme will focus on selecting female learners if available. This bursary programme would be addressing a shortage 
of skills in the countrv (JIPSA). as well as alleviatinq oovertv throuqh education. 
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Potential {future) projects (Refer to Appendix 4) 

In striving to create an environment conducive to improved business opportunities and 

wealth creation, Afplats (Leeuwkop) would like to investigate : 

• Investment enhancing opportunities. In this regard, an export development zone is 

planned in Mafikeng and a Platinum spatial development initiative is underway in 

Bojanala. These are flagship initiatives and Afplats (Leeuwkop) would like to 

consider becoming part of these initiatives; and 

• Opportunities to join forces with other mines in the area to establish a 

'Development Agency.' This Development Agency will act as the support and 

advice centre for those requiring assistance in SMME development activities. 

Further research into the feasibility of such a centre will be undertaken within the 

first 2 years of the mine commencing operations. 

4.4.3 Measures to Address Housing and Living Conditions 

! ···------ · · ·-Afplatswillintro-doce ·a·sch·eme·based ·onihe·same·principle·s·a-sihos·e--approved·iorthe 

Marula Mine of Impala Platinum Holdings ·· · 

Afplats recognises the importance of its workforce (including that of its contractors) 

residing in decent housing which is of an adequate size and serviced with basic 

infrastructure in terms of water, sanitation and electricity, in line with the Constitution of 

the country. As such the key principles guiding Afplats Platinum Mine's strategic 

planning during the life of the mine include the following: 

• Leeuwkop Platinum Mine's core business should remain that of mining and not the 

provision of housing . . 

• In turn, it is not Afplats's intention to become a land owner or landlord in the local 

area without a clear strategy of transferring land or housing stock to individual 

owners (i.e. the workforce). 

• Hostel accommodation is not an acceptable solution to the housing needs of its 

workforce, and whilst this may be necessary in the short term during the 

establishment of alternative housing accommodation, will not be utilized as a long 

term strategy. 

• Local recruitment is a key objective of the Leeuwkop Platinum Mine with a view to 

ensuring a fully localized labour force at the mine . 

• The housing policy at the Leeuwkop Platinum Mine must work in conjunction 

the mine's recruitment, remuneration and local economic development program 

to ensure a holistic approach to the issue during the life of the mine. 

r~/\ 
Afplats (Pty) Limited 
Leeuwkop Social and Labour Plan 
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• The housing policy will take cognizance of the business plan of the mine and its 

related projected workforce requirements in good time for effective planning 

mechanisms to be implemented. 

As a result, Marula Platinum Mine endeavours, through its company housing policy, to 

prevent squatting in the vicinity of the mine development. 

4.4.4 Measures to Address Nutrition 

Afplats (Leeuwkop) will provide a good remuneration package that will allow the 

employees to cater for their own nutritional needs. Since there are no hostels being 

established, the mine does not have need to cater for its 'live-in' staff. 

4.5 Procurement progression plan 

4.5.1 Giving Preferred Status to HDSA Suppliers 

The largest expense outlay by Afplats (Leeuwkop) during the construction of the mining 

infrastruete~rewill-t>etlie sinking-oftlie--sliaft-+liis eeAtr-aet will-be-awarded-to-a-Bhaft 

Sinkers who have been accredited by the South African Preferential Procurement 

Forum as a Black Owned Service Provider. 

Afplats (Leeuwkop) will identify and further exercise the option of setting aside certain 

commodities and services in specific areas for suppliers from the designated groups. 

The Company will venture into negof1ations with other mines to determine whether 

there are opportunities available in the area to stimulate initiatives to develop HDSAs in 

providing a service to the company. 

4.5.2 Procurement Progression Plan 

Afplats (Leeuwkop) intends to obtain outsourced services and products from HDSA 

companies I Groups. The actual progression plan is presented in the table below. 

Form T will only be filled in once the mine commences with recruitment and 

sourcing of capital goods, services and consumables. 

Table 24: HDSA Procurement to be achieved once the mine commences with 

construction activities 

Year % HDSA achieved 

2008 25 

2009 25 

2010 27 

2011 30 

2012 30 

2013 30 l ' ~L '(7 
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The table shows the minimum targets that will be achieved with respect the HDSA 

participation in procurement. Leeuwkop will strive to distribute its procurement 

activities/initiatives between these three categories to make up the total HDSA spent. 

It is envisaged that with Shaft Sinkers participation that the actual % HDSA supplier 

achieved will be significantly higher than those portrayed in the table above. 

The construction phase in 2007 to 2009 will utilise the services of Shaft Sinkers for the 

bulk of the development. Shaft Sinkers is accredited as a Black Owned Service 

Provider by South African Mining Preferential Procurement Forum (refer to 

Appendix 4). Afplats (Leeuwkop) will make use of the following mechanisms to assist 

HDSA suppliers: 

• Price matching 

• Payment premiums 

• Expedited payment 

• Reterideririg 

• Set asides . 

4.5.3 Encouragement of partnerships 

Suppliers with HDSA accreditation will be given preference. The intention would also 

be to encourage existing suppliers to include HDSA's in their companies and then grow 

ownership towards black controlled companies. The Bakwena tribe will be given 

opportunities to develop and improve their own operations and services that the mine 

can use such as: 

• Safety 

• Maintenance and equipment reliability 

• Financial management and taxation 

• Human resource practices 

• Auditing practices 

• Mining practices 

4.5.4 Developing of HDSA procurement capacity 

Once the mine is operational and a Procurement Manager is appointed, a set of HDSA 

Guidelines and a Policy will be developed which will allow preferential status to e 

given to suppliers from the designated groups. 

Tvl!\ 
Form T cannot be filled in at this point in time as the service providers and goods 

Afplats (Pty) Limited 
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is granted to Afplats and the necessary funds raised for the project. Form T will be 

completed and submitted to the Department 10 months after construction commences 

and all the suppliers of capital goods, services, and consumables have been identified. 

Afp/ats (Pty) Um11ed 65 ~ March 2008 
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5 PROCESSES PERTAINING TO MANAGEMENT OF DOWNSCALING AND 
RETRENCHMENT 

As this is a new project, it is difficult to project what will happen in the future. Therefore, 

it is recogn'1sed that Afplats (Leeuwkop) might have to retrench workers from time to 

time for economic reasons and to remain globally competitive. The proposed mine will 

be mechanised so sufficient people will always be employed to ensure that the mine is 

fully operational. 

However, circumstances might require that mine management enter a process 

whereby people have to be retrenched, or that the mining process will have to be 

downscaled. Should this occur, the mine will follow the process described in 

Figure 6. 

Consultation Ptocess 

~ . . ~~ ------ ---- - ....... ~ - -·----- --------· -----·------------- . - --- ·-- ·------- ~~ ~ -~~~ ~ ~·~~· ~~· .... 

The Directives of the 
Consult Registered Trade No Unions .. Minister 

Union 

t 
~ Department of Minerals and 

Energy Board 

T Consult Affected 
Employees t 

NotifY the DME Board only when the 
following prevails 

• Appropriate measures 
(a) Profit to revenue ratio to be less than 

• To avoid the dismissals 6% on average for a continuous 
• To rrrinimise the number of period of12 months; or 

dismissals 

• To change the timing of the (b) Operation is to be scaled down; or 
dismissals cease with the possible effect that 

• To mitigate the adverse· I 0%; or more of the labour force; 

effects of the dismissals or more than 500 employees1 

The method for selecting 
whlch ever is lesser, are likely to 

• be retrenched in any 12 month 
the employees to be period. 
dismissed 

• The severance pay for 
dismissed employees 

Figure 6: Process to be followed if it becomes necessary for the mine to retren 

employees. 

Tl1/l 
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Detailed processes will be drawn up in line with the Labour Relations Act 189A, as 

amended and in conjunction with Section 52 (1) of the MPRDA and Regulation 46 (e). 

The process could entail the following: 

• Establishment of a forum 

• Identify mechanisms to save jobs and avoid job losses and a decline in 

employment 

• Identify mechanisms to provide alternative solutions and procedures for creating 

job security where job losses cannot be avoided 

• Identify mechanisms to ameliorate the social and economic impact on individuals 

• regions and economies where retrenchment or closure of the operation is certain. 

This will be discussed in the following sections 

5.1 Establishment of a Forum 

Once the mine is operational; Afplats (teeowkoptwillestablish a forum to include; but 

not limited to, the following functions: 

• To promote ongoing discussions between worker representatives and employers 

about the future of the mine 

• To be proactive in identifying problems, challenges and possible solutions with 

regard to productivity and employment 

• To identify production and employment turnaround strategies 

• To implement strategies agreed upon by both employer and worker parties. 

5.2 Identify Mechanisms to Save Jobs 

In order to save jobs, the mine will appoint the optimum staff component to run the 

mine efficiently. Thus, there should be no superfluous people in jobs that could 

become redundant. The mine will recruit people from the community, thus enabling 

them to stay within the community and minimising the risk of losing their homes, should 

retrenchment occur. This will also lessen the impact of retrenchment, as communal 

support systems will still be available. 

Afplats (Leeuwkop) will investigate other options to save jobs. This could include the 

following but should not be limited to: 

• The existing mining plan is to mine only the UG2 reef. The feasibility of mining the 

Merensky reef can be considered, depending on the platinum price should the mine 

Afplets (Pty) Limited 
Leeuwkop SOcial and Labour Plan 

enter difficulties and jobs are threatened. 
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• A reduction in working hours could be considered as well as a change in shifts. 

This will result in a reduction in remuneration for the employees but it will save jobs 

for a period of time. 

• People may also be laid off for a period until they are required again. These 

employees will take priority should their services be required again. 

• Natural retention would be encouraged: thus should an employee resign then 

his/her post will not be filled and those taking early retirement would not be 

replaced. This will result in the distribution of employees over the entire mine and 

could lead to retraining of employees where necessary. 

However, should Afplats (Leeuwkop )find itself in a position whereby retrenchment is 

necessary, it intends to follow the same processes described in Figure 6 in the event of 

job losses due to the curtailment of the profitability of any operation. 

Consultations 

Afplats (Leeuwkop) aims to align the current consultation processes with Section 52 (1) 

oft he Act-See-Section 4-abovefor-a graphical-process flowc-

Implementing section 189 of the Labour Relations Act, 1995 

See Section 4 above including Figure 6. 

Notification to the Minerals and Mining Development Board 

See Section 4 above including Figure 6. 

Complying with Ministerial Directive 

Afplats (Leeuwkop) intends to comply with all the Ministerial directives and aims to 

conform or implement corrective measures. 

5.3 Identify Mechanisms to Provide Alternatives when Job Losses Cannot be 

Avoided 

In order to provide employees with alternative job opportunities when job losses are 

unavoidable, the mine will investigate opportunities available in the community. This 

could include, but should not be limited to, the following intentions: 

• Training provided by Afplats (Leeuwkop) will be focused on skills that could also be 

applied outside the operation of a mine. During the life of the mine Illiterate 

employees will be provided with the opportunity to undergo ABET training. 

Learnerships will be made available which will empower individuals to participate 

economically and to be self-supporting. 

• Bursaries and internships will be made available to internal and external stude 

which will allow individuals to create opportunities in their own community should · 

be necessary for the ine to be decommissioned. -, /M 
Afplats (Pty} Limited 68 March 2008 
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• Accredited Service Providers and the Department of Labour should be encouraged 

to develop actual employment! business opportunities for individuals 

• The mine would identify potential products and services that could be outsourced to 

small business initiatives e.g. supply of stationery, toilet paper, mining equipment 

etc 

• Creating an understanding that investments can be used as collateral for business 

ventures while generating monthly income 

5.4 Mechanisms to Ameliorate Social and Economic Impacts Upon Closure 

The mine will take the initiative to ensure that the necessary processes are in place at 

the appropriate time, which could be 10 years before closure is considered. The mine 

will ensure that employees will be trained in skills that they will be able to use outside 

the mining environment. Additional support will be made available to the employees 

that could include, but once again, are not be limited to: 

• Service provklers-(leeal-a~tlierities,-er§anisatioAs -er--NGGs)--whe-eEJI;IId--assist-in

setting up community based organisations to explore the best options and ensure 

community buy-in to alternative job opportunities 

• Service providers who could assist in finding external sponsors to finance new 

business and to contribute to the development of new business in the region 

• An information centre will be established and permanently manned where 

employees can be counselled and given appropriate advice 

• Counselling sessions will be held to create awareness amongst employees of the 

need to undergo training in order to acquire life skills and the benefits thereof. 

~~ ~fpl"' (Ply) Limileil 
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6 FINANCIAL PROVISION 

The project is still in the planning and conceptual phase and therefore commitment to 

the financial provision would be premature. However, Afplats has included the detailed 

fi nancial provisions into the mineral rights application. 

6.1 Human Resource Development Plan 

The financial provision addresses the Human Resources Development Plan. The 

figures projected in Table 15 will be refined as more detailed planning commences in 

development, and could vary marginally from the figures quoted here, after consultation 

with all interested and affected parties, government and the local community. 

Table 25: Human Resource Development Plan Costs 

ABET Training 5,565,465 0.09 261,072 

Life skills Training 5,565,465 0.09 261,072 

lriternsliip (Non ·Perrn--arie.ritY .. _ .. 1,705,419 6.03 80,000 

University/Technikon Bursaries 10,658,870 0.17 '500,000 

Engineering Apprentices 31,976,611 0.52 1,500,000 

Learner Miners 31,976,611 0.52 1,500,000 

Learner Machine Operators 16,331,095 0.26 766,080 

Learner Maintenance Operators 16,331,095 0.26 766,080 

Career Progression Skills Courses 23,189,439 0.37 1,087,800 

Total Cost 143,300,071 2.31 6,722,104 

6.2 Local Economic Development Programme 

The provision made within the cash flow for the community development is aimed at 

addressing needs within the selected target community (Makolokwe and Segwaelane). 

The scope of these activities range from donations to charities and activities that tie in 

with business needs (e.g. capacity building among local residents for employment 

purposes). 

Table 26: Local Economic Development Provision 

Social Plan Provision 85,270,955 1.37 4,000,000 

Total Cost 85,270,955 1.37 4,000,000 

A/plats (Ply} Limited 70 
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6.3 Financial provision for processes pertaining to management of downscaling and 

retrenchment 

Afplats will provide the necessary financial provision to develop additional skills and the 

training of people throughout the process as indicated in Table 15 and therefore will 

require less funds to address the re-training of employees. 

The financial provision will take the inflation rate into consideration once the mine is 

operational. Once the mine is operational the financial provision will be readjusted on 

an annual basis to include inflation. 

Afplats (Ply) Limited March 2008 
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UNDERTAKING 

The Chief Executive Officer, Managing Director or any other person so appointed must 

approve the social and labour plan. 

The person responsible for the social and labour plan, and who is also responsible for 

promoting the plan to the employees and who must be contacted for follow-ups, 

requests , reports, queries, enquiries, discussions, etc. when necessary, must commit 

to the following undertaking on behalf of the Mine or Production Operation. 

I, (--/(_ ~\-\ f\\~~ t?<)~\( \,\_)~ \--tt\C._ the undersigned and duly authorised thereto 

by ~~ ::rp\-JY\S ( P\j ) ~ \ 1) (Company) 

undertake to adhere to the information, requirements, commitments and conditions as 

set out in the social and labour plan . 

Signature of responsible person --:'fffjJJL-a-~-~----------
. . ~ 
Designation P\lO}tL T \1\n A~ (-\6-t(L 

Approved 

Signed at :IOtl ~\J{) B\1\e& on this -~-

J 
I 

/ 
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SENIOR ROCK ENGINEERING OFFICER (02) 

• Completed COM Rock Mechanics Certificate 
• 3Years department experience 
• Successfully acted as Senior Rock Engineering Officer 

ROCK ENGINEERING OFFICER (01) 

• COM Part 1 Rock Mechanics Certificate 
• 6 Months acting experience as a Rock Engineering 

Officer 
• 2 Years department experience 
• Excellent Computer literacy 
• Management Programme 

ST~ T!-_c_~-~~~~-~_!~-~~~~1~_)_ _ _ - . . - -
• Relevant Chamber of Mines (COM) Strata 

Control Certificate (MQA Leve14) 
• 2 Years department experience 
• 6 months acting as a Junior Strata Control 

Officer 
• C:nmn11IAr liiP.r::lr.v 

JUNIOR STRATA CONTROL OFFICER (C1) 

• Internal certificate for strata control 
(MQA Level 3) 

• 1 year department experience 
• 6 months acting as Strata Control 

Observer 
• Computer literacy 

STRATA CONTROL OBSERVER (66) 

• Completed internal modules 
• Grade 12 Maths & Science 
• Internal certificate for strata control (MQA 

Level2 
• 1 VA::If riAn::lrlmAnl AYnAriAnr.P. 

STRATA CONTROL OBSERVER (84) 

- Grade 10 with maths & science 
- Medical Fitness 
- 2 years underground experience 

NB All positions are vacancy 

I~ ! driven and are determined by t ~ the needs of the company. 

T~J\ 
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OPERATIONS MANAGER (D4) 

5 years mining experience at least 4 years in 
production 
Competent A & B 
Grade 12 or N3 
Blasting Certificate 
Mine Managers Certificate of competency 
Have Good interpersonal Skills 
Supervisory training 
Good computer literacy 
Management Programme 
Financial Planning 
Presentation skills 

Knight Piisold 
CONSULTING 

MINE OVERSEER (D2) 

7 years mining experience at least 5 years in 
production 
Competent A & B 
Grade 11 or N2 

..--------------~ · • Blasting Certificate 

SHIFT SUPERVISOR (C5) 

5 years mining experience at least 4 years in 
production 
Competent A & B 
Grade 10 or N1 
Blasting Certificate 

• Have Good Interpersonal Skills 
Supervisory training 

• Acceptable computer literacy 
~lr.::t Airl r..artiflf'J:~fA 

(B4) 

DRILL RIG OPERATOR 

3 years mining experience 
• Code a Drivers License 
• Dover test 

TMM License 
• ABET 4 

First Aide Certificate 
• Appropriate medical fitness 

level (colour blindness, 
hypertension) 
'""'---- -•--< .... 

NB All positions are 

Mine Overseer Certificate of competency 
• Have Good interpersonal Skills 

Supervisory training 
Good computer literacy 
First Aid Certificate 
Management Programme 
Financial Planning 

____ _MII'IEEfC!1L .. 
4 years mining experience 
Competent A &B 
ABET4 
Blasting Certificate 
Have Good interpersonal Skills 
Leadership abilities 
First Aid Certificate 

1) LOAD HAULAGE DUMPER 

DRIVER(B3) 

2 years exp in mining occ 
A4. 
Code 8 Drivers License 
TMM License 
Dover test 

ABET4 
First Aide Certificate 
Appropriate medical fitness 
level (colour blindness, 
hypertension) 
Competent B 

2) ROOF BOLTER (83) 

2 years exp in mining occ A4 -· ' ... ~ .. ~ .• 

Scraper Winch Operator, Rock Drill 

Operator (A4) 

1 year experience and training 
ABET2 

1) UTILITY VEHICLE DRIVER 

(82) 

2 years experience and 
training 

• Code a Drivers License 
• Dover test 
• ABET 4 

Appropriate medical fitness 
level (colour blindness, 
hypertension) 
Competent 8 
TMM License 

2) WINCH MOVER, SECTIONAL 

GANG LEADER (82) 

2 years mining experience 
Supervisory Skills 

vacancy driven and are NOVICE ENTRY (A3) 

determined by the needs Equipping Helper: No Schooling 
~ L____ :Competent 8 

~ ~ ~~~;~g~~~~~~!tore Issuer ABET 2 
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HR MANAGER (D4) 

• Degree or diploma in HR 
• Post Graduate degree or diploma in HR or 

Business Admin or related field 
• 5 Years HR management experience 

• Excellent comouter llteracv 

HR MANAGER HRD AND ADMIN (D3) 

• Relevant Diploma I Degree 

• 4 Years HR Experience 
• Advanced Management programme 

• 

---- -~ ------- -----

HR SUPERITENDENT (D2) 

• Relevant Diploma I Degree 
• 4 Years applicable HR experience 
• Financial planning programme 
• 2 Management programmes 
• Advanced Computer training 

SENIOR HR OFFICER (D1) 

SENIOR ER OFFICER 

• Relevant Diploma I Degree 
• ·3 Years HR fER exper'1ence 

• Management programme 
• Negotiation skills . ' .. 

HUMAN RESOURCES OFFICER 

(C5) 1) SOCIAL AFFAIRS OFF (C5) 1) TRAINING OFFICER (C5) 

• Relevant Diploma I Degree • Relevant Diploma 1 • Relevant Diploma I Degree 
• 2 Years human Resources Degree in Social or competency certificates 

t Sciences or HR in trainina 

HR ASSISTANT (84) 
NB All positions are - Grade 12 and studying towards a 
vacancy driven and are HR qualification 

rl.c.t.c.rrnlnArf h\1 th.:~o n.c..c.rlc: - 1 Year human resources experience 
- Computer !iterate 

~ 
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SITE SECRETARY 

• 2 years experience and training 
(80% on the job and 20% at training 
centre) 

• Highly computer literate 
• Basic pragma and dimension 
• Payroll 
• Knowledge of Medical & Provident 

Fund. 
• Good interpersonal and telephone 

skills 

NB All positions are vacancy 

driven and are determined by 

tha needs of the company. 

Afplats (Pty) L ited 
Leeuwkop Social and Labour Plan 
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SITE/FINANCIAL ADMINISTRATOR 

2 years experience as a materials controller 
Financial diploma or degree 
Excellent financial knowledge 
Management and supervisory skills 
Be highly computer literate 

·Budget control skills 
Excellent communication skills 

f 
MATERIALS CONTROLLER 

3 years experience and training (80% on the job 
and 20% at training centre) as a stores controller. 
1 years procurement experience 
· PurchaSln9/F1nanciaT diPloma-· --

----·-- --- ----

Posses leadership qualities 
Highly Computer literate 

STORES CONTROLLER 

2 years experience and training (80% on the 
job and 20% at training centre) 
Materials Management Diploma 
Posses leadership qualities 
Computer literate in Pragma & Dimensions . 

-------------

FINANCIAL CLERK 

-· 

• 

• 
• 

2 year experience and training (80% 
on the job and 20% at training centre) 
Basic Pragma and dimension 
Creditors & Debtors experience 

i 
DATA CAPTURE CLERK/STOREKEEPER 

• 1 year experience and training (80% on the 
job and 20% at training centre) 

• Basic Pragma and dimension 

t 
DATA CAPTURE CLERK 

/STOREMAN/ACCESS CONTROLLER/DRIVER 

• Grade 12 
• Good communication skills 

79 March 2008 
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NB All positions are vacancy 

driven and are determined by 

mine needs company. 

Afplats (Pty) Limited 
Leeuwkop Social and Labour Plan 
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VENTILATION OFFICER (C5) 

COM Certificate Jn Environmental control 
4 YA:=~r<:: <::llnJPV A':mPriPnr.A 

VENTILATION OFFICER (C2) 

COM Intermediate Environment Certificate & 3 Years 
environmental experience 

VENTILATION OBSERVER (B7) 

• COM Intermediate Environment 
Certificate . ? VI'>Arc: 

1) TRAINEE VENTILATION OBSERVER (B6) 

• Chamber of Mines (COM) practical 
Environment Certlficate. 

• 1 Years Survey experience 

TRAINEE VENTILATION OBSERVER (84) 

• Grade 12 Maths & Science 

SANITATION HELPERS (A3) 

- No schooling 
- Medical Fitness 

80 GSt March 2008 
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OPERATIONS SURVEYOR (02) . Mine Surveyors Certificate of Competency . ~ V o -::t r<: C tln/0\1 ovnorianf"t=~ 

SENIOR SURVEYOR (CS) 

• National Higher Diploma in Mine Survey 
OR 

• Mine Surveyors Certificate of Competency 
OR 

• Both COM Advanced certificates and com outer literacv 

SENIOR SURVEYOR (C4) 

• COM Advanced Survey Valuation & Survey Certificate 
OR 

• National Diploma in Mine Survey & 3 Years survey I. experience 
OR 

. ·· - - -· - · · · ·----·,---·----SURVE¥0R-(~)---·- -- ·- - ··- -· · 

• COM Advanced Survey Certificate 
OR 

• National Diploma In Mine Survey 
OR 

• COM Elementarv Survev & Evaluation certificate & 10 

SURVEYOR (C2) 

• COM Advanced Valuation certificate I . d Vo~rc::: c:ttntt:l\1 AVnorl~nrQ 
SURVEYOR GRADE 1 (C1) 

• COM Elementary Sampling and Survey Certificate 
OR 

• COM Elementary Sampling certificate and 10 Year 
survey experience 

OR 

• Completed 2nd year of National Diploma In Mine 
("'o, ,_ , _ , ,: __ 

SURVEYOR GRADE 2 (87) 

• COM Elementary Sampling or Survey 
Certificate J . ~ Voo;:~rc-

1) ASSISTANT SURVEYOR (85) 

• Chamber of Mines Basic (COM) 

I 
Sampling or Survey Certificate. 

• 2 Years Survey experience 

SURVEY TRAINEE (84) 

• 1 Year Survey experience 
• Grade 12 Maths & Science 

~ 

I NB All positions are vacancy 

'\ SURVEY ASSISTANT (A3) 
~ven and are determined by - ABET 3 

...._ ~e needs of the company. 

/~1 
- Medical Fitness 

~ UJ ~· 
71\'M i \V l 
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Career Path Development Plans at the Plant: Administration 

SITE SECRETARY 

• 2 years experience and training 
(80% on the job and 20% at training 
centre) 

• Highly computer literate 

• Basic pragma and dimension 

• Payroll 

• Knowledge of Medical & Provident 
Fund. 

• Good interpersonal and telephone 
skills . 11.1'2 ;,.., ,...u;,..,.. ,..,-l,.,....;,..;~+r·..,+in.-. 

NB All positions are vacancy 

driven and are determined by 

the needs of the company. 

Afplats (Ply} Umfted 
Leeuwkop Social and Labour Plan 

i 

' 

SITE/FINANCIAL ADMINISTRATOR 

• 2 years experience as a materials controller 
• Financial diploma or degree 
• Excellent financial knowledge 
• Management and supervisory skills 
• Be highly computer literate 
• Budget control skills 
• Excellent communication skills 

MATERIALS CONTROLLER 

• 3 years experience and training (80% on the job 
and 20% at training centre) as a stores controller. 

• 1 years procurement experience 
• Purchasing I Financial diploma 

--. • .f'osses.leadersi1ip.qualities 
• Highly Computer literate 

STORES CONTROLLER 

• 2 years experience and training (80% on the 
job and 20% at training centre) 

• Materials Management Diploma 
• Posses leadership qualities 
• Computer literate in Pragma & Dimensions. 

FINANCIAL CLERK 

• 2 year experience and training (80% 
on the job and 20% at training centre) 

• Basic Pragma and dimension 
• Creditors & Debtors experience 

i 
DATA CAPTURE CLERK/STOREKEEPER 

• 1 year experience and training (80% on the 
job and 20% at training centre) 

• Basic Pragma and dimension 

t 
DATA CAPTURE CLERK 

/STOREMAN/ACCESS CONTROLLER/DRIVER 

• Grade 12 
• Good communication skills 

-1 jll/\ 
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Career Path Development Plans at the Plant: Engineering 

NB All positions are vacancy 

driven and are determined by the 

needs of the company. 

-----

. 
INSTRUMENT TECH 

INTERNAL EXTERNAL 

• PLC TRAINING • N6ff3 Industrial Ins!. 

• N4 lndustriallnst. * Industrial Instrument 
-

AREA MANAGER 

10 years plant experience 

Management skills 
0JJ::tlifiP.ri mP.fl'lflllrni~f$;/ FnninRP.r 

... 
SITE MANAGER 

10 years plant experience 

Management skills 

I 
ENGINEER 

• G.C.C requirements . 
• Relevant plant experience 

---- ------ ------------- ··-- --------·-~1~--- ····-------

ENGINEERING SUPERINTENDANT 

• Min 5 years as Engineering Foreman 

ENG. FOREMAN/PLANNER 

• Relevant supervisory program 
• Exposure to acting duties 
• leadership and computer skills . 
• Pragma 

/ 
ARTISAN 

INSTRUMENT MECH. 
• Trade test cerilficate MILLWRIGHT 

• Fitter I 8/Maker /Electrician 1--- • Trade test Certificate 
• Industrial instrument trade test • Fitter I 

LEARNERSHIP PROGRAM 

• N2 - Four subjects 
• 2 years training {70% on the job & 30% at 

the training center) 

ENGINEERING AIDE 

• Basic hand skills course I'- ENGINEERING ASSISTANT /LEARNER • Risk assessment awareness 
• Grade 12/ N2 for external candidates 

• Grade 12/ N2 for external candidates 

h ' ! ~ ~ \W\ 
I ,...,. 
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Career Path Development Plans at the Plant : Laboratory 

SITE MANAGER 

• Follow process career path 

PROCESS SUPERINTENDENT 

• 5 years exp as a Lab and shift sup . 
• Knowledge of.isometrix and Pragma 
• DYNA BMS course 
• Qualified Chemist (Optional) 
• Posses leadership qualities . 
• Have good interpersonal skllls LAB SUPERINTENDENT (Wet Lab) 

-- ------·--·-·-··-· '''"'~ --------------- ~- ~- ~ ~ - --- - _ _!_ ____ 3_y_e_ai.s..lab_and_pr.p_c.e_s_s_plant_exR-erience_ ___ 
• Qualified chemist 
• ASSAY knowledge and working experience 
• Excellent lab knowledge 
• Management and supervisory skills 
• Be highly computer literate 
• Budget control skills 

LAB SUPERVISOR (Prep Lab) 

• 3 years exp as a grade 1 In a lab. environment 
• Knowledge of isometrix 
• Have passed DYNA supervisory course 

• Possess leadership qualities. PRODUCTION ARTISAN (Lab Analyst) 
• Have good Interpersonal and report writing skills, 

• • 3 years experience and training (80% on the 
job and 20% at training centre) 

• Analytical chemistry I chemistry qualification 
(wetlab) 

• Posses leadership qualities 
• Computer literate and know Pragma, 

PRODUCTION ARTISAN (Lab Attendant) 

• 1 year experience and training (80% on the job 
and 20% at training centre 

PRODUCTION ARTISAN (Lab Assistant) 
NB All positions are vacancy • Grade 12 
driven and are determined by the 

needs of the company, 

Afp/a/s (Pty) Limited 84 
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Career Path Development Plans at the Plant: Processing 

AREA MANAGER 

• 3 years experience as a process manager 
• Have project and budget management skills 
• Must be able to liaise at a senior management level and 

have good contractual understanding. 

t 
SITE MANAGER 

• 10 years process plant experience 
• Qualified Metallurgist I Engineer (optional) 
• Excellent process knowledge 
• Management and supervisory skills 
• Be highly computer literate 

t 
PROCESS SUPERINTENDENT 

• 5 years exp as a shift sup . 
·---- ----- ---·---- - -- --- - •- ----Knowledge-of·Jsometrix-and-Pragma --------·- ----- -- ·--

• DYNA BMS course 
• Relevant Qualification 
• Posses leadership qualities . 
• Have good interpersonal skills 

SHIFT SUPERINTENDENT 

• 3 years exp as a Grade 1 . 
METALLURGIST • KnoWledge ofisometrix and Pragma 

• DYNA Core course • Diploma I B-Tech + 

• Management skills • Two years plant experience as metallurgist 

• Posses leadership qualities . (external applicant) 

• Have good interpersonal skills 

PRODUCTION OPERATOR 

• 3 years experience and training (80% on the 
job and 20% at training centre) 

• Posses leadership qualities 

• Computer literate and know Pragma 

PRODUCTION ATTENDENT 

• 1 year experience and training (80% on the job 
and 20% at training centre 

ositions NB All p 

driven and 

needs of th 

are vacancy i are determined by the 

e company. PRODUCTION ASSISTANT I Grade 12 

)J 
< P- ), ~ 6\f\J\ \'<' \ 
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Appendix4 

Detailed Socio economic Baseline Information and IDP Analysis 

~ J/M 

~A~~m~ffi~~0~U~mfl~,,~---~~~~~--~--~8~6~65SR·_~ ~~~~~------~-M~,~m~2000 
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Appendix 4 

Certificate of the South African Mining Preferential Procurement 

Forum 

Afplats (Ply) Limited March 2008 
Leeuwkop Social and Labour Plan 


