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DEDICATION

To Women in Mining globally, who continue to be vocal on the notion of male-domination

and advocate for equal career progression opportunities. ..
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ABSTRACT

Post 1994, South Africa introduced several policies and practices to accommodate inclusion &
diversity and measures to address inequalities in the Mining industry. In addition, these policies
advocated for the opening of the mining sector to previously disadvantaged South Africans
which include women as the strategic pillar of economic empowerment policy. Although this
policy had good intensions, integrating women into such a traditional male-dominated industry
presented various challenges, including lack of career progression, especially for women. The
main objective of this study is to analyse existing support structures beyond policy that
Amandelbult mine is using to ensure career progression for women in mining at its operations.
The researcher adopted thematic analysis and employed a computer assisted qualitative data
analysis software (CAQDAS). For this study, NVivo 12 Plus was employed to qualitatively
analyse and code all the in-depth data from the eleven participants “Amandelbult Leadership
Team - ALT” who took part in the study. The study revealed that women face six (6) salient
barriers that impede their career progression in the mining industry. These are (i) the lack of
experience in technical roles that endow them with the requisite core competences to progress
up the leadership ladder, (ii) the masculinised nature of the mining industry, (iii) stereotyping
(iv) life-work balance, (v) the glass ceiling and (vi) nepotism. Finally, the findings also
corroborate extensive research that reveals that more women are in junior, administrative and
support roles. On the other hand, a small number of women have progressed to senior, mid-
senior, and executive level. This suggests that despite some policies, mechanisms and
programmes in place, more work still needs to be done to ensure that the mechanisms and
policies translate into tangible outcomes where we see more women in senior leadership

positions in the nearest future.
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CHAPTER ONE

1. INTRODUCTION

1.1. Introduction

This study is centred around the argument that despite the government’s efforts to address the
challenges of women inclusion in male-dominated environments, there are still several issues
when it comes to dealing with traditional perceptions in relation to what women can do and
can’t do in the workplace. One of such environments is Mining, and its masculine culture that
back dates to around 1852’s. This paper pays particular attention to the issue of career
progression for Women in Mining, using Anglo American Platinum’s Amandelbult Mine as a
case study. Although there has been progress in integrating women in mining, the findings of
the research suggest that more work needs to be done to allow full participation of women in
mining, especially in South African context. | further argue that to achieve full participation
and thriving career progression for women in mining, issues of management accountability,

procedures, policies, culture, and environmental working conditions must be investigated.

In addition, | found out that the failure of complete women in mining inclusion is necessitated
by an excuse of women’s lack of experience, especially in core mining roles that requires
several competencies to progress. The study identified six (6) salient barriers that impede the
career progression of women in the mining industry. These are (i) the lack of experience in
technical roles that endow them with the requisite core competences to progress up the

leadership ladder, (ii) the masculinised nature of the mining industry, (iii) stereotyping (iv) life-
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work balance, (v) the glass ceiling and (vi) nepotism. A closer look into these different
challenges suggests there is a misalignment between what Amandelbult Leadership Team
consider as efforts to transform the mining company and the actual experiences of women at
the mine. If the Amandelbult Leadership Team is committed to the transformation project that
seeks to promote the career progression of women to senior leadership positions, they must

take seriously the cited challenges and deliberate and intentional about addressing them.

1.2. Background

Over the years, researchers have developed an interest in women's career progression,
especially those holding leadership positions in various countries, including South Africa
(Khoza, 2015; Nkomo & Rodriguez, 2018; Connell & Claughton 2018;). According to Khoza
(2015), changing dynamics in the labour market, demographics, economic and social factors,
attract interest in the study of women in leadership. Moalusi & Jones (2019), Botha (2016) &
Shobhana (2011) argue that this interest is due to the paradigm shift of "male governance",
which historically had to do with power and control in spaces such as the army, politics,
economy, and mining. Khoza (2015) notes that the exclusion or prohibition of women
participating in these spaces is evident in national and international historical studies. This
paradigm shift from ‘male governance’ to an inclusive labour force and market, has
necessitated a look into institutional cultures, norms, and value systems which may contribute

to barriers in women’s development and career progression in the workplace.

Research shows that women face considerable challenges related to career progression within
all sectors (Benya, 2018). In 2019, South Africa's deputy president David Mabuza expressed
how existing policies and practices must ensure women's inclusion and fair career progression
in the workplace. Mabuza continued to note that "the exclusion of women and workplace

discriminatory practices are rooted in a patriarchal culture, social systems of male dominance,

Singo2 |Page
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and gender stereotypes that undermine the role and standing of women in society” (SANews,

2019, p. 01).

Despite the challenges outlined by the Deputy President in 2019, the South African government
has shown tremendous improvement in incorporating women into governance structures and
have ensured that equal representation and equitable gender representation forms part of the
national government’s strategy to ensure equal representation in senior government structures
(StatsSA, 2021). Beyond governance, the Minerals Council of South Africa 2020 notes “The
Mining industry in South Africa employs 455 000 people and women represent 12% of this
number”. The report further detailed that 17% is senior and top management. On the other
hand, 24% is professionally qualified women and 18% is skilled technical professionals

(Women in Mining, 2020, P.08).

The South African mining industry is also in question when addressing women participation in
the workplace and their slow progress in moving to senior leadership roles. Acker (2012);
Moalusi & Jones (2019) argue that the economic contribution, employment opportunities, and
previously implemented measures to eradicate gender inequalities in the workplace is the
question of interest. Following a review of the Mining Charter targets for Women in mining
and other areas of transformation in 2016, the Minister of Mineral Resources reiterated the
growing concern at the rate at which women progress into strategic and key operational roles

at senior level and board level in the mining industry (Oxfam, 2017).

Previous research, particularly that of South Africa, shows that the apartheid system played a
fundamental role in shaping and influencing gender disparities in this sector through legislation
and policies characterised by racial inequality and gender discrimination (Botha & Cronje,

2014; Madgavkar, 2016 and Vogelstein, 2016).
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In South Africa, the exclusion of women was legislated in 1911 by the 1911 Mines and Works
Act No. 2, which noted that "No person shall employ underground on any mine a boy
apparently under the age of sixteen years or any female™ (Oxfam, 2017, p. 20). When South
Africa gained democracy in 1994, the Constitution of 1996 promoted the rights of all citizens
- regardless of gender, class, race, and disability. The designing of various legislative
documents such as the Employment Equity Act, Affirmative Action, the Promotion of Equity
and Prohibition of Unfair Discrimination Act came about as measures to redress inequalities
of historically disadvantaged South Africans (HDSA) — including women (Chamber of Mines,

2017; Mining Review Africa, 2019 and Creamer Media, 2020).

From a government perspective, efforts to address and act on issues of Women in Mining have
been at the core of discussions when dealing with gender inequalities in the mining industries
(Chamber of Mines, 2017). Moreover, one would have expected that the introduction of the
Mining Charter! would have brought the inequalities previously discussed to an end. According
to (Dlamini, 2016), It is true that in terms of numbers, the mining industry continue to show
improvement in bringing in more women. However, the Mining Charter gave directives to the
mining companies to improve its numbers regarding women representations, it did not provide
demands on effectively managing career progression for Women in Mining to make sure they
occupy critical roles? within the business (Government Gazette, 2018; Botha, 2016; Moalusi

& Jones, 2019).

1 “The Mining Charter derives from the Mineral and Petroleum Resources

Development Act, 2002, (Act No. 28 of 2002) (MPRDA). The MPRDA's primary objective

is to provide for transformation of the mining and minerals industry for the benefit of all

South Africans. The Mining Charter Ill covers seven main elements, namely; ownership, mine community
development, procurement, beneficiation, house and living conditions, human resource development and
employment equity”.

2 “Roles that have a significant tangible impact on the ability of the organisation to deliver outputs, achieve
milestones, or meet budget requirements”.

Singo4 |Page
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Various studies also prove that more women are in junior, administrative and support roles. On
the other hand, a small number of women have progressed to senior, mid-senior, and executive
level (Government Gazette, 2018; Botha, 2016; Dlamini, 2016; Sector Skills Plan for the
Mining and Mineral Sector, 2018; Moalusi & Jones, 2019; Mining and Mineral Sustainable
Development (MMSD), 2020). Some scholars have pointed that several factors might hinder
career progress for Women in Mining (cf. Nkomo & Rodriguez (2018), Maqubela, Ndanduleni
& Nishimwe-Niyimbanira 2020). For example, under-representation of women at the senior
management level, low intake of women at tertiary education institutions, as well as the
dominance of an organisational culture that still upholds masculine values and behaviour.
However, Carvalho, Costa, Lykke & Torres (2019) argue that women are not progressing to

senior management level because of what they refer to as a glass ceiling effect.

Some research has also focused on women's struggles regarding a breakthrough to enter the
mines and work underground, processing plants and open pits (Wynn, 2001; Calitz, 2004;
Khoza, 2015; Woolnough & Redshaw, 2016). Much literature also paid attention to issues
surrounding organisational culture transformation in the Mining sector (Fakhar, Rana, Ayesha
& Lalarukh; 2012). While there is an increasing interest in the career development and
progression of women in mining; however, there is a need to focus on how leadership in the
mining industry ensures the proper channels are in place to assist women in progressing in their
careers. Several studies have focused on how women in management positions describe their
experiences and perceptions of their career progression in the mining industry — given the
various interventions put in place since the democratic government in 1994 (Shobhana, 2011,
Khoza, 2015; Botha, 2016; Nkomo & Rodriguez, 2018; Connell & Claughton, 2018; Moalusi

& Jones 2019). As such, this study intends to explore support structures that management® at

3 Management in this context refers to Amandelbult Mine’s leadership team “ALT”. This team consists of the
Senior General Manager for the complex, the General manager for Open Cast, Tumela and Dishaba Mine. This
team also has senior manager from Engineering, Human Resources, Finance, Operating Model, Mineral

Singo5|Page
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Platinum’s Amandelbult mine use to ensure career progression of women in mining, moving

from (junior, middle, and senior) positions on site.

The above background provides an overview in relation to the struggles that women have faced
in entering the mining environment, policies and practices introduced to accommodate
inclusion and diversity and measures to mitigate inequalities at the mines. However, what is of
outmost important is the slow progress of women moving into senior roles. Therefore, this
study intends to explore current support structures that Amandelbult mine uses to ensure career

progression for women in mining.

1.3. Problem statement

Despite the government’s efforts in implementing policies like the Mining Charter (2004
_Section 100 2”), Employment Equity Act (55 of 1998), Affirmative Action (1998), the
Promotion of Equity and Prohibition of Unfair Discrimination Act (2000), women in mining
still face barriers in career progression (Chamber of Mines, 2017; Mining Review Africa, 2019
and Creamer Media, 2020).Nonetheless, these policies have accelerated the inclusion of
women in mining, and over the past decade, the number of women entering the mining
environment continues to show improvement. Such improvements show the determination that
the mining sector has in integrating women into all positions in its workforce, including women
participation in industry transformation. However, while more women enter the mines, the
more critical it becomes for mining industries to have policies and procedures that support
career progression (Botha, 2016; Dlamini, 2016; Sector Skills Plan for the Mining and Mineral
Sector, 2018; Government Gazette, 2018; Moalusi & Jones, 2019; Mining and Mineral

Sustainable Development (MMSD), 2020). This is because policies alone cannot make any

Resources Management, Project Management Office, Social Performance Management, Processing Plant,
Safety, Health and Environment.
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difference. There is need for deliberate and intentional efforts to support women into positions

of leadership within the mining sector.

It is important to note that Amandelbult mine does not have a gender specific policy. However,
it is guided by the government’s Employment Equity Plan when dealing with sexual
harassment policy, recruitment policy, inclusive environment, skills development strategy and
strengthening the culture of diversity. Additionally, the company has adopted the Women in
Mining Strategy” to enhance women’s performance, allowing for meaningful opportunities to
remove barriers and develop a sustainable talent pipeline of women in mining. At Amandelbult,
such policies are drivers of gender equality and aim to create an environment that is conducive
to the participation, development, and career growth of all women in the mining industry. The
company reviews its policies and related procedures on an ongoing basis to ensure alignment
with the government’s EE policy and diligently submits its EE reports annually (Facts and
Figures, 2021). It is important for Amandelbult to have a gender specific policy and this study

intends to provide that need, both for Amandelbult and possibly for Mining globally.
The study presents several lessons to be learnt and to contribute to the knowledge gap:
e Formal forums that address policies relating to amplifying the voices of women.

e Dealing more decisively with cases or offences perpetrated against women. Escalating
these to the level of criminal offences can go a long way in ensuring zero tolerance
against such transgression, thereby making the workplace less toxic and, therefore,

more conducive for women.

14. Research Questions

4 Women in Mining strategy is a pillar that drives women in mining initiatives aiming to enhance
representation and development of women in mining industries.
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The research will be quided by the following main question:

o What structures of support does management at Amandelbult mine use to ensure career
progression for Women in Mining?

In addition, the following sub-guestions will assist to unpack the main guestion:

o Who are the key stakeholders responsible for career development plan and what is their
role in ensuring career progression for women in mining?

o What is the role of mangers, both senior and line managers in ensuring career
progression for women in mining?

o What factors hinder the career progression of women at Amandelbult mine?

1.5. Research Purpose

The purpose of this research is to analyse existing support structures beyond policy that
Amandelbult mine is using to ensure career progression for women in mining at its operations
to understand the extent to which the mining sector takes seriously the actual task of ensuring
gender transformation and the empowerment of women at the workplace. Furthermore, the
study explores some of the challenges that lead to the fact that despite the efforts of promoting
gender transformation and gender equity at the Amandelbult mine, the representation of women

in leadership positions remain a challenge.

1.6. Research objectives

Like other mining companies in South Africa, the Amandelbult mine has aligned its policies
with some of the major policy such as the Mining Charter, Employment Equity Act,

Affirmative Action, the Promotion of Equity and Prohibition of Unfair Discrimination Act, that
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have been key for gender mainstreaming purposes withing the mining sector. However,
irrespective of having policies and procedures that deal with gender biases and creating an
environment which aims to enable the successful careers for women in mining, there is a gap
with adequately supporting career progression at Amandelbult mine. Therefore, this study aims
to engage Amandelbult’ s Leadership Team (ALT) to identify the structures available to

support career progression for women in mining. More specifically the study seeks to:

o Look at the roles and responsibilities of ALT in the career progression of women in
mining.

o Investigate mechanisms, procedures and policies that enable women to thrive within
the mining sector.

o ldentify barriers experienced by women in mining and assess working environmental

conditions for women.
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CHAPTER TWO

2. LITERATURE REVIEW

2.1. Introduction

This chapter engages existing literature on and around the marginalisation of women in mining.
It engages existing studies that explore issues on and around the historical development of the
mining industry, with a specific focus on how this has impacted on the level of participation of
women in the mining industry. The presentation of literature for review is guided by the
research questions underpinning the study. Legal and cultural frameworks naturalised the
historical exclusion of women from formally working in the mining industry, thereby
reinforcing the masculine dominance (Sesele, Marais, van Rooyen & Cloete, 2021).
Resultantly, women have largely remained in the fringes in the mining industry (Arthur-
Holmes & Busia, 2020). Rickard, Treasure, McQuiiken, Mihaylova and Baxter (2017)
underscore the existence of disparities in women’s access to specific types of employment from

both a qualitative and quantitative perspective.

To enable the nuanced interrogation of the research questions, the review of the literature is
presented in three main sections which focuses on literature on the historical development of
the mining industry, cultural practices in mining, and the quest for organisational
transformation in the mining industry, respectively. This funnel approach to literature review
enables a nuanced appreciation of the topic. In so doing, this enables the answering of the
research questions. In the process, the literature review also unravels the representation of

women’s participation, particularly in the context of the historical development of the mining
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industry and associated legislative and policy frameworks put in place to shape the participation

of women, both globally and nationally.

2.2. A historical overview of South Africa’s mining industry

Globally, women continue to encounter barriers to break into the mining industry and progress
into executive management positions; notably roles such as Chief Executive Officer’s (CEOS),
senior executives, and board membership. Women are perceived as lacking the requisite
‘qualification’ to participate, let alone lead, in the mining industry, mainly due to their gender.
The literature reviewed in this chapter shows that one of the many factors militating against
women’s participation in mining is the lack of pipeline of women to move into executive
management roles (Kage, Rosenbluth, & Tanaka, 2019). This study, therefore, unravels the
support structures in the career progression of women navigating career pathways in a highly

masculinised mining industry.

Evidence from studies around mining suggest that globally, the mining industry is historically
male-dominated (Mangaroo-Pillayn and Botha, 2020). Many governments had prohibited
women from working in mines, particularly underground. In fact, the International Labour
Organisation (ILO) adopted Convention 45 of 1935, which prohibited the employment of
women for underground work in mines of all kinds (ILO, n.d.). Along the same vein, in 1898,
the South African Republic, which ruled the Transvaal, in its Act No. 12 (XV111:146), explicitly
banned the employment of women in any mine. This was later translated word-for-word into
the Union of South Africa’s Mines and Works Act (No. 12 of 1911) (par.8.1). The clause stated
that ‘no person shall employ underground on any mine a boy apparently under the age of
sixteen years or any female’ (Alexander, 2007, p. 214). The Mines and Works Act (No. 27 of
1956) also forbade women to work underground. Section 11 (1) stated that ‘no male person

under the age of sixteen years and no female shall work, and no person shall cause or permit
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any male person apparently under the age of sixteen years or any female to work, underground
in any mine’ (South Africa, 1956, p. 61°). The South African Minerals Act (No. 50 of 1991)
also forbade women from underground work (ILO, n.d.; South Africa, 1991). It emerges that
the evolution of the mining industry historically institutionalised discrimination against

women.

South Africa is well-known for its historical richness of natural resources, with high volumes
of the world's most valued minerals below its surface (Botha & Cronje, 2015; Kwagga, 2020).
Furthermore, the country's history itself is rooted in the first establishment of the copper mine
around the 1850s (Kwagga, 2020). This was followed by the discovery of diamonds in 1867
and gold around the 1870s. In addition, Benya (2018) pointed out that over time, more mineral
discoveries took place, and the mining industry became one of the most fundamental sectors in
South Africa, adding about 13.5 billion US dollars to the country’s Gross Domestic Product

(GDP).

South Africa’s mining industry dates to the 1860s. Diamonds were first discovered in 1867.

According to the Minerals Council of South Africa (n.d),

in the Cape Colony — now the Northern Cape — when 15-year-old Erasmus Jacobs
finds a transparent rock on his father’s farm. The rock is later known as the 21.19ct

Eureka diamond.
Mining Technology (2019, May 20) adds that,

In the 1860s, two notable diamonds were unearthed; The 21-carat Eureka diamond
and the 83-carat Star of South Africa, inspiring a diamond rush in the region aided

by the more established coal industry.

51 am mindful that this reference (South Africa, 1956, p. 61) is too old, but its relevance is still fundamental to
understanding the history of Mining industry.
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These discoveries gave rise to a migrant system as, by 1889, 60% of the 100 000 black labour
force needed to work in the mines came from outside South Africa (Wilson, 2014). The black
migrant labour was recruited by the “Witwatersrand Native Labour Association (known as
Wenela)” (Alexander 2007, p. 210). Of particular interest to the present study is how this
resulted in the emergence of a highly masculinised labour system. The migrant labour system
was born in a highly capitalist and colonialist (which was to become later officially an

apartheid) segregated system,

to restrict black people to rural areas far away from the “white” cities. As part of
this system, people (mostly men) were forced to migrate to places of employment
but were not permitted to do so with their families or stay permanently, resulting

in a system of oscillating migrancy (Bank 2017, p. 6).

The segregation system resulted in a deplorable sexist ‘temporary’ settlement system for black
migrant workers epitomised by the Kimberley Closed Compound, the Witwatersrand Mine
Compound, and the migrant labour hostel (Vosloo 2020, p. 2). Alexander notes that “Whilst
most white workers lived with their family in a five-roomed house, most Africans were
temporary residents of single-sex barracks (something like a dhowara)” (Alexander 2007, p.
213). Thus, the mines were not a place for the family in so far as black people were concerned.
Secondly, Alexander (2007) argues that the gender labour dynamics in rural agrarian South
Africa, is indeed like most other countries in Southern Africa, where such men had more time
on their hands than women. Women were also obliged to stay at home due to their biological
and social reproduction roles (Ibid). In addition, Eldredge (1993) and Walker (1990) note that
having women staying at home not only ensured that men sent back their earnings back home
but also the protection of the land, which was a key form of social security. As such, it was

easier for men to engage in waged labour far from home than women. In this system, control
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was critical in “managing the influx of much needed “black’ labour into “white” areas” (Ibid).

This system was to evolve and flourish for 125 years since its inception in the 1860s to 1985.

It, however, does not mean that women did not migrate to mines in South Africa. Those who

did, were mostly not directly involved in mining. As stated by Alexander (2007, p. 214),

women did migrate to mining areas (not only to the coalfields, but also to
Kimberley and even the Witwatersrand) ... females usually engaged in beer-
brewing and prostitution and were also involved in food production. They may

even have worked on the surface of the mines, though the evidence for this is slim.

This underscores Arthur-Holmes and Busia’s (2020) argument that women have largely
remained in the fringes of the mining industry. Mphokane (2008, P. 12) further describes “the
mining sector as a fundamental component that shaped the South African economy, contributed
to the formation of the Johannesburg Stock Exchange and has more than a million people
employed within the mining sector.” Furthermore, the industry falls within some of the top
leaders in terms of new technology development (Brenge & Z olitz, 2020). For example, the
current transition to low carbon economy, artificial intelligence, new financing, and production
models. For the year (2020,) the industry contributed an estimated 8.2% of South Africa’s
GDP, and in 2017, the percentage equated to R335 billion (Skills Sector Plan for the Mining

and Mineral Sector, 2020:10).

Tremendous improvements in employment by the mining sector also accompany the high
contribution to the country's GDP. In 2020, the platinum mining industry recorded an estimate
of 163 538 employees; this placed it as the largest employer of the country's mineral
commodities (Skills Sector Plan for the Mining and Mineral Sector, 2020). Figure 4.1 below
represents the number of employees per commodity beginning of 2020. According to this

report calculated from South Africa and Minerals Council statistics, total employment for
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permanent employees and contractors was approximately 451 427 (Minerals Council of South
Africa - Facts and Figures Pocketbook, 2020: 30-52). However, this is a decline of about 3%
compared to the 464 667 total employments recorded at the end of 2017 (Skills Sector Plan for

the Mining and Mineral Sector, 2018:11).

Figure 2.1.1: Number of people employed by South Africa's mining industry in 2020 by

commodity
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Source: Minerals Council South Africa - Facts and Figures Pocketbook (2020)

Whilst the contributions of the mining industry to the country’s economy, modernisation and
industrialisation are tremendous; however, the cultural and industry dynamics and design has
influenced socio-economic inequalities (Brenge & Z olitz, 2020; Connell & Claughton, 2018;
Doku, 2019; Fernandez-Stark, Couto & Bamber, 2019). In the 1890s, women who worked in
the industry had their salaries paid to their male partners. As such, women's historical

Singo15 |Page



vulnerability and economic dependency were extreme, and the law legitimised it. The context
rooted in this historical background and its material consequence is fundamental for
understanding the continuous, though no longer legalised, unequal treatment of Women in
Mining (Benya, 2018). Fernandez-Stark, et al, (2019) note that South Africa's transition to a
democratic state advocated for all discriminatory policies to cease, especially where gender is

concerned.

From a South African perspective, apartheid laws that advocated for racial and gender

inequalities shaped the set-up of the mining landscape. Benya (2018, p. 03) argues that:

the extent to which mining companies colluded with or underpinned the apartheid
state is still a matter of debate; but most critics agree that the activities of mining
houses accommodated tendencies of colonial rule and subsequent apartheid

policies, through the migrant labour system.

Consequently, the industry became male dominant and as previously noted, most white males
occupied managerial roles and black and other racial groups positioned in entry roles. On the
other hand, women occupied administrative roles and other positions that did not require
physical strength (Howe-Walsh & Turnbull, 2016; Kansake, et al, 2019). As a result of this
gendered approach or division of labour, women remain at the bottom of the rank and not
adequately exposed to career development. Mashiane (2009) and Benya (2018) argue that,
despite the establishment of human resource development functions and employment equity
policies, most mining companies are still struggling to successfully implement transformation

programmes as required by the Department of Minerals and Resources (DMR).

Mining is a billion-dollar industry with the potential of significantly impacting on people’s

lives in a positive way. Chibba (n.d.) notes that the mining industry
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. remains one of the biggest contributors to the country’s economy with an
estimated worth of R20.3 trillion (US$2.5 trillion). It is the world’s fifth largest
mining sector in terms of gross domestic product (GDP), contributing eight percent

to South Africa’s GDP.

The Cardno Project (n.d.) identifies benefits revolving around issues of household well-being.
These include, financial freedom, increased decision-making, and independence, among
others. Thus, it also follows that the higher up the governance ladder an employee is, the more
benefits they get. The gender gap in the mining industry is such that women do not benefit as
much their male counterparts. There is a general trend whereby even when industry does bring
benefits like jobs and infrastructure, these are not shared equally between men and women.
Furthermore, taking heed of Natural Resource Governance Institute’s (NRGI) (2020)
observation of the relative lack of research on how a country’s dependence on its natural
resources can impact the lives of women, it necessitates the need to investigate how this
phenomenon is manifesting in the South African mining industry at the macro level as well as

what individual mining organisations are doing to redress the situation at the micro level.

2.3. Culture dimensions: masculinisation and gendered disparities in mining

It is imperative to appreciate that the mining industry, both globally and in South Africa, has
generally been male dominated, as argued through the literature above. As noted by Mangaroo-
Pillay (2020), the mining industry has been globally considered a masculine industry for many
years. Consequently, jobs in the mining industry have both neither been desired as an
occupation by women, nor easily awarded to women because culturally, women stayed at home

and looked after families, but that was all changed since women'’s rights became a priority.

Importantly, the history of women’s participation in mining necessitates an investigation of

how both the state and employers’ policies have contributed to the masculinisation of work and
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sites of labour by implementation of ‘protective’ laws in the industry (Papastefanaki, 2020). .
The institutionalisation of protective laws and adoption of paternalistic tendencies in mining
have resulted in the exclusion of women from underground tasks, with women’s work became
increasingly restricted to household work. Sarti, Bellavitis and Martini (2018) reveal how this
process ran parallel to what has been labelled the ‘de-labourization’ of women since the
eighteenth century (Ibid). They define de-labourization as the process by which women were
increasingly excluded from formal wage labour employment by state and employer regulations
(Sarti et al. 2018). They argue that the process is based on a hegemonic patriarchal breadwinner
ideology which naturalises women as belonging to the private space of the home where they
must be taken care of by the men. The male breadwinner ideology, led to the promulgation of
paternalistic models and legal frameworks that sought to ‘protect’ women and children from
working in underground mines. Thus, masculinity has historically been associated with miners
(ILO, 2021, p. 18). This has resulted in the masculinisation of workplaces and work processes.
More so, in mining where most of the activities are perceived as too strenuous and dangerous

to be undertaken by supposedly ‘weak and delicate’ women.

Several countries have provisions in place that prohibit women from either working
underground, at best, or, worse, working in the extractive sector at all (NRGI, 2020). Lahiri-
Dutt (2001) and Papastefanaki (2020) argue that many of these laws, which removed women
from working in underground mines, are historically traceable to the West whose ideologies
and/or legislative frameworks mining industry (such as the British Mines and Collieries Act of
1842) did not encourage women’s direct participation. Papastefanaki (2020) aptly argues that
domestic hegemonic patriarchal ideology in Europe and North America, which originated from
eighteenth- and nineteenth-century debates on ‘women’s nature’, constructed and perpetuated
a moral rationale for keeping women out of the mines and placed them in the home. Thus,

taken from this perspective, and given the European and western background of the white
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miners in South Africa, it can be argued that these have found it rather peculiar, and probably

obnoxious, if women, certainly white women, had been permitted to work underground.

The process of masculinisation was concomitant with the development of a social welfare
system in European countries, although it did not extend to the rest the world, where an
increasing “informal economy” gained ground. A domestic ideology and the male breadwinner
ideology, therefore, concealed the concrete meaning of the gender division of labour for
women’s work in mining households. This emanated from a combination of genuine concern
about the perceived inherently hazardous nature of the work and, also, because of “moral
panic” about men and women working together in dimly lit underground areas. The implication
is that there was a deep-seated fear the mines would lead to sexual decadence, Dutt (2001) and

Papastefanaki (2020).

Noting the unsophisticated nature of early mines (which were mostly open cast), Alexander
(2010) argues that there are high chances that women could have been more actively involved
in the mining industry. In fact, Alexander (2007) states that not only did women migrate to
coalfields, but also to Kimberley and even the Witwatersrand. However, Bozzoli (1983) rejects
the view that women were not engaged as migrant labourers on the mines because the work is
supposedly too arduous for them. She argues for the need to consider the labour dynamics of
rural life in South Africa. In fact, there was a complimentary distribution of labour that was in
such a way that, on the one hand, young men had often been involved in hunting, raiding, and
fighting. Women, on the other hand were largely responsible for agricultural production

(Bozzoli, 1983).

The colonial economy disrupted and reconfigured these dynamics. As such, by the end of the
nineteenth century, the new colonial economy rendered men’s activities, thereby leaving them

with time on their hands (Beinart, 1980). At the same time, agriculture was, however, very

Singo19 |Page

[OFFICIAL]



much an important part of the economy. Compared to their male counterparts, this made it
more difficult for women to be freed to engage in wage labour far from home. Furthermore,
women’s role in biological and social reproduction ensured there were further pressures on
them to remain at home. Alexander (2010) argues that, on one hand, older men, who dominated
rural society, used this new dynamic of the domestication of women as collateral to increase
the likelihood of the men to return home to their wives with their wages. The young men, on
the other hand, used this situation as a key form of social security whereby the wife remaining

at home helped in protecting their access to the land.

It is also critical to point out that the challenges that women face in attempting to successfully
break into and progress in a masculinised work environment emanate from traditional gender
hierarchies and norms that prevail in the family and society. Despite gender equality and
empowerment, the household unit has a traditional structure — and still has — that makes males
the dominant gender (Hartmann, 2010). These traditional stereotyped role expectations spill
over to organisational policies and practices to maintain women’s marginalised work roles
(Bobbitt-Zeher, 2011; Cha, 2013) and become entrenched in a gender-biased organisational
culture (Prescott & Bogg, 2011). There is a huge gender gap in the mining industry in so far as

participation is concerned.

Furthermore, research shows that the mining industry has the lowest number of women on
company boards of any industry group worldwide. In a study involving 90 government officials
from 40 countries, Iwerks (2019) asked participants to order 10 gendered issues in mining from
greatest to least important. The results show that a vast majority of the participants identified
the lack of voice and participation in decision-making as the top concern. This was followed
by lack of access to both employment and education and increased as well as high risk of

gender-based violence, Iwerks (2019).
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In the context of the hegemonic patriarchal ideology pervading the mining industry, Martin,
and Barnard (2013) argue that women who work in male-dominated occupations face
challenges that differ from those who work in more gender-balanced and female-dominated
occupations. These challenges relate to issues of both retention and career success in the
industry. Whilst there are powerful economic incentives for women to move into historically
male-dominated occupations (England, 2010), such as mining, women who go against
conventional female career patterns and choose to pursue careers in male-dominated
occupations often return to careers that accommodate their roles as primary caregivers better

(Ashraf, 2007; Cha, 2013; Danziger & Eden, 2007; Frome et al, 2006).

Menard (2021) exposes the existence of bottlenecks which not only restrict women’s entry into
the masculinised mining industry, but also their progression towards more mid-senior roles in
the industry. In an interview with Worldwide Recruitment Solutions (WRS) (2014, p.10),

Manoso reveals that,

when | started as a graduate in 2005, | was one of the few ladies working in the
mines. The guys were just so surprised and shocked that one day they would have

to be led by women that I got so much resistance from them.

This reveals entrenched attitudes against the entry of women in mining. That is, despite their
qualifications, women are still not considered qualified enough to enter the mining industry.
More so, given the possibility that they would potentially progress to managerial positions in
a masculinised space. Writing for The Telegraph, Anonymous (2015) reflects on how male-
dominated workplaces can cause dangerously high levels of anxiety in women. This
emphasises another dimension and dynamic in the gender gap in the mining industry. More so,
in the top echelons. The study (The Telegraph, Anonymous - 2015) established that ‘token’

women working in a predominantly male environment display unhealthy patterns of cortisol
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throughout the day, due to negative working conditions. This is significant given that
previously much research has tended to narrowly focus on women's struggles in so far as
breaking into the mines, specifically working underground, processing plants and open pits
(Wynn, 2001; Calitz, 2004; Khoza, 2015; Woolnough & Redshaw, 2016). There is, therefore,
need to focus on the measures that mining organisations have put in place to ensure the

undeterred career progression of women.

The challenges that women face in breaking into the mining sector, as well as the difficulty
with which they can progress through the organisational ladder suggests the existence of a glass
ceiling. Following Carvalho, Costa, Lykke & Torres (2019) and Reiners (2021), the term glass
ceiling is a metaphor for the evident but intangible hierarchical impediment that prevents
minorities and women from rising to senior leadership positions in male-dominated spaces.

Dlamini (2016) argues that:

Throughout all sectors, a glass ceiling was certainly in place when it came to
promotions with the regressive idea that women struggled to exercise leadership

holding sway in many, if not most, boardrooms.

The glass ceiling, therefore, represents the socially constructed and unseen sociocultural
patterns that are conveniently used as barriers that prevent women from progressing beyond a

certain level in the workplace.

From a statistical perspective, the Minerals Council of South Africa (2020) shows that South
Africa’s mining industry employs 455 000 people. However, women represent 12% of this
number. This translates to only 54 600 women involved in this multibillion-dollar industry.
The report further detailed that 17% is senior and top management. On the other hand, 24% is
professionally qualified women and 18% is skilled technical professionals (Women in Mining,

2020). These figures corroborate existing studies that expose how more women are in junior,
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administrative and support roles, rather than in the more influential senior management
positions. Only a small number of women have progressed to senior, mid-senior, and executive
level (Government Gazette, 2018; Botha, 2016; Dlamini, 2016; Sector Skills Plan for the
Mining and Mineral Sector, 2018; Moalusi & Jones, 2019; Mining and Mineral Sustainable
Development (MMSD), 2020). Factors militating against the career progression into senior
management for women in mining include low intake of women at tertiary education
institutions, as well as the dominance of an organisational culture that still upholds masculine
values and behaviour (Nkomo & Rodriguez, 2018; Maqubela, Ndanduleni & Nishimwe-

Niyimbanira, 2020).

It is apparent that, in strategic sectors like mining, the power-culture dimension creates
unfavourable psychological safety. It demotivates women in pursuing movement to senior roles
because of being ruled by fear and abuse of power. As a result, the career progression for
women has no place in such a culture because decisions of the career development plan rely on
influence rather than merit. Employees are afraid to report bad news to their managers. In such
an economy, employees get promoted into higher positions by being loyal to their seniors;

qualifications and competencies are not considered (Mesfin et al, 2020).

This led to a ‘catch-22’ situation, because women have been historically excluded from the
mining sector, it serves to naturalise and perpetuate perceptions of oil, gas and mining as men’s
work or the view of mining as men’s work (Natural Resource Governance Institute, 2021).
This, then, serves to undermine women’s advancement in mining. Even though restrictive
prohibitions on women’s work have been lifted in many countries, their legacies persist.
Centuries of women’s absence on mine sites have led to cultures and norms that still impact
their unequal participation in the sector. Further, women’s lack of experience working in
mining undergrounds has contributed to fewer women holding management or corporate board
positions.
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Emerging from this section is the idea that the systematic discrimination of women in mining
has resulted in the emergence of a significant gender gap that needs to be redressed at both the
macro and micro levels. This, therefore, necessitates a paradigm shift in so far as redressing
gender inequalities in mining. One way of effecting this is through culture transformation. The
following section, thus, reviews literature that focuses on the notion of organisational culture

transformation in mining.

2.4. Culture transformation in Mining

The preceding sections of the literature review have exposed the entrenchment of the
patriarchal ideology in mining. As a result, it is difficult for women to not only break into this
masculinised industry, but also to progress to executive management roles like CEOs, senior
executives, and board membership, among others. This then necessitate the need to interrogate
the structures that have been put in place to redress the gender imbalances obtaining in mining.
This approach enables the answering of the four research questions informing the study. As
such, present study approaches this from an organisational culture transformation perspective.
On one hand, the national framework focuses on the measures put in place by the South African
government to redress the historical gender imbalances obtaining in the mining industry.
Organisational culture, on the other hand, is critical in either curtailing or facilitating any form

of development within it.

2.5. National Culture Transformation

Dennis (1988) notes how labour history in Africa has focused on men's labour because it has
concentrated upon wage labour, a labour market in which only a small proportion of African

women participate. In line with this, Dlamini (2016) also argues that:

Viewed against this backdrop, apartheid was not only a racist social order, but it was also a
sexist one. That is why, when democracy finally came to South Africa in 1994, lawmakers
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included in legislation the imperative to stop unfair discrimination not only against black

people as a class, but as women as a class of their own too.

This necessitates the urgency of engaging how the South African post-apartheid government

redressed the systemic gender inequalities that existed in the mining industry.

Furthermore, Dlamini (2016) states that, from a general employment perspective, the
attainment of democratic rule in South Africa in 1994, saw the enactment of laws and policies
that made it imperative “to stop unfair discrimination not only against black people as a class,
but as women as a class of their own too”. Section 6 of the Employment Equity Act of 1999
not only outlaws gender discrimination, but it also encourages affirmative action in favour of
women so as to enable the achievement of workplace demographics reflective of the
economically active portion of the population as a whole. Large employers were, therefore,

expected to employ at least 50% females as part of their overall employee compliment.

Worldwide Recruitment Solutions (2014) underscores how the repressive legislation, which
provided the mining framework in South Africa up until the 1990s, marginalised women from
working underground. As such, Dlamini (1996) points out that “One of the most skewed
demographic profiles from the point of view of its male/female split is mining”. These were
redressed through several legislative provisions. The Mineral and Petroleum Resources
Development Act of 2002 and the Broad-based Socio-Economic Charter for the South African
Mining Industry of 2004, for instance, introduced quotas obligating mining companies to
employ a 10% female staff quota, which was as low as 2% in 2000. Failure to do so, resulted
in the non-renewal of mining licences by the state. This led to a ‘new-found enthusiasm for

female employees’ whereby,

mines have aggressively recruited female employees. Even where a suitable male

candidate exists, employers would be entitled to prefer a female applicant for a job,
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indeed they would end up not complying with legislation if they did not (Dlamini,

2016, p. 13).

Mangaroo-Pillayn and Botha (2020) state that the South African studies enacted laws aimed at
redressing institutionalised gender imbalances prevailing in the mining sector. These statutory
instruments include the 2002 Mineral and Petroleum Resources Development Act (No. 28 of
2002) (MPRDA) and the Broad-based Socio-economic Empowerment Charter, which was
signed in 2002 and published in 2004. The instruments called for a mandatory 10% of the
mining workforce to be comprised of women by 2009 (South Africa, 2002, 2004a). These legal
initiatives resulted in the increase in women’s representation in the South African mining
industry increased from 3% in 2002 to 15% in 2018 (Minerals Council South Africa, 2018, p.

41).

One of the major factors militating against the career progression into senior management for
women in mining is the low intake of women at tertiary education institutions. This meant that
women could not develop the requisite technical and/or specialised skill needed to advance to
top management roles in the mining industry. The South African government sought to redress
this gender gap through the introduction of educational policies that improved women’s access

to mining-related education in the country. WRS (2014) state that the,

Bursaries have been introduced to attract young women to mining, allowing them
to compete in this male-dominated environment and giving them the opportunities,

they need to develop key specialised skills.

Resultantly, Martin and Barnard (2013) note how the South African female labour force is
growing because of equity legislation and improved access to education and work opportunities
(Finnemore & Cunningham, 1995; Franks, Schurink & Fourie, 2006; Mostert, 2009; Van den

Berg & Van Zyl, 2008). However, progress with gender transformation and equity in the South
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African workplace is still unsatisfactory (Anonymous, 2012; Du Plessis & Barkhuizen, 2012;

Hicks, 2012; Lewis-Enright, Crafford & Crous, 2009).

These measures put in place by the South African government resonate with the strong,

... global momentum for interventions focused on gender equality and women’s
economic empowerment ... defining the integration of ‘gender equality in mining
policies, laws, regulations, standards and codes’ as a key short-term country level

goal” (Rickard et al. 2017, p. 13).

Mangaroo-Pillayn and Botha (2020) also reveal how the MPRDA, which came into effect on

1 May 2004, replaced the Minerals Act (No. 50 of 1991). This statutory instrument seeks to,

... promote equitable access to the nation’s mineral and petroleum resources to all the people
of South Africa’ and to ’substantially and meaningfully expand opportunities for historically
disadvantaged persons, including women, to enter the mineral and petroleum industries and to
benefit from the exploitation of the nation’s mineral and petroleum resources (South Africa,

2002, p. 18).

By specifically promoting the advancement of ‘historically disadvantaged persons, including
women’, it is apparent that the statutory instrument is aimed at instituting positive cultural
transformation at both the national (macro) and organisational (micro) levels. This highlights
significant developments that are taking place in mining legislation over the past few years in
many countries across the globe. These developments are aimed at attempting to redress the
gender gap in the industry and thus, meaningfully bring women into the industry. While ILO
(2011) revealed that the absence of a global legislation specifically pertaining to women in the
mining industry, there are, however, continual legislative efforts, repeated institutional

initiatives, and a growing awareness of the need to overcome discrimination in the workplace.
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Apparent from these legislative and policy initiatives, is a deliberate attempt by the South
African government to institute cultural transformation and, in the process, close the gender
gap in mining. Often, it is fundamental to accept that culture is one of the critical issues to be
changed or an aspect of priority to make the change possible (Greeff, 2020). It can be argued
that most organisational change projects, if not all, navigate around culture. According to
Fernandez-Stark et al. (2019) organisational culture transformation includes facing the reality
of disrupting the organisation from higher performance and finding values that created the
problem. With that being done, organisations must implement better solutions that will
completely eradicate the problem and introduce new ways of operating (Connell et al., 2018;
Doku, 2019; Fernandez-Stark, et al., 2019; Brenge et al., 2020). In simple terms, culture may

create problems and therefore must be considered.

Natural Resources Governance Institute (2020), however, questions what governments and
international organisations mean when they say that they aim to advance gender equity in the
context of natural resource governance. They go on to point out that, whilst governments and
concerned stakeholders show positive commitment to addressing the gender gap in the mining
industry, questions still linger in so far as what these commitments mean in practical terms,

and the extent to which they positively contribute to changes in people’s lives and livelihoods.

2.6. Organisational Culture Transformation (OCT) in Mining

On this section, | present studies that engage how organisational culture contributes to the
transformation in the South African mining industry from a gendered perspective. With the
fast-changing landscape of women in mining, it is fundamental for mining organisations to
shift from power culture to role culture dimension. The shift will aid mining industries that
have developed several initiatives to ensure that women have the same access to many

rewarding career opportunities as those available to their male counterparts. As previously
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pointed out, this is crucial because it shows the commitment mining has to human rights and
the recognition of women in mining as vital contributors to economic development (Adonis &

Silinda, 2021).

Much literature has focused on issues relating to organisational culture transformation in the
mining sector (Fakhar, Rana, Ayesha & Lalarukh, 2012). The focus is mainly on how women
in management positions describe their experiences and perceptions of their career progression
in the mining industry — given the various interventions put in place since the democratic
government in 1994 (Shobhana, 2011; Khoza, 2015; Botha, 2016; Nkomo & Rodriguez, 2018;
Connell & Claughton, 2018; Moalusi & Jones 2019). As such, this study explores support
structures that management at Platinum’s Amandelbult mine use to ensure career progression
of women in mining, moving from (junior, middle, and senior) positions in the same

organisation.

The above background highlights the struggles that women face in entering the mining
environment, policies and practices introduced to accommodate inclusion and diversity and
measures to mitigate inequalities in the mines. However, what is of outmost importance is the
slow progress of women moving into senior roles. Therefore, this study investigates current
support structures that Amandelbult mine uses to ensure career progression for women in

mining.

Considering the historical nature of mining as a masculinised industry, the under-representation
of women in mining reflects broader social inequalities. Still, gender inequality is bad for
business, as well as bad for women themselves. Therefore, the role culture dimension allows
the organisation to draft new policies and procedures that align with the changing landscape
where women and men can work together equally as pillars, supporting each other to achieve

the desired outcome (Evans & Maley, 2020; Maqubola et al, 2020).
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Achievement culture dimension comes to play when the alignment of employees in terms of
vision and purpose of the organisation come together, allowing everyone to realise their
burning ambition and work collectively to achieve positive outcomes. In this dimension,
authority or power is based on qualifications and competencies. Employees work in teams'
spaces, and all opinions are valued regardless of position, qualification, or gender. It is
fundamental for mining companies to adopt this kind of culture to address the gross under-
representation of women in mining and how slowly women are progressing to senior roles on

site (Alsaqga, 2021).

Gender inequalities negatively impact on the opportunity for women's promotion and career
progression. As previously alluded, more women in the mining industry are in support roles,
and men are in core mining roles. Literature suggests that women have worked tirelessly for
over 50 years to address and eradicate gender disparities in the workplace. Currently, we are
experiencing a paradigm shift as more young women are joining male-dominated industries.
Unfortunately, gender inequality remains a core fundamental topic when discussing male-
dominated workplaces (Evans & Maley, 2020; Maqubela, Ndanduleni & Nishimwe-
Niyimbanira, 2020). As such, gendered disparities remain a significant factor limiting women
in terms of career progression. This is because discretionary appointments and promotions
remain a privilege of men as they hold authority and use a patriarchal culture network

(Marinakou, 2015; Carvalho, et al, 2019).

The traditional notion of the mining industries’ association with the need to use power to
influence desired behaviour from employees has not drastically changed (Claughton, 2018;
Connell & Doku, 2019; Fernandez-Stark, Couto & Bamber, 2019; Brenge & Z olitz, 2020). As
highlighted in the previous sections, the power-oriented culture in mining owes its roots to
male figures and creates inequality for women regarding access to resources. This culture is
authoritarian and marginalises women as the subordinate actors with very limited input in the
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organisation's management (Alsagga, 2021). The industry becomes difficult for women to
navigate career progression because of the high percentage of men occupying senior leadership
roles. On the other hand, the small percentage of women who hold leadership positions are still
perceived as a threat to the male dominance in mining (Minerals Council of South Africa -

Facts and Figures Pocketbook, 2020).

From the discussion and definitions of organisational culture above, it is evident that mining
culture is rooted in the historical values and beliefs that continuously manifest in practices
reinforced over the years. Many researchers described the mining culture through the lenses of
male domination, high risk working conditions and divisions of labour associated with
masculinity (Botha, 2014; Lauwo, 2018; Leotaud, 2019; Pugliese; 2020; Perks & Schulz,
2020). Therefore, the aim of the study is to understand how such a culture has an impact on the
career progression of women in a male-dominated organisation, focusing specifically on the

mining industry.

From a policy perspective, ideas of organisational change emphasise that managers must be
able to adapt in working with strategic organisational change. In addition, these managers must
positively respond to changes and find alternative ways to work effectively. Most of the change

involves organisational transformation in one way or the other (Ipinazar, et al., 2020).

However, it is critical that we take heed of Iwerk’s (2019) warning that, in development, gender
is an area that can often get trapped in good intentions and tokenistic responses. The Minerals
Council (2021) demands that women working in the mining industry should have the same
opportunities open to them as men and must be safe to pursue them. Organisational culture
transformation is a holistic meaning shared by employees in the organisation (Greef, 2020).
McClellan (2021) notes that defining organisational culture differs from person to person and

from organisation to organisation. On the other hand, Ipinazar, Zarrabeitia, Rio-Belver, and
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Martinez-de-Alegria, (2020) argue that all organisational culture definitions are interpretive
and rotate around values, beliefs, and other factors that differentiate organisations.
Organisational Culture Transformation (OCT) can also entail changing employees' hearts,
skills, and mindsets through employee engagement (OCT 2018). In other words, employees
need to be involved in the OCT process as this helps them gain a clear picture of the desired
change and be part of shaping that picture (OCT 2018). The task of OCT is to promote the
participation of the whole workforce, from management to grassroots level employees (OCT
2018). OCT often entails a radical change in bringing new values and orientations into an

organisation (McClellan, 2021).

Although there have been somewhat significant efforts directed to the befits of women, the
pace at which these developments have been happening is clearly not enough. As argued by
Mangaroo-Pillayn and Botha (2020), the policies that have been implemented so far are not
functioning effectively. Furthermore, many organisations do not have sufficient financial and
human resources as well as coherent policy frameworks that are required to ensure the closing
of the gender gap in mining (Mangaroo-Pillayn and Botha, 2020). In addition, research
conducted on women employed in South African mines since the inception of the MPRDA in
2002 has revealed that the employment of women remains a challenge and that women still
face barriers to some extent (Botha, 2016, 2017; Botha and Cronjé, 2015; Chamber of Mines
of South Africa, 2017; Hancock, 2014; Kolisi & Rithaa, 2016; Mavuso, 2015; Ntombela,
2014). This is in spite the great efforts made to accommodate women in the South African

mining industry since the inception of the MPRDA in 2002.

Women still face a number of challenges in mining. Firstly, women working in core mining
areas, specifically underground, suffer rampant abuse from their male counterparts. They are
often sexually objectified and, therefore, are subjected to physical, verbal, and other forms of
abusive sexual conduct as well as quid pro quo harassment on a regular basis (Botha, 2016;
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Botha and Cronjé, 2015; Creamer Media, 2019; Jones and Moalusi, 2019; Minerals Council
South Africa, 2019; Nene, 2016; Ntombela, 2014). This, therefore, means that the mining
industry still constitutes an unattractive work environment because of such issues as
discrimination against women, sexual harassment, and prejudice because of their gender
(Botha, 2016; Creamer Media, 2019; Jones and Moalusi, 2019; Mavuso, 2015; MHSC, 2015).
Suffice to say that such negative work environments contribute towards a high staff turnover
in so far as the number of women leaving their jobs. This then results in the overall slower

transformation of the mining industry (Breytenbach, 2017; Mputing, 2017).

Secondly, although the quota system raised the percentage of women participating in mining
from 3% in 2002 (Minerals Council South Africa, 2018,) to 6% in 2009 (DMR, 2009) and to
10.5% in 2014 (DMR, 2015), the fact still remains that these employment figures for women
were low in each employment functional category (top management [board] level, senior
management [EXCO] level, middle management level, junior management level, and in core
skills) (DMR, 2015). That is, the grim reality is that women are still marginalised from
occupying decision-making positions in the industry. This means that their voice is still being
stifled despite their increased participation in the industry. It, therefore, means that the increase

in their participation is more from a quantitative perspective than from a qualitative one.

Thirdly, Mangaroo-Pillayn and Botha (2020) argue that although mining companies have made
considerable progress in accommodating women in so far as the provision of personal
protective equipment (e.g., overalls, dust masks, and safety boots) specifically designed for
women, improvements are still needed in this regard. For instance, there is urgent need for
protective clothing for pregnant women (Botha, 2017; James, 2018; MHSC, 2015). This means
that not all women are accommodated in mining. This automatic exclusion of pregnant women,
for instance, means that they risk losing their earnings during pregnancy, thereby potentially
negatively impacting on their livelihoods.
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Fourthly, often, there are still mining tasks that require physical strength that precludes
women’s effective participation (Jones and Moalusi, 2019; MHSC, 2015; Minerals Council
South Africa, 2019). Such kind of jobs may potentially pose physiological risks for women
(Botha and Cronjé, 2015; Matshingane, 2017; Minerals Council South Africa, 2019; Chamber

of Mines of South Africa, 2017).

Fifthly, resulting from this, female workers’ negative perceptions regarding safety and the
nature of equipment contribute to turnover once employees consider the accidents or
consequences that are likely to occur, thereby causing them to fear injury or fatality

(Matshingane, 2017; Mavuso, 2015; Minerals Council South Africa, 2019).

Sixth, most organisations are yet to adopt their infrastructure to accommodate the increased
participation of women in mining. For instance, a visible lack of separate, decent, and hygienic
toilet facilities underground is often reported in the literature (Botha, 2017; Matshingane, 2017

MHSC, 2015; Minerals Council South Africa, 2019).

Finally, although women have been historically excluded from mining, there is still inadequate
training and career development support (e.g., bursaries, study leave, and mentoring systems)
are frequently reported (Jones and Moalusi, 2019; Matshingane, 2017; Mavuso, 2015; Slater,
2018). This suggests that there is inadequate monitoring in the implementation stages of this
noble framework to reintegrate women into an industry in which they have been historically
marginalised. This then ends up appearing as though the promises and/or commitments to
redress the gender disparities in the mining industry are nothing but superficial and lip service.
It is, therefore, still apparent that despite the notable progress that has been realised in so far as
instituting an increase in women’s representation in the South African mining industry, the

grim reality is that the industry is still masculinised.
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2.7. Conclusion

The literature reviewed in this chapter reveals that women’s participation in the mining industry
is limited not only in South Africa but across the world. Studies engage with in this review
indicate that the historical circumstances in which the mining industry itself emerged play a
major role in influencing the masculiniation of the industry. Culture also plays a crucial part in
the creation of the gender gap in mining. The hegemonic patriarchal ideology has mainly
informed attitudes that construct women as bodies that need to be protected by the men. As
such, the initial legislative and policy framework that shaped the development of the industry
marginalised women from breaking into this male-dominated industry. As such, women who
managed to enter mining were, however, seen as inherently unqualified and could not progress
to executive managerial roles. It is also shown by the literature reviewed in the chapter that
despite the laws and policies put in place to redress these historical imbalances, more needs to
be done to ensure the full integration of women into mining. There are barriers that still militate
against the full participation of women in mining in South Africa. As such, this, therefore,
necessitates the need to investigate what individual organisation s, such as Amandelbult Mine,
are doing to ensure that women who enter mining are given the requisite support from the

organisation to rise through to senior management positions.

2.8. Theoretical Approach

2.8.1. Gendered organisational theory.

Gendered organisation theory acknowledges that workplaces are an extension of society, and
their patriarchal systems can be inherited and manifest at workplaces. This theory requires
scrutinising organisations as custodians that hold power and how organisations implicitly or

explicitly operate within specific social arrangements (Alobaid, et al, 2020). Understanding the
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organisation therefore is crucial because it allows one to understand its policies, processes, and
institutional cultures (Kuykendall & Darden, 2020). Joan Acker developed gendered
organisation theory which argues that organisations create environments with gendered power
dynamics, and women and men thrive or regress within these environments. Therefore,
gendered organisational theory produces a framework which examines different practices and
gender-based factors that create inequalities between men and women in the work environment

(Alobaid, et al, 2020).

Gendered Organisational Theory presents four components in assessing the gendered nature of

organisations, and how these contribute to gendered inequalities in the workplace.

o Organising processes

In a mining environment setting, the organising process establishes hierarchical structures that
dictate authority in roles and coordination of tasks. In addition, these processes deal directly
with inequalities when distributing salaries, job design, succession plans, behaviour at work
and all related gendered practices at the workplace. The grouping of salary categories and
gender segregations are essential elements within organising processes. As such, this process
becomes a critical pillar when looking at the career progression of women in mining because
if roles are created based on gender, it is implausible for a fair recruitment process to take place

(Alobaid, et al, 2020).

o Organisational Culture

The construction of organisational culture exists within substructures of the workplace, and
beliefs of inequalities and gender differences start to manifest. Other elements of corporate
culture include values, ideas, and attitudes. In many male-dominated organisations like mining,
the culture of inequalities continues to prevail because of the ignorance to acknowledge the

existence of gender inequalities (Alobaid, et al, 2020).
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o Interactions on the job

At various levels of leadership, gender inequality is created and re-created as colleagues
interact in the workplace. On many occasions, these interactions tend to exclude women,

especially in male-dominated organisations (Alobaid, et al, 2020).
o Gendered identities

To some extent, men and women's participation in the workplace creates gender identities
(Alobaid, et al, 2020). For instance, in the mining industry, women who are outspoken and
strict, are to be rude and aggressive. On the other hand, women who are soft and sensitive are
deemed ineffective and weak. Research shows that acute and supportive women make good

managers because they put people at the heart of everything they do (Measham et al, 2019).

Examining the gendering of organisations is necessary to uncover issues impeding women
from moving upward within organisations (Connell, 2014). Organisations that understand
different nuances of gender roles and assumptions at work are in a better position to create an

inclusive culture that appreciates unique attributes and strengths of all members.

This study will adopt a gendered analytical approach as a theoretical and conceptual framework
to understand the role of Amandelbult Mine in advocating for policies and process that address
problems of gender inequalities and support career progression of women to leadership
positions. The study takes this approach to understand management's tactical and strategic
thinking as well as practical actions for implementing policies that support career progression

for women in mining.
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CHAPTER THREE

3. RESEARCH METHODS

3.1. Introduction

In this chapter I discuss the research approach and methods that informed the study. I also look
at the research design and strategy, data collection, sampling, data analysis, validity, and
reliability. 1 conclude by looking at credibility, dependability, limitations, feasibility, and

research ethics.

3.2. Research approach

The research investigates current support structures that management at Amandelbult mine put
in place to support career progression for women in Mining. As such, the study relied heavily
on transformative and pragmatist paradigm approaches. According to Romm (2015), the
transformative approach focuses on marginalised groups, power dynamics that causes divisions
and links the findings intending to mitigate the disparities. Mertens (2007) notes that the
transformative paradigm provides such an approach for examining assumptions that explicitly
address power issues, social justice, and cultural complexity throughout the research process.
On the other hand, the pragmatist approach focuses on individuals' decisions in the actual world
situation. The intent is to identify a problem, view it in a broader context, and ultimately lead

to an investigation to understand and solve it (Kono, 2018).

The decision to rely on transformative world view is motivated by the plight of women in the
mining sector, in this context as marginalised individuals. As discussed in the literature review,
the current structural order within the mining industry is, in one way or the other, excluding

women from gaining relevant career development exposure. Therefore, the transformative
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paradigm approach addresses such exclusions, discrimination, power dynamics "in the context

of gender parity” and social justice.

With that said, a transformative approach to this research became important in analysing the
political agenda at the workplace and to disrupt the exclusion of women in Mining when it
came to career progression. As the following chapters will show, adopting this approach
became useful in thinking through ways in which management think about and view career
progression for women in the mining industry. Furthermore, the transformative approach
became important as a reflexive tool in engaging participants and for my personal perspective,
role, and power dynamics in relation to researching and analysing experiences of women in the
mining industry. As observed by Kono (2018), the transformative approach advocates for
empowerment and brings to light the inequality, domination, and oppression that still exist in

the mining industry.

Moving on to the pragmatist view, | employed this approach along with the transformative to
understand the complexity of the current problems facing women and their career progression
in the mining industry, and this presented an opportunity to offer some recommendations. In
this context, this point of worldview became important for all approaches in understanding why
women still face exclusions regarding career progression. Moreover, the pragmatist viewpoint
became instrumental in approaching the research from a political, social, and historical basis
to the conditions of and challenges faced by women in Mining (Lincoln, Lynham & Guba,

2011).

3.3. Research design and Strategy

In analysing the support structures in the career progression of women in mining at
Amandelbult Mine, the study employed a qualitative research approach. The qualitative design

became useful in understanding and record the real-life problems that address career
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progression issues for women in Mining from the perspectives of women in the mining
industry. Through such a qualitative approach, |1 was able to understand ways in which
Amandelbult Mine management grapples with strategies that ensure women’s development
and exposure to empowerment opportunities that prepare them and facilitate their career
progression within the organisation. As observed by Braun et al (2014), taking this approach
also opens a way for an inductive approach and makes it possible for the researcher to link
theoretical frameworks with the research. The study entails an exploration of the
marginalisation of women at a broader perspective. Adopting a research approach that would
allow women to speak from their personal experiences was necessary for allowing me as a

researcher to understand their struggles from their subjective experiences.

From a local perspective or world viewpoint, issues around career progression for women
within the mining industry are holistic. The study draws from the case study of the Anglo
American's Amandelbult mine to understand ways in which the management make efforts to
implement policies and practices that promote the career progression of women in the
organisation and mining industry, broadly. Although Amandelbult mine was explored as a
single case, there were no intentions to generalise the findings since findings from a case study
cannot b generalised. However, the findings are relevant and useful o understand the position
and situation of women in the mining industry. The study illuminates broader questions of the
career progression of women to senior management positions, while interrogating historical
legacies of the marginalisation of women and the patriarchal culture that continue to prevail at
the mines, and thereby stifling the progress of women. Furthermore, the case study of the
Amandelbult mine, while providing in-depth insights of the challenges faced by women at the
mine, it illuminates broader questions around the role of management personnel in the mining
sector to actively implement policies that ensure the inclusion of women in decision-making

structures, and implementation of the development programmes that actively prepare women
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to take up leadership positions in the mining sector. Throughout the research, | treat the career
progression of women in Mining as a complex social phenomenon that requires in-depth
investigation, as the findings demonstrate in the following chapters. I am interested in how
management think differently and intentionally around implementing strategies that prioritise
women's career progression. As a result, the following chapters take reader through the views
and perspectives of the management of Amandelbult mine on their efforts to implement
policies and practices that facilitate the promotion of women to management positions within

the organisation.

3.4. Data collection

During the data collection process, | opted for semi-structured interviews with Amandelbult
Leadership Team (ALT) and asked open-ended questions to collect data through Video
interviews on Microsoft Teams platform. The interviews scheduled was for one hour for each
member of ALT and 11 participants took part in those interviews. The ALT members were the
most appropriate to give the relevant data as they are responsible for policy, processes,
procedures, and support structures of women in mining in relation to career progression. |
followed the semi-structured approach to interviews to align with the proposed thematic
analysis. In addition, “interviews are considered to be the most appropriate and effective form

of data collection for thematic analysis” (Nowell, Norris, White and Moules, 2006).

I was mindful that | had preconceived ideas with some issues regarding career progression in
mining. However, | carefully set the scene in a way that allows respondents to answer in ways
that were suitable for them (Creswell, 2014). Setting the scene in a manner that was object and
without judgement gave me and the participant an opportunity to engage in a discussion
wherein initial questions were modified considering the participants’ responses, and | was able

to probe interesting and important areas that arise” (Smith & Osborn, 2003:57). Furthermore,
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semi-structured interviews as they were found by Smith and Osborn (2003) to be useful in that
they: “facilitate rapport/ empathy; allow greater flexibility of coverage; allow the interviewer
to go into novel areas; and tend to produce richer data” (p. 59). According to thematic analysis
researchers, these interviews also permit the researcher to make interpretations which reflect
the participants’ accounts, based on the subjective responses of the participants, thereby
providing descriptive insight, rather than statistical significance (Nowell, et al. 2006; Balogun

& Johnson 2004).

Transformative and pragmatist views accommodate the researcher's subjective opinions.
Ultimately, it allows the researcher to open enough on stance, theory of knowledge, ontology
and axiological biases when gathering data (Garner, Kawulich, 2012). As previously discussed,
this research will use the case study to design and adopt the qualitative approach regarding

research strategy and data collection.

3.5. Sampling

As previously alluded, | was intentional when selecting participants, mainly because of their
role as leaders at Amandelbult and their responsibilities in terms of career progression.
Therefore, it was critical that | adopt non-probability Sampling, particularly purposive
Sampling (Braun & Clarke, 2014). Looking at the targeted participants, it made sense to use
purposive sampling because all participants were linked directly to the question and are
regarded custodians of women’s career development plans, policies, and procedures for
Amandelbult mine. Amandelbult Leadership Team (ALT) must implement all changes and
adoptions whatsoever that had to do with women's career progression in Mining. There might
be consultation with the Platinum Executive Committee (EXCO), escalation to Group
Management Committee (GMC) or other relevant stakeholders during the process. The roles

below represent the entire Amandelbult Leadership: There are 15 members of ALT, however,
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due to business requirements; only 11 members managed to be part of the interview process. |
did not foresee a huge difference in terms of results due to the three participants not being part
of the interview because | had most ALT representation. The following table shows you the

breakdown of Amandelbult Leadership Team.

Figure 3.5.1: Roles that form Amandelbult L eadership Team

Senior  General Manager:  Amandelbult | Senior Manager: Operating Model

Complex

General Manager: Open Cast Senior Manager: Mineral Resources
management

General Manager: Tumela Mine Senior Manager: Project Management
Office

General Manager: Dishaba Mine Senior Manager: Social Performance
management

Senior Manager: Engineering . Senior Manager: Processing Plant

. Senior Manager: Human Resources . Senior Manager: Safety, Health and
Environment “SHE”

. Senior Manager: Finance . Manager: Protection Services

Source: Researcher’s notes: sampling population

Purposive Sampling® can be subjective, selective, and judgemental. To make provisions for
these shortcomings, | selected senior leadership that represent the entire workforce. All
responses will be crossed-referenced as participants bring different perspectives (Alan Bryman,

2014).

5 Purposive Sampling is a way of selecting participants based on their area of expertise or their
ability to give a reliable view on a particular subject.
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3.6. Data Analysis

This study will adopt thematic analysis following the conceptual framework | discussed
previously, and the data collected through semi-structured interviews. Moreover, | explored
several elements within the research analysis—for example, taking the data from the interview
transcripts, searching for similar or contradictive themes, defining them, and making sense of
them (Braun et al, 2014). | recorded the interviews on Microsoft teams, then downloaded them
and went through the downloaded videos, re-writing the exact responses on word document. |
then employed a computer assisted qualitative data analysis software (CAQDAS) and uploaded
the typed interview scripts. For this particular study, | used NVivo 12 Plus to qualitatively
analyse and code all the in-depth data from the eleven participants within the mining industry
who took part in the study, and some have experienced progress in their careers. | created

categories and codes based on the three main objectives of the study presented below:

o To examine the roles and responsibilities of ALT in the career progression of women
in mining.

o To investigate mechanisms, procedures and policies that enables women to thrive
within the mining sector.

o To identify barriers experienced by women in mining and assess working

environmental conditions for women.

Thematic analysis’ was most appropriate in this study because it allowed me to understand and

decode the data received fully. Thematic Analysis is a method that | used to analyse data.

Furthermore, | had the opportunity to allow all individuals to answer according to their human

experiences and then sort the data according to perceptions and feelings. | used an inductive

’Thematic Analysis — This can be defined as a method that the researcher use to analyse data. In
this case, the analysis will be applied in the interview transcripts.
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primary way of thematic analysis to process the data. Why? Because | entirely depended on
the data provided by participants to have a complete picture of women's career progression in
Mining. The data provided also included detailed approaches or accountability frameworks

supporting career progression for women in Mining.

3.7. Validity and Reliability

In results replication, | intentionally grouped participants to make it justifiable to attain
relatively similar data. All participants interviewed for this project are subject experts in their
areas and are familiar with changes and policies implemented throughout the Amandelbult
complex, including those dealing directly with women in Mining's careers (Golafshani, 2003).

With that said, one can argue that their responses can be considered reliable.

On the other hand, the position that all participants hold makes them central in the research
question and are the only ones who will provide trustworthy data. Therefore, | was very
carefully in the handling and treating of the data collected and | had to make sure that I
triangulate related data to ascertain soe of the facts, particularly in line with policies and
practices. However, noting that the aim of the study was not to prove any claims and facts, but
to understand experiences of management in implementing policies, the above sections of
methodology and methods are well detailed to allow other researchers to understand the study
and make it easier to follow processes for replication and/or transferability purposes. Looking
at the research question is easier to decide on the relevant data and ignore that which is

irrelevant (Golafshani, 2003).

3.8. Credibility

It is fundamental to note that there is always more than one account of a social phenomenon
when conducting research. The triangulation of sources of semi-structured interviews and
policy documents became very useful for this research as it allowed for cross-checking of some
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of the data shared by participants in relation to company policies. Company reports were also
analysed as part of document analysis to ascertain progress mad thus far and for the purpose of
understanding some of the challenges as presented by management. These processes became
useful for enhancing the credibility of the study. As argued by John & Hugh (2019), for
enhancing the credibility of any study, the researcher should abide by good practices or
standards of good research. For this to be possible, the researcher be able to share the research

findings in ways that will allow the respondents to validate the data as part of their contribution.

3.9. Dependability

For credibility purposes, | have recorded all relevant data and processes undertaken throughout
the research as indicated on the sections above, for interested parties to review and validate. It
is important to note that this study has been guided by ethical principles of both the University
of the Witwatersrand and Amandelbult mine. As such, the data collected, and storage of the
data has followed similar guidelines with emphasis on confidentiality and anonymity.
However, in any case where proof of the processes of this research be required, In this case, all

recordings and interview transcripts will be made available for auditing.

3.10. Positionality

The researcher works for the Early Talent team that looks after career development for young
talent, which has also influenced my interest in career progression within Mining. It is
important to note that | have worked at Amandelbult mine for two years and | have maintained
a good relationship with the senior secretary. This relationship was very useful in negotiating

access to the organisation to conduct this research.

However, | do not have any direct or indirect influence on the participants who were sampled
for this study. All participants are senior managers and general managers that participated
voluntarily based on the understanding of the study, its aims and purpose. However, as the
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researcher, | had to be critically reflexive of my role as an Early Talent Officer to make sure
that my own challenges and biases did not influence the views and perceptions that | hold on
to career progression. To mediate this, | approached the topic from an exploratory position as

someone wanting to learn and to be informed from a management perspective.

3.11. Limitations and feasibility

The problem of career progression for women in Mining is an international one. Therefore, |
did not aim to generalize the findings internationally or local. Thus, the study will only look at
Amandelbult Mine, which means that the results will be specifically for the Amandelbult mine

within the platinum business of Anglo-American South Africa.

As previously mentioned, | had good relationship with the senior secretary of the General
Manager’s office, and this allowed for a flowless process in terms of the approval and setting
up Microsoft calendar invites to conduct the research interviews. However, there were delays
when it came to interviewing participants on time, mainly because of rescheduling to another

available date due to business requirements.

There were several factors that caused the rescheduling; for example: urgent meetings on site,
breakdown of equipment, sick leave and so on. It would have been great to have the interviews
face to face but due to Covid-19 restriction to get on the mine at the time, | opted Microsoft
teams. Why? Because if there is an emergency and participants wish to reschedule, it might be
possible to still interview on the same day. Also, the Microsoft video interview still gives the
same benefits that | would have gotten when interviewing face to face; for example, | was still

able to observe facial expression, non-verbal cues, various emotional and behavioural cues.

3.12. Research Ethics
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The data that | gathered through the interview was treated with outmost confidentiality to
protect participants against any harm and mitigate misconduct. | developed a research protocol
and disclosed all the process that | followed and presented it to the research committee at the

University of Witwatersrand for review.

The developed research protocol | followed assured all participants that no harm will arise due
to participating in the study. Their participation will remain anonymous as the survey intends
to uphold confidentiality. | am mindful that Amandelbult Leadership team consists of very few
individuals and as such, confidentiality and anonymity might be compromised. However, |
explained that dilemma to participants and allowed for nominations of other employees at the
same level of work to participate as ALT members if the current role holder was not
comfortable. Therefore, to a certain extent confidentiality was guaranteed as | allowed
representation of ALT role by any member in the succession plan of the leadership pipeline.
Such an approach allowed the current role holder to assign another individual in the succession
plan to take part in the interview and represent the role. For example, Senior General Manager

can assign the next individual in the succession plan to take part in the interview.

| presented a detailed consent form to all participants and required them to sign as a form of
aggreging to be participating in the study. The consent form included the objectives and the
purpose of the research and made it clear that participants can withdraw from participating at
any time. | made this option intentional as the participation was voluntary. All protocols in
place help me to abide by sound principles of ethical research. | made sure to store collected
data in a cloud-based file accessed through a password. Finally, the research ethics committee
granted me the ethical clearance to continue with the study (ethics certificate number WSG-

2022-26).

3.13. Conclusion
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In conclusion, this chapter discussed the research approaches to be adopted to answer the
research question. Also, the researcher discussed Sampling and the process of analysis as
methods of data collection tools and their application. Lastly, the researcher highlighted the

study’s limitations, feasibility, positionality, and ethical considerations.
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CHAPTER FOUR

4. PRESENTATION OF FINDINGS

4.1. Introduction

The report is an analysis of support structures in the career progression of women in mining at
Amandelbult Mine. The researcher employed a computer assisted qualitative data analysis
software (CAQDAS). For this particular study, NVivo 12 Plus was employed to qualitatively
analyse and code all the in-depth data from the eleven participants within the mining industry
who took part in the study, and some have experienced progress in their careers. Categories

and codes were created based on the three main objectives of the study presented below:

o To examine the roles and responsibilities of ALT in the career progression of women
in mining.

o To investigate mechanisms, procedures and policies that enables women to thrive
within the mining sector.

o To identify barriers experienced by women in mining and assess working

environmental conditions for women.

Additionally, the report assesses the importance and significance of the data provided by all
the participants who took part in the discussion in relation to the objectives and literature

employed to guide the analysis
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The data analysis covers views provided by eleven participants who took part in the research
study. At the time of the interviews, all the participants worked at Amandelbult, Dishaba and
Tumela. The research population comprise of 2 black females, 3 black males, 5 white males
and 1 Indian male demography as indicated in Table 1 above. Nine of participants work within
Amandelbult, and the remaining two, one is from Tumela and the other from Dishaba.
Interestingly only one of these participants has a minimum of diploma as the highest
qualification whilst the other ten participants have degrees, masters, and MBAs. The

participants have been in the mining industry for more than ten (10) years.

4.2. Contribution of participants

Table 2 below shows the number of participants (files) who took part in the study, the number
of codes (sub-themes) each participant contributed to, and the number of references

(quotations) taken from each participant to illustrate the created code.

Files Codes References
Participant 1 48 100
Participant 2 44 125
Participant 3 40 103
Participant 4 32 60
Participant 5 39 106
Participant 6 31 69
Participant 7 40 90
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Participant 8 40 98

Participant 9 35 71

Participant 10 32 57

Participant 11 46 125
4.3. Data analysis process

The data analysis employed a qualitative interpretive paradigm. | conducted eleven in-depth
interviews with senior management working in the Amandelbult mining complex. The
interviews were recorded by myself and later transcribed by verbatim to apprehend the meaning
of the data provided by the participants with regards to the available support structures in the
career progression of women at Amandelbult Mine. After verbatim transcription, word
documents were created. The word documents were therefore reviewed, and all the typos were
removed to ensure accuracy when conducting data analysis. The reviewing process of the
transcripts was important as it created a deeper familiarity with the data through careful
listening, reading, and re-reading which improved trustworthiness of the study (Tuckett, 2005:

4).

Furthermore, as a way of safeguarding privacy, the names of the participants were removed.
Word documents were created under the pseudonyms “Participant 1 to Participant 11” as a
way of preserving and protecting their original identities (Moore, 2012: 332) while retaining
the data that addressed the objectives of the study. The transcribed data was easier to study for

categories and codes.

Thematic analysis was employed as the method for analysing the data. Braun and Clarke’s

(2006) thematic analysis provided the conceptual frame on which data provided by the
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participants was evaluated and categorised. Thematic analysis relies on an inductive and
detailed process intended to identify, scrutinise and classify themes from written data in a
manner that is distinct and trustworthy (Guest MacQueen & Namey, 2011:15). It assists in
taking parts of texts and classify them into codes before grouping them into different categories
and larger clusters known as themes. To enable this, the data collected from participants was
therefore organised and uploaded into NVivo 12 Plus software for coding. The codes created
were further grouped into categories. Themes were then created, refined, and finalised

following the inductive process of data analysis by allowing the data to “speak for itself.”

The researcher followed five stages of data analysis suggested by Braun and Clarke (2006). |
then familiarised myself with the data and transcribed it while noting important ideas. Codes
were then generated through a systematic re-reading of the data with an eye for interesting
views and recurring points with regards to career progression of women in mining. The data

was also organised in terms of these interesting points. These stages are described in the table

below.
4.4. Thematic Analysis (Braun and Clarke, 2006)
Phase 1 Description of the process

Familiarizing yourself with the data | Verbatim transcription of the data (if necessary), reading

provided by the participants and re-reading through the lines and noting down initial
ideas.
Generating initial codes Coding interesting features of the data in a systematic

fashion across the entire data set, collating data relevant

to each code.
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Searching for themes Collating codes into potential themes, gathering all data

relevant to each potential theme.

Reviewing themes Checking if the themes work about the coded extracts
(Level 1) and the entire data set (Level 2) generating a

thematic ‘map’ of the analysis.

Producing the report The final opportunity for analysis. Selection of vivid,
compelling extract examples, final analysis of selected
extract examples, final analysis of selected extracts,
relating back to the analysis, the research question and

literature, producing a scholarly report of the analysis.

4.5. The process of cleaning and coding the data

The process of cleaning and coding the data for analysis involved a systematic review of eleven
transcribed interviews. During the preliminary reading, | highlighted significant and relevant
sections of the text and attach labels to index them. This was for the purpose of simplifying the
data analysis process (Creswell, 2015; King, 2004; Nowell et al., 2017). Using NVivo 12 Plus,
at the initial stage, | scrutinised the transcripts and checked through lexical queries such as
word frequency, word cloud and text search queries as a way of gathering and exploring
subcategories of the data provided. The lexical queries are conducted to augment the data

analysis process. (See word cloud and word trees attached at the end of the report)

4.6. Trustworthiness and validity of the data analysis process

Although some researchers claim that the concept of reliability is irrelevant in qualitative

studies (Golfashani, 2003), for this study, however, | considered reliability and validity factors
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in the design of this study. The nature of qualitative research does not lend itself to statistical
calculations of validity; therefore, alternative strategies were employed to enhance the
reliability and validity of qualitative findings, as recommended by Brink (1993). To ensure
trustworthiness and rigor in this study, I involved a coder in the coding process as a way of
checking the consistency and reliability of the data generated as argued by Webber (1990).
Having a primary coder for this study, reduced flexibility in the process of coding the data,
particularly interpretive and pattern coding. The primary coder also reviewed the codes and
themes to determine the quality and effectiveness, based on evaluation of the transcripts, as

recommended by Turner (2010).

This however, helped to evaluate the coding frame with the coder before reaching a consensus
as a way of refining the coding system. Hence, adding accuracy and validity to the data
extracted from the codes, categories and themes created (Bazeley & Jackson, 2013:93).
Furthermore, the data were checked for representativeness by evaluating the coding categories

and the examples used in the research results, as recommended by Brink (1993:35).

4.7. Coding process

Saldana (2015) indicates that coding is just a way of organising data through concepts emerging
from the data set. This usually happens when the data is scrutinised, and the codes created are
defined from the entire data collected. The coding method followed Saldana’s (2015) coding
manual. In this study, the researcher created themes based on the possible available structures

for the career progression of women in mining at Amandelbult Mine

For this study, | employed open coding through assigning initial codes or labels. Codes are
described as “tags or labels for assigning units of meaning to the descriptive or inferential data
compiled during a study” (Fereday &Muir-Cochrane, 2006). By following Saldana’s (2015)

first cycle coding, included are coding methods such as descriptive coding which summarises
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in a word the basic meaning of a passage or sentence of qualitative data. Also, in Vivo coding
was used which is using a word or phrase that is short from the actual language found in the
qualitative data provided by the participants. After the formation of the initial codes, I
organised data systematically into a codebook according to their categories. The initial number
of codes created was eighty-six. The codes where however refined, some were merged, and
others collapsed, and some redundant codes were immediately deleted to avoid repetition and

keep the analysis relevant. The final number of codes created was fifty-three.
4.8. Brief analysis and interpretation of the themes generated.

The main themes generated from the data analysis process are presented in the Table below.
The table also indicates the number of sources and the number of quotations (references)
extracted from the participants (files) to support the formation of each theme. As soon as the
codes, the categories and the themes were identified, the following step included the
interpretation of the data provided by the participants. The process of making sense of the data
formed the core of this study. Importantly, I constantly read and re-reading the main research

questions as a measure to check if the codes created are in sync with the objectives of the study.

It is however important to note that, to a certain extent the codes created from the analysed data
are often formed by the researcher’s personal interpretations, driven by “the way they view the
world around them, their culture, backgrounds, history, perceptions and experiences”
(Creswell, 2009:189). Hence, making sense of the data is partly made through the framework
with which the researcher uses to interpret social reality. Therefore, all this put into
consideration influence the nature of the final interpretations that emerges from the study

(Creswell, 2009).
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4.9. Main themes generated.
Category (Theme) Files References
Leadership role in women’s career | 11 48

progression

Mechanisms, policies, or structures | 10 33

for women career progression

Effectiveness of the mechanisms, | 11 42

policies, and structures

Barriers to women’s career | 11 46

progression

Time taken for women to progress | 10 60
Mining Environment 11 35
Racial disparities at Amandelbult | 11 34
Mine

Available support for women’s | 10 29

career progression

Solutions to challenges faced by |9 39

women

The table above shows the nine main themes that emerged in the study centred around the

research questions of the study. Each theme contains codes that identify connections in the data
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and each code contains a supporting quotation to illustrate and support the meaning of each

code created.

4.10. Analysis of Data

This section analyses the results of the study along the nine themes (categories) and the
subthemes that emerged during the coding processes. In this study, themes were designed to
approximate the research questions. The discussion is therefore structured to address each of
these research questions in succession. The results add to existing knowledge on the existing
support structures in the career progression of women in mining at Amandelbult Mine in

particular.

4.10.1. The role of leadership in women’s career progression

Through the data analysis process, the senior management who took part in the research study
indicated that the leadership team do have diverse roles that they play in the career progression

of women in mining, especially at Amandelbult mine.

Understanding
importance of life-
. work balance
Leadership not
doing much
Leadership role in
/// women career
— progression
Support through
developmental
opportunities
Engage employees
in career
discussion
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4.10.2.

Data shows that most of the team leaders in the Amandelbult mine engage employees in career
discussion. Most of these participants indicated that their role is to make sure that the

development and the enablers for career progression does get followed according to procedure.

Engage employees in career discussion.

This is reinforced through Participant 1 who said that;

From the data outlined above, it is clear that the leadership team is very critical. Participants
mentioned that, at times employees become “frustrated” and that might affect their progression.

Hence, team leaders are there to motivate them and engage them in career discussions.

Remember, people must raise their hands to the occasion, and they are
opportunities where they are challenges, if you see there is a gap you must
step up and say | can close the gab for you here and | can help you improve
here and it’s a sign that shows you want to grow and that is not happening.
So even when you engage in career discussion, people don’t even know what
their next career move is, for them is about promotion and salary increase

(Participant 1, 08/26/2022 on Ms Teams).

Participant 11 asserted that,

| have started the process of Manager Once Removed conversations (MOR)
with employees of my direct reports. So, let me engage from the leadership
level, personally. This helps so that | can get to understand what the
frustration of each individual is or what is the biggest challenge that each

individual have. There are those that says | am okay with where | am you
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know? Take me through the internal programmes that you have for me to be

somewhere, | am happy (Participant 11, 08/26/2022).

Supporting the assertions above is Participant 5 who said that the role of a good team leader is
creating conversation and “Giving people the right development to enable them to progress
through the ranks but our role also includes not to promote women into a role when they are

not yet ready or the best for that role” (Participant 5, 07/19/2022).

It is however clear that engaging employees in career discussion is one big role that is played
by the leadership team. Participant 8 emphasised that “So, I'm a big fan of making sure that
there's constant engagement between myself and all members and the finance team about career
development” (Participant 8, 08/30/2022). This data assist in taking employees through
internal programmes where leaders get to identify suitable programmes that gives employees
“a bit of confidence that will be able to equip them with certain skills that we feel will help you

accelerate faster than the way you are doing” echoed (Participant 11, 08/26/2022).

4.10.3. Support through developmental opportunities

Data shared by the participants showed that another role of the leadership team in career
development of women in mining and in particular at Amandelbult mine is supporting
employees through development programmes or opportunities that they might not be aware of.
Therefore, it is an element of providing support to employees to cope in their various roles and

journeys at Amandelbult as indicated through Participant 3 who said,

So, my responsibility is to develop the people, especially the ladies to make
sure that when | appoint them that they will cope and luckily, | was for many
years in the police the first 12 years in my career | was involved in training
and also the head of training at one of the training centres. So, development

and training were also always very close to my heart when | arrived at
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Amandelbult’s Protection Services. So, it was very easy for me to make that
switch to make sure that I'm taking them with, and | developed them as good
as | can, so from the two ladies that I've got now is 2 D band one’s. | can

appoint one of them anytime as | need to (Participant 3, 08/31/2022).

Buttressing on the above point is Participant 7 who is of the opinion that women in mining
should be encouraged to study as a way of developing their selves and careers. The participant

said,

oh, as a leader, for me education is more important. I've always lived by that,
you know, philosophy that education surrounded, liberates you. So, I'm
always encouraging people to study and I'm always, you know, when there
are issues around the budget, I'm always in terms of technical, | believe
technical should not compromise in terms of training because it's always at
the forefront of everything and we always develop because things are always
changing on the technical front. So, for me technical and training goes hand
in hand. You cannot say, you know, we need to cut costs and cut costs and

the training on the technical (Participant 7, 08/26/2022).

Concurring with the above point is Participant 9 who also indicated that “Look, I think what
is more important is that we need to ensure that women are given equal developmental
opportunities as their male peers when it comes to issues of development. We try to give them
exposure to learning opportunities and also being allowed to act, you know, and decision-
making roles. And to make them feel comfortable in their roles by ensuring that their inputs

are valued within the business” (Participant 9, 08/30/2022).

It is important to note that it is the responsibility of the leadership team to develop their own

employees, to get them on standard and to appoint them as well so that they will continue to

Singo6l |Page



[OFFICIAL]

work at Amandelbult and grow. As reinforced through Participant 10 who said, “I only appoint
a few people from the outside in my time here because I strongly believe that | must look after

my people first, even if the others are also from platinum, doesn't matter” (Participant 10,

08/31/2022).

4.10.4. The importance of life-work balance

Through the analysis process, some of the participants highlighted that understanding the
importance of work-life balance is one of the most challenging roles they have when it comes
to women career progression in the mining industry. Participants indicated that it is
unquestionably that women who are working in mining have a lot on their plates compared to
their male counterparts. Hence it is significantly important for leaders to understand that these
women need that work-life balance for them to progress well in the industry and in particular

at Amandelbult mine. Participant 6 said that,

I'm not sure if | fully understand, but obviously my role is to ensure that the
talent management process works correctly and that's sort of we identify, we
review and we make sure that people are given equal opportunities depending
on their needs in their career progression but are given the support to have a

balance between work and family life (Participant 6, 09/13/2022)
Participant 8 concurred that;

| think the other role, 1 mean specifically I guess to the point of females is
just being understanding to the dynamics. I think for the most part, | think if
something has come on my desk, | have the understanding of what it's a
family situation? Or, you know, someone asking to work from home? You
know, because they've got other commitments which they need to, you know,

involve themselves into. So, it's at a minimum that's the role that | play,

Singo62 |Page



[OFFICIAL]

understanding that females need to balance work and family situations
especially when they get pregnant and when they give birth (Participant 8,

08/30/2022).

It is important from the data provided to note that social dynamics of women working in the

mine be understood as a way of creating a pathway for them to progress at Amandelbult mine.

4.10.5. Efforts of the leadership team

It is interesting that one of the participants admitted openly that leadership team is not doing

much in terms of career progression of women at Amandelbult. Participant 1 stated that:

No...We are not doing much; I have realised that Anglo American
communicates, like now; its women’s month — everyone is driving Gender
Based Violence (GBV). It will be done and dusted next month when we do
culture and heritage. So, it’s not an agenda item that you will always have,
like your people agenda is not an agenda. In every meeting, where | come
from you are supposed to have succession planning on every management
item, you are supposed to do your performance management with the
employees. You are supposed to have your performance update with your

team — that is not happening (Participant 1, 08/26/2022).

4.11. Mechanisms, policies, and structures for women’s career progression.

Data extracted from the senior management who participated in the research study showed that
they are several mechanisms, policies and structures available for women’s progression at
Amandelbult mine. The participants mentioned the following mechanisms, policies and

structures in place: online learning, coaching, development programs and mentoring. It is also
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important to note that some of the senior management interviewed are not aware of any of these

existing structures as shall be illustrated below.

Online leaming

Q O

_Mechanisms-
«— policies or
structures for
Coaching and A 'women career
Mentoning progression
Development
programs

4.11.1. Online learning

Data provided by some of the participants indicate that online learning is a structure in place
to assist women to further their studies through enrolling for short courses, for them to be
certified. These platforms according to the participants gives women more time to study. This
data is supported by Participant 11 who mentioned that, “If they are opportunities for us, we
give them additional time to go study, let’s have those support structures in place, we have
online learning where they do not need to go anywhere but they can study while at work or at

home” (Participant 11, 07/19/2022). Reinforcing on this point is Participant 1 who stated that:
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We have the online learning. But I don’t think we understand the application
part of it. And also, with the educational, where you find people; I will give
you a typical example: A person wanting to do a master’s degree but if you
look at the cracks of the person; in their simple jobs that they have to do, they
can’t even apply their minds like a master’s students (Participant 1,

08/26/2022).

It can be noted that these structures are indeed available but some of the employees are failing
to utilise them to their advantage as indicated by the excerpt from Participant 1 above. This is
also buttressed through Participant 8 who emphasised that structures are there on paper but in
reality, there is nothing tangible that is helping women to progress in their careers. The

participant indicated that,

They are these Anglo-American online courses available. So, I think on paper
there may be structures. But outside of people going on courses, there's
nothing that I'm aware of that's tangible and one can point to and speak to
and say because you're on the talent pipeline, you know from the Mine HR
team, this is kind of been your progression and the Mine supports you, that |

haven't seen. So, | haven't seen any action with that (08/30/2022).

4.11.2. Coaching and Mentoring

Another existing structure mentioned by participants is availability of coaching and mentoring
of employees in general and women in particular as a way of enhancing their career progression
pathway. According to the data provided, this coaching and mentorship structures are there to

prepare employees properly for next step and next level. Participant 3 pointed out that;

| have seen it so many times in our organisation, especially at protection

services where there was total lack of succession planning because the

Singo65 |Page

[OFFICIAL]



moment that the manager is leaving, he leaves a hell of a gap. And then it's
clear that failure is actually due to him because he didn't prepare anyone.
Since | arrived here at Amandelbult, my motto Is always - | will only appoint
people from other platinum operations in extreme cases. 95% of the time, I
want to appoint my own people, that I coached, otherwise | will see myself

as a failure (08/31/2022).

Reinforcing on the above point, Participant 4 noted that, “We ensure that we track and monitor
progression from women by mentoring and developing talent two layers below us.” And

Participant 9 further asserts that,

Look, I think the structure that | have encountered at Anglo American it's the
mentorship program. | think you know, one of the agreements you know is
to really support people by mentoring them and Anglo American does, if you
know, provide that service, you know and that structure for one to go through
a formal mentorship program. So that's basically the one that I'm aware of,
you know that I can use as a supporting tool. The rest | have not come across

some of these tools that we can use to assist (Participant 9, 08/30/2022).

4.11.3. Development programs

Data from Amandelbult mine shows that development programs are another available structure
used by the organisation to enhance career progression of women. Most of the participants
indicated that in these development programs, senior management do identify different talent
and they do nominate employees for different programs and post nominations. Participant 10

explained that,
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In terms of our development programs, we have development programs
within Anglo American, not just Amandelbult, but um, definitely it's part of
our discussions and considerations when we do talent identification and
Amandelbult to look at candidates for those programs and nominations. |
have nominated two of my direct reports and manager once removed reports
for those programs, those are some mechanisms we have (Participant 10,

08/23/2022).
Supporting the above claim, Participant 11 clarified that,

There are a whole lot of other development programmes, but it's not
something like for instance: they go through the current programmes that we

have through the company; | am trying to remember the names (07/19/2022).

The above points are supported by Participant 2 who echoed that, “For example, we have
structures that assist women to have informal conversations around their different interests of
career development —so I think that is happening already so that light is definitely being shined
at site” (10/06/2022). From the data provided, it is the leadership’s responsibility to develop

employees through programs available as pointed out by Participant 4 who stated that;

We have women in mining targets that we set and strive to achieve. We also
have fast tracking programmes that gives women the opportunities to

progress faster than normal through their career paths (09/05/2022).

Furthermore, contributing on the idea of the role of leadership in advocating for the career
development of women through development programs, Participant 7 pointed that, “one of the
structures that I love, yeah is the programs that we have, the development programs you know”

(08/26/2022). Importantly, some of the participants mentioned the existence of
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transformational policies as a way of enhancing career progression of women. Participant 10

highlighted that,

In terms of policies, we have our targets for transformation um within
Amandelbult. And we have structures on Amandelbult as a whole, we also
have the transformation forum that looks specifically at these targets and
identifying, you know, gaps and discrepancies and opportunities for everyone

(Participant 10, 08/23/2022).

4.11.4. The role of awareness

Evidence from Amandelbult mine suggests that awareness also plays an important role in
informing employees about programs that are available for development within the
organisation. One of the participants indicated that they were not aware of any mechanisms,
structures or policies that are in place at the mine for career progression of women. Participant

8 noted that,

I'll be honest, I'm not. I'm not aware of anything to be honest. Umm, I'm not
aware. | know this is like there's a Human Resource Department team and
there's mention of people that are on the pipeline. But I'd be lying if | said
that means anything, or I've seen it mean anything or translate into anything

(Participant 8, 08/30/2022).

4.12. Mechanisms, policies, and support structures

Understanding the effectiveness of mechanisms, policies and support structures is key for
understanding challenges associated with the career progression of women at the Amandelbult

mine and the mining industry broadly. One participant unpacked the different mechanisms,
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policies, and structures in place at Amandelbult mine that are essential for understanding their
effectiveness in the career progression of women in mining. Data shows that some of the
participants were of the opinion that these aspects are effective and are helping women to
progress. Others opined that they are not effective as they are not contributing anything

towards progression of women in mining, in particular at Amandelbult mine.

Effectiveness of the
mechanisms-
policies and
structures

Not Effective Effective

Evidence shared by some participants suggests that some of the policies, mechanisms and
support structures have been effective in terms of enhancing career progression of women at

the Amandelbult mine. Participant 2 mentioned that:

Yes, yes, the structures are working well. So, we have the Manager Once
Removed “MRO” system. This system helps us to log all the career
development conversations and the training and also career progression
planning for the employee. That system sits on our Talent Management
profiles ‘“Navigator+” and myself as the MOR of my team, | have the
functionality in my profile to log the agreed commitments in the profiles of

employees who are in my team structure (Participant 2, 10/06/2022).
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It is clear there is anxiety around sending women to some of these development programs as
some of the leaders fear that once they are equipped with skills, they might lose their team
members through promotion. As indicated by one participant that the women are sent to
“Connect Programme and now they have this label on them that they are top talent and it’s a
matter of few months now before I lose them to Head Office” (Participant 2, 10/06/2022).
Echoing the above point, Participant 3 indicated that the programs are working, however, to a
lesser extent. “Yeah, I think the structures are working. As I say, I think the only thing is I don't

think there's so many opportunities for all women to utilise” (Participant 3, 08/31/2022).
Furthermore, Participant 4 reinforces the above assertion by stating that:

We have seen good results from these structures. Good career progression
made by many good women. | have dedicated fast tracking programs for
women where we recruit more women than what we have positions for. So,
a good example in the recent past years is we were looking for production
manager in mining, which is a 3.1 appointee. And we went out to the market
to find 3 ladies that we didn't have a production manager position for, but the
company opted to carry these people over complement (Participant 4,

09/05/2022).
Participant 9 concurred that,

| think mentorship program does work. Again, it goes with the eagerness and that hungriness
in terms of what one wants out of the program. It does help, you know to help someone to
progress in their careers in that they get to have a Big Brother, so to speak, you know, to guide

them in their careers rather than them trying to do it on their own.

Interestingly, although some participants have indicated that the mechanisms, support

structures and policies in place are effective, some have suggested otherwise as they cite
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challenges associated with processes. Some of the participants are of the opinion that these
structures are there and they are not effective as leadership and management struggle with

implementation. Participant 1 pointed out that,

we struggle with implementation, and we need to be intentional on the
execution side to make sure that all the learnings presented by various
structures are applied on a practical level which is not being done now. They

are lacking application (Participant 1, 08/26/2022).

Surprisingly, Participant 11 added:

Having all those structures doesn’t guarantee promotion in the Mining
industry and I think honestly, there's still quite a lot of room for improvement.
| think we all have good intentions, but | don't see that, and | think maybe it's
because everybody gets married on what they're doing, and everybody goes

in and figure out if this work (Participant 11, 07/19/2022).

This statement above is supported by Participant 2 who also contended that the structures and
policies in place are not effective in the progression of women. The participant argued that
indeed, women are being looked after and valued at Amandelbult because of existing

committees that are created for that. However, the participant reiterated that:

.... if are you asking me if that makes women get the next role? I would say
probably not. | think the reason why women are not moving quicker is
because the pace at which Anglo American is moving is slow. So, it's like the
same as the poverty discussion. You can't say now yes, but we now 50 years
down this line of the equality thing, why are we still having inequality?
Because the top portion is not moving quick enough for the bottom portion

to be pulled up (Participant 2, 10/06/2022).
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It is important to note that most of the participants acknowledged that structures are there at
the mine but there are still inadequate in assisting women to move forward. As Participant 5
argued, the numbers of women moving up the ladder are disheartening as shown through a
“4%" increase from “10% to 14%” after being away for many years. The participant said, “I
think structures are there but are they effective? No”. The participant further explained the

reason behind the big “NO” by stating that,

I would like to see in an environment where we have what 50% female. |
would like to see that manifesting itself in the workforce and all that. So, |
think our targets now is what is 30% but am not sure. Umm, | know the last
time it was something like 10% or so, but I think now either up to 30% I have
to be corrected and | think we're sitting at what 13, 14% women
representative in the work. The last time when I was in Anglo, it was around
that 10% after so many years of being there come back with only moved by
about 4%. So, to me this is yes. There is work that is being done and which

is good. But we need to do more (Participant 5, 08/30/2022).

From the evidence presented on the above section, one can already map the contradictions
presented by policies, support structures and mechanisms that are meant to support women for
career progression to senior leadership positions. While some participants have indicated that
these mechanisms are effective, evidence suggest that there is need for improvement. Other
participants have outright indicated that the polices and mechanisms have not been effective at

all.

4.13. Barriers to women’s career progression.

Senior management interviewed for this study highlighted a couple of barriers which are

regarded as huge career progression stumbling blocks for women at the Amandelbult mine.
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These challenges include, but not limited to lack of work experience, male dominated
environment, nepotism, pressure of trying to balance work and family time, being stereotyped

and glass ceiling as shall be explained further below.

Pressure-work-life
balance

Glass oeilin;\\\\\ O

o Barriers to women

= progression
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Lack of work
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environment
4.14. Lack of work experience

The views shared by the participants suggest that lack of work experience for some women
employees in mining is a barrier when it comes to their career progression especially in
technical roles. The participants were of the opinion that women do flourish in non-technical
roles as they bring the balance they need when it comes to work and family life. Participant 4

emphasised the argument by stating that:

You know, | think so. I think attracting women in a technical role is definitely
a bit of a problem because I think it's much easier for ladies to also get good
progression through a non-technical role. And at least you have a lot more
flexibility in terms of time, managing your family, all of those things. Where-

in the technical roles does put a limitation on that because it's difficult for a
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lady to every second day on the technical role where you manage Operations
for instance to not be able to be out for a month or two or three for different
reasons that comes with women and the experience needed, most they do not

have (Participant 4, 09/05/2022).

The views shared by the participant above were also echoed by Participant 6 who also noted
that there is a gap when it comes to work experience in technical areas for women at the mine.

The participant claimed that,

Well, I think it's for me. It's just a lack of time and actually experience that is
affecting women. But | think generally here the leadership doesn't know quite
well what all these procedures are to support women in mining through their

careers (Participant 6, 09/13/2022).

Concurring with the challenge on lack of work experience, Participant 2 stressed that
competency is key to career progression and if women are not competent there is no chance for

progressing in their careers. The participant said,

Look for me, it always comes down to core competencies. So, | will not. |
will not appoint a female that can't do the job that doesn't have the core
competencies. So, | would definitely say the females coming through now
must have the core competencies. | think core competencies will remain a

big thing (Participant 2, 10/06/2022).

It is clear that for women to progress into senior management positions, there is need to invest
in skills development so that they could acquire the technical needed for them to occupy these
critical positions. However, evidence from the participants provided earlier suggests that there
are still challenges when it comes to skills training at Amandelbult mine. This makes it

interesting for understanding the efforts of the management and leadership team where they
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seek to apply policies that seek to empower women to be promoted into senior leadership

positions.

4.15. Male dominated environment.

The extensive literature reviewed earlier has shown that historically, the mining. Industry
evolved as a male-dominated space, and it continues to be even to date. Evidence provided by
participants for the study shows that the mining industry has not progressively evolved to
accommodate women especially in leadership positions. As many participants have noted,
mining is still being regarded a male “job” hence the environment is male dominated. This
becomes a barrier for women to progress because some of these men have not accepted that
equality is real in the workplace, and they continue to fail to integrate women and accommodate

them on what they consider to be their spaces. As stated by Participant 2:

So as long as it's still men in those positions and they haven't moved yet or
men don't get the opportunity to go somewhere else, the men now block that
career progression of the women. So, I'm told that sort of takes time to move
through. You will probably struggle a bit to fill the vacancies with women

(Participant 2, 10/06/2022).

Supporting the above claim, Participant 6 mentioned the prevalence of prejudice in this male
dominated environment that affects the progression of women to senior level of management.

The participant noted:

| like to say that sort of from a policy and official point of view, there should
not be barriers, but I think there is still quite a lot of...you call it prejudice,
maybe. You know, sort of generally male dominant environment, that sort of
women are not automatically seen as sort of progressing to higher levels.

Umm, so | think there is let's say bias as well. But that is something that |
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think Anglo American is really trying to breakthrough (Participant 6,

09/13/2022).

From the above excerpt, it can be noted that there still exists some sort of unconscious barrier,
where often men maintain the privilege of deciding on a promotion. Furthermore, Participant

8 claimed that,

Yes, | think the barriers are maybe sometimes...Look, I think the reality of it
is that we still live in a very kind of patriarchal kind of world. Where, you

know, women are considered caregivers, you know. The wife...Umm, she

looks after the children (Participant 8, 08/30/2022).

As argued earlier, male dominated environments have not been easy for women, however,
some participants still have hope that Amandelbult will transition to “open more opportunities

for women to occupy, you know...roles within Amandelbult mine” echoed Participant 9,

08/30/2022).

4.16. Nepotism

Nepotism remain one of the major challenges cited by participants as hindering the progression
of women to senior positions at Amandelbult mine. As noted by two participants interviewed
for this study, nepotism is one of the challenges that some of the women at Amandelbult mine
are facing resulting to them being stagnant in the same positions for years. Participant 11 stated

that,

And, | think those dynamics of nepotism, if you need to put it in that way,
will always be there but we need to really deal with them as they are affection
some of the women here. So how do we deal with them? Is that we need to

put our processes right, to be, that is, through the interviewing process, which
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sometimes it becomes very subjective. You know because it's really not full

proof type of thing (Participant 11, 07/19/2022).

Supporting the idea of nepotism as a challenge, Participant 6 also believe there is that form of
bias when it comes to opportunities within the mine. The participant mentioned that “But I still
believe there is an unconscious barrier, where often its males deciding on a promotion. With

unconscious sort of...well, it's a bit biased” (Participant 6, 09/13/2022).

Leaving the privilege of deciding on promotion in the hands of men would certainly continue
to perpetuate structures of inequality as men have not fully accepted the presence of women in
mining, particularly in strategic positions. It is therefore not surprising that promotion
opportunities will favour men while being biased against women. Men will certainly promote

their own, while landing themselves to forms of unconscious biasness.

4.17. Pressure-work-life balance

Data provided by the senior management who took part in the research study indicated that the
pressure of trying to create a balance between work and family life for most women is a
stumbling block when it comes to career progression. Evidence provided suggest that most
women working in mining feel overwhelmed with work and experience the pressures when
they get home. Some of these women are struggling to focus on their studies and some of the
managers are trying to “understand that the role of women at home and the role of men at home

differs drastically” echoed Participant 1, 08/26/2022).
Reinforcing on the above point, Participant 2 emphasised that:

Women in technical field prefer to go to roles that are not heavy lifting,
ideally roles that you must sit behind a computer. You have women that just

say they have kids to raise, I can’t be in production, it’s just too long hours.
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Can't put my kids at like, 2:00 o'clock or 3:00 o'clock or 4:00 o'clock in the
morning bus or having someone take them to school because I need to be
able to go to the mine because I'm working production. Because of this, a lot
of women don’t make it to production manager or General Manager level

(Participant 2, 10/06/2022).

Participant 4 concurred that,

4.17.1.

Stereotype surfaced as another barrier that some of the women working in the mine face when
it comes to career opportunities of progression. Most of the participants indicated that some of

the technical roles require male stamina in comparison to women. As expressed by Participant

1,

| think attracting women in a technical role is definitely a bit of a problem
because | think it's much easier for ladies to also get good progression
through a non-technical role. And at least you have a lot more flexibility in
terms of time, managing your family, all of those things. Where-in the
technical roles does put a limitation on that because it's difficult for a lady to
every second day on the technical role where you manage Operations for
instance to not be able to be out for a month or two or three for different

reasons that comes with women (Participant 4, 09/05/2022).

Stereotyping

Okay, let’s be realist, in the mining environment, some jobs are still mining
related in terms of the stamina required to do them. When we said we wanted
women underground, we didn’t have a plan in terms of what would that
mean. The issue there is around work, remember when we said we wanted to

be equals? We want to be equals in everything, not only when it suits us. So,
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these are the barriers, to say, some roles are for men... (Participant 1,

08/26/2022).

The excerpt presented above shows that indeed women are stereotyped into roles that will
discourage them from progressing professionally. Basically, women occupy positions that

require soft skills such as finance and human resources. Participant 11 explains that:

| think women in mining are much more populated into those spaces which
are finance and human resources world and all those. We dominantly sort of
like you know, put them in those roles. So, I don’t want to focus on those

because they are pretty much obvious, ... (Participant 11, 07/19/2022).

The views expressed on issues of women occupying positions that require soft skills is also
shared by Participant 3 who maintained that women in mining are stereotyped as weak and

they are not entirely accepted on the same levels as men. The participant said,

No, I don't really think so. I think the biggest stumbling block for me and that
is not another thing about my department itself, I'm talking about what | know
- 1 don't think that women are accepted all over on the same level yet due to
previous believes or traditions. | think it's still a little bit of a challenge for
females. But | must say from management side, | think they get all the support

that they need and the opportunities (Participant 3, 08/31/2022).
4.18. Glass ceiling

The challenge related to the concept of glass ceiling as a barrier to women’s career progression
also surfaced as a major issue at the Amandelbult mine. Some of the participants indicated that
there seem to be no restrictions for women to progress but in reality, numbers are showing that

not many women are in top positions. Participant 10 supported the claim by stating that,

Singo79 |Page



To be honest, I can't think.... Except for Mogalakwena mine, I can't think of
a female electrical or mechanical engineer here at Amandelbult. Which
makes it also difficult, but I'm so, so the other part that I can compare to is
your normal operational roles within processing or mining. You don't tend to
see a lot of females in the upper ranks of those frontline operational roles, say
up to D1. So, I would say there's definitely a difference there. If I think about
the ladies that | know in in those level of roles that I've interacted with, |
would still say something close to % times the span for career progression

(Participant 10, 08/23/2022).
Buttressing the point above, Participant 5 echoed that:

| think the first few years I've moved quite fast. And then after that, it's sort
of like stagnated. Where | sort of like reach a glass ceiling, if we can put it
that way. But if | am to compare with my fellow Geologist women, it's been
quite tough to see movement, really. Because you find that majority have
spent more than 10 years in the same positions’ others 15 years now still the
same positions and it's been quite tough. I mean, even if you look at

Amandelbult as a whole, for instance (Participant 5, 08/30/2022).

It is clear to note that glass ceiling is a huge problem for most women. Interestingly, Participant

5 mentioned that,

But the truth is that I think in the past that was what has been happening that women are just a
number. crunching business. Where you say, look, | have 10% of women in this level. 1% of
women in this level and also even the colour itself plays a role. It is quite a bit cold because as
you go higher and higher. The colour of black women come lighter and lighter, If | may put it

that way, you know? (Participant 5, 08/30/2022).
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4.19. Recommendations for addressing challenges faced by women at
Amandelbult mine.

As part of a secondary contribution, the study aims at providing some of the possible
recommendations to the solutions for barriers that are impacting of the career progression of
women in Amandelbult mine. Participants mentioned a number of solutions such as mindset
change in the dynamics of mining, more collaboration and connections within levels, provision
of professional programs, salary increase and finally women empowerment. All these possible

solutions will be explained in detail below.

More collaboration :
Sl Eeenaskoas Salary increase
within levels
— "
. . Solutions to
N e allenges faced
mining by women
Women P:;)fvisim of
professional
Empowernment i
4.19.1. Mindset change in the dynamics of mining.

There is need for mindset change in the dynamics of mining whereby women are seen as equals
and deserving to be in the leadership positions the same way men are. And confirmed by some
of the participants, women have put much effort for them to be engineers hence they are
deserving for opportunities that might come their way and men should acknowledge that.

Participant 5 noted that:
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Those who develop women always are running the risk of those women being
pushed if I can put it that way, where you find that look, in the market. Uh,
yeah, there are 10 women who are engineers and men start thinking like |
was made a favour. Like, no. If it wasn’t for us, you wouldn't be here kind of
thing. But forgetting that I actually went to school and worked very hard, you
know, spend a lot of time investing in this career and developing the skills
and learning and all that for me to be just regarded as a number (Participant

5, 08/30/2022).

The above quote suggests the need for a mindset change in terms of how women are viewed in
mining. Some participants mentioned that it should be an inhouse thing, whereby women are
encouraging to take more technical roles instead of the softer skills because they are deserving.

Participant 9 contended that,

It's not really an Anglo type of question, but | must say, you know, over time
I've seen new women, you know, moving more towards being technical and
then taking, you know, the soft skills type of roles. I think what Anglo needs
to be doing to encourage more women to participate in this, you know, is to
try and influence...you know from the early stages, you know when people
enter the universities, you know provide bursaries, you know, to encourage
people, you know, to participate in these technical streams (Participant 9,

08/30/2022).

Commenting on the idea of the change of mindset, Participant 8 also noted that there is a need
for mindset change in the dynamics of the mine as they exist - not everyone is equal. The

participant said,
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| think the reality is that even though you know the look and feel of the Mine
is different to what it could have been, you know 10, 20 years ago; it's still
hierarchical. The General Manager is the boss. Everyone looks up to him and
what he says goes, etcetera, etcetera. You get the sense that not everyone is
equal. You know, depending on rank, you know. And it's considered like a
physical hardcore you know, kind of, you know, working environment so |
think there's potentially work around changing that dynamic which isn't

going to happen, you know, overnight (Participant 8, 08/30/2022).

It is however clear, that mindset change is one of the ideal solutions to career progression of

women at Amandelbult.

4.19.2. Collaboration and connections within levels.

Evidence from Amandelbult mine also suggests the need for more collaborations and
connections within levels as a possible solution for progression of women in mining.
Participant 11 contended that there is a room for improvement if people from different levels
work together and collaborate together in making sure that women are given equal chances as

men. The participant said,

I think honestly, there's still quite a lot of room for improvement. | think we
all have good intentions, but | don't see that, and | think maybe it's because
everybody gets married on what they're doing, and everybody goes in and
figure out if this works and they would just say we will do it at Amandelbult.
| think sometimes we need not only talk to the General Manager; we need to
talk to the General Manager and maybe a level below and 2 levels below the
General Manager. People that if we are making a programme which is maybe

for Shift supervisors, talk to the Mine Overseer and the Section Manager.
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Let’s say when you a Shift Boss, what were those things that you felt maybe
could assist you better? And then just get more input on that level, just rather

than just talking, that's it (Participant 11, 07/19/2022)

Supporting the above statement, Participant 2 explained that there isn’t a room for lower levels
to create conversations about progression. The participant is calling for employees of all levels

to connect. The participant said,

| think, again at a certain level, yes, there are conversations that take place.
But | don't think at the lower levels that the room or breeding space is being
created for them to have those conversations about progression and this need
to be changed. Employees need to engage in all levels (Participant 2,

10/06/2022).

Participant 5 mentioned that there some limited evidence of collaboration happening in the
company coming from different departments. The participant urged the need to collaborate as
it will assist in changing the culture of the company as that stand as the only challenge being
faced. The participant indicated that, so there is a little bit of collaboration that is coming in
through different departments, but | think it's also in that space where before, let me say, we

haven't been taught how to do that (Participant 5, 08/30/2022).

4.19.3. Provision of professional programs

Data provided by some of the participants indicated that there is a need for provision of
professional programs in Amandelbult so that employees should enrol. The participants argue
that through these programmes, employees are taught and being made aware of what they
should do to enhance themselves in mining without being bullied or side-lined. Participant 5

emphasised that,
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Like I said, sometimes you don’t realize that you are being bullied. The other
thing that I think needs to be looked at is also our side in terms of having,
you know when you are assertive; it’s quite an important thing. But in relation
to what can be done to help women. What can be done is to make the system
easier and doable for everyone. The system where you can raise your voice
without fear, put them in place and the empowerment system, where they

capacitate our people for real capacity (Participant 5, 08/30/2022).

This is supported by Participant 9 who mentioned that they are training programs which
focuses on compliance at the moment. The participant wishes to see more as he argued that the
training programs are not able to empower people to move forward. The participant further

explained,

If you are looking at only compliance driven you know, training programs,
the chances are that you might not be able to empower someone to move into
the next level, but you want to retain the status quo, you know which is where

I believe it becomes a bit of a challenge (Participant 9, 08/30/2022).
4.19.4. Salary increases.

Salary increase is one of the recommendations developed from the findings for the study. As
argued by salary can be a possible solution to career progression of women by Participant 2,
increasing salary can be a possible solution to career progression of women. The participant
said, “you must pay them more, that’s the long and short answer”. The participant went on to

explain that:

Right ... so think about it, if you want to send someone to Postmasburg in
the Northern Cape, you will have to pay them such that they can either buy a

decent house in Postmasburg and create a nice climate for themselves to live
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in. Or they must be able to get flexibility to travel, you know? Let’s say |
want to go see a Rock concert for example, | must have enough money to
travel and fly to go see things. On the other hand, employees in the cities
have got all those things, you know; they have woollies food and multiple

shops that the employees on site don’t have... (Participant 2, 10/06/2022).

The excerpts presented above show that if good incentives such as salary increase could be
implemented, women are most likely to benefit from this and thereby aspire for senior

management position.

4.19.5. Women Empowerment

The senior management who were interviewed for this research cited deliberate and intentional
efforts towards women empowerment as the useful investment that can see women progressing
to senior management levels, specifically at Amandelbult mine. Participants mentioned that
women need to be empowered. Participant 1 indicated that, “Our women want to be men in
that space and that cannot be. So, we need to also empower them and let them know that they
don’t need to be men. They are fine when they are women in that space” (Participant 1,
08/26/2022). The participant clarified that at times, women are bullied, and they can only be

helped through empowerment. They noted that:

sometimes you don’t realize that you are being bullied. The other thing that
| think needs to be looked at is also our side in terms of having, you know
when you are assertive; it’s quite an important thing. But in relation to what
can be done to help women. What can be done is to make the system easier
and doable for everyone. The system where you can raise your voice without
fear, put them in place and the empowerment system, where they capacitate

our people for real capacity (Participant 1, 08/26/2022).
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The views on the need of women to be empowered are share by Participant 9 who contended

that,

So, I think that's one. And the second one is that we need to be running
campaigns. You know, we've got women in mining that are technical by
nature, you know, so we need to use them internally to send the message out
there to say...It's like in the in the army, you know if you go to these. I mean,

you know, they do this (Participant 9, 08/30/2022).

In a male dominated industry as indicated throughout this report, it is clear that women in
mining need to be empowered for them to progress. This can be done in different forms such
as training, acknowledgements, creating conversations with them and giving them technical

roles that used to be given only to men.

4.19.6. Time taken for women to progress.

Also, important for this study, | was interested on the pace of transformation on how long it
would take to begin to see transformational change in terms of the amount of time taken for
women to progress. Remarkably, participants shared diverse views, with some saying the
length of time differs from one department to the other and from one level to the other. Some
of the participants mentioned that it takes longer for women to progress, some said the
progression is based on growth and years of experience they possess, based on the type of skills
and qualification they have and finally, participants perceive that it is based on the workforce

planning programs as supported below.
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4.19.7. Growth and performance

Data provided by the participants indicated that length of time taken for women to progress to
the next level is based on their personal growth and performance at work. Data shared showed
that for some positions one has to be ready to fill the post. Participant 9 (08/30/2022) said that;
“You know, if it happens that an opportunity does, you know, open up and you are ready for
the opportunity you know, and it's aligned with you with your development area then by all
means you move” (Participant 9, 08/30/2022). This is echoed by Participant 3 who also
acknowledged that, “Performance and availability of roles are core in career progression for
women in mining” (Participant 3, 08/31/2022). It is however clear that promotion comes with
growth and readiness and Participant 3 emphasised that, “You cannot promote somebody if

he's not ready” (Participant 3, 08/31/2022).

4.19.8. Competence and qualification

Furthermore, the data collected showed that competence and qualifications are also key for the
amount of time taken by women to progress. In short, findings show that women become so

complacent in their current roles and complain that there is no money, but they don’t make an
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effort to learning new skills and there is quite a lot of learning opportunities in your Learn+
and online courses. However, people don’t do that, and they don’t have time for that. “They do
firefighting or compliance courses so that is why it becomes challenging for us to move them
around” (Participant 1, 08/26/2022). Supporting the above assertion is Participant 11 who

indicated that:

It’s quite a tricky question, I will tell you why? It’s quite tricky because on
the Mining room like the line that I am in now — which is more Production
and General Management of the Mine, you need certain qualifications along

the way for them to go on the next level (Participant 11, 07/19/2022).

The participant is of the view that the progression for women becomes long because at times

they do not have the right certifications for them to move forward. For instance,

for you to become a miner, you need a blasting certificate, so without the
blasting certificate; it doesn’t matter whether you’ve got a doctorate in
Mining or anything. But if you don’t have a blasting certificate, you cannot

assume the role of a Miner or a Shift boss” (Participant 11, 07/19/2022).
More so, the participant went on to say,

And then after that, you then go to the second role which is a Mine Overseer,
which then requires an individual to complete the Mine overseer Certificate.
Without the Mine overseer certificate, you cannot progress from Shift boss
to Mine overseer without those qualifications. From Mine overseer
certificate, you then require the Mine manager certificate, for you to progress

to become a Mine manager (Participant 11, 07/19/2022).

Participant 2 concurred that,
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Look for me, it always comes down to core competencies. So, | will not. |
will not appoint a female that can't do the job that doesn't have the core
competencies. So, | would definitely say the females coming through now
has definitely got the core competencies. So, those three ladies that |
appointed, they were the best. That's why they're being appointed. So, they're
not being appointed because they are females. | think core competencies will
remain a big thing. But | do think the females are definitely having the core

competencies (Participant 2, 10/06/2022).

It is important to note that competency and the right qualifications/certifications will give

women a “ticket” to progress to the next level in the expected amount of time.

4.19.9. Long-over saturation.

For some of the participants, progression time for women takes long than expected because of

lack of mobility in most positions. Participant 1 clarified that,

| think it takes long, | think the problem is, there is no mobility in positions.
And why am | saying there is no mobility in positions? You will have to wait
for somebody to either resign or dies, for a person to get a promotion —
because that is a reality. There is no way by like — ohh okay when | was

working for GE (Participant 1, 08/26/2022).

This claim is reinforced by Participant 11 who mentioned that career progression for both men
and women should be at least 3 years. However, it takes longer than that. The participant said,
“So, the rule of thumb in terms of progression should be at least three years if we are taking all
these qualification into consideration; then we should be in a position to progress you however,

it takes more than that at times” (Participant 11, 07/19/2022).
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Participant 5 who is in geology buttresses the above assertions and argued that it takes long

for women to progress to next levels. The participant said,

It is quite long and for me, I've been one of the lucky few if I can put it that
way. Because as | said when | came in, | was a graduate for about three
months and on the fourth month | was appointed. Generally, women stay

between two and five years as graduates (Participant 5, 08/30/2022).

This assertion assumes that clearly, that “there is no space for people to progress” especially

for women geologist. This is supported through the following quote,

“I think yes, we do have a lady who is now in a higher position in Geology,
but all the ladies who have been here, have been in the same position for more
than 10 years. Uh, no movement, none whatsoever. So, which | should say, |
find it quite a big issue, but | would also have looked in other departments,
where you find that movement of women is quite rare if you put it that way”

(Participant 5, 08/30/2022).

4.19.10. Time differences.

The analysis process showed that the amount of time taken for women to progress differs from
one individual to the other and from one department to the other. Participant 1 cemented the
argument by stating that, “Career progression differs from individual to individual — duration
differs when it comes to cementing core foundational competencies from employees”
(Participant 1, 08/26/2022). Supporting the above claim is Participant 2 who also indicated
that in their department it can take 2 years for employees to progress to the next level. The

participant said,
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Look, I will answer it just from my department’s point of view. I think that's
the best. You know, | can't talk for other departments etc... But | will say in
my department, probable two years. To give you an idea, | have got five
individuals reporting to me. Yeah, five individuals, of which two of those are
women. By the end of the year, | will have 6 roles in my team and three of

those will be women (Participant 2, 10/06/2022).

Reinforcing the data above is Participant 3 who also agreed that it is difficult to specify the

time as time of progression differs from one individual to the other. The participant said,

Yeah, | think it's very difficult to make it really specific. I think it all depends
on person to person. Obviously, | will not allow anyone — It doesn't matter if
you're male or female, to jump too quickly because at the end of the day |
don't think it will be fair because if you fail then I'm the one that help you to
fail, especially at the very large and difficult operation like Amandelbult

(Participant 3, 08/31/2022).
The participant further stated that:

My level was the highest except for a gentleman who is our boss on a band 4
level “Head of Protection Services for Anglo American Platinum”. So, there
was a huge gap, there was no Band 5 appointed for five years in protection
services. You understand? That's why | said. And you will get the D1 and
then the D2 and then the D4. And only now they created E2 two level position

this year (Participant 3, 08/31/2022).

Participant 7 concurred that progression of women is also vary from one employee to the other

and it is also depending on the available positions. The participant said, “So, in terms of how
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long does it take for a female to progress? | mean it depends on the person | suppose and then

whether the position is available” (Participant 7, 08/26/2022).

4.20. The Mining Environment

Participants shared different opinions when describing Amandelbult mining for women. Some
indicated that the environment has improved drastically and is conducive for women, other
indicated that the environment inclusive and women feel welcomed and being part of the
Amandelbult family. Contrary others mentioned that the environment is robust and challenging
for both men and women, whilst others said it is hostile towards women due to the fact that it

is a male-dominated environment as shall be discussed further.

Mining
Environment
/ \
r'/‘ l‘.
v «
Conducive Inclusive Hostile Robust and
challenging
4.21. Conducive Environment

Participants mentioned that Amandelbult mine aim to create an environment that is conducive
to the participation, development, and career growth of all women working at the mine.
Participants further highlighted that the leadership and management try to create an
environment which enables the successful careers for women in the industry. Data conveyed
showed that the working environment has improved drastically though there is still room for

improvement when it comes to women participation. Participant 1 commented that,
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Working environment has improved but there are some things that needs to
be done. But it has improved drastically. Sometimes you are being invited to
the table, but you are not participatory in that table. They just invite you
because they want you to be just a number. Which is what | gave feedback to
my team, to say “you are inviting us here to your table, but we are just
numbers on your table, we don’t participate”. Even though we participate
sometimes, you put limits on where we participate (Participant 1,

08/26/2022).

Furthermore, participants mentioned that they are measures being taken to guarantee women
safety during night shifts. Participant 10 indicated the presence of panic buttons and monitors

to ensure safety of women in mining. The participant said:

On the concentrator, | think there's a lot that's being done to make sure to
ensure women's safety, especially on night shifts. There are systems in place
to make sure that they feel safe wherever they work on site. We have tried
and installed the panic buttons in areas of the plant where people aren't
allowed to go in alone. We have good monitors, so from a safety point of
view | think that it's pretty well taken care of. The good thing about the
Concentrator, It's mostly unsurfaced and easily accessible (Participant 10,

08/23/2022).

Supporting the contention above, Participant 4 mentioned that the environment is just the
“best”. The participant said, “I feel that it is one of the best and certainly an example for others
to learn from”. This is echoed by Participant 5 who shared that, Amandelbult in comparison
to other platinum sites, it is making big strides in ensuring safety to women. The participant

said,
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I'm... So far so good. I think it's good. But I think it depends also in terms of
levels. But there was a woman in mining tripartite meeting about two weeks
or so ago where different mining industries within the platinum gather
together and there were certain discussions in terms of safety, health and
when we didn't talk about progression as such, but it was about, you know,
challenges that are facing women in the mining industry and all that
especially in the platinum within the sites. From all that, and the presentation
and the statistics and all that, you could see that Amandelbult is ahead of the

curve, if I may put it that way (Participant 5, 09/05/2022).

Participant 7 conceded that mining environment is not the best working environment however,
there is support for women working underground so that they won’t face challenges such as

sexual harassment and violence. The participant pointed out that,

mining is not the easiest environment to work in, especially underground”
but we do have support in place to deal with any form of harassment. We
have had issues of rape and the likes, and some people have been fired before
for such conduct. Hence, | say — I don’t think underground is an easy

environment for women to work it... (Participant 7, 08/26/2022).
4.22. Inclusive Environment

Some participants shared that at Amandelbult mine the mining environment is now inclusive
in terms of job roles. The data communicated shows that the inclusivity is not only on job roles

but also on the demographic ratios. Participant 7 mentioned that:

In terms of women in mining, looking throughout my career, there's been,
uh, you know, you've seen more movement coming in very much. So, when

| started my mining career, basically, you know, the only Indian that was
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there and then we had a couple of other Indians that came through. So, over
time I mean you know we changed the colour and non-whites joined the

professional ranks (Participant 7, 08/26/2022).

The inclusiveness of Amandelbult mine was shown through racial diversity as the participant
was the only Indian in the mine but later on other races joined in. Data extracted from the
analysis shows that men and women are seen as equals in terms of the roles they can perform.

Participant 3 said.

over the years I've never ever like saw a difference between a woman or a
man in terms of the job that's been done. So very early on in the career | knew
that | had to employ, you know, | was given the opportunity to get a female
geologist and | knew at that stage... It was in my early days with harmony
gold, and they said no but you know you can't bring her (Participant 3,

08/31/2022).

Participant 9 concurred that Amandelbult mine in an inclusive environment looking at women

participation in the Amandelbult forums. The participant said,

Look, I think being here for this period of 19 months, |1 see Amandelbult
being inclusive operation for basically all its employees, including the
women's forums...You know that are in place like the women in mining you
know those types of forums that are in place to help women you know and to

engage in certain platforms (Participant 9, 08/30/2022).

It can be noted that at Amandelbult mine women engage in male dominated teams without
facing any challenges. However, data provided shows that the engagements might vary from

one level to the other as supported through the quotation from Participant 9 who said:
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So, | think we are on the right track in terms of being an inclusive operation.
Yes, the scales might not be balancing at the moment, but I think over time
you know we will be able to see you know the scales balancing (Participant

9, 08/30/2022).

4.23. Mining as hostile environment

Data extracted from the analysis shows that Amandelbult mining environment is “Hostile” for
most women especially the ones working underground. Participants mentioned that the
underground working environment is tough in nature and most women are not able to cope.
Participant 2 indicated that “at the underground working environment is tough for women in
mining — definitely. So, your mine overseers - your physical, physical level of work one and

two - I think it is tough underground” (Participant 2 Participant 2, 10/06/2022).

Results show that the mining working environment at Amandelbult is hostile to women in
particular because there is constant bullying, violence and harassment taking place. Participants
mentioned that women are prone to “victimiSation and unequal treatment” hence they might

struggle to get opportunities echoed (Participant 2, 10/06/2022).

The above argument is also supported by Participant 8 who also mentioned that the
environment can be hostile because of the presence of some male colleagues. The participant
said, “Yeah, it can be a bit hostile because of the characters around you, and naturally, there's
also misdata, right? The environment is OK, but it has elements of hostility because there's
some difficult people on the Mine across the various stakeholder groups” (Participant 8,

08/30/2022).

Lastly, some of the participants contended that the mining environment for women is robust
and challenging hence their career progression is compromised at times. They are a vast

number of challenges that women face ranging from clothing gears to policy drafted.
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Participant 11 mentioned that the environment is even tough for women working at
Amandelbult, by stating that the dynamics at the mine were quite challenging in the beginning

especially. The participant said,

| think that the one most important thing was our policies, in terms of
accommodating women, you know? pregnancy policy, underground policy
when a woman gets pregnant, you know? When you pull them from
underground, where do they go for the next 6,7, 8, and 9 months during their
pregnancy, whichever time frame it is, you know? So, when they come back
maternity leave, they need to breastfeed, how do you deal with this?

(Participant 11, 07/19/2022).

The participant further indicated that women faced clothing challenges as overalls and

gumboots were designed to fit men structures only. The participant asserted that

It's quite tough because when we started recruiting the first batch of women,
we realised that we need change outfits that are different from our nature.
Quite different from us men, we needed to redesign those overalls so that
they can be able to fit women structure properly. Then the other thing that |
found in this quite challenging situation was the gumboots, you know...

(Participant 11, 07/19/2022).

For Participant 3, though it is a challenging environment, it is however robust. The participant

indicated that,

| think it's a very robust environment, in my view. Remember, there is a huge
difference between employees in the process division and employees in the
mining division. We all know for instance, here at the concentrator at

Amandelbult. You need to have a certain level of education and you must
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have science and maths and | don't know what else in the mining space. In
Protection Services, you have to do criminal screening and everything. But
in Mining division there's no such things, majority of the people
underground, they haven't got any formal type of education (Participant 3,

08/31/2022).

Results also show that Amandelbult mining environment is not the easiest place to work with
due to the huge number of employees here. And secondly, due to the high level of not well-
educated people. Some of the data extracted through the analysis shows that the environment
is challenging due to the presence of continuous strikes. Also, it is quite challenging for women
as most have to deal with “uneducated men” especially in the Protection Services. Participant
3 further stated that, “I said I don't think it's easy, it's difficult. Very difficult and challenging

working environment compared with other type of mining operations” (Participant 3,

08/31/2022).

4.24. Racial Disparities at Amandelbult Mine

As part of the transformation progress, in this research also sought to find out the role of racial
dynamics in the career progression of women at the Amandelbult mine and the kind of
structures that are in place to deal with those issues. Results indicated that some participants
mentioned presence of racism at the mine with many indicating that they were not aware of

any.
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4.24.1. Racism

Results shows that the mining culture and the way of doing things are still pretty much
traditional and hierarchical. Participant 1 pointed out that, “There is still a racial issue in terms
of black and white, we might say it’s not there, but racism is happening guys” (Participant 1,
08/26/2022). The participant further explained that there is lack of racial integration at

Amandelbult mine. The participant said,

And sometimes we use race when we want to be victims when we are not
doing what we are supposed to be doing. So, it’s a thin line on that one but
that’s the culture — also the culture, like you know the culture where people
as blacks stay on the one corner and white people on their white corner —
integration it’s a difficult one but we will get there (Participant 1,

08/06/2022).

Participant 2 further reinforced the claim above stating that most of the women working
underground are blacks compared to other races. The participants highlighted that it might be

happening “unconscious”. The following quotation supports the assertion.
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Look, I think it’s probable unconscious, but I think what the black ladies get
exposed to in conventional underground mining — | am speculating, but |
think it’s tougher than other races. I don’t even know what am basing it on,
but I think a lot of our underground employees are black and I think blacks
will take more chances to blacks as opposed to other races (Participant 2,

10/06/2022).

Additionally, Participant 5 reinforces the above point that the composition of women working
underground and the women working on the surface are quite different which is alarming
looking at Amandelbult mine as a fair inclusive and conducive working environment. The

participant said,

If you were to look at the qualifications and also the makeup of women who
are literally underground those who are doing the manual Labour, whatever
the case might be. And if you were to look at that composition so far, | haven't
seen a white lady. Umm. and then when you come to surface, or should I call
it surface work? If | were to put it that way, the composition is quite different.

That automatically says something... (Participant 5, 08/30/2022).

It is however, that a lot of racial tensions were aired out through the senior management who
took part in the study. Participant 8 mentioned that the struggles of Black women versus White

women in the company are different. The participant contented that,

And I'd argue as well that there's also a racial element. | honestly think black
women and white women are different. | think the struggles are different.
Umm, and yeah, and | think they may not equal, | think what I'm saying. |

think the other barriers could be | think dealing with some of the difficult

Singo101 |Page



[OFFICIAL]

people or dealing with people that have poor people skills (Participant 8,

08/30/2022).

4.24.2. The importance of awareness

Data collected shows that some participants were not aware whether these racial disparities
existed or not. Participant 6 is amongst those participants who mentioned that, “Well, that
would be difficult for me to answer because | don't have enough sort of experience with that.
But obviously from my point of view, definitely the answer is no”. Participant 4 concurred

saying, “I would say not sure from my perspective.” (Participant 4, 09/13/2022).

However, on the contrary some participants boldly mentioned that these disparities do not exist.

Participant 10 looking at the higher-level leaders said,

| don't think there's any real disparities between races in female held roles. |
was going to use the example of one of our Senior managers here at
Amandelbult. It’s probably the opposite of what I said before. She lives in
the single quarters and her family is back home in Johannesburg, so that

really breaks the stereotypes, right? (Participant 10, 08/23/2022).

Participant 7 agreed that there exists no racial discrimination at Amandelbult mine but a certain
“discrimination to a certain level”. The participant claimed that, “I don't see the racial
discrimination, to be quite honest. I just feel sad for some of my colleagues you know...my
black colleagues that have been in the company for many years and added...it's not racial
discrimination but it is a discrimination to a certain level because we are finding that the

females are passing them” (Participant 7, 08/26/2022).

4.24.3. Racial disparities.
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Results revealed that they are structures | place to deal with racial disparities and any other
form of discrimination that might arise in the organisation. Participants mentioned three
structures that are in place which are; Employees anonymous hotline-my voice, diversity and
inclusion and real you network programme. These structures are available for everyone
employee who might fall victim to racial discrimination, sexual harassment, violence and other

form of disparity as indicated below.

4.25. Employees anonymous hotline-my voice

Data shows employee anonymous hotline called “My voice” is one of the structures put in
place at Amandelbult mine to give employees a voice to air out their concerns without any fear
of being labelled. Participant 7 clearly specified that, “We have an anonymous hotline called
“my Voice” for people to anonymously report any form of racial, harassment” (Participant 7,
08/26/2022). Though the hotline anonymous is available, some of the participants indicated
that employees are not using it effectively to report racial disparity matters. Participant 1 said,
“Structures are there “your voice” but I don’t think people are reporting it, you know people
are not reporting it because racism is not an easy thing and people are not free to talk about”

(Participant 1, 08/26/2022).

It is however clear that women are encouraged to use the structures to speak up if they face any
form of challenges that they feel they are too personal. Participant 2 cited that, “there's a
confidential speaker hotline where you can log your complaints and it will be investigated”

(Participant 2, 10/06/2022).

4.26. Diversity and Inclusion

Participants also shared that there is diversity and inclusion programmes available for
employees to attend. However, Participant 8 indicated that the focus is mainly on women. The
participant conveyed that,
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| think we've got Diversity and Inclusion, but | think the focus is more on
females, which is not a bad thing, but I think the focus is more on females. |
think our colleagues in London and look, alternately let's we head off with
this, right. I think our colleagues in London are maybe they don't understand
or appreciate the racial nuances as much as we do. And | don't think there's
as much support...Umm to deal with maybe some of these issues. And again,

| really hope I'm wrong, but that's just my view (Participant 8, 08/30/2022).

4.27. Real you network programmes.

Interestingly, findings show that there exist network programmes such as “real you network™
which is created to help employees deal with these disparities. Participant 11 stated that, “Real
You network programmes in Anglo American that addresses those issues” (Participant 11,
07/19/2022). Reinforcing on the point above is Participant 2 who mentioned that “Culture in
action, Transformation and treating each other with care and respect. Apart from that I am...

are network programmes used here...” (Participant 2, 10/06/2022).

4.28. Support systems for women’s career progression

Findings showed that there are a number of available support structures in the career
progression of women navigating career pathways in a highly male-dominated mining industry
such as Amandelbult mine. Data exhibited that the following support is available; women in
mining forums, career development meetings, training centres and additional study courses for
women to enrol. However, a handful of the participants honestly mention that they were “not

aware” if those support structures do exist at the mine as shall be discussed later.
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4.28.1. Women in mining Forums

Data indicated that the majority of women at Amandelbult mine occupy the administrative and
support roles rather than the influential senior management positions. Data conveyed shows
that just a handful of women have progressed to senior level positions. Hence, the formation
of women in mining forums to encourage and give advice to women that it is possible for them
to be at senior management position if the can push and fulfil the requirements needed.
Participant 11 support the assertion by stating that, we have “Women in Mining forums”
(Participant 11, 07/11/2022). This is also reinforced through Participant 1 who mentioned

that;

We have our Women in Mining Lunch and Learn and Women in Mining
forums to break the PHD syndrome they have. The other thing is having to
have support structures of building themselves. They are being motivated but
you are only motivated when you want that edge to be motivated (Participant

1, 08/26/2022).

Participants also mentioned that women in mining is definitely having a different focus than a
few years back. They argued that women in mining forum are there to discuss issues pertaining
to women promotions or what can be done to progress women especially the ones that are

qualified but end up taking the supportive roles. Participant 2 said,
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Women in mining is a very topical conversation and currently there is women
in mining forums. Even in the region, there is a lot of talk and get together in
terms of what are we doing to promote women in mining etc...so I think
that’s happening and that awareness and focus is there. Through these
informal/formal channels we also talk about health and wellbeing of women
in mining on continue shining light in that front. There is a big movement of

women in mining taking place (Participant 2, 10/06/2022).

4.28.2. Career development meetings

Through the analysis some of the participants mentioned that at Anglo American platinum
mine they have career development meetings designed to enhance women empowered career
progression. However, participants highlighted that at Amandelbult, they do not have those

development programs yet. Participant 2 said,

Obviously, we've got the leadership development programs in Anglo
American. But we don't have specific something on site. Those programmes
are specifically designed by Group Functions to be implemented across
Anglo American, including Sites. Therefore, we pull quite heavily on that. In
terms of the career progression and career development, so lot of my females
are entered into the “Amplify program” where it's developing, specifically
females for leadership positions in Anglo and then the normal leadership

development programs that's there as well (Participant 2, 10/06/2022).

It can be noted that these development meetings are there to prepare and develop women into
leadership positions as echoed through Participant 3 who claimed that” I think it depends on

the manager at Amandelbult itself, I think. There are definitely giving ladies a very good
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opportunity to be developed, not only in the Protection Services. I can see it all over the mine”

(Participant 3, 08/31/2022). Participant 7 reinforced the assertion by stating that,

We do have, uh, you know, our career development meetings. Look, in terms
of career progression. Apart from the formal structures that we have on site,
we also have these periodic meetings where we look at our staff and say OK
you know where this person sitting, you know... are they capable of moving
up one level, are they at level, are they capable of moving up two levels

(Participant 7, 08/26/2022).

4.28.3. Training centres

Availability of training centres was also mentioned as one of the additional supports that is
provided at Amandelbult mine in support of women progression. These training centres gives
specialised training which would have been approved by head of department. Participant 3

argued that,

I am lucky actually because some is in the hands of our training centre and
some is actually in my hand to send them on training to get a proper
specialised training in our occupation, and we get proper service providers
that has been approved by our head of protection services and then we can
send people for training. Luckily, all these years Harm Steenkamp
“Commercial Manager” was also assisting with approving these specialised

trainings (Participant 3, 08/31/2022).

4.28.4. Additional study courses for women to enrol.

As part of the empowerment programme, participants indicated that women at Amandelbult

mine have additional study courses at their disposal as way of building their professional
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confidence. Participant 1 said, “And, having additional courses that build their confidence. So
those will be the things that I think they will support them and engagement that is another good
thing that needs to be done” (Participant 1, 08/26/2022). Data showed that there are studies
done at Amandelbult mine that are used as a way of getting data about fast tracking women for

promotion out there as more common knowledge.

4.28.5. The importance of awareness

Despite the fact that participants mentioned additional support for enhancing progression of
women at Amandelbult mine, they are some few participants who declared that the do not have
any knowledge of any form of additional support available for women in mining at

Amandelbult. Participant 5 openly said,

Umm, | haven't heard about anything of that sort since | arrived. In terms of
that, but maybe I'm, as I say, I've not been long enough to actually know all
the structures that are out there and | know that in terms, especially in terms

of the gender-based violence (Participant 5, 08/30/2022).

This data is also reinforced through Participant 8 who argued that “Nothing that I am aware

of.

4.29. Conclusion

The data analysis has explained the process that was followed. This included a description of
the how data provided by participants on the support structures in the career progression of
women in mining at Amandelbult Mine, was carefully studied in order create themes and
attendant codes. The coding process was explained, including how the data was cleaned and

the measures taken to ensure credibility and trustworthiness. The data analysis was organised
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to speak directly to the research questions. On the basis of the codes generated from the data

set, the data was analysed, and participant views were used to illustrate all points raised.

Singo109 | Page



CHAPTER FIVE

5. DISCUSSION OF FINDINGS

5.1. Introduction

The previous chapter presented findings and analyses of the data collected from in-depth
interviews held with eleven (11) participants at Amandelbult Mine. Emerging from the
thematic content analysis of the data are the following nine (9) salient themes: (1) Leadership
role in women’s career progression, (2) Mechanisms, policies, or structures for women career
progression (3) Effectiveness of the mechanisms, policies, and structures, (4) Barriers to
women’s career progression, (5) Time taken for women to progress, (6) Mining Environment,
(7) Racial disparities at Amandelbult Mine, (8) Available support for women’s career
progression and (9) Solutions to challenges faced by women. The discussion of these research
findings proceeds in a manner that speaks to the three research questions guiding the study.

That is, the discussion is aimed at:

o ldentifying the barriers experienced by women in mining and assessing the working
environmental conditions for women in mining.

o Interrogating the structures of support put in place by the Amandelbult Leadership
Team (ALT) to ensure the career progression of women in mining.

o Assessing the roles and responsibilities of ALT in the career progression of women in

mining.

The discussion section is followed by a suggestion of recommendations on what still needs to
be done to enhance the career progression of women in mining. This section is then followed

by a conclusion to the study.
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5.2. Discussion

The study explores the support structures that the Amandelbult Leadership Team (ALT) to has
put in place to ensure and enhance the career progression of women in mining. That is, the
transition from junior, middle, and senior leadership positions. Specific attention is placed on
evaluating the policies, practices and structures introduced by ALT to ensure meaningful
inclusion and diversity. This necessarily involves an assessment of the interventions put in
place to mitigate the inequalities in mining. As alluded to in the preceding chapter, the nine
main themes that emerged in the study centred around the research questions of the study. The
themes were designed to unpack the research questions and engage major findings from the
study. The discussion of the findings is, therefore, structured to address each of these research
questions stated above. The discussion, however, proceeds by focusing on the barriers faced
by women in mining first before proceeding to discuss the interventions put in place to mitigate

against these challenges.

5.3. Barriers faced by women in mining.

This section speaks to the factors (barriers) that hinder the career progression of women at
Amandelbult Mine. It discusses the stumbling blocks that impede women’s career progression
in the mining sector. These are taken as microcosm of the challenges that hinder the progression
of women in South Africa’s mining sector in general. Six salient barriers emerge from the
analysis of the data. The first pertains to the lack of experience in technical roles, especially in
core competences that enable women to progress to top leadership positions. Analysis of the
data reveals that women’s lack of experience in technical roles such as operations management.
Emerging from the data is the idea that women avoid technical roles since these present
numerous challenges for women. The first challenge cited by participants on technical roles is

that women are not afforded the same level of flexibility as non-technical roles (Participant 4).
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Secondly, women cannot afford to be out for protracted periods, such as with the case when
they are engaged in production as they can be occupied for up to two or three months. Thirdly,
women are inclined to go for roles that do not entail a lot of heavy manual labour. As a result,
women are relegated to roles where they ‘sit behind the computer’ and tend not to be deployed
to the roles that entail heavy lifting. In addition, non-technical roles are also more flexible. The
impact of this is that women end up not having any experience in critical areas of technical
management which is actually a core competence they cannot be promoted without. This
speaks to deliberate and intentional forms of the exclusion of women that has led to their
marginalisation from core competencies, and by extension, promotion to senior management

positions.

The second barrier that women face in so far as their progression in mining is concerned
pertains to the fact that mining is still a male-dominated sector. That is, in spite of the inroads
that have been made to promote inclusivity in this critical sector of the economy, mining is still
being regarded a male ‘job’/space. This is mainly due to the fact that men are yet to fully accept
genuine equality in the workplace and the fact that women are in the industry to stay and to
work towards their career progression. Resultantly, men fail and/or refuse to integrate women
in their work. More so, when it involves the elevation of women to top and influential
leadership where they are perceived as dominating, or wielding power over men. Consequently,

these ‘prejudiced males’ then actively block the career progression of women.

These results presented here corroborate with earlier findings advancing the argument that the
patriarchal ideology plays a critical role in the marginalisation of women in mining. Extensive
research has engaged the institutionalisation of protective laws, which has then led to the
adoption of paternalistic tendencies in mining. The patriarchal ideology constructs women as
a physically weak gender, thereby informing ways in which they are engaged and dealt with at
the workplace. As a result, they are excluded from the public space, especially those that
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involve manual labour. Consequently, women have been historically excluded from
underground tasks, for instance, with women’s work became increasingly restricted to the
private sphere where they engage in household work and taking tasks that are more aligned
with the reproductive and/or care labour. Lahiri-Dutt (2001) and Barragan-Romano and
Papastefanaki (2020) argue that many of these laws, which removed women from working in
underground mines, are historically traceable to the ideological and legislative frameworks of
the Western mining industry. For example, the British Mines and Collieries Act of 1842
prohibited women’s direct participation in underground mining. As literature review has
shown, the emergence of the mining industry in South Africa has borrowed largely from thes
international framework, and therefore reproducing the same structural systems and injustices
that continue to marginalise women and their career progression to senior management

positions and areas that are considered to be of sophisticated expertise.

Many governments across the globe prohibited women from working in mines, particularly
underground. As stated earlier, the International Labour Organisation (ILO) adopted
Convention 45 of 1935, which prohibited the employment of women for underground work in
mines of all kinds (ILO, n.d.). Along the same vein, in 1898, the South African Republic, which
ruled the Transvaal, in its Act No. 12 (XV111:146), explicitly banned the employment of women
in any mine. This was later translated word-for-word into the Union of South Africa’s Mines
and Works Act (No. 12 of 1911) (par.8.1). The clause stated that ‘no person shall employ
underground on any mine a boy apparently under the age of sixteen years or any female’
(Alexander, 2007, p. 214). The Mines and Works Act (No. 27 of 1956) also forbade women
to work underground. Section 11 (1) stated that ‘no male person under the age of sixteen years
and no female shall work, and no person shall cause or permit any male person apparently
under the age of sixteen years or any female to work, underground in any mine’ (South Africa,

1956, p. 61). The South African Minerals Act (No. 50 of 1991) also forbade women from
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underground work (ILO, n.d.; South Africa, 1991). It emerges that the evolution of the mining

industry historically institutionalised discrimination against women.

Both literature and findings of this study confirm that the emergence of the mining industry
has been historically problematic in ways that has made it difficult to integrate women into the
system an ultimately ensuring their smooth transition to progression to senior management
positions. Writing on historical emergence of the mining industry and the historical laws that
excluded women, Sarti, Bellavitis and Martini (2018) reveal how this process ran parallel to
what has been labelled the ‘de-labourization’ of women since the eighteenth century (Ibid).
Sarti et al (2018) defines de-labourization as the process by which women were increasingly
excluded from formal wage labour employment by state and employer regulations. They argue
that the process is based on a hegemonic patriarchal breadwinner ideology which naturalizes
women as belonging to the private space of the home where they must be taken care of by the
men. The male breadwinner ideology, led to the promulgation of paternalistic models and legal
frameworks that sought to ‘protect” women and children from working in underground mines.
Thus, masculinity has historically been associated with miners (ILO, 2021, p. 18). The findings
presented on the previous chapter have shown how the legacies of these laws continue to be a
harmful factor in the career progression of women, despite the efforts by the Amandelbult mine
management and leadership team to implement policies that seek to transform the company

and facilitate the career progression of women.

It is apparent that paternalistic tendencies reflected in these laws equated grown women with
children. Barragan-Romano and Papastefanaki (2020) aptly argue that domestic hegemonic
patriarchal ideology in Europe and North America, which originated from eighteenth- and
nineteenth-century conceptualization of the nature of women, constructed and perpetuated a
moral rationale for keeping women out of the mines and restricted them to the domestic space
of the home where they are stereotyped as breadwinners.
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In fact, the data reveals stereotyping as the third barrier faced by women that hinders their
progression to top leadership positions in mining. In this case, the belief that one needs stamina
to work underground excludes women from being accepted as having the rights to work and
take up top leadership positions in mining. Seemingly developing from acceptance of women
as ‘weak’, as expressed by some participants, and a view that the call for equality between men
and women in mining as ‘a huge mistake’, it is important to interrogate the legacies of the
discriminatory laws and how they have been used to justify gate-keeping and further
marginalisation of women in the mining industry and the Amandelbult mine in particular. More
so, in mining where most of the activities are perceived as too strenuous and dangerous to be
undertaken by supposedly ‘weak and delicate’ women, these have led to harmful stereotypes
that have relegated them into softer roles, such as finance and human resource management as

presented in the findings.

Thus, taken from this perspective, and given the European and western background of the white
miners in South Africa, these laws found it rather peculiar, and probably obnoxious, if women,
certainly white women, had been permitted to work underground. It also sprang from a
combination of genuine concern about the perceived inherently hazardous nature of the work
and, also, because of “moral panic” about men and women working together in dimly lit
underground areas (Romano and Papastefanaki 2020). However, at the center of all these
assumptions, there are genuine deep-seated fears around the safety of women under ground as
there has been reports on sexual harassment and other forms of gender-based violence and

problematic behaviour against women.

The fourth barrier identified as hindering the progression of women in mining is the life-work
balance dynamic. This dynamic revolves around the concession that males and females have
different roles and, therefore, pressures at home. More importantly, these differential roles have
a big impact on how men and women negotiate or balance between the demands of their private
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home life and public mine work. As already alluded to above, some roles, such as in production,
demand that women be away for very long periods. Given the centrality of the reproductive
about and how this continues to be largely a responsibility of women, and single-headed
households in particular, the mining shifts are bound to present challenges for women due to
these challenges. As stated above, women are thus forced to opt for non-technical roles as these
are more flexible. These responsibilities therefore preoccupy the center of discussion around
promotion of women in the mining setor and Amandelbult mine in particular, as they forego
some of the opportunities that count as core requisites for other competences that they tend to

be excluded from.

The responsibilities for reproductive labour and care work levied on women are an important
dynamic that has been characterised as the effect of nature. That is, whilst the mine leadership
might make efforts towards the inclusion of women in mining, participants felt that nature
makes it very difficult to effectively integrate them without incurring financial implications.
For instance, some participants questioned the feasibility of truly integrating women and
wondering where women would go after spending four (4) months under ground during their
pregnancy. Furthermore, questions are raised as to how the mine would deal with women who
come back from maternity leave as they need to breastfeed. These questions are very important
and should be understood as a concession that nature does not make it easy for the full inclusion
of women in mining. These very challenges are therefore exploited to justify why mining
remains a masculine space designated for men despite the best efforts of the ALT as outlined
earlier. That is, nature does not allow it, unless women choose or sacrifice to reproductive
labour and care work. Suffice to point out that this perpetuates marginalising tendencies that
border misogyny and a total disregard of women and has implications for their career
progression. Reflecting on the conditions of women in the South African platinum belt, Benya

(2009) explains how the South African mining, and its associated migrant labour system were
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predicated on a spatial separation between presumed male formal ‘productive’ work and
feminine home reproductive work contributed to the ostracism of women from the public
spheres. Thus, perpetuating the de-labourization of women from mining work. Taken together,
this points to the perpetuation of the historical masculinisation of the workplaces and work

processes in mining.

The fifth barrier emerging from the participants’ responses pertains to the existence of a glass
ceiling for women in mining. Following Dlamini (2016), Carvalho et al (2019) and Reiners
(2021), the glass ceiling represents the socially constructed and abstract sociocultural patterns
that are conveniently used as barriers that prevent women from progressing beyond a certain
level in the workplace. This is evidenced by the lack of women who go on to be electrical or
mechanical engineers as well as frontline operational roles, say up to D1 (Participant 10) and
Geologists (Participant 5) — as indicated in Chapter 4. As such, women can get stuck to the
same position for as much as up to fifteen years, despite having progressed very fast in the first
years of their careers. Moreover, there are racial dynamics at play given that it is especially
more difficult for black women to move into strategic positions more that white women. This
is backed up by the hierarchical policies that governed the entry of women into the mining
industry where black women became the last group to enter and continue to be marginalised

and excluded to date.

Furthermore, there are also instances whereby progression time for women takes longer than
expected given lack of mobility in most positions. As explained by one of the participants,
“You will have to wait for somebody to either resign or die, for a person to get a promotion —
because that is a reality” (Participant 1, 08/26/2022). As a result, career progression takes
longer than the expected or ‘normal’ three (3) years for both men and women owing to the
reluctance around opening up space for women. Despite the qualifications that women at

Amandelbult mine have acquired, the levels of marginalisation and side-lining for career

Singo 117 |Page

[OFFICIAL]



[OFFICIAL]

progression continues to be unabated. Evidence presented on the previous chapter has pointed
to the realities that women are still faced with, that women still take longer than men to be

promoted to senior positions. One participant noted that,

I've been one of the lucky few if I can put it that way. Because as | said when
| came in, | was a graduate for about three months and on the fourth month |
was appointed. Generally, women stay between two and five years as

graduates (Participant 5, 08/30/2022).

Whilst conceding that the time taken for individuals to progress up the leadership ladder differs
from individual to individual and from department to department.). In extreme cases, the lack

of promotion for women, especially in roles such as geology, gives the impression that:

there is no space for ... progress ... all the ladies who have been here, have
been in the same position for more than 10 years. Uh, no movement, none
whatsoever. So, which | should say, | find it quite a big issue, but I would
also have looked in other departments, where you find that movement of

women is quite rare if you put it that way (Participant 5, 08/30/2022).

However, other participants believed that this is linked to growth and development where
particular training and skills allowed particular individuals to progress. However, evidence
presented on the findings chapter suggests that despite the existence of the skills development
programmes, the communication, access and other barriers still prevented women to acquire

the skills that are necessary for their career progression.

Despite the best intentions of legal frameworks such as ones that advocate for women to have
a clear path to progress up the corporate ladder, there is still evidently very few women in top
leadership positions. Writing on histories of legal invisibility and exclusion of women in the

mining industry, Menard (2021) exposes the existence of bottlenecks through a gatekeeping
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process which not only restrict women’s entry into the masculinised industry, but also their
progression towards more mid to senior roles in the industry. This reveals entrenched attitudes
against the entry of women in mining whereby they are considered inherently unqualified to

engage in mining regardless of the qualifications they hold.

The sixth barrier raised by the participants through the interview responses pertains to the issue
of nepotism. Some participants alluded to the practice of rampant nepotism at the Amandelbult
mine. However, implicit in the participants’ responses is the idea that nepotism is a one-
dimensional vice that only results in the unfair elevation of men at the expense of women. That
is, it appears as if the vice of nepotism only works for the advantage of men, which
discriminating against women. It is unclear how it takes place and, crucially, how it is
implemented, however, as shown in Chapter 4, it has been cited by participants of the study as
one of the major impediments for the career progression of women in mining. Nonetheless,
questions have to be raised pertaining to whether women do not have relatives at the mine who
will use nepotism to the advantage of women. This therefore reveals the entrenched patriarchal
values and the patriarchal privilege that continues to value men and recognise them for

leadership positions in mining at the expense of women.

5.4. Interventions by the ALT to ensure the career progression of women in
mining.

Having teased out the barriers that impede the career progression of women in mining, this
section evaluates the interventions put in place by ALT to mitigate against them. Thus, the
section simultaneously interrogates the efficacy of the structures of support put in place by the
ALT and, in the process, its role and responsibility in the career progression of women.
Interventions put in place by the ALT to ensure the progression of women include enforcing a
favourable life-work balance for women, instituting a mindset change that ensures genuine

equality, instigating synergies as a form of social capital that ensures the upward mobility of
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women, improving the remuneration of women in mining, and the provision of a positive

mining environment among others.

It has been already noted that the mining environment is toxic, not only for the exclusion of
women in mining, but also for their career progression. The mining environment is
characterised by rampant sexism, racism as well as sexual abuse, amongst other forms of
abuses. There is no doubt that the mining industry needs to adopt policies that ensure a positive
and supportive mining environment for women in mining. Adonis and Silinda’s (2021) have
called for the mining organisations to shift from power culture to the role of culture dimension
in the context of the fast-changing landscape of women in mining. This shift is position to
motivate mining industries to developed initiatives that will ensure that women have the same
access to as many rewarding career opportunities in mining as those available to their male
counterparts. As previously pointed out, this is crucial because it shows the commitment
mining has to human rights and the recognition of women in mining as vital contributors to
economic development. However, the conditions of women suggest that there is more work
that needs to be done and that those who are in management and leadership positions should
be intentional about, and committed to the project of transformation that seeks to open up the

industry for women to progress to senior positions.

Emerging from the data presented on the previous chapter, there is a general acknowledgement
of the efforts being made thus far to make the mining environment conducive for both the
inclusion of women as well as ensuring their career progression. The ALT has created an
environment which enables women to successfully pursue careers in the industry. Furthermore,
data has shown that the mine is making efforts to move away from the historical silencing of
women in the industry, and is now recognising women as equal participants with men.
Evidence shows that women at the Amandelbult mine are now being invited to participate in
spaces that ensure the amplification of their voices, and this promises to transform the culture
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in ways that will give women in mining a voice. These spaces include round table forums where
more women are now participating in decision-making processes. As one participant pointed
to the participation of women in the recently held Women in Mining Tripartite meeting, where
different mining industries within the platinum industry gathered to hold discussions on critical
issues such as safety and health, that impact on the participation and welfare of women within
the industry — as one of the many examples of inclusion. However, the critical question is on
the impact of that participation on whether it translated to tangible outcomes that seek to
advance women’s needs and challenges. It is apparent that women are being regarded as
important stakeholders in the mining sector and are, thus, contributing to the shaping of the
industry in so far as the positive transformation of the environment is concerned. Women can
now speak out about the challenges they are facing, from their subjective experiences, and, in
the process, contribute to possible resolution of these challenges in a manner that is relevant to
their existence in the industry. In this way, the resolutions are least likely to be tokenistic as
there is an apparent commitment from the ALT to improve the working conditions of the

women at the mine.

However, the responses also reveal that there is still more that needs to be done as there is still
room for improvement when it comes to genuine participation by women. The participants
noted that although the working environment has improved significantly, there is still a lot that
needs to be done. As presented on the previous chapter, participants lamented how women are
sometimes invited to the round table forums but are not afforded the opportunity to
meaningfully participate in the discussions. That is, the women are invited just to make up the
numbers. In instances where they participate, there are limits placed on the extent of the
participation. In such instances, the inclusion of women in these critical round table forums

becomes superficial and tokenistic, largely for cosmetic purposes so that the leadership gives
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the illusion of doing something to improve the mining environment ant appearing to ensure the

career progression of women.

Ensuring safety measures has also been at the heart of the ALT efforts to improve the
experience of women at the Amandelbult mine. Mining has been until now, regarded as an
uncomfortable and dangerous space that is not conducive for the participation of women
(Moodie, 1994), leading to the emergence of a ‘macho’ occupational culture in the South
African mining industry (Benya, 2009). However, evidence from the interviews with
participants at the Amandelbult mine suggests that the management has been taking some
measures to ensure that they put in place some measures that will improve the safety of women.
A case in point is whereby the mine has taken steps to guarantee women safety during night
shifts. This is evidenced by the presence of panic buttons and monitors to ensure safety of
women in mining. As one participant revealed, systems have been put in place to ensure that
women feel safe whenever they work on site. The allusion to the mine’s efforts of the
installation of panic buttons in areas of the plant where people are not allowed to go in alone
points to the deliberate efforts to ensure the safety of women in mining. In addition, the amount
of work that has been put into ensuring the safety of women at the concentrator, particularly
on night shifts, as well as the putting in place of good monitors justifies Participant 10’s
confidence that “from a safety point of view I think that it's pretty well taken care of”
((Participant 10, 08/31/2022)). In fact, Participant 4 was so confident in the progress made by
the mine to improve and guarantee the safety of women at the mine that they declared that they
felt the mine was “one of the best and certainly an example for others to learn from”
(Participant 4, 09/13/2022). All these efforts point to ALT’s recognition that, from a safety
perspective, there was a lot that was left to be desired, and it made significant efforts to improve

them for the benefit of women.
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The harassment of women has been one of the top toxic behaviours that made mining an unsafe
space for the participation of women in mining. Also emerging from the participants’
contributions is the acknowledgement that the mine is making concerted efforts to eradicate
the harassment of women, particularly for those women who work underground. Whilst
Participant 7 conceded that underground is not the best environment for women to work in,
they explained how the ALT has put in place support structure in place to deal with any form
of harassment. Of particular interest to the present research is how issues of rape, and other
cases of sexual harassment perpetrated against women, have led to the firing of the offenders.
The firing of perpetrators of sexual harassment and rape against women shows that the mine is
gravitating towards a ‘zero-tolerance’ policy against such toxic behaviours that have previously

made mining an unsafe working environment for women.

Racial discrimination was also cited as one of the challenges in the mining sector, particularly
the Amandelbult mine. However, as participants have shown, Amandelbult mine management
is putting measures in place to eliminate racial discrimination to make sure that the company
becomes more inclusive to allow non-white women to work in this critical and lucrative
economic sector. As noted by one participant, the mine has been committed to ‘changing
colour’ of the employee profile as evidenced by the existence of non-whites in the professional
ranks” (Participant 7, 08/26/2022). This is to say, black women in mining were only restricted
to working underground and in other menial jobs. Thus, from a racial diversity perspective,
black women could not pursue their career and progress within the mining sector. The mine’s
efforts to eradicate racial discrimination is evidenced in the putting in place mainly three
platforms or spaces/structures. Employees anonymous hotline-my voice -, to air out their
concerns without any fear of being labelled. One participant clearly specified that, “We have
an anonymous hotline called “my voice” for people to anonymously report any form of racial,

harassment” (Participant 7, 08/26/2022). Women are also encouraged to use the structures to
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speak up if they face any form of challenges that they feel they are too personal. Considering
this, one participant cited that, “there's a confidential speaker hotline where you can log your

complaints and it will be investigated” (ibid.).

The challenge of associated with racial discrimination in the mining sector has been explored
before. For instance, Benya (2009) argues that race is an ascribed characteristic that has played
a significant role in the allocation of jobs in South Africa. She goes on to argue that blacks
typically were domiciled in blue-collar jobs whilst whites were in management positions. It is
this dynamic that is perpetuated in mining that shows how the racial hierarchy was perpetuated
and legitimised (Webster et al. 1999; Webster & VVon Holdt, 2005). Despite these positive steps
in the Amandelbult mine’s efforts to dismantle racial inequalities, participants’ responses
reveal the persistence of inequities at the mining industry as black women still constitute the
majority, if not the entirety, of women who are employed to work underground. Participant 2
wondered if black women continue to find it tough to break into the mining industry compared
to other races as evidenced by the preponderance of black women working underground in
mining as compared to the other races. Another participant added that they are yet to see any
white woman working underground, and this validates the notion of white privilege in mining
were working underground appears to be still considered to be beneath white women. Implied
in this racial dynamic is the suggestion that black women are the brawn whilst white and
coloured women are the brains in the mining industry. Thus, black women are still starting at
a disadvantage whereby they have to work twice as much to earn the privilege of working in
the more professional surface jobs. Hence the less than subtle remark by Participant 5 that the
racial profile of women involved in both underground and ‘surface work’ “automatically says
something” (Participant 5, 08/30/2022). This is a somewhat open admission of the continued
racialised nature of the mining industry. Thomas (2021) characterises this as racial

microaggressions against black women in the workforce towards black women despite the
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protracted history of the fight for both gender and racial equality. Glenn (1991) argues that
people of colour were generally given dangerous, demeaning, and unstable jobs. In this case,

it is black women working underground whilst white women are employed in surface work.

Additionally, the responses suggest that women are now doing the same roles that men are
doing as admitted by Participant 3 who noted that they are yet to see “a difference between a
woman or a man in terms of the job that's been done” (Participant 3, 08/31/2022), suggests
that the ALT is making positive strides towards the ‘de-masculinisation’ of the mining industry.
The term de-masculinisation is in this case mobilised in reference to the inclusion of women in
occupations that have been traditionally typed as inherently masculine. This unlike in the old
days when women would not be employed in mining regardless of their qualifications.
Participant 3 recollection of how they were forbidden to hire a female geologist point to the
perpetuation of the myth of the mining industry as a masculine space. It is from this perspective
that the participation of women in the Women in Mining forum is seen as a positive move
towards women inclusivity in mining. Furthermore, the participants’ responses also indicated
that a fair majority of women at Amandelbult Mine occupy the administrative and support roles
rather than the influential senior management positions. Data conveyed shows that just a
handful of women have progressed to senior level positions. Hence, the formation of women
in mining forums to encourage and give advice to women that it is possible for them to be at
senior management position if they can push and fulfil the requirements needed. The Women
in Mining forum is meant to break the PHD syndrome they have. They argued that such
platforms and structures as the Women in Mining forum are specifically aimed at discussing
critical issues pertaining to women promotions or what can be done to progress women
especially the ones that are qualified but end up taking the supportive roles, as acknowledged
by Participant 9 noting how such structures are aimed at enabling women to “engage in certain

platforms” (Participant 9, 08/30/2022).
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Protective clothing gear goes a long way in alleviating the immense physical discomfort that
miners work under. This has been recently raised in relation to Covid 19 where women also
complained that the protective closing gear is designed in ways that completely to put women
at a risk. Similarly, due to the masculinisation of the mining industry, protective gear has been
almost exclusively designed for men. Women who broke into mining were therefore forced to
use protective gear that was not designed to cater for their specific physiological needs. As
such, this gear fell short of offering the full extent of protection that women deserved. It is from
this perspective that the ALT’s efforts to design protective gear specifically for women suggest

a commitment towards the genuine of women in mining. Participant 11 reveals that,

when we started recruiting the first batch of women, we realised that we need
change outfits that are different from our nature. Quite different from us men,
we needed to redesign those overalls so that they can be able to fit women
structure properly. Then the other thing that | found in this quite challenging

situation was the gumboots, you know... (Participant 11, 07/11/2022).

The designing of protective gear specifically for women suggests that there are considerable
efforts for inclusion of women in mining as a long-term goal at the Amandelbult mine.
However, the efforts for inclusion should go together with efforts to open up space for the

career progression of women in the industry.

In spite of the positive strides made by the mine to achieve inclusivity and make the working
environment better for women, there is, however, still a lot to be done before women feel safe
and that they also truly belong in this critical sector of the economy. The mining industry
continues to be ‘hostile’ especially for women working underground. Not only are women

subjected to constant bullying, violence, and harassment, “they are also prone to “victimisation
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and unequal treatment”). Thus, these challenges continue to hamper the career progression of

women despite the positive gains that have been noted.

The study concludes that full and genuine inclusion of women is not only about their inclusion
in mining per se. However, genuine inclusion of women in mining should be about much more
than a numbers game. That is, inclusion is much more than the mere meeting of the requirement
by the Mining Charter of women constituting at least 10% of the mining organisation ’s labour
force. This kind of inclusion is superficial and tokenistic. Being a critical sector of both the
national and global economy which contributes billions of dollars to the economy. There is a
need for a mind-set shift in the dynamics of mining to instigate genuine change that brings
about genuine inclusivity in mining. Such a paradigm shift in mind set is realised through the
introduction and promotion of such initiatives as the provision of professional programs and
the encouragement of more collaboration and connections aimed at staff development and the
establishment of synergies as a form of social capital, respectively, amongst women working
in the mining industry. These programmes are specifically aimed at sensitizing women working
in different departments and/or roles, such as General Manager, Shift Supervisor, Mine
Overseer and Section Manager, so that they can enhance themselves and advance in mining

without being bullied or side-lined.

If the Amandelbult mine is to take seriously the transformation projects, it should be intentional
and deliberate about the true application of regulations and putting right systems in place that
will truly facilitate the career progression of women in the mine. Benya (2009) points to the
need for companies to identify talented people from the designated historically marginalised
groups, such as women in mining in this case, and expedite their progress through accelerated
training and development programmes (TDP). Such TDP involve taking women through
programmes aimed at preparing and empowering them with the required qualifications for
them to take up higher and more powerful and influential leadership roles in the future. Thus,
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Amandelbult mine management has put in place some programmes that are meant to ensure
the career progression of women in mining. These include online learning, coaching,
development, and mentoring programs targeted at furthering their education through such
initiatives as online learning (at work and/or home) and other learning opportunities to further
their progress on the ‘talent pipeline’ and ensure that they are certified with the requisite
qualifications and skills — as cited on the data presented in Chapter 4. Over and above these
initiatives, the ALT has put in place promotion mechanisms, policies and structures that are
meant to ensure that women progress through the pipeline. That is, priority is given to women
who are already within the system rather than taking from outside as an approach to ‘succession
planning.” This form of affirmative action involves the tracking and monitoring the
progression of women two levels below their position of employment (Participants 4 and 9).
In some cases, the Mine has put in place “fast-tracking programmes that give women the
opportunities to progress faster than normal through their career paths” (Participant 4). The
ALT engages in ‘talent identification’ whereby potential candidates are then taken through

training and mentorship programmes (Participants 2 and 10).

A critical part of the talent identification process necessarily involves the Mine engaging
employees in career progression, or advancement, discussion. In Chapter 4, in the presentation
of data participants have stressed the importance of engaging employees in career discussion
so that they are not only equipped with the pre-requisite skills but also to be more aware of
what is expected of them should they qualify to be promoted to higher managerial positions.
These discussions are aimed at demystifying leadership at the mine as something that women
can attain and executing as well as, therefore, ensuring that women are ready to step up to the
leadership place should the opportunity arise. It is apparent that when applied with sensitivity

and care, this initiative has a potential to ensure that women who are already in the system are
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not overlooked thereby given their full opportunity. Thus, no leakages should occur in the

pipeline.

To ensure the career progression of women at the Amandelbult mine, availability of training
centres was also cited as one of the additional supports that is provided in support of women
progression. These training centres give specialised training which would have been approved
by head of department. Women at Amandelbult mine have additional study courses at their
disposal as a way of building their professional confidence. This suggests that the mine is doing
the bare minimum, that is ticking the necessary boxes that are meant to ensure the career
progression of women through the setting aside of massive resources to make sure that these
TDP achieve the desired organisation ’s goals of helping women progress up the leadership
ladder. However, as evidence has suggested in Chapter 4, there is still a long way to bridging
the gap between existing programmes and the actual career progression of women to senior

management positions at the Amandelbult mine.

However, despite evidence showing that not enough has been done to ensure the translation of
policies and mechanisms into tangible outcomes, women are sometimes blamed for their lack
of career progression. That being said, there are, however, instances where women are accused
of complacency (getting comfortable in their current roles, seeing it as a comfort zone from
which they do not want to risk getting out of). According to the participants’ responses, women
do not want to work towards attaining the core competences that are needed for them to

progress up the ladder. As Participant 11 puts it:

for you to become a miner, you need a blasting certificate, so without the
blasting certificate; it doesn’t matter whether you’ve got a doctorate in
Mining or anything. But if you don’t have a blasting certificate, you cannot

assume the role of a Miner or a Shift boss ... And then after that, you then go
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to the second role which is a Mine Overseer, which then requires an
individual to complete the Mine Overseer Certificate. Without the Mine
overseer certificate, you cannot progress from Shift boss to Mine overseer
without those qualifications. From Mine overseer certificate, you then require
the Mine manager certificate, for you to progress to become a Mine manager

(Participant 11, 07/11/2022).

In the case that the women do not have the requisite qualifications, Participant 2 maintains that
“So, I will not. I will not appoint a female that can't do the job that doesn't have the core
competencies. ... [ think core competencies will remain a big thing” (Participant 2,
10/06/2022). Thus, the underlying question raised by the participants is whether the women
who want to be promoted can identify the gap they want to fill (gap you must step up to) beyond
the need to just get promoted and the associated increase in salary that comes along with it.
Participant 5 reiterated that they try to ensure “not to promote women into a role when they
are not yet ready or the best for that role” (Participant 5, 08/30/2022). Thus, emerging from
the participants’ responses is the idea that women are not only somewhat ignorant of the
demands of the higher managerial positions they want to be promoted to but they also critically
lack the desire and drive to work towards attaining top leadership positions. As such, the
suggestion is that they, therefore, do not deserve to the promotions. Be that as it may, one
cannot help but question the sincerity of such ‘concerns’, especially given that they are
emerging from male managers who act as gatekeepers in so far as who ‘deserves’ to be
promoted or not. The reality is that these concerns are reflective of the paternalistic tendencies
that have been responsible for the historical marginalisation and ostracization of women in
mining. Benya (2009, p. 15) accounts for this gender-marginalising tendencies by explaining

how males, in their quest:
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To propagate the feminine mentality in workplaces, supervisors use their
authority to sexualise the workplace, to favour men and characterise women

as lacking the necessary characteristics to succeed.

Little wonder that participants find such paternalistic tendencies ‘frustrating’, thereby further

hampering their progression up the corporate ladder.

Another critical intervention made by the ALT to ensure the career progression of women is
through a paradigm shift in its conceptualisation of the life-work balance. That is, the
recognition that, compared to men, women have a lot more on their plate which impede their
full and fair participation in the mining industry. As a result, the ALT is ensuring that women
do not get unduly prejudiced as they try to strike a balance between their home and work lives.
A case in point pertains to how women are, for instance, afforded time off during pregnancy
and birth and allowed to work from home “because they've got other commitments which they

need to, you know, involve themselves into” (Participant 8, 08/30/2022).

Nevertheless, the participants bemoaned the tokenistic approach with which issues critical to
women, such as gender-based violence, are taken on the mine. These are treated just like events
on the mine’s calendar, which are then forgotten as soon as another event, heritage, and culture
day for instance, comes up on the calendar. The implication is that critical issues that impact
on women’s performance in the mining sector must become a part of the organisational culture.
It is only then that such transformational policies can truly enhance the career progression of
women in mining. In addition, there are also however instances whereby there seems to be a
gap amongst the ALT itself. A case in point is whereby some leaders professed ignorance of
some of these critical policies aimed at ensuring the progression of women in mining. As
indicated by Participant 8, the participants left everything in the hands of the Human Resources

Department.
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Lastly, the offering of competitive remuneration packages is also another form of intervention
put in place to encourage the inclusion of women in mining and also ensure their career
progression up to the top leadership positions. Being typically located in rural areas or far away
from the urban areas, the mine offers competitive remuneration packages to entice potential
employees so that they do not avoid get involved in mining out of fear of losing out on the
privileges offered by the urban areas. It is apparent that such kind interventions challenge and
dismantle what has been referred to as the ‘cult of domesticity’ in the literature. Benya (2009)
defines the cult of domesticity as the socially constructed myth that women do not need high-
waged work. Rather, they are fine with low wages as these are assumed to be merely
complementing their male partners’ earnings. Thus, Benya (2009, p. 16) argues that
“consequently, men tended to expect and assume that they had a right to higher wages than
women”. The offering of attractive remuneration packages this ensures that women are
economically independent in the mining industry and, as such, their decision to work in the

industry must not be predicated to supplementing their male partners’ earnings.

5.5. Conclusion

This section concludes the findings of the study conducted for the analysis of the support
structures in the career progression of women in mining at Amandelbult Mine. The preceding
section is a discussion of the research finding that emerged from interviewing eleven (11)
participants from the mine. The study is predicated at on three overarching objectives. These
are (1) identifying the barriers experienced by women in mining and assessing the working
environmental conditions for women in mining, (2) interrogating the structures of support put
in place by Amandelbult Leadership Team (ALT) to ensure the career progression of women
in mining and (3) assessing the roles and responsibilities of ALT in the career progression of

women in mining. Ultimately, the aim of this research was to evaluate the efficacy of the
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intervention made by the ALT to alleviate the barriers faced by women in mining in order to

make recommendations on the way forward.

This study has revealed that women face six (6) salient barriers that impede their career
progression in the mining industry. These are (i) the lack of experience in technical roles that
endow them with the requisite core competences to progress up the leadership ladder, (ii) the
masculinised nature of the mining industry, (iii) stereotyping (iv) life-work balance, (v) the
glass ceiling and (vi) nepotism. As a way to resolve these barriers, the ALT has instituted the
structures and support that aim to minimizes leakages in the pipeline of women’s progression
in this critical industry. These include the institution of such policies, frameworks and
programmes that revolve around improving the mining environment, training and development

programmes as well as offering competitive remuneration packages, among others.

The introductory and literature review chapters revealed that the mining industry is historically
a masculinised and racialized space in which women have been marginalised, at the very least,
or ostracised at the extreme. This has mainly been legitimized legal provisions that are traceable
to the International Labour Organisation as well as through the patriarchal ideologies.
Together, these have worked to construct the mining industry as a ‘macho’ space. It was also
revealed that governments have worked towards repelling these repressive frameworks as way
to redress the gendered inequalities subsisting in the mining industry. Of particular interest to
the study are such laws as the Employment Equity Act, Affirmative Action, the Promotion of
Equity and Prohibition of Unfair Discrimination Act enacted by the South African government
since the end of Apartheid. Previous research, particularly that of South Africa, shows that the
apartheid system played a fundamental role in shaping and influencing gender disparities in
this sector through legislation and policies characterized by racial inequality and gender
discrimination (Botha & Cronjé, 2014; Madgavkar, 2016 and Vogelstein, 2016). It is within
the framework of what these legal instruments seek to achieve that the interventions made by
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Amandelbult Mine are evaluated. Both the analysis and discussion chapters reveal that
although the mine has made massive strides in redressing historical marginalisation of women
in mining, as well as their career progression, there is still room for more action and/or
commitment from mining organisation s themselves for genuine inclusion to be attained. The
findings of the study support Dlamini’s (2016) assertion that, whilst it is true that in terms of
numbers, the mining industry continue to show improvement in bringing in more women. The
findings also corroborate extent research that reveals that more women are in junior,
administrative and support roles. On the other hand, a small number of women have progressed
to senior, mid-senior, and executive level (Government Gazette, 2018; Botha, 2016; Dlamini,
2016; Sector Skills Plan for the Mining and Mineral Sector, 2018; Moalusi & Jones, 2019;
Mining and Mineral Sustainable Development (MMSD), 2020). This still points to the

existence of a glass ceiling which women in mining cannot break beyond.
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CHAPTER SIX

6. CONCLUSIONS AND RECOMMENDATIONS

6.1. Introduction

This chapter presents my conclusions on this paper based on the research questions, purpose,
objectives, and the interpretation of my findings. The purpose of my research was to analyse
existing support structures beyond policy that Amandelbult mine is using to ensure career
progression for women in mining at its operations to understand the extent to which the mining
sector takes seriously the actual task of ensuring gender transformation and the empowerment
of women at the workplace. It aimed to engage Amandelbult’ s Leadership Team (ALT) to
identify the structures available to support career progression for women in mining. More

specifically the study intended to:

o Look at the roles and responsibilities of ALT in the career progression of women in
mining.

o Investigate mechanisms, procedures and policies that enable women to thrive within
the mining sector.

o ldentify barriers experienced by women in mining and assess working environmental

conditions for women.

My personal experience of working at Anglo American were important in understanding the
dynamics of the mining industry, therefore making it easier to interpret the findings. It is
fundamental to understand that this research used Amandelbult as a case study and as such,

these findings are only applicable for Amandelbult mine. However, some of these findings
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might assist in shaping the structures of support for women’s career progression in the broader

mining industry.
6.2. Conclusions of the research

I conclude that though there is an increase in women entering the mining industry, lot of work
still needs to be done in ensuring that these women have meaningful careers. For the notion of
meaningful careers to become a reality, a number of things must be done, including a re-look
at structures available to support career progression, policies, practices and a culture that values

inclusion and diversity.

The findings show that, there are several employees who are currently frustrated in their current
roles, mainly because they feel stagnant in their current positions. On the other hand, it is the
role of managers and manager once removed to engage those employees and make sure that
they get meaningful roles. In contradiction, it is also the responsibility of each individual to
own their career, hence having functional and intentional structures that supports those
individuals becomes critical. Fundamentally, there is still a perception that development
pathways favour men over women. Surprisingly, the culture of masculinity and elements of
racial discrimination still exist within the sector and as such, other races get preference over

the other when it comes to career progression.

The mining industry still has a long way to go in fully incorporating women in such a way that
they have work life balance. My findings made a number reference to different challenges that
women come across, and unfortunately those challenges negatively impact their career
progression. For example, one participant mentioned an incident of one lady that goes to
continuous menstruation circle due to longer term of driving underground locomotive. Another

example is around the flexibility of women in operations, especially after birth and still
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breastfeeding. These are some of the continuous issues that makes it even more difficult to

attract women in the mining sector.

6.3.

Recommendations

Developing from the noted inadequacies of the interventions instituted by the ALT, the study

makes the following recommendations:

(@]

To put in place more platforms and forums that genuinely amplify the voice of women
in mining. The setting up of a women’s division in the mining industry can go a long
way in ensuring that this is achieved.

Mining organisation s need to deal more decisively with cases or offences perpetrated
against women. Escalating these to the level of criminal offences can go a long way in
ensuring zero tolerance against such transgression, thereby making the workplace less
toxic and, therefore, more conducive for women.

That government and associated stakeholders work towards increasing the quarter of
women working in the mining industry to at least 50%. In any case, women constitute
more than half of the global population.

The honours are therefore left upon the mines themselves to develop technologies that
ensure the full and efficient participation of women in the industry. If the designing of
protective gear that is specifically for women is anything to go by, then it is also
possible to come up with the appropriate technologies that enables their full
participation in the industry.

That further studies make comparative studies with especially the developed economies
S0 as to enable a cross-cultural appreciation of the barriers faced by women in the

mining industry.
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8. Appendices

Annexure 1: Questions

Biographical data

Age:

Race: White O Black O Indian O Coloured O other O (Please specify)

Area of responsibility: Amandelbult complex O Open Cast O Tumela O Dishaba

OProcessing plant O Project Management Office (I

Member of Amandelbult Leadership Team: Yes [0 No

Current Position:

Duration in current role:

Highest qualification: Matric I Diploma I University Degree CIHonours Degree [0 Masters

Degree O other OJ (Specify)

How were you recruited in your current role? Internal recruitmentd Internal [
promotion/succession planning I external recruitment [0 secondment [0 other [J (please

specify)

If succession plan/internal promotion or secondment, describe your career progression:
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How long have you been working in the mining industry?

What was your role prior to the current one and how long did it take for you to move into your

next role?

Work related

As the leadership team and people responsible for the career progression of women in mining,

how long does it typically take for women to move from one role to the next?

Why do you think that’s the case?

What is the role of the leadership team in ensuring career progression for women in mining at

Amandelbult mine?

What mechanisms, policies, or structures in place at Amandelbult mine that ensures fast

tracking of career progression for women in mining?
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Do you think these structures are effective in promoting career progression for women in

mining?

If so? Please explain?

What support outside policies and procedures are available for women in mining to fast track

their career progression on site?

If yes? What are those support structures, and have they been working?

If not? Why is that the case?

How would you describe Amandelbul mine’s working environment for women in mining?
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What are the barriers that the leadership team see as hindering the career progression for

women at Amandelbult mine?

How is the leadership team attempting to deal with these barriers?

Are there any racial disparities between women’s career progression at Amandelbult mine?

If they are, why do you think that’s the case?

What structures are in place to deal with these disparities?
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Annexure 2: Approval Letter from Amandelbult mine

28 June 2021

Dear Lihle Ngcobozi

| Patrick Morutlwa, Senior General Manager for Amandelbult Complex, hereby give
permission for Tshifhiwa Peter Singo to conduct research entitled, “An analysis of support
structures in the career progression of women in mining at Amandelbult Mine”. The research
will be for purposes of completing his Masters degree of Management: Governance and Public

Policy.

My understanding is that he will be conducting interviews with Amandelbult Leadership Team.
This team consists of the Senior General Manager for the complex, the General manager for
Open Cast, Tumela and Dishaba Mine. This team also has senior manager from Engineering,
Human Resources, Finance, Operating Model, Mineral Resources Management, Project
Management Office, Social Performance Management, Processing Plant, Safety, Health and

Environment.

The interview will take approximately one hour each virtually and individual's participation
will be voluntary and at their own discretion. The understanding is that all individual responses

will be kept confidential and that the ethical research processes will be adhered to.

Approved / Dissapproved

Patrick Morutlwa

Senior General Manager: Amandelbult Complex
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Annexure 3: Participant sheet

Dear Sir/Madam

My name is Tshifhiwa Peter Singo and I am a master’s student of Management in Governance
“Specializing in public policy” at Wits University in Johannesburg. As part of my studies, I
must undertake a research project, and | am investigating Support structures in the career
progression of women in mining at Amandelbult Mine. The aim of this research project is to
investigate strategies that management at Amandelbult mine use to ensure career progression

for women in Mining.

As part of this project, | would like to invite Amandelbult Leadership Team “ALT” to take part
in an interview. This activity will involve questions and answers and will take approximately
one hour. With your permission, 1 would also like to record the interview using a digital device

(optional).

You will not receive any direct benefits from participating in this study, and there are no
disadvantages or penalties for not participating. You may withdraw at any time or not answer
any question if you do not want to. The interview will be completely confidential and
anonymous as | will not be asking for your name or any identifying data, and the data you give
to me will be held securely and not disclosed to anyone else. | will be using a pseudonym (false
name) to represent your participation, in my final research report. If you experience any distress

or discomfort, | will stop the interview or resume another time.

If you have any questions afterwards about this research, feel free to contact me on the details

listed below. This study will be written up as a research report which will be available online
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through the university library website. If you wish to receive a summary of this report, 1 will
be happy to send it to you upon request (optional). If you have any queries, concerns, or
complaints regarding the ethical procedures of this study, you are welcome to contact the
University Human Research Ethics Committee, telephone + 27(0)11 717 1408, email:

Shaun.Schoeman@wits.ac.za

Yours sincerely,

Peter Singo

Researcher: Tshithiwa Peter Singo, 2421941 @students.wits.ac.za; +27 60 968 2948

Supervisor: Lihle Ngcobozi, lihle.ngcobozi@wits.ac.za; +27 11 717 3807
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Annexure 4: Further data Illustrations

planning individual

succession  SOMEONE  SEIVICES experience COMPpany

an SENOT deyelopment P e

sement N e etiypes NAUSHY s

business thing current .
different always tramlng disparities

wek Jevels queStion IeaderShlp Sti"technical promtion

» - definitely level pe0p (S anglo opportunities
example

. 2" roles within
... working terms WOMEN things .o/ 7F -

management progression think Career place position

7 females years paini PErson e
o oree YEAIS mining manager %

. start .
interal QUITE american ==
protection please right a m a n d el bu It rea"y three production

*ie months follow female suppf)rt chnge
epecaty ACtUANlY gomething environment wne

difficult Opportunity

sometimes

available

recruitment

around black progress

outside  already

Text Search Query - Results Preview
its employees , including the women's < Even in the region , there
use our women and ' Yes , the women in mining .
Learn and . ... You know that are in
i . mining i i
onsite ? women in and things like that . And
forums

there is Internal network colleagues Mentorship If

mining . | think there is i < are in place to
that
you know those types of is created to address

you look into the transformation to break the PHD syndrome

Singo163 |Page



sort of like
It's best > create
-

we're trying an
is , you know its
like to see in
and it is hard labour
do get some dynamic challenging
get further development in another
| think it's an open
succeed because especially

in our
Union people, so

be realist,
in the } in the o
the dynamics > minng
work . Like it's a
Mining is not the easiest
sort of generally male dominant
looking in terms of
would also assist . And the
yeah , elements of it .
affecting them within
> the work
level . | think
them . So, in our current
think it's a very robust
think underground is an easy
tough to operate in this

for women in mining ?

department .
1 think the
So, >

it's difficult . Very difficult

kind of , you know ,

you describe Amandelbul
. 1,
> mine’s

you describe Amandelbult

working

think that the underground

Text Search Query - Results Preview

environment

even if it's in process
I think it's important that
in my view . Remember , there
its fixed positions that are
Y 'some jobs are still mining
that sort of women are
thriving communities and the
the < -
way it is , you
'your practical knowledge is very ,
And | think especially more
But there are the ones
g | think everyone is either
So even in that space ,
and they expect all of
compared with other type of
I
Look ,
Mining
in mining ? No..
for women
On
So,
Working
Yeah .
to work i ...
has improved but there are
in which women feel safe
just fine . | don't
OK, but it has
okay , but | think
tough for women in
s0 | think there's potentially
to work in , especially underground
» women feel more comfortable .
it doesn't matter how
where people are not imagination
we have what 50 %
you can have a
which we need to really
within finance would be aimost

you know ... for everyone to

Singo 164 |Page

[OFFICIAL]



aligned with your with your
| think our policies
manager for Social Performance
need more Intense experience and
Senior Manager Community Engagement
worked as a training
and those that require more
board on element on talent
levels in terms
> of
their different interests
uh, you know ,
We do have our
when we had

that happened but
- the

to log all

career

the career progression and
you fill in these
| started as a community
know , they picked up my
and then the normal
Obviously , we've got the leadership
role. So, in my
mine ? Giving people the right
mining ? In terms of our
it comes to issues
:> of
there's quite a lot
of the training centres . So ,
opportunities , In all phases , practical
our development programs , we have
am married to my
are accountable for your own
people accountable for their
Pretoria as Human Resource officer :
that you can get further
direct impact on both
just making sure that
programs that we have , the
take the lead in

people not to rush X
>— their

they can start driving
are being sent to
> those
get more ladies into
to Rio Tinto as Graduate

Water utilities . Then Human Resource

Text Search Query - Results Preview

deveopment{

- yeah, so | think that
< so lot of my females
v still at Sibanye . Then came
How long have you been
| then worked as a
So , if they can start
You know , exposure to learning
? You're accountable for your own
according to me , due
attraction Manager . Then Group
change their positive and
culture change we if
and )
project officer at a
the enablers for career
to allow themselves to
training was also always
area then by all means
at Sibanye , and it took
because | think what happens
Consultant for Akani . Then Talent ,
conversations and the training and
doesn't matter what . They must
for Anglo as a whole
. < another environment , even if
n certain areas in pockets ,
meetings . Yeah , | mean for
of females to promote them
officer for Rand Water utilities .
opportunities are geared to make
panels , not just at Amandelbult
plan and said that the
“CDP’s " we are actually
plans and it was almost
within the department actually
program or career succession planning ,
programmes . And then obviously you've
, we have development programs
as well as the
in Anglo American . But
programs that's there as well .
within Anglo American , not
you know . So , what
roles in terms of building
takes a bit longer . Interviewer

to enable them to progress

Singo165 | Page

[OFFICIAL]



[OFFICIAL]

text Smarch Guery - ltesults review

T

"“:.:'w".‘>' 9 N—

industry

Singo 166 | Page



[OFFICIAL]

Singo 167 | Page



on attracting a female child >
unfortunately this hindes =

. you know

and transparency on what >_

“hould recognize there i
have discussed and
T agreedon
torether and we
and the training and

alze
Lype of things . Or

befare we can talk >_
any

o fulnl first before
any racial disparities between women'’s

removed s
> effective in promoting

structures a
ossontlally It saves and formalizes

even been asked for prople’s

even know what their next

development and the ensblers
enough opportunity for them } for
for more rolated to show

wven when you engage > ’
n

of roles are core

Interviewsr — Follow up question : Does
>
maybe the third aspect .
it's loas focused on probably.
and | Started off
four years now . That's
12 months but
ame or early
frst 12 vears
that | know

my
In mining . looking throughout

s i o ot
S } o
e
anateaci Soaht
- SO
St
my leadership cdevelopment program or

ound their different interests

certain lovels

site ? Look .

in terms

the move of

with it .

production manager role . Part
that ensures fast tracking

of people that are only

of system / structure that formalized

of the «

reer progression and
of time investing in this
have

sh , you know .

opportunities . We do have
that when we had

their career paths . Al
possible to fast track one's
Removed notes In your online
responzibility to drive their own
resuits from these structures . Good
So now if we talk
take control of my department’s
sure that there is
the men now blocks > o
that sllow you te track
and people responsible for
Are you also having
discussions and looking at
help them to start
sec . you know , :
Leam see as e
inn't much difference between
even with some the
b merme ——
the approach Is through
things that happened but
us to log all

very early on in
we Just recently dic

the leadership team in ensuring
fastor than normal through

©n their needs > i
n
sce somebody interested

100k at . look at
©f building and furthering

ini
mining T to fast track

want

formal structures avallable
to support
structures in place

were you fill in these
when | ztarted my mi

You think that's the case 7

for you to drive
promotion or secondment ., describe
your
their carsers and driving

unique ., you know ? Yeah ,

Text Search Query - Results Preview

career

basically . you know . the only
I moved . 1 think the
there's been . uh . vou know .
you know . it takes roughly

_ How long have you been

< developing the skillz and
and
theretore take control of

B if they are not
vou have given them
converzation . So whatever that has

- Now the system s
viiiston < ey Hends of

with

the subordinates of

= ymah . 5o | think
50 lot of my

conversations and the training

for Anglo as a

meetings - Yesh

development I mean

pancls , not just at

©COP's " we are
plans é and it was

within the department

discussion , people don't cven know
discussions happen on the online
driven that wants this , you

. tatent and
T R
was Invelved in training

mining for females as

protection services . So . |
in hort .1 had alway=

South Africa with what

the motar industry and
Is up to you . Do
means . if Pater iz currently
move Is , for them Is
needs and if

iy
or progression and srowth . Looking
could look like . Even
path <___
program , which they call
paths . All our career discussions
plans and whatnot but no

profile . Even if there's a

<
(
;

at Amandelbult mine 7

N
O

they stitt
right ? So . | think
that information gets captured

whether deliberately or not
And obviously we're very
Apart from the formal

Do you think these

If not ? Why is

Maybe and if you

What i the role

Which then starts encouraging
Veah , that'z what |

D G

currently the concentrator

It was just 2
OK, It's fine . So .
Sure . 5o | started
This Is my backeround .

71 think it's very

and carcer development , so

based on performance of

progression

Been with Anglo for

but are given the

can happen .

differs from individual to

does get followed according

men and women .

technical profession differ

those Individuals 7 Remember ,
2 I'm not

at Amandelbult

in mining < ,

women

< not linear . What
Is
ready for that

made by many good

the women . So
1 think
of
women

in mining < ?

Colleague and

OK . When | left

Look . in
No , not

Nothing that
Obviously . we've

than on just sort

that comes with certain

through . Yeah yeah , 5o

ve made . it's been
progressions

of other people that
succession planning . | made sure
to take up level of

Anglo American In smeiting
with <
thiz thing about because .

Singo 168 | Page

[OFFICIAL]



and saying that that took 2
as the availability of a
bit more difficult to see
can have a more active
allow you to track

of things . Or
™

the training and
fulfil first before >
sy
‘we can talk
discussed and agreed on
€ > effective in promoting
s
Follow up question : Does
and the enablers
opportunity for them for
times the span
from these structures . Good
1 know in my
ensuring that there
the third aspect N
leadership team in ensuring
less focused on probably
more related to show
now if we talk

ensures fast tracking

it,
Look , } In terms of
move

manager role . Part

career

racial disparities between women's
roles are core in

men now blocks
> that

that there is

and looking at

seeas
> hindering

you know ,
In terms of the
‘much difference between
people responsible for
building and furthering
somebody interested
T their

their needs

to fast track
think that's the case ?
this hinders . you know ,

in place
> to support

structures available
or secondment , describe
your
you know ? Yeah
Follow up question : If the.
1 have my side and
Key Performance Indicators output driving
ladies to also get good

I think
of course
In terms.
of thumb of
we are

is quite a lot
of my department’s career or
Performance and other metrics dictate
say Look , this is literally
that we track and monitor
when we didn't talk about

i kind of been >
your

with which there , basically

You're accountable for your own

Text Search Query - Results Preview

progression

——————m—  Mhh

71 think it's very important

and

as such . but it was

at Amandelbult mine ?

based on

becomes quite slow . You stagnant
Been with Anglo for 17

but are given the support

<can happen . In line having

differs from individual to individual

does get followed according to

for

from women by mentoring and
< processing is the same

L the right direction . Because

. < not linear . What mechanisms ,

made by many good women .

OK . When I left school .

planning for the employee . That
roles . You know when the
should be at least three

than on just sort of

comes with certain types
e

. Yeah yeah, 5o there
through <

“

more in the
1 think
they still quite

right 2501

that information gets captured under
whether deliberately or not deliberately
you also need that opportunity
ang <

obviously we're very keen
Apart from the formal structures

Do you think these structures
If not 2 Why is that

Interviewer - Follow up question : What
Maybe and if you do .

My last year at the

We don't want it to

What is the role of

Which then starts encouraging more
Yesh . that's what | would

Yes . of course in terms

< as a community
I started 2009 in
n<_

the Mining
a mining engineer by
rm <
currently the concentrator manager
It was just a normal ,
OK, it's fine . So, my
Sure , so | started working

This is my background . Uh ,

S0t
allthat'<

should happen
career development , 50 lot
growth . Looking in terms

the Mine supports you ,

Inmy
Look . |

Racial disparitics ?
Well, that

Yeah |

. there
ver <
1
‘You know ,

performance of previous

men and women . But
technical profession differ compared
those individuals ? Remember . people
2 I'm not aware
at Amandelbult mine ?
- What

Look ,

women i

in mining ? Ot
Probable
So,
Some
The

‘We

Yes

at

ready for that role .

my people still necds

the women . So I'm

~Ithink it's
women < + how
in mining <

21

Colleague and networks
Look , in terms
No, not that
Nothing that |

SR Obviously . we've got
The benefits of
Umm . | haven't

e
we <

have our

sure that

Women in Mining

the Mine . those are

you can see . |

anon - technical role .
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engaging
happening
job
linear
operation 5 w

person . What mechanisms , policies , or
role
that
there
work

above these , are there additional

change more than policies
of all the methods and
of our mechanisms , policies ,
aware of sort of other
child , career exhibitions , talent management
am not aware of
progression . Apart from the formal
question : Are there any
Do you think Amandelbult
> have
within Amandelbult . And we
in Anglo American to address
on paper there may be
Follow up question : What

is having to have

study , lets have > SUppOl‘t
yes ? What are Hiose
that , | think . The right St ru Ctu res
explain ? Yeah , | think
the structures . One of
to actually know all e
to that. Then it's
the case ? Having all those
it
mining
place
progress

progression

e Do you think s
traction
yes
you
effective ?

seen good results from

to deal with these disparities ?

Anglo American and its .
> various

the learnings presented by

deal with these nuances
its thinking or outlook
much traditional and hierarchical .
opposed to other races 7 What

put it that way
thecase ?N /A

women in mining ? For example ,

women in mining ? | think

< and have they been working ?
| think . How is the
After that role and then
Amandelbult ... because it's quite remote
g But outside of people going
Good career progression made by
One of the structures that
support were there and
‘women in mining initiatives .

applied on a practical
effective in promoting career

in place to deal

“your voice " but
there <

but are they

are

working . As | say,
available to support career progression
do you have at Amandelbult
doesn't guarantee promotion in the

. Interviewer - Follow up

in place at Amandelbult mine

to support career
. < building themselves . They are
Of
support that are available
on Amandelbult as a whole ,
allow you to track
in place . So,
are <
out there and
assist women to have
that
deal with racism .
| love , yeah is

have on site ,
we <_

use for more
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| then worked as >
a

or one individual or
So , for me technical
then obviously the bursaries and
training centres . So , development
be Crowd management , and tracking
school , | immediately went
for
we can send people
hand to send them on
career | was involved
Mine as a Professional in
we so much interested
in the hands of our
in the police for riot
Now you in the induction
and also the head
not compromise
>— in terms of
the opportunity .
students with a view
on doing a compliance related
only compliance driven you know ,
structured kind of , you know

12 years, involved in
> that

to send people for

and cut costs
>- and

career development conversations

it's other parts
o

training at one

see that as well . the

student . | went through

training . | was in

you can either take
there's other studies where it's
to get a proper specialized
training because for the internal

about a month ago 5
> with

is | also go

Text Search Query - Results Preview

§tranng

( PIT) . I held various positions
, starting at Amandelbult Mine in
But | think on the
| was in the training
Luckily , all these years Harm
So, | set about a
That's it that we get
... . look for the technical roles ,
after that | was
career progression planning
and also
the head of
development officer for Rand

one of the training
at<_

the South African police
for the internal training
because <
it's always at the
center and some is actually
and | see that
centre <
cannot take on the
centres . So , development and training
division for about 12 years ,
goes hand in hand . You
here on the mine , it's
in our occupation , and we
items of this of the
money and go and get
on the technical . | have
or what used to be
people that our people are
programme as part of qualifying
< the chances are that
programs < ' we are only focusing
at the moment . Now
them as technicians and things
get a proper specialized
W say OK , where are

was also always very close
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