
 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

BARPLATS MINES (PTY) LTD 

 

SOCIAL AND LABOUR PLAN 

2018 to 2022 

  

CROCODILE RIVER MINE 

 

 

           

  



Eastplats: Social and Labour Plan 2018-2022 

- 2 - 

 

Contents 

1. INTRODUCTION AND PREAMBLE 

1 INTRODUCTION AND PREAMBLE ................................................................................................ - 5 - 

1.1 Introduction .................................................................................................................. - 5 - 

1.2. Preamble ....................................................................................................................... - 7 - 

2 HUMAN RESOURCES DEVELOPMENT PROGRAMME .................................................................. - 8 - 

2.1. Skills development plan ....................................................................................................... - 9 - 

2.2. Adult education and training (AET) .................................................................................... - 12 - 

2.3. Learnership programmes ................................................................................................... - 13 - 

2.4. Portable skills training ........................................................................................................ - 15 - 

It should be noted that for the 3-years of the current SLP, the mine was on Care and 

Maintenance. ............................................................................................................................ - 16 - 

Hard to Fill Vacancies ................................................................................................................ - 17 - 

2.5. Career Progression Path..................................................................................................... - 17 - 

Mentorship plan ............................................................................................................................ - 27 - 

2.6. Internships and Bursaries ................................................................................................... - 28 - 

2.7. Employment equity plan .................................................................................................... - 31 - 

3 LOCAL ECONOMIC DEVELOPMENT ........................................................................................... - 41 - 

3.1. Economic and Social Conditions ........................................................................................ - 42 - 

3.2. Local Government and Administration .............................................................................. - 46 - 

3.3. Impact of operations in the area ....................................................................................... - 48 - 

3.4.  Labour sending areas for Crocodile River Mine ................................................................ - 48 - 

Continued LED support and the Life of Mine ............................................................................ - 49 - 

Reallocation of Funds in favour of LED projects ....................................................................... - 49 - 



Eastplats: Social and Labour Plan 2018-2022 

- 3 - 

 

3.5. Selection of LED Projects that CRM will support ............................................................... - 50 - 

3.6. Measures to Address Housing and Living Conditions ........................................................ - 53 - 

4 PREFERENTIAL PROCUREMENT ................................................................................................ - 55 - 

4.1. Preferential Procurement Targets ..................................................................................... - 55 - 

4.2. Supplier Development ....................................................................................................... - 57 - 

5 PROCESSES PERTAINING TO MANAGEMENT OF DOWNSCALING AND RETRENCHMENTS ...... - 58 - 

5.1 Overview ............................................................................................................................. - 58 - 

5.2 Establishment of a Future Forum ................................................................................ - 59 - 

Mechanisms to Ameliorate the Social and Economic Impact on Individuals, Regions and         

Economies where Retrenchment or Closure of the Mine is Certain ........................................ - 61 - 

6 FINANCIAL PROVISION .............................................................................................................. - 64 - 

7 UNDERTAKING AN UNDERTAKING BY THE HOLDER OF THE MINING RIGHT TO ENSURE 
COMPLIANCE WITH THE SOCIAL AND LABOUR PLAN AND TO MAKE IT KNOWN TO EMPLOYEES... - 65 - 

                                          



Eastplats: Social and Labour Plan 2018-2022 

- 4 - 

 

List of Acronyms 

AET Adult Education and Training 

BEE Black Economic Empowerment 

CPP Career Progression Plan 

CRM Crocodile River Mine 

DMRE Department of Mineral Resources and Energy  

EEA Employment Equity Act 

GVAP Gross Value Added 

HDSA Historically Disadvantaged South Africans 

HR Human Resources 

HRDP Human Resources Development Programme 

IDP Integrated Development Plan 

LED Local Economic Development 

LM Local Municipality 

LOM Life of Mine 

MLM Madibeng Local Municipality 

MPRDA Mineral and Petroleum Resource Development Act 

MQA Mining Qualifications Authority 

NQF National Qualification Framework 

PGMs Platinum Group Metals 

SAQA South African Qualifications Authority 

SARS South African Revenue Service 

SDA Skills Development Act 

S&LP Social and Labour Plan 

SMMEs Small, Medium, and Micro Enterprises 

  



- 5 - 

 

1 INTRODUCTION AND PREAMBLE 

1.1 Introduction 

Crocodile River Mine (“CRM”) was established in 1987 with the Eastplats/Barplats group acquiring control of 

the mine in May 2006.  

This Social and Labour Plan - Third Generation, is submitted for the duration of the SLP 2018-2022, the Second 

Generation plan having expired in December 2017. This plan is linked to the existing mining rights of the farms 

Zandfontein 447JQ, De Kroon 444JQ, Elandsfontein 440 JQ and Krokodildrift 446JQ, in the magisterial district 

of Brits. The mining rights reference numbers are: 

• NW 30/5/1/2/2/151MR; 

• NW 30/5/1/2/2/78MR; 

• NW 30/5/1/2/2/307MR; 

• NW 30/5/1/2/2/332MR; and 

• NW 30/5/1/2/2/363MR. 

Crocodile River Mine (CRM) submitted an SLP covering the period 2018-2022 previously, but a more robust 

review of the submitted plan concluded that it was not the product of proper consideration of the state of 

mining operations at the time. This plan indicated SLP obligations that could only have applied to a mining 

operation in full production and was, therefore, unsuitable for a mine that had already been under Care & 

Maintenance for approximately 5 years. In October 2019 the mine management made a submission to the 

Department of Mineral Resources and Energy (DMRE) requesting a grace period of four months to review and 

recompile the Third Generation SLP (2018-2022). Communication between DMRE and the Mine eventually led 

to a directive where the Company was tasked to submit a revised SLP for the period 2018-2022, by 3 January 

2020, considering the number of working days and public holidays over this period. During this period, the 

Mine would also have been able to consult with the Madibeng Municipality on its Integrated Development 

Plan (IDP) to seek alignment between initiatives to improve the lives of the communities associated with and 

neighbouring the Mine.  

The underground mine is currently still under care and maintenance and its staff complement has been 

radically reduced to serve only the purposes of Care & Maintenance.  The Mine could have cut the staff 



Eastplats: Social and Labour Plan 2018-2022 

- 6 - 

 

complement by a further 50% to meet its needs, but it curtailed the downscaling to a point where some 

opportunities still existed to ensure development and continuity of human resources. The reduction in staff 

numbers was done in accordance with the relevant chapters of the previous SLP and in line with the labour 

practices prescribed in the Labour Relations Act of 1995.   

The amendments to the business model also negatively impacted the expenditure on corporate social 

responsibility, human resource development and sustainable local economic development in order to secure 

the future viability of the mine. The financial state of the mine at the beginning of the 5-year period described 

in this SLP is that it relied heavily on additional loans and equity investments to be able to continue even with 

the Care & Maintenance obligations while looming operational constraints such as deteriorating 

infrastructure, availability of profitable ore reserves and underground fleet condition required ongoing 

attention. The financial condition of the mine at the outset of this SLP is reflected in the decrease of budgets 

related to the lower staff figures and depressed financial position of the mine. 

CRM has every intention to play its part in the socio-economic transformation of the mining industry in South 

Africa and as a holder of mining rights contribute to the sustainable upliftment and development of the 

communities where its operations are located. It starts with the Mine meeting the objectives as outlined in 

this SLP. Progress on specific projects and the mine contributions to socio-economic development will be 

reviewed and reported annually in the SLP reports which will be submitted to the regional office of the 

Department of Mineral Resources and Energy (DMRE). Furthermore, CRM will ensure that its permanent core 

business will comply with the Mineral and Petroleum Resource Development Act (no 28 of 2002) (“MPRDA”) 

and that the necessary structures and mechanisms will be in place and utilised to this end.  

CRM is committed to the overall principle of engagement and participation, which it believes to be the only 

way in which to ensure sustainable relationships between the Company and its Stakeholders – including 

employees, communities and various forms of government. The condition of Care & Maintenance which 

currently governs operations, is an attempt to ensure sustainability and future economic viability, without 

shutting down on ongoing obligations. There is however no doubt that the limitations of Care & Maintenance 

will affect what is possible to deliver or contribute towards.  

CRM’s future outlook is that during this period of the SLP (2018-2022), economic fundamentals in the PGM 

commodities and alternative forms of income and capital generation may allow the mining operations to be 

brought back into production, albeit in small increments. The Company intends to ensure that as this happens, 

it aligns its contributions to Social and Labour Plan objectives accordingly.   
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1.2. Preamble 

Name of company:  Barplats / Eastplats Mines (Pty) Limited 

Name of the Mine:  Crocodile River Mine 

Physical Address:  Zandfontein Road 

Zandfontein Farm 

Brits,0250 

Postal Address:                 P.O. Box 513 

Brits,0250 

Telephone Number:  (012) 381 1800 

Fax Number:   (012) 258 0087 

Location of the Mine: The mine is located in the Northwest Province, within the Bojanala Platinum 

District Municipality and the Madibeng Local Municipality. Operations are 

centered on the farms Zandfontein 447JQ, De Kroon 444JQ, Elandsfontein 

440JQ, and Krokodildrift 446JQ, located approximately 12 kilometers from 

the town of Brits and 47 kilometers from Tshwane. 

Commodity: The mine is involved in the mining of Platinum Group Metals (“PGMs”) from 

the UG2 Reef.  

Life of Mine: The current life expectancy of the CRM is longer than 25 years. Any changes 

and new developments about the life of the mine will be reported on in the 

mine’s annual S&LP report. 

Financial Year:   The financial year for the mine is from 1 January to 31 December. 

Labour Sending Areas: The greater majority of employees reside within 30 kilometers of the mine 

and are considered local to the Madibeng Municipal area. 
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Current Labour Sending Areas 

CURRENT GEOGRAPHIC ORIGIN OF EMPLOYEES PER PROVINCE 

Name of Province Town/City No of employees 

NORTH WEST 

Brits 70 

Ifafi 5 

Lethlabile 9 

Okasi 11 

Elandsrand 14 

Dekroon 1 

Damonsville 8 

Rustenburg 3 

Bokfontein 2 

Brits 8 

Bethanie 1 

Bapong 2 

  SUB TOTAL 134 

OTHER PROVINCES 

GAUTENG   17 

LIMPOPO   5 

FREESTATE    4 

MPUMALANGA   0 

KWAZULU NATAL   2 

EASTERN CAPE   3 

WESTERN CAPE   1 

LESOTHO   2 

MOZAMBIQUE   2 

  SUB TOTAL 36 

  TOTAL  170 

2 HUMAN RESOURCES DEVELOPMENT PROGRAMME 

At the documentation of the SLP of 2013-2017 CRM’s staff complement consisted of 1086 employees and it 

expected the stabilisation of the staff complement at around 1160 employees. When the operations were put 

under Care & Maintenance in April 2013, this staff complement was reduced by more than 90% and it currently 

sits at 170,  which indicates that just the most critical and experienced staff members in their respective fields 

were retained.  This has a significant impact on the Human Resource Development Plan (HRDP) as it does not 

allow for a meaningful skills development programme for own employees. As this staff complement is not 
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likely to increase by any degree of significance for the majority of this SLP period, any significant opportunities 

for change in the Employment Equity Profile and Planning of the Company will also be curtailed.  

As economic and funding conditions improve, leading to the generation of employment opportunities, these 

will be filled from within the Company’s stakeholder environment. It is however difficult to predict the details 

of such developments. When such opportunities do arise, it would then prompt the activation of the Skills 

Development Plan as well as a review of the Employment Equity Profile. 

Skills development within the Mine falls under the Mining Qualifications Authority (MQA) and any training 

providers employed by the Mine will need to meet the minimum accreditation requirements of the MQA. The 

Mine has on-site training facilities which are being utilised. 

2.1. Skills development plan 

CRM is committed to improving the skills of its workforce by constantly evaluating the skills requirements of 

its workforce and facilitating skills development interventions to address these. The mine will work in 

collaboration with the MQA working under the auspices of the South African Qualifications Authority (“SAQA”) 

to keep abreast of industry developments. Barplats Mines (Pty) Ltd will also ensure compliance with the 

following legislation: 

• The Skills Development Act (No 97 of 1998); 

• The Skills Development Levies Act (No 9 of 1999) and its associated regulations; 

• The Employment Equity Act (No 55 of 1998); and 

• The Broad-Based Socio-Economic Empowerment Charter for the South African Mining Industry. 

These regulations require that the mine recovers a skills development levy from the MQA by facilitating 

accredited courses for its employees. 

To ensure the successful implementation of the Skills Development Plan and compliance with regulatory 

requirements, CRM will at all times ensure the official appointment and mandating of a Skills Development 

Facilitator, who would also have the responsibility of arranging the Skills Development Forum consisting of 

management and employee/union officials. The mandate of the Skills Development Forum will be to:   

• Consult on the preparation and implementation of the Employment Equity Plan and Workplace Skills 

Plan and Annual Training Report; 

• Consult on the submission of the Employment Equity Report and the Annual Training Report; 
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• Promote diversity and support diversity interventions; and 

• Monitor, promote and support skills development interventions and initiatives. 

CRM is registered with the South African Revenue Service (“SARS”) and the relevant Sector Education and 

Training Authority (“SETA”), the MQA, and is paying 1% of the total payroll towards the skills levy. The mine’s 

skills development levy number is L650720180. the Information below provides the mine's compliance with 

skills development legislation. 

  

Name of SETA MQA 

Registration Number SDL650720180  

Skills Development 

Facilitator 

Cynthia Van Den Berg 

Contact details 012 381 1800 
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The Number and Education Level of Employees - Form Q  (As at April 2021) 

Band 
NQF 

level 
Classification system 

Male Female Total 
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General Education 

and Training (GET) 
1 

No schooling/Unknown 
0 0 0 0 0 0 0 0 0 0 

Grade 0/Preschool 
0 0 0 0 0 0 0 0 0 0 

Grade 1/Sub A 
0 0 0 0 0 0 0 0 0 0 

Grade 2/Sub B 
0 0 0 0 0 0 0 0 0 0 

Grade 3/Std 1/ABET 1 
4 0 0 0 0 0 0 0 4 0 

Grade 4/Std 2 
0 0 0 0 0 0 0 0 0 0 

Grade 5/Std 3/ABET 2 
1 0 0 0 0 0 0 0 1 0 

Grade 6/Std 4 
0 0 0 0 0 0 0 0 0 0 

Grade 7/Std 5/ABET 3 
13 0 0 0 0 0 0 0 13 0 

Grade 8/Std 6 
0 0 0 0 0 0 0 0 0 0 

Grade 9/Std 7/ABET 4 
2 0 0 0 1 0 0 0 2 1 

Further Education 

and Training (FET) 

2 Grade 10/Std 8/N1 
69 0 0 4 10 0 0 3 73 13 

3 Grade 11/Std 9/N2 
7 0 0 1 0 0 0 0 8 0 

4 Grade 12/Std 10/N3 
11 1 0 3 7 0 0 1 15 8 

Higher 

Education and 

Training (HET) 

5 
Diploma / Certificates 5 0 0 13 4 0 0 3 18 7 

6 First Degrees / Higher 

Degrees 

3 0 0 0 1 0 0 0 3 1 

7 
Honours / Master’s degrees 2 0 0 0 0 0 0 1 2 1 

8 
Doctorates 0 0 0 0 0 0 0 0 0 0 

Total 117 1 0 21 23 0 0 8 139 31 
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2.2. Adult education and training (AET) 

Adult Education and Training (AET) is a significant contributor to the Skills Development Programme of the 

Mine. In the previous generation SLP (2013-2017) CRM spent 4.5 times what it had originally budgeted for 

AET. In 2018 and 2019 CRM continued with its AET programme spending a total of R 645 971 on the 

programme. To achieve this CRM contracted an accredited third-party service provider “Train the Nation and 

Associates (Pty) Ltd” to deliver the AET programme.  

The Mine promotes participation in AET with its employees, but participation is voluntary. In 2019 the Mine 

has come to the conclusion that the interest in AET has waned significantly – especially given the appetite of 

the programme by the employees, and the management team has taken the decision to reallocate the 

remaining budget for AET set aside for 2019 to the total of R 414 234, after the expenditure for rewrites; as 

well as budgeted spend on AET for 2020-2022, to the Local Economic Development (LED) programme 

instead.  

The education and training of employees over the next five years will continue to focus specifically on 

providing opportunities and giving assistance to illiterate employees to become literate and numerate. 

The mine’s AET Programme is facilitated by the Human Resources Development Department, overseen by a 

dedicated AET Co-ordinator in collaboration with skilled AET Facilitators at the Training Centres. Opportunities 

are given on a part-time basis to those interested to attend the AET Programme, employees will attend classes 

after work and on their free time and class attendance in normally in the afternoon, furthermore, employees 

will be given time off for writing exams. 

This intervention is on a voluntary basis and employees have not shown much interest to enrol on any of the 

available AET levels, notwithstanding the company’s commitment to continue branding and advertise the 

importance of this qualification.  
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The planned spending on AET over the period of this SLP will thus be as follows:  

AET Targets 

ABET level  Forecast 

2018 2019 2020 2021 2022 5 Year Total  

ABET 1 5 5 0 0 0  

ABET 2 5 5 0 0 0  

ABET 3 5 5 0 0 0  

ABET 4 0 0 0 0 0  

TOTAL 15 15 0 0 0  

Budget R128 798 R128 798 0 0 0 R257 578 

*This target is community-based as we employ above ABET level 4. 

 

Update & Progession of AET Learners 

AET 2021 - 2022 (Updated) 

Initial & Surname 
Company 
Number 

ID Number Level Company Comments 

D.N.  Sithole 82 6606295602088 Level 2 CRM Portable skills 

S.  Sueia 1034 AC155711 Level 2 CRM Compitance A&B completed 

B.  Sitoe 3467 6401245320084 Level 2 CRM Control room training 

G.  Machebeni 14931 9203085544089 Level 3 CRM Plant skills proggrame 

J.A.  Chindane 118 AC061483 Level 4 CRM Plant skills proggrame 

G.H.  Ngwako 296 6912126744085 Level 4 CRM Registered for N Courses 

K.J.  Mshawe 238 6709155724081 Level 4 CRM Registered for N Courses 

 

2.3. Learnership programmes 

While the Learnership Programme is an important skills development and human resource provider element 

of the Mine’s ongoing programme, the significant downscaling of the staff complement and the curtailing of 

operations, has negatively impacted this programme. Normally after these programmes, expectations have 

been set that employment will be guaranteed and in the situation, the mine is in at present this is highly 
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unlikely. However, as has been indicated the Mine is currently in a process of seeking alternative income 

opportunities through its tailings recovery project and it will therefore continue with the Learnership 

Programmes as planned.  

These programmes are aimed at equipping learners with occupationally based qualifications registered on the 

National Qualification Framework (“NQF”). Structured learning programmes and work experience are 

integrated and organised for accreditation through the NQF in a manner to achieve meaningful competencies 

for productive work. Learnerships will be offered to selected employees, thus enabling them to become 

qualified miners and artisans, with prospects for further development in the Mining and Engineering career 

paths, depending on their performance and aspirations. Learnership training is provided by training providers 

accredited by the MQA together with the mine. There will be one annual intake to the learnership programme. 

Timing of these intakes is dependent on mine capacity in so far that it relates to on-site learners and MQA 

guidelines. Selection for Learnership programmes will be governed by Employment Equity principles. Progress 

on the learnership programme will be reported on an annual basis in the Annual Training Report, as well as 

the S&LP report. 

Learnerships Action Plan  

Action Required 
Anticipated 

completion 

Responsible 

person 

Plan Annual Learnership targets  Annually  

Training 

Coodinator 

Advertise, Select and appoint learners as per set targets May  

Implement Learnerships June  

Allocate learners in programme to mentors Annually 

Evaluate learner performance Monthly 

Update IDPs and training matrix Ongoing 
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The targets for the annual Learnership intakes are aimed at Internal 18.1 Learnership and External.18.2 

Learnership candidates from the Community with preference given to HDSA’s and females.  

Years 2018 2019 2020 2021 2022 5 yr. Total 

Learnerships 

18.1  

0 0 0 0 2 (New) 2 

Qualifications 0 0 0 0 Diesel Mech 

& 

Boillermaker 

2 

Learnerships 

18.2  

5 (2 Ongoing & 3 

New) 

3 (Ongoing) 3 (Ongoing) 3(New) 3 (New) 9 

Qualifications Diesel Mech; 

Rigging; 

Electrical; 

Instrumentation 

Rigging & 2 

Electrical; 

Instrumentation 

Millwright; 

Auto-

Electrician; 

fitting & 

Machiner 

Millwright; 

Auto-

Electrician; 

fitting & 

Machinery 

Millwright; 

Auto-

Electrician; 

fitting & 

Machinery 

9 

Budget R 463 221 R 486 382 R 510 701 R 536 236 R 763 048 R 2 759 588 0 

 

2.4. Portable skills training 

The aim of providing portable skills is to provide employees with skills that they can apply outside of the mining 

environment, taking into account their age profile and the area from which they originate. The maximum 

duration of the courses is three months. Accredited service providers will be enlisted to run these training 

programs. 

An annual needs analysis will be conducted to determine the Portable Skills required according to the targets. 
The needs analysis results may have an impact on the types of courses presented. 
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Portable Skills Action Plan 

Action Required 
Anticipated 

completion 
Responsible person 

Conduct needs analysis annually Ongoing 

HRD Superintendent 

(Technical) 

Source and appoint relevant service providers Ongoing 

Schedule and Implement training interventions Q2 Annually 

Capture Data on LMS Ongoing 

Update training matrix Ongoing 

Portable Skills Targets 

 

Forecast  

2018 2019 2020 2021 2022 5 yr Total 

Basic Artisanal Skills       

Basic Welding 0 0 0 6 6 12 

Basic Electricity 0 0 0 6 6 12 

Basic Plumbing 0 0 0 6 6 12 

Sub-total 0 0 0 18 18 36 

Basic Entrepreneurship 

Skills 

      

Basic Principles of Finance 0 0 0 6 6 12 

Basic Entrepreneurship 

and Franchising  

0 0 0 7 7 14 

Basic Leadership skill 

course 

0 0 0 5 5 10 

Sub-total 0 0 0 18 18 36 

Total 0 0 0 36 36 72 

Budget 0 0 0 R199 812 R205 858  R405 670.00 

It should be noted that for the 3-years of the current SLP, the mine was on Care and Maintenance. 
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 Hard to Fill Vacancies 

Expected Hard-to-fill Vacancies – Form R 

Occupational level Job title of vacancy 
Main reason for inability to fill the 

vacancy 

Top management  None  

Senior management  None  

Professionally qualified and experienced 

specialists and mid-management, 

academically qualified workers, junior 

management and supervisors  

1. Instrumentation Technicians  

2. Rock Engineers 

3. Electrical and Mechanical Engineers 

Scarce skills 

Skilled technically and academically 

qualified workers, foremen and 

superintendents  

1. Mining Draughtsperson  

2. Riggers 

3. Ventilation / Survey 

Scarce skills 

Semi-skilled and discretionary decision-

making  
Operators Scarce in local labour sending area. 

Unskilled and defined decision-making  None  

 

2.5. Career Progression Path 

Career Progression Planning (CPP) or paths is being revisted due to the ramp-up of the operations. Currently 

the Mine’s permanent staff component numbers are 170. These positions are those that were regarded as 

critical positions to support the operations. Career Progression Planning is not at present a separate initiative 

undertaken by the Mine, but rather addressed through the Individual Development Programmes (IDPs) that 

are in place for all the employees on the current staff complement.  
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The Mine has developed Career Progression Plans for the various roles within a full operations environment 

and these will be reactivated when the mine goes back into full production, which is unlikely to happen during 

this SLP period (2018-2022). 

 The career progression plans have been developed for: 

- MINING 

o Mine Overseer 

o Production Supervisor 

o Miner 

- ENGINEERING 

o Junior Engineer 

o Foreman 

o Artisan 

- PRODUCTION 

o Plant Foreman 

o Plant Control Room Operator 

o Plant Supervisor/Coordinator 

o Plant Operator 
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CAREER PROGRESSIVE PATHS 
M

IN
IN

G
 

CAREER STREAM OPERATIONAL ACTIVITIES  

Mining Underground and surface mining-
related activities ranging from 
underground labourers at the 
entry level to general manager.  

 

Engineering  

 
Underground and surface mining-
related engineering activities which 
are largely maintenance based, 
ranging from belt attendants at the 
entry level through to engineering 
manager 

Shared Services  
 

Technical, financial, safety, 
administration and Human Capital 
support services. 

 

P
LA

N
T 

CAREER STREAM OPERATIONAL ACTIVITIES  

Process Plant Plant process and metallurgical 
activities ranging from production 
assistants at entry level to 
production manager. 

Engineering Metallurgical plant engineering 
activities that are largely 
maintenance-based ranging from 
engineering assistant/aide to plant 
engineer 

Administration Administration activities ranging 
from driver/clerk/storeman at the 
entry level to financial 
administrator. 

 

CAREER PROGRESSION PATH  (Table must be read from bottom upwards) 

HUMAN RESOURCES : 

NO ROLE GRADE MINIMUM TRAINING 
REQUIREMENT 

MINIMUM 
EXPERIENCE 
REQUIRED 

1 HR MANAGER 

 

EL Related Honors Degree 
or Advanced Diploma 
(NQF8) Advanced 
Computer Literacy, MS 
Office Advanced, 

10 years related 
HR experience 

2 HR Superintendent  
HRD Superintendent 

 

DU Related Degree or 
Diploma  Advanced 
Computer Literacy, MS 
Office Advanced,  
 

8 to 10 years 
related 
experience  
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3 Senior HR Officer 
Senior HRD Officer 

 

DL Related Degree or 
Diploma  Advanced 
Computer Literacy, MS 
Office Advanced, 

3 to 5 years 
human resources 
/Development 
experience, 

4 HR Practitioner/ 
HRD Practitioner 

 

CU Related Degree or 
Diploma, Advanced 
Computer Literacy, MS 
Office Advanced, 

5 to 7 years 
Human 
Resources 
/Development 
experience, 

5 HR Officer/ 
HRD Officer 

 

CL Related Degree or 
Diploma, Advanced 
Computer Literacy, MS 
Office Advanced, 

2 to 3 years 
experience as HR 
Clerk . 

6 HR Clerk/ 
Time and Attendance 
Clerk 
 

B-Band Grade 12, Advanced 
Computer Literacy, MS 
Office Intermediate, 
Drivers Licence, 
knowledge of T&A 
Systems 

1-2 years general 
office and/or 
personnel 
experience 

 

 

FINANCE AND SUPPLY CHAIN: 

NO ROLE GRADE MINIMUM TRAINING 
REQUIREMENT 

MINIMUM 
EXPERIENCE 
REQUIRED 

1 Finance Manager 

 

EL CA, Honors Degree, 
Advanced Computer Literacy, 
MS Office Advanced, 

10 years related 
Finance 
experience 

2 Account Specialist 

 

DU Related Degree/Equivalent 
Advanced Computer Literacy, 
MS Office Advanced,  
 

8 to 10 years 
related experience  
 

3 Senior Accountant/ 
Procurement Manager 

 

DL Degree or Diploma  
Advanced Computer Literacy, 
MS Office Advanced, 

5 to 7 years 
related experience 

4 Cost Accountant/  
Buyer  

 

CU Appropriate degree/diploma 
(NQF/67) Advanced 
Computer Literacy, MS Office 
Advanced, 

3 to 5 years 
related experience 

5 Admin/Finance Officer 

 

CL Relevant Degree or Diploma 
(NQF6/7) Advanced 
Computer Literacy, MS Office 
Advanced, 

2 to 3 years 
experience  
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6 Finance Clerk 
Storeman/Clerk 
Driver  

B BAND Grade 12, Advanced 
Computer Literacy, MS Office 
Advanced, 

0 to 1 year related 
experience 
studying towards 
Diploma 

 

ENGINEERING: 

NO ROLE GRADE MINIMUM TRAINING 
REQUIREMENT 

MINIMUM 
EXPERIENCE 
REQUIRED 

1 Engineering Manager 

 

EL Related 
Degree/Diploma with 
GCC 

10 years related 
experience 

2 General Engineering 
Superintendent/Section 
Engineer 

 

DU Related 
Degree/Diploma, GCC 
 

8 to 10 years 
related 
experience  
 

3 Senior Foreman 

 

DL Diploma with trade 
related qualification, 
preferably studying 
towards GCC 

5 to 7 years 
related 
experience with 
minimum 2 
years as a 
foreman 

4 Foreman 

 

CU Diploma/Trade Test 
Certificate 

2 to 3 years 
related 
experience with 
minimum of 2 
years as an 
Artisan 

5 Maintenance Planner 

 

CU Diploma/Trade Test 
Certificate 
 

2 to 3 years 
related 
experience with 
minimum of 2 
years as an 
Artisan 

6 Artisan 

 

CL Relevant Trade 
Certificate 

Minimum of 1 
year post 
learnership  
experience in 
related field 

7 Engineering Assistant B-BAND N2 with Maths and 
Science 

0-2 years 
experience   
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SAFETY: 

NO ROLE GRADE MINIMUM TRAINING 
REQUIREMENT 

MINIMUM 
EXPERIENCE 
REQUIRED 

1 SHERQ Manager 

 

EL Relevant Degree in Safety 
Management or mining 
related 

10 years related 
experience 

2 Chief Safety Officer 

 

DU Relevant Degree/Diploma in 
Safety Management or 
mining related 

8 to 10 years 
related experience  
 

3 Senior Safety Officer 

 

DL Relevant Degree/Diploma in 
Safety Management or 
mining related 

5 to 7 years 
related experience 

4 Safety Officer 

 

CU Relevant Diploma, required 
certificate 

3 to 5 years 
related experience 

5 Administrator CL Relevant qualification 2 to 3 years 
experience   
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MINING : 

NO ROLE GRADE MINIMUM TRAINING 
REQUIREMENT 

MINIMUM 
EXPERIENCE 
REQUIRED 

1 General Manager 

 

EU Mine Manager’s Certificate 
of Competency (MMC) or 
equivalent  

10-15 years 
related experience 

2 Mine Manager 

 

EL Mine Manager’s Certificate 
of Competency (MMC) 

8 to 10 years 
related 
experience, as a 
Production 
Manager 
 

3 Production Manager 

 

DU Mine Manager’s Certificate 
of Competency (MMC) , 
Blasting Certificate 

5 to 7 years 
related experience 
as a Mine Oversee 
or equivalent  

4 Mine Overseer 

 

DL Mine Overseers Certificate of 
Competency , Blasting 
Certificate/ 

3 to 5 years 
related experience 
as Shift Boss   

5 Shift Boss 

 

CU Blasting Certificate (Hard 
Rock) for scheduled mines 
Competent A and B Pre-Shift 
Supervisory Course 

2 to 3 years 
related experience 
as Miner or Mining 
Graduate  

As 6 Miner 

 

CL Blasting Certificate for 
scheduled mines (Hard Rock), 
Competent A and B 

2 to 3 years 
related experience 
post Blasting 
qualification  

7 Graduate Mining Engineer 

 

CL Relevant Degree/Diploma 
qualification  

 

8 Mining Assistant BL Grade 12 with Maths and 
Science, Competent A and B 
certificate  

0-1 year 
experience 
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PLANT: 

NO ROLE GRADE MINIMUM TRAINING 
REQUIREMENT 

MINIMUM 
EXPERIENCE 
REQUIRED 

1 Plant Manager 

 

DU Degree/B-Tech with relevant 
experience as a Production 
Oversee 

7-10 years 
experience 

2 Production Oversee/Supt 

 

DL Degree/B-Tech with relevant 
experience as a 
Foreman/Metallurgist  

5 to 7 years 
related experience 

3 Metallurgist/Foreman 

 

CU Degree/Diploma in Chemical 
Engineering or Metallurgy or 
mineral processing  

3 to 5 years 
related experience  

4 Plant Supervisor 

 

CL Grade 12, Diploma or 
equivalent, with crushing and 
screening experience or 
mineral processing 

2-3 Years relevant 
experience  

5 Plant Team Leader/Control 
Room Operator 

 

B BAND Grade 12 or relevant 
experience in crushing and 
screening  

1-2 years 
experience 

6 Plant Operator A BAND Maths and Science, Grade 12 0-1 year 
experience in 
mineral processing 
plant. 
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CAREER PROGRESSIVE PLANS 

The mine has the Mentorship and Training & Development policy that addresses the career progression and 

succession matters. The management team formally drives the Talent Management Plans through the 

Individual Development Plans (IDP).  

Career Progression Targets (Employees with Individual Development Plans in Talent Pool) 

Current 

Position 

Training 

Intervention 

Qualification 

to be 

Achieved 

2018 2019 2020 2021 2022 

New Cont. New Cont. New Cont. New Cont. New Cont. 

SHERQ 

Administrator 

Study 

Assistance 
Quality Officer 0 0 0 0 0 0 1 0 0 1 

Senior 

Financial 

Accountant 

Study 

Assistance 

Chartered 

Accountant 
0 0 0 0 1 0 0 1 0 1 

General 

Labourers 

(Engineering) 

Learnerships 

18.1 

Trade 

Certificate 

(Boilermaker & 

Diesel 

Mechanic) 

0 0 0 0 0 0 0 0 2 0 

General 

Labourer 

(Housing) 

Skills 

Programme  

Housing 

Inspector 
0 0 0 0 0 0 1 0 0 1 

Technical 

Services 

Study 

Assistance 
MRM 0 0 1 0 0 1 0 1 0 1 

  Artisan 
Supervisory 

Development 
Foreman 0 0 0 0 0 0 2 0 0 2 

Logistics Co-

Ordinator 

Study 

Assistance 

Logistics 

Manager 
0 0 0 0 1 0 0 1 0 1 

Investigator 
Study 

Assistance 

Security 

Management 
0 0 1 0 0 1 0 1 0 1 

Artisan 
Study 

Assistance 

Foreman then 

GCC 
0 0 0 0 1 0 0 1 0 1 

TOTAL   0 0 2 0 3 2 4 5 2 9 
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The simple training cycle process has been adopted: 

 

 

 

• The mine identifies the Talent Pool through analyses of employees (Needs Analysis) as well as  the 

9-Box matrix.  

• IDP’s are developed for the Short-term and Long-Term timelines.  

• The employees are developed through their IDP or applicable training programmes.  

• The implementation is duely aligned and linked to hard-to-fill vacancies, scarce skills needs, job-

related skills and employee development and progression programme.  

• The continuous evaluation is done by the HR Development Committee 

The Talent Management Principles  

• The alingment or synchrosination of programmes  e.g. mentorship. Succession and so forth is of 

paramount importance.  

• IDP’s are developed on a one on one basis 

• The mentee and mentor programme will be revitalised in 2021 

• Coaching is a critical element in this regard.      
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Mentorship plan 

The Mentorship Plan is based on the principle of benefiting employees at different levels 

throughout the organisation by transferring relevant expertise from more experienced 

employees within the organisation. 

The mentorship programme encompasses the following: 

• Mentors are provided with the necessary skills and training in order to ensure 
adequate mentorship; 

• ͚Shortfall in protégé skills and knowledge are identified; 

 

• Protégés are provided with the necessary in-house skills; and 

 

• Agreed upon external training and skills that the protégés should require 
will be provided for. 

Whilst CRM recognise the importance of the mentorship for all its employees, special 

emphasis will be placed on mentoring HDSAs in order to correct the current imbalance 

in the workforce. Protégées will be selected from development programmes such as 

Learnerships, bursaries and scholarships and those employees receiving part time study 

assistance, as well as the upcoming Talent Pool. 

This programme will be reviewed continually after reviewing the mines business model, 

labour and skills requirements, throughout the LOM. 

CRM will appoint an overseer to this Mentorship Programme. This overseer reports on 

the progress made concerning the mentoring proposals and their subsequent 

implementation once approved, to the Employment Equity Forum on a regular basis. 

 

The completion period for individual mentorships will be specific to the time required to 

master the required skills and knowledge to complete the programme, taking 

cognisance of the legal requirements in some disciplines. 
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Mentorship action plan 

Action needed 
Anticipated 
completion 

Responsible person 

All D& E band employees to be trained as mentors to 
create a Mentor pool 

February Annually 
 

Identify suitable mentors for mentees in various 
development programs 

March Annually 

 Training Coordinator)  Formalise relationship by ensuring  signed mentorship 
agreements are in place  

Ongoing 

Mentorship follow-ups Quarterly 

 

 

Period 2018 2019 2020 2021 2022 Total 

Mentors       

D & E 

Bands 

0 0 6 6 6 6 

Protégés       

A ; B & C 

Bands 

0 0 10 10 10 10 

Total       

Budget   R 100 000 R 100 000 R 100 000 R 100 000 

 

 

2.6. Internships and Bursaries 

The Internship and Bursary programme is designed to attract, educate and develop high-

calibre young professionals to meet the mine’s needs while specifically addressing the need 

for transformation in the Mining Industry. Bursaries and Internships will therefor 

predominantly be offered to historically disadvantaged South African (HDSA) candidates that 

have passed Grade 12, or who are already engaged in tertiary studies and who meet the 

requirements of the Mine in the areas of: 

 

Mentorship programme  
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Mining & Metallurgy; 

- Mechanical Engineering; 

- Electrical Engineering; 

- Geology; 

- Finance; 

- Human Resources. 

Since the funding and provision of the bursaries and internships are dependent on the skills 

requirements of the mine, the extent to which these can be offered are curtailed by the 

significantly downscaled activities on the Operations. The main reason for this is to be able to 

provide bursars and interns with some sustainable employment opportunities as they 

complete their respective programmes. The Human Resources Department will administer all 

internships and bursaries that the company awards. The current offering of Bursaries and 

Internships are per the table below:  

Bursary targets: 

Years 2018 2019 2020 2021 2022 5 yr. TOTAL 

External 

Bursaries 

2 (New) 2 (New) 2(New) 2 (New) 2 (Ongoing) 08 

Internal 

Bursaries 

6 (New) 6(New) 12 (New) 2(New) 4 (New) 30 

External 

Internships 

3 (New) 3 (New) 3 (New) 3 (New) 3 (New) 18 

Budget R344 583 R397 729 R505 110 R395 669 R473 752 
 

R2 116 843  
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Field 
Targets  

2018 2019 2020 2021 2022 Total 

 External Bursaries 2 2 2 2 0 8 

TOTAL BURSARY HOLDERS 2 2 2 2 0 8 

Budget R86 145 R 99 432 R126 277 R 98 917 R 118 438 R 529 209 

Internships and Experiential’s 3 3 3 3 3 15 

TOTAL Internships and  Experientials 3 3 3 3 3 15 

Budget R86 145 R 99 432 R126 277 R 98 917 R 118 438  R 529 209 

Financial Contribution R 172 291 R 198 864 R 252 555 R 197 834 R 236 876 R 1 058 418 

 

Field 
Targets  

2018 2019 2020 2021 2022 Total 

 Internal Bursaries 6 6 12 2 4 30 

TOTAL BURSARY HOLDERS 6 6 12 2 4 30 

Budget R 172 291 R 198 864 R 252 555 R 197 834 R 236 876 R 1 058 418 

 
Internships and Experiential’s 0 0 0 0 0 0 

TOTAL Internships and  Experientials 0 0 0 0 0 0 

Budget R00 R0 R0 R0 R0 R0 

Financial Contribution 
R R R R R R 

 

 

Bursary and experiential training action plan 

Action needed 
Anticipated 
completion 

Responsible person 

Recruit and identify candidates  from labour sending-areas according 
to targets 

July  

Training Coordinator 
Provide practical exposure according to various programmes Ongoing 

Provide regular updates and monitor students Ongoing 

Appoint of bursary students for work-back commitment Ongoing 
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2.7. Employment equity plan 

CRM is aligning its employment policies to be in line with the Employment Equity Act (EEA), as 

well as its Workplace Skills Plan. When the operations were placed under Care & Maintenance 

a request for exemption was submitted to the Department of Labour (DOL) in respect of 

meeting the different targets of Employment Equity. This was accepted and approved by the 

DOL. CRM however continues to work towards applying the principles of the Employment 

Equity Act albeit that it is not in a position right now to meet the targets. 

At present the staff composition of the Mine (being under Care & Maintenance) is as follows 

*Figures as at the May 2021 

Occupational Levels 

 

Male 

 

Female 

 

Foreign Nationals 
Total 

A C I W A C I W Male Female 

Top management 0 0 0 0 0 0 0 1 1 1 3 

Senior management 3 0 0 1 0 0 0 0 0 0 4 

Professionally qualified 

and experienced 

specialists and mid-

management 

3 0 0 2 0 0 0 0 0 0 5 

Skilled technical and 

academically qualified 

workers, junior 

management, 

supervisors, foremen, 

and superintendents 

22 1 0 22 5 0 0 6 0 0 56 

Semi-skilled and 

discretionary decision 

making 

19 0 0 1 1 0 0 1 1 0 23 

Unskilled and defined 

decision making 
67 1 0 1 8 0 0 0 3 0 80 

TOTAL PERMANENT 114 2 0 27 14 0 0 8 4 0 169 

Temporary employees 1 0 0 0 0 0 0 0 0 0 1 

GRAND TOTAL 115 2 0 27 14 0 0 8 4 0 170 

 

CRM commits to pursuing the achievement of Employment Equity targets, especially in the 

event of changes to the operating status of the Mine through the following initiatives: 
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- to promote a diverse and representative workforce on all levels within the 

company; 

- to eliminate any unfair discrimination, taking into consideration the collateral 

effect of corrective interventions and promoting equal opportunities for 

especially HDSA individuals and employees; 

- to promote the inclusion of women in the workforce at all levels; 

- to create programmes specifically aimed at fast-tracking the achievement of a 

more representative workforce at all levels; 

- to provide a stronger succession planning programme aimed at creating 

opportunities for promotion in the company through performance management, 

early retirement options and specified recruitment rules in favour of women and 

HDSA individuals; 

- to identify employment opportunities for disabled individuals and assist them 

through training and infrastructure changes to fulfill such roles; 

- to ensure a targeted training and skills development programme, specifically 

aimed at assisting women, HDSA and disabled individuals in fast-tracking towards 

meeting the role requirements. 
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- Generic Employment Equity Targets: 

Element Description Category Compliance Target (%) 

Board 
  

HDP 50% 

Of which must be 
women 20% 

     

Executive 
management 

HDP 50% 

Of which must be 
women 20% 

     

Senior 
management 

HDP 60% 

Of which must be 
women 25% 

     

Middle 
management 

HDP 60% 

Of which must be 
women 25% 

     

Junior 
management 

HDP 60% 

Of which must be 
women 25% 

     
Core and critical skills HDP 60% 

     
Employees with disabilities as a percentage of all 
employees   1,5% 
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- The Numerical goals for period 2018 (Baseline) 

Occupational Levels 

Male Female Foreign Nationals 

Total 

A C I W A C I W Male Female 

Top management 0 0 0 1 0 0 0 0 1 1 3 

Senior management 2 0 0 3 0 0 0 0 0 0 5 

Professionally qualified 
and experienced 
specialists and mid-
management 

0 0 0 0 0 0 0 0 0 0 0 

Skilled technical and 
academically qualified 
workers, junior 
management, 
supervisors, foremen, 
and superintendents 

25 1 0 16 4 0 0 8 0 0 54 

Semi-skilled and 
discretionary decision 
making 

3 0 0 0 2 0 0 0 2 0 7 

Unskilled and defined 
decision making 

12 0 0 0 0 0 0 0 2 0 14 

TOTAL PERMANENT 42 1 0 20 6 0 0 8 5 1 83 

Temporary employees 0 0 0 0 0 0 0 0 0 0 0 

GRAND TOTAL 42 1 0 20 6 0 0 8 5 1 83 
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- The Numerical goals for period 2019 

Occupational Levels 

Male Female Foreign Nationals 

Total 

A C I W A C I W Male Female 

Top management 0 0 0 1 0 0 0 0 1 1 3 

Senior management 2 0 0 3 0 0 0 0 0 0 5 

Professionally qualified 
and experienced 
specialists and mid-
management 

0 0 0 0 0 0 0 0 0 0 0 

Skilled technical and 
academically qualified 
workers, junior 
management, 
supervisors, foremen, 
and superintendents 

25 1 0 16 4 0 0 8 0 0 54 

Semi-skilled and 
discretionary decision 
making 

3 0 0 0 2 0 0 0 2 0 7 

Unskilled and defined 
decision making 

12 0 0 0 0 0 0 0 2 0 14 

TOTAL PERMANENT 42 1 0 20 6 0 0 8 5 1 83 

Temporary employees 0 0 0 0 0 0 0 0 0 0 0 

GRAND TOTAL 42 1 0 20 6 0 0 8 5 1 83 
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The Numerical goals for period 2020 

Occupational Levels 

Male Female Foreign Nationals 

Total 

A C I W A C I W Male Female 

Top management 0 0 0 1 0 0 0 0 1 1 3 

Senior management 2 1 0 3 0 0 0 1 0 0 7 

Professionally qualified and 
experienced specialists and 
mid-management 

1 0 0 2 0 0 0 0 0 0 3 

Skilled technical and 
academically qualified 
workers, junior 
management, supervisors, 
foremen, and 
superintendents 

11 0 0 20 2 0 0 5 0 0 38 

Semi-skilled and 
discretionary decision 
making 

16 0 0 2 2 0 0 5 3 0 28 

Unskilled and defined 
decision making 

24 0 0 0 2 0 0 0 4 0 30 

TOTAL PERMANENT 54 1 0 28 6 0 0 11 8 1 109 

Temporary employees 0 0 0 0 0 0 0 0 0 0 0 

GRAND TOTAL 54 1 0 28 6 0 0 11 8 1 109 
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The Numerical goals for period 2021 

 

Occupational Levels 

 

Male 

 

Female 

 

Foreign Nationals 
Total 

A C I W A C I W Male Female 

Top management 0 0 0 0 0 0 0 1 1 1 3 

Senior management 3 0 0 1 0 0 0 0 0 0 4 

Professionally qualified 

and experienced 

specialists and mid-

management 

3 0 0 2 1 0 0 0 0 0 6 

Skilled technical and 

academically qualified 

workers, junior 

management, 

supervisors, foremen, 

and superintendents 

22 1 0 22 5 0 0 6 0 0 56 

Semi-skilled and 

discretionary decision 

making 

19 0 0 1 1 0 0 1 1 0 23 

Unskilled and defined 

decision making 
69 1 0 1 8 0 0 0 3 0 82 

TOTAL PERMANENT 116 2 0 27 15 0 0 8 5 1 174 

Temporary employees 1 0 0 1 0 0 1 0 0 0 3 

GRAND TOTAL 117 2 0 28 15 0 1 8 5 1 177 
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The Numerical goals for period 2022 

Occupational Levels 

 

Male 

 

Female 

 

Foreign Nationals 
Total 

A C I W A C I W Male Female 

Top management 0 0 0 0 0 0 0 1 1 1 4 

Senior management 
3 0 0 1 0 0 0 0 0 0 4 

Professionally qualified 

and experienced 

specialists and mid-

management 

3 0 0 2 1 0 0 0 0 0 6 

Skilled technical and 

academically qualified 

workers, junior 

management, 

supervisors, foremen, 

and superintendents 

40 2 0 23 9 0 0 9 0 0 83 

Semi-skilled and 

discretionary decision 

making 

20 0 0 2 3 0 0 1 1 0 27 

Unskilled and defined 

decision making 

75 1 0 1 9 0 0 0 3 0 89 

TOTAL PERMANENT 
141 3 0 29 22 0 0 11 6 1 213 

Temporary employees 
0 0 0 0 0 0 0 0 0 0 0 

GRAND TOTAL 141 3 0 29 22 0 0 11 5 1 212 
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The Numerical goals for period 2023 

 

Occupational Levels 

 

Male 

 

Female 

 

Foreign Nationals 
Total 

A C I W A C I W Male Female 

Top management 2 0 0 0 1 0 0 1 1 1 6 

Senior management 5 0 0 1 2 0 0 0 0 0 8 

Professionally 

qualified and 

experienced 

specialists and mid-

management 

6 1 0 3 0 1 1 1 0 0 13 

Skilled technical and 

academically qualified 

workers, junior 

management, 

supervisors, foremen, 

and superintendents 

50 2 0 25 11 0 0 11 0 0 99 

Semi-skilled and 

discretionary decision 

making 

20 0 0 2 10 0 0 5 1 0 38 

Unskilled and defined 

decision making 

75 1 0 1 20 0 0 0 3 0 97 

TOTAL PERMANENT 158 4 0 32 44 1 1 19 5 1 261 

Temporaryt 

employees 

0 0 0 0 0 0 0 0 0 0 0 

GRAND TOTAL 158 4 0 32 44 1 1 19 5 1 261 

Through ramp-up and recruitment, CRM will realise 66% of the HDP categoaries at the Board 

level in 2023, followed by 87% in the same period for the Senior Management level. The 

category for the Professionally Qualified will be at 76% of the HDP. The skilled Technical will 

be at 74%. Non-Skilled will registered around 80%. Kindly refer to below tables: 

 

 

 

.  
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HDP Targets 
             

Occupational 
levels 

Grade 
2019 2020 2021 2022 2023 

% # % # % # % # % # 

Top 
Management 

F 0% 0 0% 0 33% 1 33% 1 66% 4 

Senior 
Management 

E 40% 2 50% 4 75% 3 75% 3 87% 7 

Middle 
Management 

D 0% 0 33% 1 66% 4 66% 4 76% 10 

Skilled Non-
managerial 

C 70% 38 47% 18 60% 34 72% 60 74% 74 

Semi-skilled B 100% 7 92% 26 95% 22 92% 25 94% 36 

Non-skilled A 100% 14 100% 30 98% 81 98% 88 81% 79 

Average HDP All 52% 61 54% 79 71% 145 73% 180 80% 210 

In terms of WIM, CRM will exceed most targets as per Mining Charter Categories: 

Women in 
Mining Targets              

Occupational 
levels 

Grade 
2019 2020 2021 2022 2023 

% # % # % # % # % # 

Top Management F 0% 0 0% 0 33% 1 33% 1 50% 3 

Senior 
Management 

E 16% 1 16% 1 0% 0 0% 0 25% 2 

Middle 
Management 

D 0% 8 0% 0 16% 1 16% 1 23% 3 

Skilled Non-
managerial 

C 22% 12 18% 7 20% 11 22% 18 22% 22 

Semi-skilled B 28% 2 25% 7 8% 2 15% 4 20% 22 

Non-skilled A 0% 19 0% 20 11% 8 12% 9 20% 20 

Total Women All 11% 42 10% 35 15% 23 16% 33 27% 72 

Women in Mining 
(Core) 

- 11% 42 10% 35 15% 23 16% 33 27% 72 
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3 LOCAL ECONOMIC DEVELOPMENT 

Although mining in South Africa stretches far back in history, it is only really after the 

democratic transition of the country and the subsequent imperatives of the Mining Charters 

that the focus shifted towards positively contributing to the social and economic upliftment 

of communities surrounding mining operations and those that are regarded as labour sending 

areas. During these times the country has seen significant under-performance in service 

delivery by local authorities, leading to growing restlessness and resentment in communities. 

Within this unfolding dynamic, mines have been placed at the forefront of offering solutions 

to the impasse, especially as the narrative has developed that those who benefit from the land 

should be held responsible for sharing the riches with those who live on the land but have 

little means to lift themselves out of the poverty trap. CRM accepts this challenge albeit that 

it has been curtailed by economic restrictions, consequently leading to the Mine being placed 

in a condition of Care & Maintenance. Meaningful contributions to the local economic 

development (LED) of the communities surrounding it, however, restricted in size and nature, 

hold the most promise in providing sustainable change for the people living in these 

communities.  
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        CRM Mine                   

3.1. Economic and Social Conditions 

CRM is located within the North West Province near the town of Brits in the Madibeng Local 

Municipality (“LM”) and within the Bojanala Platinum District Municipality. The Madibeng LM 

area is divided into 31 wards and rural areas consisting of 43 villages and 9 000 farm portions. 

CRM is situated in Ward 29 - one of the more southern wards - and in theory will impact on 

the adjacent communities. The following wards (villages) surround CRM: 

• Ward 17, 18, 19 and 20 (northeast): Mmakau and Mothutlung; 

• Ward 21, 22 and 23 (north): Brits, Elandsrand, Damonsville; 

• Ward 24, 25 and 7: (west): Sonop and Bapong; and 

• Ward 30 (south): Hartebeespoort, Ifafi and Meerhof. 
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Population Growth and Economic Enablement 

In the 2011 Census the population number was set at was 477 381 which indicated a growth 

rate of approximately 3,2% per annum, placing the current population count at 614 200.  Of 

this population an estimated 93% form part of the Previously Disadvantaged Groups (PDG) 

which indicates the need for stimulating development in the rural areas, focusing on human 

resource development and strengthening the linkages within neighbouring economies. 

In 2011 over 30.4% of the population was unemployed (not in formal employment) and the 

dependency ration was 44.4. Given the dire economic conditions the country has faced over 

the last decade, the likelihood is that this unemployment figure has significantly increased 

(deep into the 40% bracket) as would the dependency ratio. Dependency ratio is measured by 

the sum of Children under 14 and Senior Citizens over 65 divided by the number of employable 

people (ages 15-64) In 2018 the dependency ratio for South Africa in total was 52 so it is likely 

that the same applies to the Madibeng population. 

Income 

The Municipal Capacity Assessment report of 2018 as commissioned by the Municipal 

Demarcation Board puts the household income levels in the Madibeng Local Municipality as 

follows: 

- No Annual Income:    16.3% 

- R 1 to R 19k per annum:  26.2% 

- R 19k to R 153k per annum:                  48.7% 

- R 153k – R 614k per annum:                  7.4% 

- Greater than R 614 per annum:  1.4% 

 

 

Expectations from Mining 

While agriculture and manufacturing are major industries around this municipality, the 

biggest contributor in terms of Gross Value Added (GVA) and employment is Mining. It is 

therefore logical to expect that a many an eye will turn towards mining companies when it 

comes to expectations on economic empowerment and upliftment. There are more than 45 
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mines within the Madibeng/ Rustenburg area. Mining is primarily found along the UG2 and 

Merensky Reef, which stretches from the south of Brits, westwards, towards Rustenburg. This 

area is the world's third-largest chrome producer and includes the richest Platinum Group 

Metals reserves. Other mining areas are found scattered throughout the region. The 

predominant mining activities in the Madibeng area include the production of Ferrochrome, 

Vanadium Pentoxide, Chromium, Silica Sand (used in the manufacturing of glass), Stone and 

Granite quarries, as well as Platinum. 

Housing and Services 

Housing and related services are serious shortfall areas in this Municipality. It seems roughly 

60% of the population live in formal housing, but only 27% are connected to flushing sewerage 

systems, 22% have piped water inside their homes and 26% have weekly refuse removal. 81% 

of households however have access to electricity. These numbers may have adjusted 

upwardly over the past couple of years, but it is more likely that significant challenges in 

service delivery have cause stagnation to general improvement of living conditions. Sanitation 

in this area is a dire need and while CRM has in the past been ready to work with the Madibeng 

Municipality on installing pipelines to water treatment works, these projects did not come to 

fruition due to numerous reasons relating to contractual obligations. If anything, the need for 

these services has grown exponentially.  

Population profile 

Close on 90% of the population in this municipality is black, representing a significant portion 

of the population that falls within the definition of Historically Disadvantaged South Africans 

(HDSA). With such a large group of people that has traditionally been under-serviced while 

they live in one of the richest mining areas in South Africa, it is understandable that an 

increasing degree of frustration and accompanying militancy will manifest. CRM understands 

the challenges of this environment and in the context of its inability to spend significant 

resources on social and economic upliftment, it needs to exercise a high degree of wise 

discernment on where to invest for greatest impact.  

Education  

The quality of public education is an issue of great concern across South Africa and the Local 

Municipality of Madibeng is no exception, despite its closer location to urban metropoles 

which should enable it to have greater access to quality teachers and resources. In this area 
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there are 1.7 primary schools for every 10 000 of the population compared to the national 

average of 3.8 primary schools per 10 000 of the population. It does not look better on the 

secondary school front with 1.8 secondary schools per 10 000 of the population, compared to 

a national average of 3.3.  

As far as access to schooling is concerned the picture looks as follows: 

Level of schooling None Some 

Primary 

Primary Some 

Secondary 

Secondary Higher 

Percentage 7.8% 14.3% 5.4% 38.3% 27.6% 6.7% 

Other comparisons on education resources and infrastructure are: 

 Madibeng LM North West Province National 

Number of learners per school 606 512 463 

Number of teachers per 

learner 

30 28 24 

It is clear from these numbers that the provision of education resources and infrastructure 

has got to be one of the priorities of the Madibeng Local Municipality. One of the key concerns 

in terms of the local authority response to such issues is that it is often seen to be a provincial 

and national responsibility. This may in fact be true in theory, but when communities become 

restless on such matters and where school infrastructure or services infrastructure (e.g. 

sanitation) are not at minimum expected standards, people look for someone to blame. This 

is often then directed at the local authority, who tends to then divert blame to the lack of 

industry contribution. 

 

Healthcare 

A critical element in community upliftment is the provision of effective healthcare services. 

One of the most disturbing aspects of healthcare in South Africa is the fear that patients have 

of going to especially rural based clinics or hospitals – a fear that the quality or lack of 

treatment will put them in serious danger of losing their lives. This again is an area where 

provincial and national government is mandated to provide the services, but where the direct 
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in-contact experience of communities may see them turn to local authority structures to air 

their grievances or frustrations. Some healthcare indicators of this area are indicated below: 

 

Health Measure Bojanala Platinum 

District Municipality 

NW Province 

Average Public Health Care spend per person R 907 R 1 121 

Proportion of Admitted Infants <5 dying of diarrhoea 3.56% 3.16% 

Proportion of Admitted Infants <5 dying of malnutrition 12.91% 10.86% 

Percentage of TB patients dying  7.80% 9.52% 

Percentage of clients testing HIV positive (15 yrs plus) 8.71% 7.00% 

Further indications of the healthcare situation in the Madibeng Local Municipality is that it has 

5.72 clinics to 100 000 people compared to a National Average of 11.53 clinics to 100 000 

people. As far as hospitals go Madibeng has 0,20 hospitals per 100 000 people, while the 

national average is 1.88 hospitals per 100 000 people.  

There are clearly some indicators that this broader municipal district is worse-off than the rest 

of the province in terms of health care effectiveness, and the provisioning of resources and 

infrastructure to support life-saving services must rate as another key priority area for those 

involved in community or social upliftment. 

3.2. Local Government and Administration 

 A significant factor in Local Economic Development (LED), is the alignment of selected and 

consulted initiatives with the Integrated Development Plan (IDP) of the Local Municipality. 

This IDP is reviewed on an annual basis which may see some priorities change. It thus seems 

to inform against projects that have a longer lead time and that may after a year or two no 

longer form part of the IDP priorities. It also therefore requires speedy resolutions to 

partnership formations between the Local Municipality and the Mine, so that delivery may be 

expedited. Unfortunately, history has shown that this need for speedy resolution and 

implementation of selected projects goes unanswered as a number of projects in CRM’s 

previous SLP (2013-2017) did not materialise due to being caught up in administrative 

processes and bottlenecks.  
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CRM realises too that communities will not timidly accept projects or initiatives that have been 

decided for them, without due consultation. It is therefore imperative that CRM, whilst 

recognising the authority of the Madibeng Local Municipality, also ensure that other 

community leadership and coordination structures are consulted as far as LED projects are 

concerned. From time to time such consultations may alter the priorities set by ward 

councillors and it would then be prudent to ensure that issues are resolved so as to expedite 

delivery and capital injection into community needs. CRM undertakes to ensure as far as 

possible 360-degree consultation with the stakeholders in initiatives that it may have 

identified to deliver on.  

The Madibeng Local Municipality has been placed under administration at least twice in the 

last five years (2014 and 2018). When this happens, it is normally because the Provincial 

Government believes that the Municipality has not been administered properly and this in 

turn would have adversely impacted service delivery to the people. This is of course a great 

concern for CRM as it would depend on a stable and effective partner in bringing to fruition 

the LED initiatives it invests its capital in. With CRM being under Care & Maintenance, the 

available capital for such investments are curtailed and it is that much more important that it 

achieves as much as possible with the limited resources available to it. 

As far as financial management goes the Madibeng Local Municipality has in the period 

2014/15 received an audit rating of Qualified with Findings rating meaning that they were 

unable to produce credible and reliable financial statements. In 2015/16 it received an audit 

rating of Adverse with Findings meaning that its financial statements have so many material 

misstatements that the Auditor-General (AG) disagrees with virtually all the amounts and 

disclosures contained therein. Further analysis has proven that in 2018 the Madibeng Local 

Municipality was financially distressed and that it had been so for a period of at least five 

years.  

CRM seeks to work very close to the Madibeng Local Municipality as far as contributing to the 

social and economic upliftment of the communities and people in this area is concerned, but 

the Mine realises that given the situation in which the municipality finds itself, there are 

dynamic factors that may hamper the LED objectives it sets out to achieve. While working 

closely with the Local Municipality, the importance of engaging legitimate and representative 

community structures must not be underestimated as these may provide the channels for 

delivery.  



 

- 48 - 

 

3.3. Impact of operations in the area 

CRM has up to 2018 had minimal operational impact on the area as it was and still is in a 

condition of Care & Maintenance. This excludes past impacts like blasting and above-ground 

tailings storage that formed part of the operations until 2013 when its current state was 

activated. Ongoing initiatives to revive the economic viability of the Mine, saw the 

commissioning of a Tailings Processing project in 2018, on the back of some foreign 

investment. In 2019 the full impact of this tailings processing started to impact the areas and 

communities around the mine, mainly in the form of articulated trucks transporting chrome 

product to the ports. The likelihood of this impacting the road infrastructure is high and it also 

poses an increased risk as far as road traffic safety is concerned. CRM will continuously 

monitor the impact of this fleet of trucks on the surrounding areas and assist wherever it 

believes it can lower the negative impact or risk. 

The tailings processing operation will also have an impact on water usage and CRM will ensure 

that the natural water resources in the area will be free from the effects of the mine’s 

operations. Wherever possible the tailings processing will be used to improve resources in the 

area e.g. materials for building products and or recycled water resources. Tailings processing 

does have the added benefit of reducing the risk that comes from dormant tailings storage 

facilities, and it also creates revenue for the mine which could help it serve its Social and 

Labour Plan obligations better. 

3.4.  Labour sending areas for Crocodile River Mine 

Social and Labour Plan (SLP) legislation requirements compel mining operations to consider 

LED projects not only for the areas directly bordering the operations, but also for labour 

sending areas, the latter which may be distant from where the operations are located. In the 

case of CRM when the mine is in full operation more than 85% of the labour force comes from 

the North West province and roughly 7% from Gauteng Province. The labour sending areas 

are thus close to the operations and the reach of the SLP extends beyond immediately 

bordering areas, to where the majority of the labour force live. At present though with the 

significantly reduced staff complement, the labour sending profile may be different, but CRM 

has decided to align its SLP with the situation that would exist, were the Mine in full 

production.  
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 Continued LED support and the Life of Mine 

CRM has been under Care & Maintenance for more than 6 years now but has not shirked from 

its Social and Labour Plan LED-based responsibilities during this time. It believes that the Mine 

has an obligation to be a contributor to the social and economic empowerment of the areas 

it relates to through location and labour sending, for as long as there is any potential of the 

resources and operations being or becoming economically viable. CRM commits to the 

allocation of resources to LED projects as indicated in this SLP plan; to ensure consistent 

reporting to the stakeholders (including DMRE) on the progress achieved in these projects; to 

revise the type and/or nature of LED projects where necessitated through consultation with 

the communities and the Local Municipality; and to ensure that the original deliverables these 

projects were set out to achieve, are actually realised.  

CRM understands the volatility of the communities it relates to as indicated earlier in this 

report. This volatility originates from the increasing frustration communities experience with 

fragmented and unstable service delivery, as well as from the impact of continued lack of 

economic growth with resultant lack of employment opportunities. CRM understands that its 

own economic situation has not helped this situation, in that it caused roughly 900 people to 

lose their employment in 2013. It therefore wishes to see whatever investment available to it 

to make, to produce lasting impact in the targeted communities.  

 Reallocation of Funds in favour of LED projects 

As had been stated earlier in this SLP under the AET programme in Skills Development, the 

management of the mine took the decision to reallocate funds for this programme from 2019 

to 2022 and add it to the budgeted funds for LED projects. This is done specifically motivated 

by CRMs realisation of the growing frustration present in the communities and its intent to 

deliver some meaningful impact in these communities to communicate the message that the 

Mine and the mining industry care. 
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The funding for LED projects going forward that has been committed by CRM thus stands as 

follows: 

Year 2018 2019 2020 2021 2022 

Funding R 450 656 

 

R 855 922 

 

R 1 033 960 

 

R 3 000 000 R 7 000 000 

 

3.5. Selection of LED Projects that CRM will support 

CRM has built up strong relationships with the Madibeng Local Municipality and are 

continuously engaging the MMC and Councillors around LED opportunities in the different 

wards. There are however conflicting philosophies relating to Economic Development and 

Urban Renewal, which tends to also impact decisions and prioritisation around LED projects. 

CRM has taken a clear stand that its contribution will be based on the priorities that had been 

raised in the section around the economic and social realities of communities that fall within 

the Madibeng Local Municipality. These priorities include (in no particular order): 

- Housing; 

- Education; 

- Healthcare; 

- Water and Sanitation.  

- Employment. 

Since a number of the projects identified in the previous generation Social and Labour Plan 

(SLP) were not carried through, mainly due to administration problems related to the Local 

Municipality, CRM decided in 2018 and 2019 to support Enterprise Development by employing 

a Community-based Earth Moving (Yellow Goods) company and assisting it with meeting 

requirements on a Vehicle Detection System (VDS) and Personnel Detection System (PDS). 

With the reallocation of AET funding to LED projects, CRM is now in a position to re-engage 

the Local Municipality on its IDP, however with proper consultation with the affected 

communities included, and to set a new programme of LED support projects for 2020-2022. 

This will be implemented and concluded within the first quarter of 2020.  
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(It should be noted that CRM has committed R 1.2 million to three projects as a remedy for the 

projects it was not able to carry to conclusion in the previous generation SLP (2013-2017). 

These projects will not form part of this SLP but nevertheless deserve to be noted as it is based 

on CRM’s assessment of the community priorities, which is likely to continue in the current SLP 

(2018-2022). These projects are; 

- the development of a multi-purpose patient waiting area at the local clinic in 

Mmakau, Ward 19 (estimated cost R 700 000); 

- the drilling of a Borehole and supplying 5 Water Tanks in Bokfontein, Ward 25 

(estimated cost R 250 000); 

- To donate, transport and establish two container-based School Classrooms in 

Sonop, Ward 24 (estimated cost R 250 000).) 
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Currently the LED project commitment is as follows: 

Expected LED Projects Financial Contributions 

Name of 
Identified 

Project 
 KPI 

Start 
Date 

End 
Date 

 

2021 2022 

Expected No. of Jobs to be 
created / Beneficiaries 

Total 

Male 
Femal
e Youth 

Construction 
of Polonia 
school 
classroom 
block and 
ablution 
facilities.  

 

Polonia 
Primary School 
in Madibeng 
Municipality 

 

 

The purpose   of this project is 
to enable a conducive learning 
environment at the school 

This project will eradicate 
overcrowding of learners in one 
classroom 

The project will be done in 
consultation and collaboration 
with the Dept. of Education, and 
it will be handed over upon 
completion 

2020 2022 R3 000 000  15 15 20 

-50 Jobs 
(construction 
phase) 

-200 learners 
will benefit 
from this 
project  

 

Polonia 
Primary School 
in Madibeng 
Municipality 
Phase 2 

 Phase 2 Construction 2021 2022  
R5 649 000 
(on 

completion) 
    

Mobile 
Clasroom. 
Sonop Primary 
School 

 

Procure and Transport. 2 X 
mobile classroom, This project 
will eradicate overcrowding of 
learners in one classroom. 

The project will be done in 
consultation and collaboration 
with the Dept. of Education. 

2020 2020  R 491 350     

6 employees 
plus 2 
drivers-40 
learners will 
benefit from 
this project  

 

Drilling 
Borehole & 
Applicable 
Infrastructure 

 
Drilling a Borehole and Water 
Tanks for Checkersville 
community 

2021 2021  R250 000     

5 Temporary 
Jobs 
Creation. 
Community 
to Benefit 

Aukasie Clinic 
Waiting Area 

 
To build a waiting area at 
Aukasie Clinic 

2022 2022   R700 000    

15 
Temporary 
Jobs 
Creation. 
Community 
to Benefit  

   

Total 
expected 

Contribution 
over 5 years 

R10 000 000 
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3.6. Measures to Address Housing and Living Conditions 

In the close-out report of the previous generation SLP (2013-2017) CRM indicated that the 

housing/living out allowance provided to employees, was discontinued in 2011, in an 

agreement initiated by the National Union of Mineworkers (NUM) and United Associations of 

South Africa (UASA). The motivation held that the employees preferred a restructuring of their 

employment packages to allow them greater control over their money. Since then the 

condition of Care & Maintenance was implemented, which removed the need for housing 

arrangements. The Mine still owns a number of company houses in Brits and Hartebeespoort 

,  and according to company policy,  is provided to employees.  This policy will will now be 

placed under scrutiny as the Mine has recommissioned some operations and this resulted in 

re-employment of some employees. The housing question has remained a key issue in the 

mining industry for some time now and CRM is sensitive to the fact that despite the 

agreements reached with the labour unions, the mere human need around effective housing 

and living conditions may require a new approach. It is unlikely that any real changes may 

occur in this SLP period, but consideration should already be given to the housing need post-

2022. All employees, including contractors, are eligible to access mine-owned housing at 

marginal rental fees. 

The mine has also made houses available to employees to purchase with assistance of tranfer 

fees.  This is dependant on employee’s appetite for home ownership. 

Strategy and Objectives 

The CRM overall approach and philosophy with regards to the accommodation and housing 

of mine employees aims to: 

 

• Ensure that all employees have the opportunity to access available accommodation that 

meets certain minimum standards and criteria; 

• Assist in affordable housing; 

• Promote home ownership as the accommodation solution of choice; 
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Measures to Address the Nutrition of Mine Employees 

CRM is committed to contributing to a healthy, productive and motivated workforce. No 

hostels are planned, the provision of food to employees is not envisaged and therefore 

Regulation 46 (c) (v) does not apply to this Social and Labour Plan. 

 



 

4 PREFERENTIAL PROCUREMENT 

4.1. Preferential Procurement Targets 

While the past five to six years of being under a Condition of Care & Maintenance has significantly 

curtailed CRM’s ability to make progress on its Preferential Procurement Plan, it nevertheless supports 

and subscribes to continuously search for opportunities to contribute to enterprise growth and 

development in the context of societal and economic transformation, by procuring locally, from majority 

black-owned companies and from women and youth owned companies. CRM believes that it may in some 

cases need to be of assistance to small and medium sized enterprises in order to assist them to meet the 

quality, delivery and safety standards that apply to the mining operations. Currently CRM is supporting a 

community-based Yellow Goods company through the acquisition of a Vehicle Detection System and a 

Personnel Detection System that will enable it to meet safety standard for CRM operations.  
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CRM has set the 5-year Preferential Procurement Plan: 

Procurement Category Sub-category Percentage of total spend 

Actual Forecast 

2018 2019 2020 2021 2022 

Mining Goods 51% ownership by Historically 

Disadvantaged Persons (HDP) 

8.60% 67.39% 16.07% 21% 21% 

SA Women owned or SA Youth 

owned companies 

0.01% 0.13% 0.17% 5% 5% 

B-BBDEE Level 4 and minimum 

25%+1 vote owned by HDP 

9.18% 75.13% 38.96% 44% 44% 

Services 51% ownership by Historically 

Disadvantaged Persons (HDP) 

5.56% 38.99% 56.64% 65% 65% 

 SA Women owned companies 0.49% 0% 9.35% 10% 10% 

 SA Youth owned companies 0% 0% 0% 5% 5% 

 B-BBDEE Level 4 and minimum 

25%+1 vote owned by HDP 

12.93% 80.27% 77.57% 80% 80% 

Research/Development % spend with SA based 

research and development 

entities 

0% 0% 0% 70% 70% 

Sample Analysis % of samples analysed by SA 

Companies 

0% 0% 100% 100% 100% 

 

These targets are taking into consideration that the Mine has initiated the Tailings Processing project and 

that some capital investment will be made into the establishment of a processing plant. The majority of 

the investment however is of foreign origin through shareholders’ equity.  
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4.2. Supplier Development 

Due to more than 6 years of Care & Maintenance conditions, the Preferential Procurement Plan has 

suffered in terms of being advanced as would have been able to be the case, were the Mine in full 

production. However, CRM have committed to refreshing its Strategic and Preferential Procurement 

Strategy through the following deliverables: 

- A new programme of Supplier Identification and Development, given the income-generating 

projects initiated by the Mine; 

- The updating of the HDSA Supplier database; 

- Expediting support processes and investment to assist qualifying B-BBEE suppliers to leverage 

existing opportunities e.g. Short and Long-Hauling of Chrome; 

- Ensuring favourable policies for B-BBEE suppliers e.g. 30 days and fewer payment cycles. 

The SMME Business Development Initiative is been implemented as follows: 

SMME BUSINESS DEVELOPMENT INITIATIVE PERIOD AMOUNT 

Group One Phase 1 Training Oct 2020 to Jan 2021 R569 515 

Group Two Phase 1 Training & Mentoring May 2021 to Aug 2021 R692 775 

Group 1&2 Phase 2 Training & Mentoring Sep 2021 to Dec 2021 R648 600 

    Plus VAT 15% 

  Total R2 197 523,67 

These Preferential Procurement commitment and targets are based on the Mine being able to ensure 

sustainable income through alternative mining projects (e.g. tailings processing) as well as the possibility 

of recommissioning standard mining operations. 
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5 PROCESSES PERTAINING TO MANAGEMENT OF DOWNSCALING AND 

RETRENCHMENTS 

At the time of CMR being under Care & Maintenance in April 2013, a significant personnel reduction 

exercise was put in place that saw the total staff complement reduce by more than 90%. The process of 

consultation with the affected employees was facilitated by the Commission for Conciliation, Mediation 

and Arbitration (CCMA). The Mine adhered to all the required principles of such a downscaling exercise 

including 

- Consultation and communication; 

- Implementation of Section 189 of the Labour Relations Act 

- Notification to the Minerals and Mining Development Board; 

- Assessment and Counselling Services; 

- Mechanisms to save jobs and avoid job losses and a decline in employment; 

- Mechanisms to ameliorate social and economic impact of retrenchment or mine closure, 

including 

o Communication with stakeholders; 

o Training Programmes for re-skilling and training of employees; 

o Land and infrastructure provision for food production enterprises on mine land. 

All of these processes were concluded successfully and have thus been tested in an actual downsizing 

situation. CRM has also, through its experience of the process of downscaling, been able to iron out any 

deficiencies that may have been part of its previous implementation. 

5.1 Overview 

When CRM placed its operations under Care & Maintenance, a significant staff reduction exercise was 

concluded. From its current position, CRM is unlikely to go through further downsizing processes, unless 

the Mine is required be be closed in its entirety. From the current developments around the mine and the 

PGM’s it appears that there is a higher likelihood of the Mine upscaling again to full operational status 

towards the end of this SLP period and going into 2023. For the duration of this SLP then, the Mine does 

not foresee any further reductions in the staff complement, unless conditions deteriorate to the extent 



 

- 59 - 

 

that complete mine closure is the only option. Should this be the case, the processes as have been 

undertaken before will again be activated.  

5.2 Establishment of a Future Forum 

CRM previously established a Future Forum as a consultative and planning mechanism for sustainability 

of the mining operations, the protection of employment and in the event of downscaling and/or 

retrenchment, the most effective, least damaging management of these processes. The CRM Future 

Forum was constituted of: 

• CRM’s Human Resources Department; 

• CRM’s Management; 

• Recognised union(s); 

• Madibeng Local Municipality (part of the Bojanala Platinum District Municipality); 

• Department of Mineral Resources and Energy; 

• Department of Labour (DOL); and 

• Department of Trade and Industry (DTI); 

Unfortunately, the CRM Future Forum faced significant challenges in sustainability, not least contributed 

to the fact that labour union representatives advised the Mine that it did not feel comfortable taking part 

any longer because of intimidation and possible violent results. Despite its attempts to keep the integrity 

of the Future Forum intact, the Mine eventually resolved to turn the Forum into a Stakeholder Forum 

where the Local Municipality and Recognised Community Leadership structures could be in ongoing 

engagement with the Mine around economic development and social upliftment. In the past two years 

this Stakeholder Forum also suffered setbacks as far as community representation is concerned, with 

some meetings degenerating into verbal abuse and even acts of violence. At present the CRM Stakeholder 

Forum is largely constituted of the Mine’s representatives and officials from the Madibeng Local 

Municipality. It is however a sub-optimal engagement mechanism and CRM undertakes to make every 

effort to reconstitute the Future Forum as per its original intent and representation. 

The process to be followed to achieve this will be; 
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- To meet with employee or labour union representatives and agree participation and 

engagement rules; 

- To research thoroughly the legitimacy of community leadership structures and identify those 

that would adequately represent affected communities; 

- To discuss the need for wider consultation with the Madibeng Local Municipality 

structures/officials and keep them enrolled in the process; 

- To communicate with DMRE and DOL officials in order to secure their representativity; 

- To restart the Future Forum with independent chairing and facilitation; 

- To establish a standing agenda and rules on raising new matters for discussion; 

- To determine any support and funding requirements that will assist in the sustainability of the 

Future Forum.  

The Future Forum is a very important element in the Mine’s ability to play a meaningful role in social and 

economic support to it critical stakeholder groups. In CRM’s case the Future Forum has suffered a number 

of setbacks as far as being effective is concerned, but in this current SLP (2018-2022) the Mine has every 

intent to work through these challenges and revive the Future Forum to achieve its stated mandate and 

objectives.  

The process of reviving the Future Forum has commenced and it will be up and running by December 

2021 

Mechanisms to save jobs, provide alternative solutions and procedures for creating job security where 

job losses cannot be avoided. 

• Management commits to transfer employees to other operations. 

• The mine is currently embarking on a growth strategy and currently recruiting staff.  

• The mine has alternative assets which are in the process of being developed.  

• Joint ventures can be developed to save jobs 
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The mechanism: 

• Re-assess the recruitment process (Freeze Vacancies) 

 

• End or Terminate Fixed-Term Contracts 

 

• Fast-Track Natural Attrition rates (Normal Retirement) 

 

• Non-critical skills to be enticed to go early retirement 

 

• Announce Voluntary Separation Packages 

 

• Deployment of skills to other existing operations (Alternative Jobs) 

 

• Explore Alternatives working shifts (Working-On & Off shifts) 

 

• Cancellation of Overtime and introducing Lay-offs 

Mechanisms to Ameliorate the Social and Economic Impact on Individuals, Regions and         

Economies where Retrenchment or Closure of the Mine is Certain 

 This section considers the impacts of downsizing and closure on the mining community and the labour-

sending areas.  Planning for closure and downsizing takes place throughout the life cycle of the mine, 

from exploration through to post-closure rehabilitation.  CRM intends to ensure that the livelihoods of 

its mineworkers, residents and families are sustained despite the downsizing or closure of the mine. 
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CRM has made financial provision for any future downscaling and subsequent retrenchment processes. 

The provision for retrenchment will be based on the following model and the severance packages will be 

calculated using the formulas as detailed below: 

•  Department of Labour grants that may be available for re-skilling.   

• One (1) month notice pay; and 

• Employee leave provision. 

• One week’s pay per year of completed service 

The above provision will be consistent with CRM Retrenchment Policy and may be altered in terms of 

applicable legislation and / or collective agreement with stakeholders. 

CRM will make every effort to ameliorate the social and economic impact on individuals, regions and 

economies where retrenchment and closure are certain. These initiatives will focus on: 

• Assessment and counselling services for affected individuals;  

• Comprehensive self-employment training and re-employment programmes; and 

• Closure planning. 

The Future Forum will coordinate the provision of the above self-employment training and re-

employment programmes for all employees affected by retrenchments. 

The approach to skills development throughout the life of mine should also be focused on the eventual 

need to manage the social and economic impact of mine closure and or retrenchment.  Therefore, CRM 

is committed to skills development that has an impact beyond the organisation and industry and provides 

a basis for sustained employability through the provision of portable skills development.   CRM will use a 

skills audit to determine which portable skills are currently available in the workforce and which areas are  

of particular interest to the employees.  Based on this assessment the mine intends to implement portable 

skills training. 
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Management of Retrenchments 

(The mine to apply all required legislative prescripts) 

The mine will invoke the prescribed process of section 189 of the Labour Relations Act No 66 of 1995 

(LRA) at the applicable forum: 

• Consultations 

• Notifications of all Boards and Stakeholdes. 

• Complying with Ministerial Directive(s) 

• Communicating Possible Retrenchments 

• Engagements and due diligence 

• Provision of prescribed support initiatives  

CRM will communicate regarding the possibility of retrenchments, with the following parties: 

• The employees concerned and their representatives; 

• Municipalities in labour sending and local areas; and 

• The DMRE and the DOL. 

CRM will also ensure the implementation of planned emotional, financial, employment and other forms 

of counselling, as and when required including all required compliance. 
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6 FINANCIAL PROVISION 

The funding of the SLP objectives remain challenging whilst the Mine is not under full production, but as 

reported, the Mine keeps looking for alternative sources of revenue which allows it to keep pursuing the 

undertakings it has committed to. The consolidated budgets for the Human Resources Development 

Programme and the Local Economic Development Programme combined are as follows:  

Programmes   2018 2019 2020 2021  2022 

 

TOTAL 

Human 

Resource 

Development 

R 936 602 R 1 012 909 R 1 015 811 R 1 131 717 

 

R 1 542 658 

 

R5 639 697 

Local Economic 

Development 

R 0.00 R 0.00 R 0.00 R 3 000 000 

 

R 7 000 000 

 

R10 000 000 

Management of 

Downscaling 

and 

Retrenchment 

R 1 000 000  R1 000 000) R 1 000 000  R2 000 000  

 

R 2 000 000 

 

 

R7 000 000.00 

 

 

TOTAL BUDGET 
R 1 936 602. R 2 012 909 R 2 015 811. R 6 131 717  R 10 542 658 

 
             R 22 639 697 
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7 UNDERTAKING AN UNDERTAKING BY THE HOLDER OF THE MINING RIGHT TO 

ENSURE COMPLIANCE WITH THE SOCIAL AND LABOUR PLAN AND TO MAKE 

IT KNOWN TO EMPLOYEES 

I, MH Hanson the undersigned and duly authorised thereto by Barplats Mines (PTY) Ltd undertakes to 

adhere to the information, requirements, commitments and conditions as set out in the Social and Labour 

Plan (2018-2022). 

Signed at Brits on this   __________         day of ____________ 202____ 

Signature of the responsible person  

 

 

 

_______________________________ 
M.H.  Hanson 

General Manager: SA Operations 

EASTPLATS 

 

Contact Details (012) 381 1800 

127 September




