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ACRONYMS  

ACRONYM TERM 

ABET Adult Basic Education Training  

AET Adult Education and Training 

AI Adequate Intake 

AMDR Acceptable macronutrient distribution range  

ATR Annual Training Report 

BBBEE Broad-based Black Economic Empowerment 

BBSEE Broad-based Socio-Economic Empowerment  

BDCs Business Development Centres  

BEE Black Economic Empowerment 

DMRE Department of Minerals and Energy 

DRI Dietary Reference Intake  

DTI Department of Trade and Industry 

E-AET Electronic Adult Education Training 

EAR Estimated average requirement  

EE Employment Equity 

ESD Enterprise and Supplier Development  

ETD Education Training and Development 

EXCO Executive Committee 

FDDM Fezile Dabi District Municipality  

FET Further Education and Training  

FY Financial Year 

GET General Education and Training 

HARMONY Harmony Gold Mining Company Ltd and or Company 

HDP Historically Disadvantaged Persons  

HDP 
Historically disadvantaged South Africans as defined in the Mineral and Petroleum 

Resources Development Act 

HET Higher Education and Training  

HR  Human Resources 

HRD Human Resources Development 
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ACRONYM TERM 

IDC Industrial Development Corporation  

IDP Individual/Integrated Development Plan 

IEB Independent Examinations Board 

IFC International Finance Corporation 

KPI Key Performance Indicators  

LDM Lejweleputswa District Municipality 

LDP Leadership Development Programme 

LED Local Economic Development 

LRA Labour Relations Act 66 of 1995 

MCD Mining Community Development 

MHSA Mine Health and Safety Act (Act 29 of 1996)  

MLM Matjhabeng Local Municipality 

MoU Memorandum of Understanding  

MPRDA Mineral and Petroleum Resources Development Act 28 of 2002 

MQA Mining Qualifications Authority 

NEDLAC National Economic Development and Labour Council 

NEF National Empowerment Fund  

NQF National Qualifications Framework 

NUM National Union of Mineworkers  

NYDA National Youth Development Agency  

OEMs Original Equipment Manufacturers 

PNG Papua New Guinea  

Pty Proprietary 

RDA Recommended daily allowance  

SADC South African Development Community  

SAQA South African Qualifications Authority 

SDF Skills Development Facilitator 

SDP Skills Development Plan 

SEDA Small Enterprise Development Agency 

SEFA Small Enterprise Finance Agency  
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ACRONYM TERM 

SETA Sectorial Education and Training Authority 

SLP Social and Labour Plan 

SMME Small, Medium and Micro Enterprises 

SPLUMA Spatial Planning and Land Use Management Act (Act 16 of 2013) 

TUI Tolerable upper intake  

UIF Unemployment Insurance Fund 

VSP Voluntary Severance Package  

WSP Workplace Skills Plan 
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BACKGROUND  

HARMONY GOLD 

Harmony Gold Mining Company Limited (Harmony), a gold mining and exploration company, conducts 

its activities in South Africa, one of the worldôs best-known gold mining regions, and in Papua New 

Guinea, one of the worldôs premier new gold-copper regions. Harmony, which has more than seven 

decades of experience, was South Africaôs third-largest gold producer and the twelfth largest in the world 

in Financial Year (FY)16. At Harmony, we understand the significant impact our company has on the 

lives of people, on the communities that surround our mines, on the environment, and on the economic 

well-being of the countries in which we operate. 

 

Our company delivers long-term benefits to a broad range of stakeholders. We rely on experienced, 

skilled teams who live our values and play their role in maintaining stakeholder relationships, growing 

profits and maintaining a sustainable company. 

 

The company is governed by a board of directors which brings together a range of skills and experience 

and whose members are committed to maintaining the highest levels of corporate governance. In turn, 

the directors entrust the management of Harmony to skilled management teams which work towards 

ensuring that the company remains sustainable, improving margins and increasing the value of our 

assets. 

Our Strategy 
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Our Values 

As a company, Harmony understands that long-term value is about more than the commodities we 

produce and the profits we make. Our worth is also reflected in the impact we have on the lives of 

people, now and in the future.  

 

Harmony lives its values ï safety, being accountable, achievement and being connected and honest. 

These are the compass points for our actions, ensuring that, in addition to achieving our strategic goals, 

we seek to make the right decisions and support the members of our teams in doing so. Our values are 

ingrained in our training initiatives and decision-making processes, ensuring that they are at the front of 

employeesô minds and actions, extending beyond our operationsô gates. They guide our interactions with 

external stakeholders, from shareholders and the media to local communities, including those from 

which our employees are drawn. Our hope is that through our commitment, we can build a company with 

which people want to be associated and which will generate shared value in the future. 
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SECTION 1  OVERVIEW  

This section includes information pertaining to, but not limited to, the particulars of the operation, its 

ownership structure, life of the operation and a breakdown of the employees per labour sending area.  
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SECTION  1 :  PREAMBLE  

 

PREAMBLE 

This section is in line with Regulation 46 (a) of the Mineral 

Petroleum Resources Development Act (Act 28 of 2002) 

(MPRDA). According to the regulations the Preamble must 

include an overview of the Social and Labour Plan (SLP) 

and background information on the specific operation.  

 

Harmony, is a world-class gold and copper mining and 

exploration company that operates in South Africa and 

Papua New Guinea, one of the worldôs premier new gold-

copper regions. With more than 70 years in the industry, 

Harmony is an experienced emerging market gold miner 

and one of the largest gold producers by volume in South 

Africa. 

 

Harmony has nine underground operations in South Africa. 

The operations are located as follows: one in the 

Klerksdorp goldfield, three in the West Rand and five in the 

Free State. In addition, Harmony has an open pit mine on 

the Kraaipan Greenstone Belt as well as several surface 

treatment operations.  

 

In June 2021, the Harmony South African operations 

accounted or 71% of group Mineral Resources (gold and 

gold equivalent ounces) and 58% of group Mineral 

Reserves (Harmony, 2022).  

 

 

 

 
 

In line with Regulation 46(a): Introduction to 

and background information to the operation  
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PARTICULARS OF OPERATION 

Name of company  Harmony Gold Mining Company Limited 

Name of mine  Target Mine and Plant 

Physical address 

Aandenk 

Buffalo Street 

Allanridge 

Postal address 

C/O Harmony Gold Mining Company Limited 

P.O Box 2 

Randfontein 

1760 

Telephone number (057) 452 4628 

Fax number (057) 451 2416 

Commodity  Gold  

Financial year 
The financial year of the Company runs from July to June 

of the following year. 

Location of mine 

Target 1 comprises Target mine, Target north extensions 

and Oribi Exploration Property situated near the town of 

Allanridge in the Free State Province of South Africa. This 

is located 270km southwest of Johannesburg. The mines 

are situated at approximately latitude 28Á00ôS and 

longitude 26Á30ôE on the northern limit of the Welkom 

Goldfields. The site is accessed through the R30 situated 

between the towns of Bothaville and Welkom, and on the 

farm Aandenk 227. 

Mining right number FS 30/5/1/2/2/14MR 

Reporting year 
Annual reporting will be done on the calendar year and will 

be submitted by 31 March of each year 

For further information in relation to 

this document please contact 
(057) 452 4429 

OWNERSHIP STRUCTURE 

In terms of the Mining Charter Broad-based Socio-Economic Empowerment Charter (BBSEE) for the 

South African Mining and Minerals Industry, mining companies should commit to meaningful participation 

of Historically Disadvantaged Persons (HDP) entities in the mining industry for attainment of sustainable 

growth of the mining industry. This will be achieved through the achievement of a minimum target of 26% 

ownership to enable meaningful economic participation of HDP. The Mining Charter further provides for 

the continuing consequences of all previous deals to be included in calculating HDP ownership credits in 

terms of market share as measured by attributable units of production.  
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Harmony is committed to economic transformation and empowerment in South Africa. Based on the 

above provisions of the Mining Charter, Harmony entered into numerous broad-based black economic 

(BBBEE) transactions; and as at 31 December 2020, the HDP ownership level in Harmony is at 53.73%. 
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NO. 

PRINCIPLE 

COMPANY NAME 

(MINING RIGHT 

HOLDER) 

IDENTIFIABLE 

BENEFICIARIES 

(COMMUNITY, ESOPS, BEE 

ENTREPRENEUR, OTHER 

BROADBASED GROUPS) 

NAME OF BENEFICIARY 

HISTORICALLY DISADVANTAGED 

SOUTH AFRICANS (HDP) 

REGISTRATION 

NO 

IDENTIFIABLE BENEFICIARIES 

COMMUNITY ESOPS 
BEE 

ENTREPRENEUR 

OTHER 

BROADBASED 

GROUPS I.E. 

CONSORTIUMS 

ETC. 

TOTAL - 

CURRENT 

BEE % 

% % % % % 

1 

Harmony Gold 

Mining 

Company Limited 

and its 

subsidiaries 

Other Broad-based Groups African Rainbow Minerals Limited 1933/004580/06    22,04% 22,04% 

2 

Harmony Gold 

Mining 

Company Limited 

and its subsidiaries 

ESOPS Tlhakanelo Employee Share Trust IT738/2012  2,46%   2,46% 

3 

Harmony Gold 

Mining 

Company Limited 

and its subsidiaries 

Other Broad-based Groups 
Simane Security Investments 

(Proprietary) Limited 
2000/006452/07    12,95% 12,95% 

4 

Harmony Gold 

Mining 

Company Limited 

and its subsidiaries 

Other Broad-based Groups 
Africa Vanguard Resources 

(Proprietary) Limited 
2000/014503/07    1,77% 1,77% 

5 

Harmony Gold 

Mining Company 

Limited and its 

subsidiaries 

Other Broad-based Groups 

Open Solutions (Proprietary) 

Limited / Khumo Bathong Holdings 

(Proprietary) Limited 

1997/022049/07; 

1998/007546/07 
   1,29% 1,29% 
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NO. 

PRINCIPLE 

COMPANY NAME 

(MINING RIGHT 

HOLDER) 

IDENTIFIABLE 

BENEFICIARIES 

(COMMUNITY, ESOPS, BEE 

ENTREPRENEUR, OTHER 

BROADBASED GROUPS) 

NAME OF BENEFICIARY 

HISTORICALLY DISADVANTAGED 

SOUTH AFRICANS (HDP) 

REGISTRATION 

NO 

IDENTIFIABLE BENEFICIARIES 

COMMUNITY ESOPS 
BEE 

ENTREPRENEUR 

OTHER 

BROADBASED 

GROUPS I.E. 

CONSORTIUMS 

ETC. 

TOTAL - 

CURRENT 

BEE % 

% % % % % 

6 

Harmony Gold 

Mining Company 

Limited and its 

subsidiaries 

Other Broad-based Groups 
Beneficiation through Rand 

Refinery (Pty) Ltd 
1920/006598/06    11,00% 11,00% 

7 

Harmony Gold 

Mining Company 

Limited and its 

subsidiaries 

Community and Other Broad-

based Groups 

Sikhuliso Resources (Proprietary) 

Limited (óSikhulisoô) ï 16% using 

Histopath (Proprietary) Limited 

("Sikhuliso SPV"); Kopano 

Resources (Proprietary) Limited 

(subsidiary of Kopano Ke Matla 

Investment Company (Pty) Ltd ï 

3% using Business Venture 

Investments No 1677 Proprietary 

Limited; Mazincazelane 

Investments (Proprietary) Limited ï 

3% using Business Venture 

Investments No 1687 Proprietary 

Limited; Malibongwe Women 

Development Trust ï 3% using 

Business Venture Investments No 

2012/082229/07; 

2012/035756/07; 

2012/030646/07; 

2012/030648/07; 

IT 248 / 213 

0,12%   0,62% 0,75% 
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NO. 

PRINCIPLE 

COMPANY NAME 

(MINING RIGHT 

HOLDER) 

IDENTIFIABLE 

BENEFICIARIES 

(COMMUNITY, ESOPS, BEE 

ENTREPRENEUR, OTHER 

BROADBASED GROUPS) 

NAME OF BENEFICIARY 

HISTORICALLY DISADVANTAGED 

SOUTH AFRICANS (HDP) 

REGISTRATION 

NO 

IDENTIFIABLE BENEFICIARIES 

COMMUNITY ESOPS 
BEE 

ENTREPRENEUR 

OTHER 

BROADBASED 

GROUPS I.E. 

CONSORTIUMS 

ETC. 

TOTAL - 

CURRENT 

BEE % 

% % % % % 

1688 Proprietary Limited; The 

Harmony Gold 

Community Trust 

8 

Harmony Gold 

Mining 

Company Limited 

and its 

subsidiaries 

Other Broad-based Groups 
Pan African Resources plc / 

Shanduka Resources 

3937466 / 

2002/017835/07 
   1,47% 1,47% 

9 

Harmony Gold 

Mining Company 

Limited and its 

subsidiaries 

Community 
The Harmony Gold Community 

Trust 
IT 248 / 213 1,00%    1,00% 

10 

Harmony Gold 

Mining Company 

Limited and its 

subsidiaries 

ESOPS The Harmony ESOP Trust 
IT 001237 / 

2018(G) 
1,50%    1,50% 

     2,62% 2,46%  51,14% 56,23% 
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HARMONY GOLD TARGET: LOCATION AND BACKGROUND 

Target locality  

Harmonyôs Free State operations comprise five underground mines, after the closure of Unisel and 

Bambanani, including the mechanised Target 1 mine. These mines are located on the southwestern 

corner of the Witwatersrand Basin, between the towns of Allanridge, Welkom, Theunissen and Virginia 

(Figure 1).  

Target 1 (including the former Loraine property), the most northerly operation in the Free State (Welkom) 

goldfield. The area extends from the southern boundary of the mine lease area northwards to the 

position of the Siberia fault. The resources quoted cover the area from the southern boundary of the 

mine lease area northwards to the Blast dyke.  

 

Figure 1: Locality map 

Nature of the Operation 

Target 1 is an advanced, single-shaft, deep-level mine in the Free State, some 270km south-west of 

Johannesburg. It has a planned life-of-mine of seven years. Mining operations use both mechanised and 

conventional stoping techniques. The gold mineralisation currently exploited is contained in a succession 

of Elsburg and Dreyerskuil quartz pebble conglomerate reefs. These reefs are mined to a depth of 
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around 2 300m below surface. Ore mined is milled and processed at the Target plant, with gold 

recovered by means of gold cyanide leaching. 

The Target ore body is located some 5km to the north of the original Lorraine No. 1 shaft and is 

accessed via a 6km long 12 degree decline developed from the 203 Level of the No. 1 shaft vertical 

shaft system. Initially the decline was developed to provide a drilling platform for the exploration and 

evaluation of the ore body, but was later used as the main access for all services, logistics, personnel 

and the extraction of ore. 

The ore body is composed of some 60 or more individual conglomerates located in the Uitkyk (Elsburg ï 

EAs) and van der Heeversrust (Dreyerskuil ï DKs), members of the upper Eldorado (Elsburgs) 

Formation. These reefs lend themselves to massive mining techniques where composited conglomerate 

units can be mined as one stope. These stopes are long-hole drilled and blasted and tonnages are 

cleaned and transported by trackless machinery, some of this being remotely operated. Massive mining 

is particularly relevant where the reefs become condensed and steeper in the western portion of the ore 

body. Massive mining contributes to 80% of total tonnes stoped. Massive stopes have to be mined in a 

sequence, broadly from down-dip to up-dip. Previously mined stopes are backfilled for support, 

environmental and safety concerns. 

Conventional narrow reef scattered mining makes up the remaining 16% of stope tonnes where 

individual reefs are extracted in places where massive mining is inappropriate or uneconomic. In addition 

to mining for gold, some stopes are planned to be mined on the stratigraphically highest gold-bearing 

units to provide over-stoping for the future massive stopes. Target 1 mine is the most northerly of 

Harmonyôs mines in the Free State and is situated some 30km north of the town of Welkom. 
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LIFE OF MINE BACKGROUND  

Both gold production and tonnages milled during the year decreased to 1 603kg (51 536oz) and 488 000 

tonnes respectively. This was mainly due to flexibility constraints associated with pillar failures and backfill 

dilution in two of the stopes which also affected the recovered grade adversely. The decline in production 

translated into a 7% decrease in revenue to R1 410 million despite the 28% increase in average gold price 

received to R870 640/kg. Cash operating costs rose 10% to R1 662 million mainly due to annual wage 

and electricity tariff increases. Capital expenditure rose 6% to R368 million (FY20: R347 million), a result 

of increased expenditure on the decline and ventilation projects along with ongoing development.  

 

The aim of the current exploration programme is to confirm the geological model, which was created on 

the completion of the Target North study work. The model defined a potential block of well-mineralised 

Ventersdorp Contact Reef where it overlies the alluvial fans of the upper Elsburg and Dreyerskuil reefs. 

Two fans have been interpreted in the Target North area of the Dreyerskuil and Mariasdal fans.  

 

Further resource definition drilling will be planned, pending the results of the current exploration 

programme. The exploration drilling programme from the surface advanced and a total of 3 744 metres 

was drilled. At MAL21A borehole, the first long directional deflection targeting the VCR to the west of the 

original intersection was completed including a set of short grade variability deflections. Deflection drilling 

continues. Drilling of the second borehole MAL22 commenced in January 2021 and the hole advanced to 

a depth of 1 547 metres. Drilling continues. Drilling of the remaining two long directional deflections for 

MAL21A borehole is planned to test the postulated Mariasdal Fan Head. Continue drilling of the second 

borehole MAL22 as planned. The sedimentological model will be updated once the deflection programme 

has been completed.  
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Breakdown of employee per labour sending area (as per March 2022) 

Table 1 and Table 2 provide the breakdown of employees from Targetôs labour sending areas as well as 

outside contractors respectively.  

 
Table 1: Labour sending areas 

LABOUR SENDING AREAS (EXCLUDING BOARD AND TOP MANAGEMENT) 

EMPLOYEES 

Country Employees % of Total 

South Africa 1319 82.1% 

Botswana 1 0.1% 

Lesotho 211 13.1% 

Mozambique 51 3.2% 

South Africa (Foreign National with permanent residency) 14 0.9% 

Swaziland 4 0.2% 

Zimbabwe 6 0.4% 

Total 1606   

Table 2: Outside contractors 

OUTSIDE CONTRACTORS 

COUNTRY EMPLOYEES % OF TOTAL 

South Africa 373 97.9% 

Mozambique 6 1.6% 

South Africa (Foreign National with permanent residency) 2 0.5% 

Total 381   
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SUBMISSION OF THE SOCIAL AND LABOUR PLAN 

This SLP has been prepared by Harmony Gold Mining Company Ltd (Harmony) Target Operation in 

accordance with the requirements of the MPRDA.  

 

This SLP is prepared in accordance with Section 2 of the Regulations of the MPRDA and is a prescribed 

plan for dealing with the social and labour issues for the remaining life of every mining right.  

 

This SLP is valid from January 2023 and will continue for five years until December 2027.  

 

The SLP requires applicants for mining and production rights to develop and implement comprehensive 

Human Resources Development (HRD) Programmes, Mine Community Development (MCD) Plans, 

Housing and Living conditions Plans, EE Plans and processes to save jobs and manage downscaling 

and / or closure. This is aimed at promoting employment and advancement of the social and economic 

welfare of all South Africans whilst ensuring economic growth and socio-economic development. 

 

The five-year period as stipulated in the current SLP for the operation has expired. For this reason it is 

important to revise the period in line with the strategic planning for the Operation. 

 

We draw your attention to Section 43 and 44 of the regulations to the MPRDA which reads as follows: 

¶ ñ43. A Social and Labour Plan lodged with the Regional Manager are valid until a closing 

certificate has been issued in terms of section 43 of the Act.ò 

¶ ñ44. A Social and Labour Plan may not be amended or varied without the consent of the 

Minister after the granting of the mining right to which such Social and Labour Plan pertains.ò 

 

The starting point for this SLP, which will serve as the first year of the next five year cycle from which the 

company intends to progress, is the calendar year beginning in January 2021. 

NOTE: Year 1 ï 2023 Year 2 ï 2024 Year 3 ï 2025 Year 4 ï 2026 Year 5 ï 2027 

 

The objectives of the SLP are to: 

¶ Promote economic growth 

¶ Promote employment and advance the social and economic welfare of all South Africans 

¶ Contribute towards the socio-economic development of the areas in which we operate 

¶ To utilise and expand the existing skills base for the empowerment of Historically 

Disadvantaged South Africans and to serve the community 

 

Harmonyôs SLPs are therefore aimed at extending the life of the mines, 

improving the skills of all its employees, the transforming of its mines, as 

well as the normalisation of the company and the socio-economic 

development of communities around its mines from which Harmony 

recruits its employees.

For further information 

in relation to this 

document please 

contact:  

(057) 452 4429 
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VISION AND OBJECTIVES FOR THE SLP 

Harmony is a responsible global gold producer, committed to sustainable development and creating 

shared value for all of its stakeholders. This social and labour plan has been developed to incorporate 

Harmonyôs vision (Figure 2) and objectives (Figure 3) for the communities with their zone of influence 

beyond the life of the operation. Through this SLP as well as continuous transparent interaction between 

Harmony and its stakeholders, the company strives to build lasting relationships and partnerships to 

ensure that the opportunities it creates are impactful, enhance community and economic development 

and leave a lasting positive legacy. 
 

 

 

 

 

 

 

 

 

Figure 2: Vision 

 

 

Figure 3: Objectives 
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To advance employee and community 

development 

To promote community-focused development to reduce 

poverty and to utilise and expand upon the existing 

skills base 

To provide another avenue for transparent interaction 

between the operation and the communities within the 

Operationôs zone of influence 

Develop and implement sustainable and scalable 

projects in line with stakeholder needs  

To fulfil the SLP guideline requirements of 

the Department of Mineral Resources and 

Energy  

Social impact and trust 

Leverage our land, water and energy 

resources in projects to assist in building 

community resilience to climate change 

 

V
IS

IO
N

 

Be impactful - make a positive 

difference  

Sustainable investment beyond life 

of mine 

Create a shared value 
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SECTION 2  OVERVIEW  

The objective of the HRD programmes is to develop the growth of necessary skills for a mining 

operation in respect of skills development. This section provides an overview of skills development 

programmes within the context of this SLP. 
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SECTION 2: SKILLS  DEVELOPMENT 

PROGRAMMES / PLAN  

 

SUMMARY OF WORKFORCE PLAN 
ALIGNMENT TO BUSINESS PLAN 

This section outlines Targetôs HRD Programmes as 

required by Section 46 of the Regulations to the MPRDA. 

Harmonyôs primary objective for HRD is to foster the 

development of essential skills. Programmes to support 

skills development are as follows: Adult Education and 

Training (AET); Learnership; Portable Skills training; 

Career Progression; Mentorship and Bursaries and 

Internship. Equally important is Harmonyôs focus on 

advancing employment equity. Harmonyôs HRD 

programmes have been set by considering the operationsô 

business needs, plans and strategies. To implement the 

HRD Programmes, Harmony will utilise accredited 

providers, where applicable, for their training needs. This 

will ensure the ongoing facilitation of transferable and 

accredited skills amongst employees. Moreover, Harmony 

will comply with the requirements of the Skills Development 

Act (No 97 of 1998) and will submit Workplace Skills Plans 

(WSP) and annual training reports to the Mining 

Qualifications Authority (MQA). Harmony is an accredited 

training provider registered with the MQA and Quality 

Council for Trades and Occupations and complies with all 

applicable regulations pertaining to such accreditation. 

Progress in the provision of skills development 

programmes will be reported annually in the Annual 

Training Report (ATR) which is submitted to the MQA. 
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HUMAN RESOURCE DEVELOPMENT PLAN: REGULATION 45 (B) (I), (II), (III), 
(IV) AND (V) 

Introduction and approach  

Harmony supports an inclusive talent and human development model where career opportunities are 

primarily created from within the organisation and external recruitment is only considered if a vacancy 

cannot be filled from our talent pipeline. The Harmony learning and development function is responsible 

for the Harmony People Development policy, systems and quality control, however the Operation is 

capacitated and empowered to implement the policies. 

 

This section of the SLP deals comprehensively with Operationôs five-year plan to achieve the optimal 

development of its human resources through education, training and development (ETD) interventions, 

as envisaged in the MPRDA, and the Mining Charter, which is monitored by means of the accompanying 

scorecard. 

 

It also deals with the Skills Development Act in order to ensure the development of skills of the South 

African workforce to improve the quality of life of workers and their prospects of work as well as to 

improve productivity in the workplace and the competitiveness of employers and to promote self-

employment. 

Applicable details of the Sectorial Education and Training Authority (SETA) registration are included in 

Table 3. 

Table 3: Details of the SETA registration 

NAME OF SETA  Mining Qualification Authority 

REGISTRATION NUMBER WITH THE 

RELEVANT SETA 
04-MQQA/SDP190122-4151 

CONFIRMATION OF HAVING APPOINTED A 

SKILLS DEVELOPMENT FACILITATOR 
Yes  

PROOF OF SUBMISSION OF WORKPLACE 

SKILLS PLAN 
Workplace Skills Plans are submitted annually 

LEVY NUMBER L650710538 

In line with Regulation 46(b): Human resources development programme 

Å Regulation 46(b)(i):  Skills development plan 

Å Regulation 46(b)(ii):  A career progression plan and its implementation in line with the skills 

development plan 

Å Regulation 46(b)(iii):  A mentorship plan and its implementation in line with the skills development 

plan 

Å Regulation 46(b)(iv):  An internship and bursary plan and its implementation in line with the skills 

development plan 

Å Regulation 46(b)(v):  The employment equity statistics 
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Skills development plan 

In compliance with the Skills Development Act, the Operation submits, on an annual basis, the WSP and 

the ATR to the MQA. The ATR outlines how employees are trained throughout the year in all identified 

areas of their training needs.  The Operation will align its plans with the skills development strategy of 

Harmony and will ensure a platform for skills development is created. 

 

These reports are developed annually by the designated skills development facilitators (SDFs), in 

consultation with the HRD committees and the Corporate HRD committees. The HRD committees 

contribute to ensuring that EE and Gender Equity targets are met through employee development.  

These employee development plans are aligned with the WSPs. 

 

Operations also pay the skills development levy and claims grants for training provided as per the 

relevant legislation and regulations. 

 

The objective of the skills development plans within Harmony consists of the following: 

¶ Train employees to achieve full potential within their current positions and promote 

productivity in the workplace; 

¶ Ensure a competent workforce; 

¶ Ensure employees are sufficiently trained and ready for the next level of their careers; 

¶ Talent identification and management of talented employees; 

¶ Retention of qualified employees; and 

¶ The Operation is fully committed to providing all its employees with the necessary 

opportunities to participate in training and development. 

Recruitment of employees from labour-sending communities outside South 
Africa 

The recruitment of employees from Lesotho, Mozambique, Swaziland and Botswana is per inter-

governmental agreements. 

 

The wages, working hours, leave entitlements (including sick and family responsibility leave), provident 

fund provisions, medical incapacity benefits and other terms and conditions of employment of South 

African Development Community (SADC) employees are the same as for South African employees. 

Furthermore, they are entitled to equal compensation for occupational injuries and diseases and are 

entitled to the same training and development opportunities as South African employees. They are also 

allowed to join and participate fully in trade union activities, have freedom of movement and enjoy the 

same labour rights and protections against unfair dismissal. 

 

Harmony, on behalf of this Operation, has further concluded an agreement with recognised trade unions, 

which provides that SADC employees will be entitled to the same accommodation opportunities as South 

African employees in respect of living quarters, living-out allowances and married quarters. However, 

legislative provisions preclude SADC employees from state housing subsidies in South Africa.  
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It should be noted that the Lesotho and Mozambican inter-governmental agreements provide for 

approximately 30% of these migrant employeesô earnings to be remitted back as compulsory deferred 

pay to their home countries. These remittances, however, provide a revenue stream for these labour-

sending communities, without which rural poverty would be exacerbated. 

 

An additional factor impacting migrant employees is the fact that they are recruited by the way of 

ócorporate permitsô granted in the Immigration Act (Act 13 of 2002). As such, these employees may not 

be accompanied by their families permanently, although family members who obtain visitor permits are 

permitted to visit such migrant employees for limited periods.  

 

Such employees are also required to return to their home countries periodically, but may acquire the 

right to permanent residence in South Africa on application. 

 

Consequently, subject to compliance with South African law and the inter-governmental agreements, the 

Operation does not, and further undertakes not to discriminate against migrant employees from SADC 

countries. 

Baseline situation (Form Q) (as per March 2022) (Target) 

The following tables, Table 4 (Form Q, direct) and Table 5, (Form Q, indirect) depict the education levels 

of the entire Harmony Target workforce. Table 6 depicts the combined workforce number. 
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Table 4: Form Q Direct Employees 

FORM Q FOR EMPLOYEES 
TOTAL 

BAND 
NQF 

LEVEL 

QUALIFICATION 

DESCRIPTION  

MALE FEMALE 

African Coloured Indian White African Coloured Indian White Male Female 

General 

Education 

and 

Training 

(GET) 

Below 

Level 1 

No Schooling / 

unspecified 
31 0 0 0 10 0 0 0 31 10 

Grade 0 / Pre 4 0 0 0 3 0 0 0 4 3 

Grade 1 / Sub A 4 0 0 0 0 0 0 0 4 0 

Grade 2 / Sub B 5 0 0 0 0 0 0 0 5 0 

Grade 3 / Std 1 / AET 

1 
32 0 0 0 2 0 0 0 32 2 

Grade 4 / Std 2 17 0 0 0 1 0 0 0 17 1 

Grade 5 / Std 3 / AET 

2 
24 0 0 0 10 0 0 0 24 10 

Grade 6 / Std 4 20 0 0 0 5 0 0 0 20 5 

Grade 7 / Std 5 / AET 

3 
51 0 0 0 14 0 0 0 51 14 

Grade 8 / Std 6 33 0 0 0 11 0 0 0 33 11 

1 
Grade 9 / Std 7 / AET 

4 
85 0 0 3 20 0 0 0 88 20 

Further 

Education 

and 

Training 

(FET) 

2 Grade 10 / Std 8 / N1 134 1 0 8 35 0 0 0 143 35 

3 Grade 11 / Std 9 / N2 134 2 0 5 52 0 0 1 141 53 

4 
Grade 12 / Std 10 / 

N3 
290 8 0 39 127 0 0 6 337 133 
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FORM Q FOR EMPLOYEES 
TOTAL 

BAND 
NQF 

LEVEL 

QUALIFICATION 

DESCRIPTION  

MALE FEMALE 

African Coloured Indian White African Coloured Indian White Male Female 

Higher 

Education 

and 

Training 

(HET) 

5 Higher Certificates 139 3 0 68 39 0 0 1 210 40 

6 

Diploma and 

Advanced 

Certificates 

60 0 0 9 28 0 0 1 69 29 

7 

Bachelorôs Degree 

and Advanced 

Diplomas 

14 0 0 3 5 0 0 1 17 6 

8 

Honours Degree, 

Postgraduate 

Diploma and 

Professional 

Qualifications 

1 0 0 0 1 0 0 0 1 1 

9 Masterôs Degree 2 0 0 0 2 0 0 1 2 3 

10 Doctoral Degree 0 0 0 1 0 0 0 0 1 0 

  Total 1080 14 0 136 365 0 0 11 1230 376 
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Table 5: Form Q indirect employees 

FORM Q FOR INDIRECT EMPLOYEES 
TOTAL 

BAND 
NQF 

LEVEL 

QUALIFICATION 

DESCRIPTION 

MALE FEMALE 

African Coloured Indian White African Coloured Indian White Male Female 

General 

Educatio

n and 

Training 

(GET) 

Below 

Level 1 

No Schooling / 

unspecified 

243 4 1 60 20 0 0 4 308 24 

Grade 0 / Pre 0 0 0 0 0 0 0 0 0 0 

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

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

Grade 3 / Std 1 / AET 

1 

0 0 0 0 0 0 0 0 0 0 

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

Grade 5 / Std 3 / AET 

2 

0 0 0 0 0 0 0 0 0 0 

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

Grade 7 / Std 5 / AET 

3 

0 0 0 0 0 0 0 0 0 0 

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

1 
Grade 9 / Std 7 / AET 

4 

1 0 0 0 0 0 0 0 1 0 

Further 

Educatio

n and 

Training 

(FET) 

2 Grade 10 / Std 8 / N1 9 1 0 3 1 0 0 0 13 1 

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

4 
Grade 12 / Std 10 / 

N3 

15 0 0 3 2 0 0 1 18 3 
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FORM Q FOR INDIRECT EMPLOYEES 
TOTAL 

BAND 
NQF 

LEVEL 

QUALIFICATION 

DESCRIPTION 

MALE FEMALE 

African Coloured Indian White African Coloured Indian White Male Female 

Higher 

Educatio

n and 

Training 

(HET) 

5 Higher Certificates 4 0 0 0 0 0 0 0 4 0 

6 
Diploma and 

Advanced Certificates 

0 0 0 0 2 0 0 0 0 2 

7 

Bachelorôs Degree 

and Advanced 

Diplomas 

0 0 0 0 0 0 0 0 0 0 

8 

Honours Degree, 

Postgraduate 

Diploma and 

Professional 

Qualifications 

0 0 0 0 0 0 0 0 0 0 

9 Masterôs Degree 0 0 0 0 0 0 0 0 0 0 

10 Doctoral Degree 0 0 0 0 0 0 0 0 0 0 

  Total 279 5 1 66 25 0 0 5 351 30 
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Table 6: Form Q total for employees and core contractors 

FORM Q FOR TOTAL WORKFORCE  
TOTAL 

BAND 
NQF 

LEVEL 

QUALIFICATION 

DESCRIPTION 

MALE FEMALE 

African Coloured Indian White African Coloured Indian White Male Female 

General 

Educatio

n and 

Training 

(GET) 

Below 

Level 1 

No Schooling / 

unspecified 

274 4 1 60 30 0 0 4 339 34 

Grade 0 / Pre 4 0 0 0 3 0 0 0 4 3 

Grade 1 / Sub A 4 0 0 0 0 0 0 0 4 0 

Grade 2 / Sub B 5 0 0 0 0 0 0 0 5 0 

Grade 3 / Std 1 / AET 

1 

32 0 0 0 2 0 0 0 32 2 

Grade 4 / Std 2 17 0 0 0 1 0 0 0 17 1 

Grade 5 / Std 3 / AET 

2 

24 0 0 0 10 0 0 0 24 10 

Grade 6 / Std 4 20 0 0 0 5 0 0 0 20 5 

Grade 7 / Std 5 / AET 

3 

51 0 0 0 14 0 0 0 51 14 

Grade 8 / Std 6 33 0 0 0 11 0 0 0 33 11 

1 
Grade 9 / Std 7 / AET 

4 

86 0 0 3 20 0 0 0 89 20 

Further 

Educatio

n and 

Training 

(FET) 

2 Grade 10 / Std 8 / N1 143 2 0 11 36 0 0 0 156 36 

3 Grade 11 / Std 9 / N2 141 2 0 5 52 0 0 1 148 53 

4 
Grade 12 / Std 10 / 

N3 

305 8 0 42 129 0 0 7 355 136 
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FORM Q FOR TOTAL WORKFORCE  
TOTAL 

BAND 
NQF 

LEVEL 

QUALIFICATION 

DESCRIPTION 

MALE FEMALE 

African Coloured Indian White African Coloured Indian White Male Female 

Higher 

Educatio

n and 

Training 

(HET) 

5 Higher Certificates 143 3 0 68 39 0 0 1 214 40 

6 
Diploma and 

Advanced Certificates 

60 0 0 9 30 0 0 1 69 31 

7 

Bachelorôs Degree 

and Advanced 

Diplomas 

14 0 0 3 5 0 0 1 17 6 

8 

Honours Degree, 

Postgraduate 

Diploma and 

Professional 

Qualifications 

1 0 0 0 1 0 0 0 1 1 

9 Masterôs Degree 2 0 0 0 2 0 0 1 2 3 

10 Doctoral Degree 0 0 0 1 0 0 0 0 1 0 

  Total 1359 19 1 202 390 0 0 16 1581 406 
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Adult education and training (AET) 

 

The progression through AET levels is aimed at providing an opportunity for all employees to be 

functionally literate and numerate. 

 

Figure 4 depicts the adult education and further education programme. 

 

Figure 4: Adult and further education programme 

Harmony offers AET classes from Pre-AET to AET level 4, where programmes are conducted on Own-

Time basis at the AET centre, facilitated by an accredited Service Provider. AET is flexible, 

developmental and targeted at the specific needs of particular individuals and, ideally, provides access 

to nationally recognised certificates. The Part-time and E-AET approach is designed to be flexible and 

dynamic, allowing continued education and training at own time that is capable of responding quickly to 

the needs for knowledge and skills. 

During the past years, participation in AET programmes decreased as a result of downscaling of our 

workforce profile and as well as improvements in literacy levels of our younger employees. AET targets 

for the next five (5) years have been determined by examining the companyôs literacy levels, considering 

the ages of individuals eligible for AET and following intensive initiatives including employee parades to 

determine the interest for AET enrolments. The AET targets for the next five years will not have any roll-

over targets from the previous SLP generation as the new targets are based on the recent needs 

analysis. The AET targets for the next five years will not have any roll-over targets from the previous SLP 

generation as the new targets are based on the recent needs analysis (Table 7). 

 

AET is the general conceptual foundation towards lifelong learning and development, 

comprising of knowledge, skills and attitudes. This programme was formally known as 

Adult Basic Education Training (ABET). The old ABET levels were previously equivalent to 

Grades R to 9 and consists of various learning areas.  
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Table 7: AET targets and financial provision 

AET PROGRAMME 2023 2024 2025 2026 2027 

AET 5 5 5 5 5 

Total  5 5 5 5 5 

Financial Provision R236 610 R248 440 R260 862 R273 905 R287 600 

Total Financial 

provision (2023 ï 2027) 
R1 307 417 

 

In order to achieve the targets of the next five years, the Operation will intensify marketing strategies for 

AET programmes. Posters will be placed at strategic points across the operation and the HRD 

Committee will collaborate with management to promote AET enrolments. AET is a voluntary 

programme and employees can decide to waive their opportunity to attend. 

 

To further increase the enrolments of AET programmes, awareness campaigns have been undertaken 

for promotion and awareness purposes over the past few years. Communication channels used included 

posters, HRD committee, flyers, and AET Days. An internal audit found that employees are fully aware of 

the AET facilities at the Operation. Table 8 provides the anticipated AET Training Implementation plan 

for this SLPôs validity period (2023-2027). 

 

Table 8: AET Training Implementation Plan for 2023 ï 2027  

ACCOUNTABLE 

DEPARTMENT / 

PERSON 

ACTIONS AND PLAN TIMEFRAME 

Human Resources 

(HR) Department 

Execute the updated AET plan as outlined   Within 12 months 

HR Department Annually advertise and communicate the AET 

Programme to the employees  

Annually in preparation for 

the programme 

HR Department Use channels that will create the most 

comprehensive level of awareness, e.g. posters 

on site, company newsletter and so forth  

Annually in preparation for 

the programme 

HR Department Arrange/confirm a suitable accredited service 

provider 

At the start of the new SLP, 

and then only when 

required 

HR Department Implement the training Annually 

HR Department Record and report the results Annually 

HR Department Review and revise the programme where 

required 

Annually 

In the Annual SLP report, report on progress of the applicable program 
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AET Facilities and Centers 

The Operationôs AET facilities are situated at the Operation with a network of transport and support 

services to deliver South African Qualification Authority (SAQA) aligned education to students. All 

Harmony AET centres write external examinations offered by Independent Examinations Board (IEB) 

and benchmark.  

Core Business Skills Training  

 

Table 9 includes the proposed Core Business Skills training targets and financial provision and Table 10 
provides the Core Business Skills Training Programme for 2023 to 2027. 

Table 9:  Core Business Skills training targets and financial provision 

CORE BUSINESS 
SKILLS  

2023 2024 2025 2026 2027 

Fall of Ground Comp A 10 10 10 10 10 

Fall of Ground Comp B 30 30 30 30 30 

FOG Comp C - Blasting 
Asst 

20 20 20 20 20 

Health and Safety 
Representative SP 

2 2 2 2 2 

Leadership Development 
(Includes: Team and 
Supervisory Leadership 
Development 
Programme (LDP), 
Emerging and Junior 
LDP, Middle and Senior 
LDP, Senior and 
Executive LDP) 

10 10 10 10 10 

Total 72 72 72 72 72 

Financial provision  R459 663 R482 646 R506 779 R532 118 R558 723 

Total financial provision 
(2023-2027) 

R2 539 929 

 

The Core Business Skills programmes will include compulsory and development training as 

identified on the workplace skills plan. This is to ensure that the training programmes are aligned 

with the business needs, MQA requirements, safety requirements and the MPRDA. The process of 

identifying core business skills was done in conjunction with the relevant Heads of Department to 

ensure alignment with the operational needs. 
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Table 10: Core Business Skills Training Implementation Plan for 2023 ï 2027  

ACCOUNTABLE 

DEPARTMENT / 

PERSON 

ACTIONS AND PLAN TIMEFRAME 

HR Department 

Conduct a skills gap analysis by determining the skills 

requirements of the different departments and 

determining the skills in the workforce. Align this with 

what training is required by the workforce. 

Annually. 

Annual plans are 

reviewed quarterly. 

HR Department Identify and source appropriate learning providers. As required. 

HR Department 
To track and monitor the progress of the 

implementation of internal training. 

Ongoing, with quarterly 

reporting to Executive 

Committee (EXCO) and 

the SLP Department. 

HR Department 

Core skills training will be put in place for all 

employees that have been earmarked. Training will be 

implemented throughout the year and reviewed 

annually as part of the performance review cycle. 

Annually. 

In the Annual SLP report, report on progress of the applicable programme 

 

Learnerships  

 

Learnership targets and financial provision estimates are provided in Table 11 and Table 12. 

Table 11: Learnership targets and financial provision (18.1) 

LEARNERSHIPS  2023 2024 2025 2026 2027 

Learnership Engineering  3 3 3 3 3 

Learnership Mining Blasting 
Ticket 

1 1 1 1 1 

Total 4 4 4 4 4 

Financial provision  R1 692 600 R1 866 091 R2 057 365 R2 268 245 R2 500 741 

Financial provision  
(2023-2027) 

R10 385 042 

NOTE: This is a planned intake per year and could be affected by operational requirements  

A learnership is a registered and accredited learning programme that includes practical work 

experience, as well as theoretical studies, thereby integrating both workplace and institutional 

learning. Through a learnership, people are able to work towards a qualification whilst employed. 

It provides both vertical and horizontal articulation within the qualifications framework and 

produces meaningful competencies for productive work. The structured learning part of the 

learnerships will include the unit-standard categories required to make up a qualification, i.e. 

fundamental learning, core learning and specialisation. Work experience must relate to structured 

learning and prepare learners for competence assessment. 



HARMONY GOLD 

 

39 | SOCIAL AND LABOUR PLAN 2023 ï 2027 |TARGET OPERATION  

Table 12: Learnership targets and financial provision (18.2) 

LEARNERSHIPS  2023 2024 2025 2026 2027 

Learnership Engineering 

18.2 

2 2 2 2 2 

Total  2 2 2 2 2 

Financial provision  R436 800 R481 572 R530 933 R585 353 R645 352 

Financial provision  

(2023-2027) 
R2 680 010 

NOTE: This is a planned intake per year and could be affected by operational requirements  

 

Harmony is committed to closing out all existing MQA Learnerships from the previous SLP. If any 

leadership numbers, from the previous SLP, are rolling over, the roll-over number will be absorbed over 

the new SLP 5 ï year period (2023-2027). Table 13 outlines the implementation plan to meet the 

leadership targets for the next five years.  

 

Table 13: Learnership Training Implementation Plan for 2023 ï 2027  

ACCOUNTABLE 

PERSON 
ACTIONS AND PLAN TIMEFRAME 

HR Department 

Identification of skills and learnership programmes 

needed: 

Finalise the learnership programme by identifying the skills 

requirements for each Harmony operation 

Annually 

HR Department 

For the implementation of the learnership, the following 

steps will be followed: 

1. Appointment of a suitable Learnership Service 

Provider(s)  

2. Develop an advertising plan to attract the best 

candidates for the learnership programme and advertise 

and campaign accordingly 

3. Link the Learnership programme to the Talent Pool 

Development programme. This will include a focus on 

HDPs, women and youth employees  

4. Register and train new mining learners on learnerships 

as indicated per discipline. 

5. Provide on-the-job training once theoretical training is 

completed 

As required. 

HR Department 

Evaluate, monitor and report   

1. Evaluate implementation against targets for the current 

year. 

2. Identify success and failure factors and lessons learnt 

from the current year. 

Ongoing,  
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ACCOUNTABLE 

PERSON 
ACTIONS AND PLAN TIMEFRAME 

3. Where needed, the implementation plan will be revised 

for the following year 

In the Annual SLP report, report on progress of the applicable programme 
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Leadership development 

The Operationsô People Development strategy will ensure that their employees develop to their 

maximum potential. There is a focus on leadership development in combination with other development 

initiatives such as executive, management and supervisory development.  Employees will be developed 

in all core and critical, as well as leadership skill in order to equip them to perform their duties safely and 

productively. 

Management and supervisory development 

Managerial and supervisory training and development is generally based on the career development 

plans of the employees as identified through the talent pool and succession planning processes which 

also links into the EE imperatives and drivers of the Operation.  This type of training is an essential part 

of ensuring that the company will run as productively and efficiently as possible now, and into the future 

with further emphasis on creating a skilled leadership base to sustain the organisation. There are several 

aspects of management that need to be addressed in order to ensure that managers will be able to do 

the best they can in their roles.  

 

One of the most important aspects of effective management is how to engage employees to get the best 

outcomes from the team. Managers and supervisors need to know the best way to communicate with 

their subordinates, to involve them in work planning and execution, and to give appropriate feedback on 

performance. They must know how to properly assign tasks to employees so that team productivity can 

be maximised. Importantly, effective leaders need to understand how to lead change, optimising 

processes, creating systems, and generating enthusiastic commitment among subordinates for new 

ways of working. 

 

All management and supervisory employees in Harmony are within the scope for the development 

programmes. It includes all the individuals in both operations and services.  

 

Development programmes have been established to ensure that supervisors, middle and senior 

management have the required skilled knowledge to secure maximum efficiency and performance in 

their roles, as well as to ensure they are provided with opportunities for development to their optimum 

potential. 

 

The Harmony Leadership Competency Model was revised.  Subsequent to the revision, the new LDP 

was designed to ensure alignment across all levels of leadership.     
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Portable skills training 

 

A financial commitment of R4000 per person has been made for portable skills training. A list of possible 

portable skills programmes that Harmony will make available is as follows:  

¶ Bricklayer Course 

¶ Plumbing 

¶ Pipe Fitting Training 

¶ Electrical installation  

¶ Panel Beating Training 

¶ Carpentry 

¶ Events Management short course 

¶ Photography 

¶ Beautician (Comprehensive Expert Certificate) 

¶ Financial Accounting (National Certificate: Bookkeeping) 

¶ Entrepreneurship Programme (National Certificate: Small Business Financial Management) 

 

Harmony will undertake the following portable skills implementation plan (Table 14), containing key 

actions to achieve the targets. This implementation plan may be reviewed annually and updated with 

new implementation plans. It must be noted that the portable skills training programmes are made 

available to employees or their proxies. This is a voluntary programme and employees can decide to 

waive their opportunity to attend. 

Table 14: Portable Skills Training Implementation Plan for 2023 ï 2027  

ACCOUNTABLE 

PERSON 
ACTIONS AND PLAN TIMEFRAME 

HR Department 

Plan: 

1. Identify appropriate economic sectors other than mining 

within the region 

2. Identify portable skills training courses in line with the 

external economic context within the region 

3. Develop a portable skills training plan that outlines suitable 

candidates, the course, service providers, and so for the 

facilitators, facilities, resources, timeframes and budget 

4. Develop the training schedules 

5. Compile an SLP compliance report of progress and 

achievements, and submit it to the Department of Mineral 

Resources and Energy (DMRE) 

6. Evaluate implementation against targets for the current year 

Annually 

The Portable Skills programme aims to equip employees with non-mining-related portable skills; to 

enable them to find other forms of livelihood in different sectors of the economy. Employees 

working at Harmony can mostly be considered to have mining-specific skills; therefore, portable skill 

training is aimed at allowing the workforce to find alternative employment or start businesses. 
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ACCOUNTABLE 

PERSON 
ACTIONS AND PLAN TIMEFRAME 

7. Identify critical success factors and lessons learnt from the 

current year 

In the Annual SLP report, report on progress of the applicable programme 

Career progression  

 

This section covers the career progression plan of Operation that is in line with the skills development 

plan and will show how opportunities are given to employees to progress through the employment levels. 

The career progression plan at an individual level, maps out career growth opportunities within specific 

career paths in both technical (specialist) and management roles in the mine. The process identifies 

career options for employees who are assisted to develop skills so that they are better prepared and 

suitably qualified to assume positions that match their individual career goals with the needs of the mine 

(organisational needs).  Employees can navigate various career progression scenarios (or be assisted to 

do so) and quickly identify requirements of various positions.   

 

Career management at the Operation links with other HRD activities such as mentorship and coaching, 

managing the talent pool, and EE. Training programmes and career progression paths is shown in Table 

15 and the career progression implementation plan for 2023 ï 2027 in Table 16.

Harmony should commit to providing its workforce with the opportunity to grow in knowledge and 

skills.  Inherent in this is the opportunity to progress in a career path that is aligned to the Harmony 

business needs and suits each employeeôs skill sets and personal goals.  In addition, career 

progression and mentorship will be done to address positions of high turnover as well as hard to fill 

vacancies. 
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Table 15: Training Programmes within Career Progression Paths 

TRAINING PROGRAMMES WITHIN 
CAREER PROGRESSION PATHS 

CORE MINING 
OCCUPATIONS  

2023 2024 2025 2026 2027 

Stoping Team Initial Training Mining 15 15 15 15 15 

Development Team Initial Training Mining 20 20 20 20 20 

Rock Drill Operator Initial Training Mining 10 10 10 10 10 

Scraper W/Driver Initial Training Mining 8 8 8 8 8 

Miners Assistant Initial Training Mining 25 25 25 25 25 

Loader Driver Initial Training Mining 2 2 2 2 2 

Loco Driver - Battery Initial Training Mining 1 1 1 1 1 

Stoping Team Leader Initial Training Mining 2 2 2 2 2 

Tramming Team Leader Initial Training Mining 1 1 1 1 1 

Development Team Leader Initial Training Mining 5 5 5 5 5 

Total   89 89 89 89 89 

Financial provision  R286 836 R301 177 R316 236 R332 048 R348 650 

Total financial provision (2023-2027)  R1 584 947 
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Table 16: Career Progression Implementation Plan for 2023 ï 2027 

ACCOUNTABLE 

PERSON 
ACTIONS AND PLAN TIMEFRAME 

HR Department 

Plan  

1. Identify opportunities for all employees. Career 

progression is available to all employees based on 

their career interests, availability of positions, 

employment equity, potential assessments, and 

excellent performance 

2. An employee may move from one discipline to another 

depending on personal career interests aligned to 

identified organisational needs 

3. Career progression plans are managed and monitored 

during performance management discussions 

between an employee and their supervisor at 

management levels, with top performers usually 

considered for opportunities to advance to higher 

levels within the organisation 

4. Each employeeôs career interests are considered, 

within reason, when career progression plans are 

discussed and agreed upon through IDPs 

5. Career progression takes place based on positions 

that become vacant or available in the mine or at other 

Harmony operations, and employees are promoted 

and/or transferred to the positions for additional career 

exposure 

6. Career progression plans take cognisance of each 

operationôs requirements to meet the employment 

equity targets 

7. To monitor career progression, the development 

panels will be used. These are multi-disciplinary 

panels that monitor the careers of employees to 

ensure that development opportunities are made 

available to suitably qualified, high potential and 

excellent performing employees 

Annually 

In the Annual SLP report, report on progress of the applicable program 

 

 



HARMONY GOLD 

 

46 | SOCIAL AND LABOUR PLAN 2023 ï 2027 |TARGET OPERATION  

Pipeline for career progression for each of the core career disciplines 

The diagrams below show examples of career paths for each of the main career disciplines within 

Operation. 

Career path ï Mining 
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Career path ï Engineering 
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Career path ï Ore Reserves (Survey) 
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Career path ï Ore Reserves (Geology) 
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Career path ï Metallurgy 
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Talent pool 

Objective of the talent pool 

The objective of the Operationôs talent pool, as defined for all Harmony mines, includes the following: 

¶ People development 

¶ Succession management 

¶ Performance management 

¶ Career management 

¶ EE ï meeting EE targets 

 

Measures to develop the talent pool 

The following measures are employed to develop the talent pool: 

¶ Mentorship / Coaching 

¶ EE targets (as per the EE Act) 

¶ Group/mine career opportunities (promotions, transfers and acting opportunities) 

¶ Opportunities in Harmonyôs growth projects 

¶ Expatriate opportunities in Harmonyôs international operations ï Papua New Guinea (PNG). 

 

Targeted employees in the talent pool 

All high potential and high performing employees within Operation are eligible to be part of the talent 

pool. However, the number of people in the talent only includes the top talent in the mine.  

 

The following occupational levels are represented in the talent pool: 

¶ Technically skilled/operators: skilled technical and academically qualified workers, junior 

management, supervisors, foremen ï Patterson bands C1 to C5 

¶ Professionals: professionally qualified, experienced specialists and mid management ï 

Patterson bands D1 to D5 

¶ Senior management ï Patterson bands E1 to E5 

 

The talent pool is identified based on the top-performing employees with the highest potential, especially 

in core disciplines. 
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Mentorship 

 

In order for Harmony to develop highly competent leaders and a healthy pipeline of HDP leaders and 

professionals, an internal mentorship and coaching programme was developed to encourage and 

support the developmental areas as identified previously in this SLP, i.e. Learnerships and Leadership 

development skills (Table 17). 

Table 17: Mentorship Implementation Plan for 2023 ï 2027 

ACCOUNTABLE 

PERSON 
ACTIONS AND PLAN TIMEFRAME 

HR Department 
Identify mentors for mentees (employees in training/ Supervisors 

and Middle Managers with potential). 
Annually 

HR Department 
Deliver mentor and mentee training when and where it is required 

to build capacity.  
As required 

In the Annual SLP report, report on progress of the applicable programme 

 

Bursaries 

 

Table 18 provides the proposed bursary targets and financial provision for communities.  

Table 18: Bursaries (external ï community) 

BURSARIES TARGETS   2023 2024 2025 2026 2027 

Targets 2 2 2 2 2 

Financial provision  R200 000 R200 000 R200 000 R200 000 R200 000 

Total financial provision (2023-2027) R1 000 000 

NOTE: This is a planned intake per year and could be affected by operational requirements  

Mentorship is a key process and tool in the support of people development, EE, HRD planning, and 

performance management. It is a formal relationship between a mentor and a mentee and is 

established to enhance the mentee's career by building skills and knowledge. This is a continuous 

process and ensures that the menteeôs potential is unlocked, which benefits everyone, including the 

mine. 

Harmony is committed to implementing a bursary programme for students at tertiary education institutions 

inclusive of the costs of enrolment, tuition, and accommodation. Recruitment of new bursars is done annually 

by advertising and communication primarily in local newspapers surrounding the relevant Harmony 

operation, as well as at local high schools. In the allocation of bursaries, preference is given to HDP's from 

the local communities. 
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Internships  

 

Internship targets for 2023 to 2027 are captured in Table 19. 

Table 19: Internship training targets and financial provision 

INTERNSHIP TARGETS   2023 2024 2025 2026 2027 

Internship programme 

(Includes work experience 

and Internships) 

1 1 1 1 1 

Financial provision R98 858 R103 800 R108 990 R114 440 R120 162 

Total financial provision 

(2023-2027) 
R546 250 

NOTE: This is a planned intake per year and could be affected by operational requirements  

Harmony is committed to closing out all existing internships from the previous SLP. If any internship 

numbers are rolling over, the roll-over number will be absorbed over the SLP 5 ï year period (2023-

2027). Table 20 outlines the implementation plan to meet the bursary and internship targets for the next 

five years.  

Table 20: Bursaries and Internships Implementation Plan for 2023 ï 2027 

ACCOUNTABLE 

PERSON 
ACTIONS AND PLAN TIMEFRAME 

HR Department 

Advertise bursary and internship opportunities to the 

communities. Advertisements can be placed in local newspapers 

and on the local radio stations 

Annually 

HR Department 

Determine the targets for internships and bursaries. The 

internship target will be informed based on the operationôs 

business needed as well as the needs within the host 

communities 

When required  

Our MQA, internship and experiential training programme is part of Harmonyôs talent development 

programme. Graduates from different South African universities are recruited either directly or indirectly 

through the MQA grant system and placed on the internship programme over a period of time not longer 

than two years, to gain necessary practical work experience in various core mining related disciplines 

such as mining, engineering, geology, metallurgy and survey. Most of the graduates are HDPs and are 

drawn from the immediate local communities where Harmony operates. Once these learners have 

completed the internship programme, Harmony exercises the first option whether or not to offer the 

candidates permanent employment. 

 

This programme does not only help to provide the individuals with practical work experience, but also to 

equip the candidates with business management and leadership skills to prepare them for future 

managerial related work. 
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HR Department 
Provide ongoing support, mentorship and coaching to the 

bursars and interns  
When required 

In the Annual SLP report, report on progress of the applicable programme 

Employment equity baseline (as per March 2022) 

The Operation is committed to organisational transformation, along with the transformation of South 

African society. The mine strategically views transformation as a long-term opportunity for the 

sustainable growth of the companyôs business.  
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Table 21 shows the employment number for Board and Top Management, which is consistent for all of 

Harmonyôs operations. Table 22 is the permanent workforce number per operation, and Table 23 

indicates the workers who consist of core and critical skills as well as those who have disabilities. It 

should be noted that the total figure in Table 23 is absorbed within the total workforce number, as 

indicated in Table 22. Table 24 indicates the workforce number for the core contractors.   
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Table 21: Employment Equity Baseline for Board and Top management (Form S) 

OCCUPATIONAL 

LEVELS 

EMPLOYMENT EQUITY BASELINE - TARGET 

TOTAL MALE FEMALE 
FOREIGN 

NATIONAL 

African Coloured Indian White African Coloured Indian White M F 

Board 4 0 1 4 2 1 0 0 1 0 13 

Top Management 5 0 0 6 3 0 1 1 1 0 17 

Total  9 0 1 10 5 1 1 1 2 0 30 

Table 22:  Employment Equity Baseline for Senior, Middle, Junior, Semi-skilled and Unskilled (Form S) 

OCCUPATIONAL 

LEVELS 

EMPLOYMENT EQUITY BASELINE - TARGET 

TOTAL MALE FEMALE 
FOREIGN 

NATIONAL 

African Coloured Indian White African Coloured Indian White M F 

Senior Management 2 0 0 3 1 0 0 0 0 0 6 

Middle Management 14 1 0 8 3 0 0 1 1 1 29 

Junior Management 328 9 0 114 87 0 0 7 38 0 583 

Semi-skilled and 

discretionary 

decision making  

216 3 0 3 46 0 0 3 81 6 358 

Unskilled and 

defined decision 

making  

297 0 0 7 166 0 0 0 105 55 630 

Total  857 13 0 135 303 0 0 11 225 62 1606 
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Table 23:  Employment Equity Baseline for Core Skills and People with Disabilities (Form S) 

OCCUPATIONAL 

LEVELS 

EMPLOYMENT EQUITY BASELINE - TARGET 

TOTAL MALE FEMALE 
FOREIGN 

NATIONAL 

African Coloured Indian White African Coloured Indian White M F 

Core Skills 801 12 0 129 245 0 0 3 219 60 1469 

People with 

Disabilities 
0 0 0 0 0 0 0 0 0 0 0 

Total  801 12 0 129 245 0 0 3 219 60 1469 

Table 24:  Employment Equity Baseline for Non-permanent Employees (Outside Contractors) (Form S) 

OCCUPATIONAL 

LEVELS 

EMPLOYMENT EQUITY BASELINE - TARGET 

TOTAL MALE FEMALE 
FOREIGN 

NATIONAL 

African Coloured Indian White African Coloured Indian White M F 

Non-permanent 

Employees  

(Outside Contractors) 

271 5 1 66 25 0 0 5 8 0 381 
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Employment equity plans and targets (2023 ï 2027)  

In line with Harmonyôs transformation strategy, workforce diversification remains paramount to the 

company. Whilst the aim is to comply with applicable regulatory requirements, the long-term goal is to 

create a workforce that equitably represents the South African population. The operation is committed to 

organisational transformation, along with the transformation of South African society. Moreover, the 

operation strategically views transformation as a long-term opportunity for the sustainable growth of the 

companyôs business. Harmony believes that achieving EE is an integral part of building an effective and 

representative workforce to ensure equality among its employees. To this end, the EE Plans in this SLP 

have been prepared as per Section 20 (2) (a-h) of the Employment Equity Act 55 of 1998, the MPRDA 

and per the Harmony Gold Mining Limited business principles and strategy on transformation. 

 

The EE plans were prepared in consultation with all relevant stakeholders, including recognised Trade 

Unions operating within Harmonyôs operations. The purpose of the EE plans at Harmony is to advance 

transformation and broaden the diversity of the workforce whilst maintaining and improving our 

efficiencies and competitiveness in the gold mining industry. In advancing EE, the company promotes 

equal opportunity and fair treatment in employment through eliminating unfair discrimination and 

implementing affirmative action measures to redress the historic disadvantages in employment 

experienced by designated groups to ensure equitable representation in all occupational categories and 

levels in the workforce. The following Mining Charter 2018 definitions have been customised in line with 

the companyôs reporting in terms of the Employment Equity Act (Act 55 of 1998) and the Operation`s 

Management structure:  

¶ Board shall mean the companyôs Board of Directors in terms of its Articles of Association 

¶ Executive Management shall mean Top Management who are the Company` s Executive 

Management Team within the South African Operations, which includes Discipline 

Executives, Regional General Managers, Chief Operating Officer/s, Senior Executives, and 

Financial Director/s 

¶ Senior Management shall mean managers at the operation who are employed at Paterson 

Grade E- Band 

¶ Middle Management shall mean employees who are categorised as ñProfessionally 

Qualifiedò and are employed at Paterson Grade D-Band 

¶ Junior Management shall mean employees who are categorised as ñSkilled technical and 

academically qualified workers, junior management, supervisors, foremen, and 

superintendentsò 

¶ Core and Critical Skills are defined as all occupations stipulated in Form S, in particular the 

Mining, Engineering, Ore Reserve Management and Metallurgy disciplines. 
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The Board and Top Management structure operates across all areas of Harmony and that the highest 

management structure at the Operation is MANCOM (Management Committee) which comprises 

employees at Senior Management and Middle Management levels only. The 2018 BBSEE Charter of the 

South African Mining and Minerals Industry requirements with regards to EE is as stated below: 

 

Workplace diversity and equitable representation at all levels are catalysts for social cohesion, 

transformation and competitiveness. To create a diverse workplace, as well as ensure participation of 

Historically Disadvantaged Persons in all decision-making positions, and core occupational categories in 

the mining industry, a mining right holder must achieve a minimum threshold of Historically 

Disadvantaged Persons that reflects the provincial or national demographics in the following manner: 

¶ Board: At least 50% HDP, of which 20% must be women; 

¶ Executive Management: At least 50% HDP, of which 20% must be women;  

¶ Senior Management: At least 60% HDP, of which 25% must be women; 

¶ Middle Management: At least 60% HDP, of which 25% must be women  

¶ Junior Management: At least 70% HDP, of which 30% must be women  

¶ Employees with Disability: At least 1.5% of employees with disabilities; and   

¶ Core and Critical skills: At least 60% of HDP must be represented in the mining rights 

holderôs core and critical skills. Core and critical skills must include science, technology, 

engineering, and mathematical skills represented across all organisational levels. To achieve 

this, the mining right holder must Identify and implement its existing skills pool in line with the 

approved Social and Labour Plan. 

 

Harmony is committed to the strategic objectives of the Employment Equity Act, which include having 

individuals from previously disadvantaged groups represented at all levels within the next five (5) years. 

Accordingly, Harmonyôs targets across all levels have been set per Mining Charter 2018 targets and are 

depicted in Table 25. 
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Table 25: Employment Equity targets as per Mining Charter 2018 

 
MC 2018 TARGET BASELINE 2023 2024 2025 2026 2027 

Board 
       

HDPs 50% 50% 50% 55% 60% 60% 60% 

HDP (F) 20% 20% 20% 20% 22% 24% 25% 

Top Management (EXCO) 
 

      

HDPs 50% 55% 55% 55% 56% 56% 58% 

HDP (F) 20% 25% 25% 25% 26% 26% 26% 

Senior Management 
 

      

HDPs 50% 59% 59% 60% 60% 62% 63% 

HDP (F) 25% 28% 28% 29% 29% 30% 30% 

Middle Management 
       

HDPs 60% 57% 57% 58% 59% 60% 62% 

HDP (F) 25% 27% 27% 28% 28% 29% 30% 

Junior Management 
 

      

HDPs 70% 68% 68% 68% 70% 70% 72% 

HDP (F) 30% 22% 22% 24% 26% 28% 30% 

Employees With Disabilities 
 

      

HDPs 1.50% 0.8% 0.8% 1% 1.2% 1.3% 1.5% 

Core And Critical Skills 
 

      

HDPs 60% 65% 65% 68% 70% 72% 75% 
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The Operation`s response to the above targets for 2023-2027 are as set out hereunder:  

¶ In developing the Operation`s EE Plan for the Period of five (5) years, considerations were 

made to the operation`s workforce analysis, workforce projections, Life of Mine Plans, 

Business Planning and Objectives as well as the Operationôs HRD plans.  The operation also 

took into consideration its obligations under the EE Act No 55 of 1998 and the Broad-based 

Black Economic Empowerment Act and Codes of Good Practice in developing the EE targets 

¶ Each operation will continue to strive towards ensuring that targets as prescribed in Mining 

Charter 2018 

¶ Each level of management has a stipulated HDPs percentage requirement. Therefore, 

Harmony will empower their employees to fill these quotas where possible. The following 

actions will underline this approach:  

o A priority is the selection, training and empowering of HDPs applicants at lower 

management levels from within the operation to progress, where possible, into the 

position that may arise. Career progression plans will inform this approach;  

o The recruitment of HDPs candidates from outside the operation will take place as a 

second option. This will come into effect after Harmony has attempted to implement the 

above step, upskilling and recruiting inïhouse, without success. 

 

Harmony will align its EE Plan to local recruitment and human resources development strategies for the 

current operations. The company will prioritise promoting and recruiting HDPs, females and people with 

disabilities. It is to be noted, however, that the operation still has challenges in achieving 1.5% of 

employees with disabilities as a percentage of its workforce due to the nature of the risks associated with 

the underground environment where most of the mining operations happen. The underground 

environment is highly regulated by Mine Health and Safety Act (Act 29 of 1996) (MHSA), which requires 

a fitness certificate to work underground. However, more effort is taken to identify positions which can be 

filled by people with disabilities. Harmony will contract a suitable recruitment agency to support the 

attraction, onboarding and ongoing support of disabled employees. 

 

Further to the above strategies, Harmony will focus particularly on achieving the EE targets for the 

relevant groups, as further displayed in the implementation plan included in  

Table 26 .  
 

Table 26: Employment Equity Implementation Plan for 2023 - 2027 

ACCOUNTABLE 

PERSON 
ACTIONS, PRINCIPLES AND PLANS TIMEFRAME 

HR Department 

Use the EE report to accurately regulate the existing racial 

and gender combination at each operation and the use the 

findings of this report to inform any changes that may be 

needed in terms of employment around HDPs  

 

Harmony will provide a preference to HDPs for skilled and 

management positions in line with job requirements  

 

Annually 
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ACCOUNTABLE 

PERSON 
ACTIONS, PRINCIPLES AND PLANS TIMEFRAME 

Harmony will draw on individual career development and to 

facilitate the development of HDPs into management positions 

 

Harmony will prioritise the communication of job opportunities 

within the operation 

 

Through the mentorship programmes, Harmony will link 

mentors and coaches to HDPs individuals in the talent pool 

who exhibit potential and are high flyers. These employees 

can be drawn up into management positions. Also, Harmony 

will prioritise selecting, training and empowering candidates at 

lower levels from within the organisation to progress within the 

organisation  

 

Harmony will ensure that women are targeted for 

learnerships, bursaries, internships, career progression and 

during the recruitment process  

 

The abovementioned implementation must be reflective of the 

demographics 

In the Annual SLP report, report on the EE status and progress 
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SECTION 3 OVERVIEW  

According to the DMRE SLP Guidelines, the primary objective of MCD is to meaningfully contribute 

towards community development, both in terms of size and impact, in keeping with the principles of 

the social license to operate. This section includes relevant inputs pertaining to MCD in line with the 

DMRE SLP Guidelines. 
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SECTION  3:  MINE  COMMUNITY  

DEVELOPMENT  

 

OVERVIEW 

Section 3 of this SLP binds Harmony to the LED projects 

that will be implemented in the relevant communities for 

the period 2023 ï 2027. Harmony is committed to 

delivering LED projects that are contextually relevant to 

the Companyôs Objectives and Vision (as presented in 

Section 1: Vision and Objective for the SLP). Furthermore, 

Harmony acknowledges its operations' external context, 

including each operation's regional and local socio-

economic condition. For Harmony, a key priority is the 

upliftment of the communities from which the operation 

draws a significant percentage of its employees.  

 

Moreover, a critical focus of the operationôs LED aim is to 

address the socio-economic needs of its local and regional 

communities. Harmony acknowledges the importance of 

encouraging local and rural development and the social 

upliftment of mining-affected communities. Similarly, the 

company recognises that the business of gold mining has 

considerable economic, social and environmental impacts, 

which must be considered during the life of the operation. 

 

Of equal importance is the focus on empowering 

communities beyond the life of mine. Such a vision will 

ensure that communities are socio-economically 

independent of the mine. Focusing on mine closure has 

the potential to create livelihoods for communities that are 

people-centred, impactful and sustainable. Therefore, 

through the SLP, Harmony commits to projects that will 

assist in building community empowerment by focusing on 

poverty reduction and climate change resilience. 
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SOCIAL AND ECONOMIC BACKGROUND INFORMATION (REGULATION 46 
(C) (I)) 

The following tables present the population (Table 27), gender (Table 28) and language groups (Table 

29) of the people living in the LDM and MLM.  

 

The social baseline discussed below has been developed from secondary information at a provincial, 

district and municipal level. The baseline information provides an overview of the relevant socio-

economic indicators of the area of influence. Masimong Operations fall under the jurisdiction Matjhabeng 

Local Municipality (MLM) in Lejweleputswa District Municipality (LDM), Free State Province. 

Population, gender and language groups 

The following tables present the population, gender and language groups of the people living in MLM in 

LDM. 

Table 27 represents the population size of the LDM and MLM in terms of race. Both the LDM and MLM 

consist of a predominantly African population (89.4% for LDM and 88.9% for MLM).  The remainder of 

the 10.6% in the LDM and 11.1% in the MLM are made up of Coloured, Indian, and White groups. The 

MLM has a total population of 429 113 people. The LDM has a total population of 646 920. 

Table 27: Population  

POPULATION GROUP POPULATION SIZE PERCENTAGE 

LEJWELEPUTSWA DISTRICT MUNICIPALITY 

Black  578 586 89.4% 

Coloured  12 291 1.9% 

White  54 266 8.4% 

Indian/Asian 1 777 0.3% 

Total population  646 920 100% 

MATJHABENG LOCAL MUNICIPALITY 

Black African 381 335 88.9% 

As per Regulation 46(c): Local economic development programme, the following is covered in this section: 

¶ Regulation 46(c)(i): The social and economic background of the area in which the mine operates 

¶ Regulation 46(c)(ii): Key economic activities of the area in which the mine operates 

¶ Regulation 46(c)(ii): Impact of the mine in local and labour-sending communities 

¶ Regulation 46(c)(iii): Infrastructure and poverty eradication projects in the local and labour-sending 

areas 

¶ Regulation 46(c)(iv): Housing and living conditions 

¶ Regulation 46(c)(v):  Measures to address nutrition 

¶ Regulation 46(c)(vi): Procurement progression plan and its implementation for HDP companies in 

terms of capital goods, services and consumables 
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POPULATION GROUP POPULATION SIZE PERCENTAGE 

Coloured 10 112 2.4% 

Indian or Asian 1 204 0.3% 

White 36 462 8.5% 

Total population  429 113 100% 

(Source: CS, 2016) 

Table 28 presents the gender size of the LDM and the MLM. The LDM has an equal number of males to 

females (50% males and 50% females). The MLM consists of more males, (50.3%) as compared to the 

number of females (49.7%). The gender make-up of the LDM is not consistent with that in the country, 

where the gender profiles are similarly skewed towards females. The Human Resources Development 

and LED strategies could contribute to gender equity by implementing higher female employment and 

skills development targets. 

Table 28: Gender  

GENDER POPULATION SIZE PERCENTAGE 

LEJWELEPUTSWA DISTRICT MUNICIPALITY 

Male  323 410 50% 

Female  323 509 50% 

MATJHABENG LOCAL MUNICIPALITY 

Male  215 820 50.3% 

Female 213 293 49.7% 

(Source: CS, 2016) 

Table 29 indicates that the principal spoken languages in both LDM and MLM are Sesotho (71.7% and 

73.8%) and Afrikaans (9.5% and 9.9%) respectively. Harmony needs to ensure that communication and 

engagement with stakeholders take into consideration the cultural systems related to Sesotho and 

Afrikaans. In accordance with the relevant legislation, the SLP will need to be translated into a local 

dominant language. In the case of Masimong mine, the SLP will be translated into Sesotho. 

Table 29: Language groups  

FIRST LANGUAGE  POPULATION SIZE PERCENTAGE  

LEJWELEPUTSWA DISTRICT MUNICIPALITY 

Sesotho 464 023 71.7% 

Afrikaans 61 506 9.5% 

IsiXhosa 54 640 8.5% 

Setswana 33 161 5.1% 

English 7 088 1.1% 

Not applicable  11 884 1.8% 

Other  14 618 2.3% 
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FIRST LANGUAGE  POPULATION SIZE PERCENTAGE  

LEJWELEPUTSWA DISTRICT MUNICIPALITY 

MATJHABENG LOCAL MUNICIPALITY 

Sesotho 316 543 73.8% 

Afrikaans 42 415 9.9% 

IsiXhosa 40 546 9.5% 

English 5 831 1.4% 

Not applicable 7 314 1.7% 

Isizulu 5 696 1.3% 

Other  10 767 2.5% 

(Source: CS, 2016) 

Main economic activities 

The following section presents the employment sector (Table 30), economic activities (Table 31), 

economic status (Table 32) income levels (Table 33) and of the people living in the LDM and MLM. 

As presented in Table 30, the majority of the workforce in LDM (71.4%) and MLM (74.5%) are employed 

in the formal sector while only 12.2% in the LDM and 10.8% in the MLM are in the informal sector. 

Table 30: Employment sector   

EMPLOYMENT SECTOR  POPULATION SIZE PERCENTAGE  

LEJWELEPUTSWA DISTRICT MUNICIPALITY 

In the formal sector 103 781 71.4% 

In the informal sector 17 796 12.2% 

Private household 20 374 14% 

Do not know 3 463 2.4% 

MATJHABENG LOCAL MUNICIPALITY 

In the formal sector 75 625 74.5% 

In the informal sector 10 971 10.8% 

Private household 12 685 12.5% 

Do not know 2 242 2.2% 

(Source: CS, 2016) 
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Employment 

Table 31 presents the economic activities in the LDM. Mining constitutes the largest economic sector at 

35% whilst manufacturing and electricity and construction make up the smallest sector at 4%. The LED 

projects will need to take into consideration the possibility of developing sustainable projects that promote 

diversification of the economic sectors within the municipality. 

Table 31: Employment activities  

STRUCTURE OF THE ECONOMY PERCENTAGES 

LEJWELEPUTSWA DISTRICT MUNICIPALITY 

Agriculture 8% 

Mining 35% 

Manufacturing 4% 

Transport 7% 

Electricity and Construction  4% 

Trade 13% 

Finance 12% 

Community services 17% 

(Source: Lejweleputswa District Municipality Profile, 2020) 

Table 32 indicates that both municipalities have high rates of unemployment (19.9% and 21.2%) and 

economically inactive populations (39.8% and 38%) respectively. As such, even the number of 

discouraged work-seekers is high. 

Table 32: Employment status   

EMPLOYMENT STATUS POPULATION SIZE PERCENTAGE 

LEJWELEPUTSWA DISTRICT MUNICIPALITY 

Discouraged work-seeker 23 929 5.8% 

Employed 142 679 34.6% 

Other not economically active 164 285 39.8% 

Unemployed 81 955 19.9% 

MATJHABENG LOCAL MUNICIPALITY 

Discouraged work-seeker 13 310 4.8% 

Employed 99 886 36.1% 

Other not economically active 105 237 38% 

Unemployed 58 579 21.2% 

(Source: CS, 2016) 
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Income Levels 

Household income is widely distributed across income brackets in the LDM and MLM. In LDM, the majority 

of the population (21.4%) has an income level between R10K-R20K while in the MLM, more people 

(18.5%) earn between R40K-R75K. Moreover, data also indicate that 9.2% of the population in LDM and 

8.8% of the population in MLM, have no income annually. 

Combining the first four income brackets in Table 33, it can be determined that 43.4% of households in 

LDM and 37 % of households in MLM earn below R38,400 per annum (about R3,200 per month). This is 

considered to be a low annual income and is reflective of inexpensive, labour-intensive jobs, which do not 

require any formal education or training available in the area. 

The figure also corroborates the generally low education levels, as income earned by low-skilled labourers 

is lower than income earned by highly skilled workers. In addition, these figures indicate that there is a 

considerable amount of people who have no income and hence, that poverty is a challenge and there 

could be an increased number of vulnerable people in the area due to their economic status. These figures 

should be taken into consideration to guide the Human Resources Development and LED programmes 

and strategies. 

Table 33: Income levels   

INCOME LEVEL POPULATION SIZE PERCENTAGE 

LEJWELEPUTSWA DISTRICT MUNICIPALITY 

R0 13 090 9.2% 

Under R4800 6 067 4.3% 

R5k - R10k 12 545 8.8% 

R10k - R20k 30 571 21.4% 

R20k - R40k 23 840 16.7% 

R40k - R75k 23 060 16.2% 

R75k - R150k 16 056 11.3% 

R150k - R300k 9 420 6.6% 

R300k - R600k 2 388 1.7% 

R600k - R1.2M 473 0.3% 

R1.2M - R2.5M 277 0.2% 

Over R2.5M 237 0.2% 

Unspecified  4 654 3.3% 

MATJHABENG LOCAL MUNICIPALITY 

R0 8 751 8.8% 

Under R4800 3 953 4% 

R5k - R10k 8 039 8.1% 

R10k - R20k 17 083 17.1% 

R20k - R40k 17 267 17.3% 
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R40k - R75k 18 481 18.5% 

R75k - R150k 12 634 12.7% 

R150k - R300k 7 588 7.6% 

R300k - R600k 1 945 2% 

R600k - R1.2M 336 0.3% 

R1.2M - R2.5M 181 0.2% 

Over R2.5M 163 0.2% 

Unspecified 3 465 3.5% 

(Source: CS, 2016) 

Education levels, housing and access to services 

The level of education (Table 34) is used as an indicator of human capital and is measured by the 

percentage distribution of the adult population and the highest level of schooling they completed. South 

Africaôs National Qualification Framework (NQF) consist of 10 levels divided into three bands; Levels 1 to 

4 equate to high school grades 9 to 12 or vocational training, 5 to 7 are college diplomas and technical 

qualifications, 7 to 10 are university degrees. The following section presents the education levels, housing, 

and access to services of the people living in the LDM and MLM. 

Table 34: Education levels in Lejweleputswa District Municipality 

EDUCATIONAL LEVELS 
LEJWELEPUTSWA DISTRICT MUNICIPALITY 

POPULATION SIZE PERCENTAGE 

None 19 257 4.6% 

Other 1 526 0.4% 

Some primary 52 966 12.8% 

Primary 22 712 5.5% 

Some secondary 158 623 38.2% 

Grade 12 (Matric) 132 551 31.9% 

Undergrad 10 956 2.6% 

Post-grad 9 993 2.4% 

N/A 6 647 1.6% 
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Approximately 4.6% of the population in the LDM and 3% in the MLM have no formal schooling (Table 

35). About 31.9% in the LDM and 35.4% in the MLM have completed secondary school up to Grade 12. 

Only 2.6% of the people in the LDM and 2.8% in the MLM have a higher education level. The challenge 

for LDM and MLM is to increase the percentage of people that enter higher education. The lack of formal 

education can usually be mitigated by acquiring skills. Skills programmes need to be identified and aligned 

to the scarce skills areas published for the local/district municipal area.   

The dependency ratio in Letjweleputswa has slightly declined as compared to the Census 2011. The 

dependency rate was estimated to be 46,2% in 2016 and was recorded to be 51,3% 2011 (LDM - 

Demographic (municipalities.co.za). The dependency ratio in Matjhabeng has slightly increased as 

compared to the Census 2011. The dependency rate was estimated to be 42,4% in 2016 and was recorded 

to be 46,9% 2011 (MLM - Demographic (municipalities.co.za). 

The dependency rate is good indicator of the level of dependency on government to take care of 

its community. Based on the increasing dependency ratio, it can be deduced that there is a need 

for local economic development programmes that promote skills development and sustainable 

livelihood strategies that will reduce dependency ratio.  

Table 35: Education levels for Matjhabeng Local Municipality  

EDUCATIONAL LEVELS 
MATJHABENG LOCAL MUNICIPALITY 

POPULATION SIZE PERCENTAGE 

None 8 614 3% 

Other 885 0.3% 

Some primary 29 174 10.3% 

Primary 13 946 4.9% 

Some secondary 110 226 39% 

Grade 12 (Matric) 100 097 35.4% 

Undergrad 7 775 2.8% 

Post-grad 7 517 2.7% 

N/A 4 765 1.7% 

(Source: CS, 2016) 

Table 36 and Table 37 show that 15.7% of the households in the LDM and 14.8% in the MLM still 

live-in informal dwellings, whereas 76.2% in the LDM and 76.9% in the MLM live in houses. 

Dwelling types 

Table 36: Dwelling types in Lejweleputswa District Municipality  

DWELLING TYPE 
LEJWELEPUTSWA DISTRICT MUNICIPALITY 

POPULATION SIZE PERCENTAGE 

House 165 962 76.2% 

Apartment 3 243 1.5% 

Shack  34 293 15.7% 

https://municipalities.co.za/demographic/108/lejweleputswa-district-municipality
https://municipalities.co.za/demographic/108/lejweleputswa-district-municipality
https://municipalities.co.za/demographic/108/lejweleputswa-district-municipality
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Flat in backyard 10 021 4.6% 

Other 4 394 2% 

(Source: CS, 2016) 

Table 37: Dwelling types Matjhabeng Local Municipality  

DWELLING TYPE 
MATJHABENG LOCAL MUNICIPALITY 

POPULATION SIZE PERCENTAGE 

House 114 748 76.9% 

Apartment 22 004 14.8% 

Shack  6 789 4.6% 

Flat in backyard 3 035 2% 

Other 2 588 1.7% 

(Source: CS, 2016) 

Access to services  

Regarding access to water, 43.3% of the LDM population and 54.4% of the MLM population source their 

water from piped water inside their house, whilst 1.2% of the people in both LDM and MLM source their 

water on the community stands. In addition, the majority of the people in the LDM (84.1%) and the MLM 

(86.2%) have access to a flush toilet. Whilst 3.4% in the LDM and 3.1% in the MLM use a bucket toilet. 

In terms of access to electricity, most of the households from LDM (78.8%) and MLM (78.9%) use in-house 

prepaid meters. This is beneficial, as the significant advantage of prepaid electricity is that one can manage 

their own cash flow and use of electricity. Refer to Table 38 and Table 39. 

Table 38: Services in Lejweleputswa District Municipality  

TYPES OF SERVICES 
LEJWELEPUTSWA DISTRICT MUNICIPALITY 

POPULATION SIZE PERCENTAGE 

Main source of drinking water 

Piped water inside house 280 367 43.3% 

Piped water inside yard 324 582 50.2% 

Piped water on community stand 7 717 1.2% 

Public/communal tap 8 345 1.3% 

Other 25,912 4% 

Access to electricity 

In-house prepaid meter 509 956 78.8% 

In-house conventional meter 95 616 14.8% 

No access to electricity 25 854 4% 

Other source (not paying for) 10 465 1.6% 

Other 5 028 0.8% 
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TYPES OF SERVICES 
LEJWELEPUTSWA DISTRICT MUNICIPALITY 

POPULATION SIZE PERCENTAGE 

Access to sanitation 

Flush toilet 543 811 84.1% 

Pit toilet 57 101 8.8% 

Access to sanitation 

Other  21 929 3.4% 

Bucket toilet 543 811 84.1% 

(Source: CS, 2016) 

Table 39: Services in Matjhabeng Local Municipality 

TYPES OF SERVICES 
LEJWELEPUTSWA DISTRICT MUNICIPALITY 

POPULATION SIZE PERCENTAGE 

Main source of drinking water 

Piped water inside house 233 366 54.4% 

Piped water inside yard 172 920 40.3% 

Piped water on community stand 5 596 1.3% 

Public/communal tap 5 309 1.2% 

Other 11 922 2.8% 

Access to electricity 

In-house prepaid meter 338 377 78.9% 

In-house conventional meter 70 483 16.4% 

No access to electricity 13 007 3% 

Other source (not paying for) 5 429 1.3% 

Other 1 818 0.4% 

Access to sanitation 

Flush toilet 369 768 86.2% 

Pit toilet 29 674 6.9% 

Other  11 500 2.7% 

Bucket toilet 13 371 3.1% 

(Source: CS, 2016) 

Access to health services 

In terms of health facilities, there is a total of 43 primary healthcare (PHC) facilities in Lejweleputswa 

Districts (Municipal Profile, 2020). 
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Vulnerable groups 

Vulnerable groups are people who by virtue of gender, ethnicity, age, physical or mental disability, 

economic disadvantage, or social status may be more adversely affected by project impacts than others 

and who may be limited in their ability to claim or take advantage of project related benefits (International 

Finance Corporation (IFC), 2006). The most common groups identified as vulnerable are children, the 

elderly, child or female headed households, the poor and the disabled. Other socio-economic aspects also 

make certain people and groups more vulnerable such as low levels of education and high levels of 

unemployment. The low average monthly income combined with the high dependency ratio and high 

unemployment rates is likely to mean high levels of poverty. Appropriate engagement measures should 

be considered to ensure inclusion and participation of vulnerable groups in the development and 

implementation of the SLP.   

KEY ECONOMIC ACTIVITIES (REGULATION 46 (C) (II)) 

Lejweleputswa District Municipality  

The LDM is one of five municipalities within the Free State Province. Situated in the North west of the 

province, it borders the North West and Northern Cape Provinces. Maize is the main agricultural product 

within the municipality which possesses diverse farming and agri-processing activities. The agriculture 

industry is important for a number of reasons namely, food security, employment opportunities, the 

economy, and provides a good foundation for rural development. Gold mining also occurs within the 

district. The declining mining sector has impacted the local economy and there are effort to develop post 

mining opportunities to offset the closure of mines and job losses.  

The LDM IDP presents a vision and mission that promotes sustainable development and service 

delivery. Arising from a recent IDP analysis (LDM, 2021/22- 2025/26), the municipality has formulated 

key performance areas which are aligned with the national and provincial strategies. The key 

performance areas are as follows:  

¶ Key Performance Area 1: Good Governance and Public Participation Municipal Managerôs 

Office 

¶ Key Performance Area 2: Basic Service Delivery And Infrastructure Development 

¶ Key Performance Area 3: Local Economic Development 

¶ Key Performance Area 4: Financial Management and Viability 

¶ Key Performance Area 5: Institutional development and transformation 

 
The LDM priorities are informed by the key issues of local municipalities in the district and vertically 

linked with programmes and projects developed by these authorities to address challenges and enhance 

opportunities.  

Appendix B provides an overview of issues and needs that will guide Harmony in the process of 

developing their LED projects fourth-generation SLPs.  

The process of identifying the new generation LED projects was two-fold. The first part is underpinned by 

a review of secondary data sources. The principal documents that were reviewed include:  

¶ LDM IDP 2021/22- 2025/26; 

¶ General Household Survey, 2020. 
To supplement the secondary data, primary data was obtained during extensive broad-based 

engagements with stakeholders. Appendix B provides an overview of the themes that were extracted 

from reviewing the secondary information. 
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Matjhabeng Local Municipality  

MLM is situated in the LDM in the Free State. It is bound by the Nala Local Municipality to the north, 

Masilonyana Local Municipality to the south, Tswelopele Local Municipality to the east and Moqhaka 

Local Municipality to the west. Matjhabeng represents the hub of mining activity in the Free State 

Province. 

The MLM IDP aims to be a benchmark developmental municipality in service delivery excellence. Its 

mission focusses on transparent and responsible governance, provision of efficient and effective 

municipal services, promotion of community self-reliance based on a culture of entrepreneurship and 

creation of a conductive environment for growth and development.  

Based on the recent MLM IDP (MLM, 2020 ï 2021), the municipality has formulated key performance 

areas which are aligned with the national and provincial strategies. The key performance areas are 

underpinned by eight strategic objectives:  

¶ Key performance areas 1: Good governance  

¶ Key performance areas 2: Basic Service delivery  

¶ Key performance areas 3: Inclusive economic development and job creation  

¶ Key performance areas 4: Institutional Transformation  

¶ Key performance areas 5: Financial sustainability and viability 
 

These performance areas inform specific programmes and projects that are implemented to address the 

challenges and enhance opportunities across the municipality.  

Appendix B provides an overview of issues and needs that will guide Harmony in the process of 

developing their LED projects for the fourth-generation SLPs.  

The process of identifying the new generation LED projects was two-fold. The first part is underpinned by 

a review of secondary data sources. The principal documents that were reviewed include:  

¶ MLM IDP 2020 ï 2021; and 

¶ General Household Survey, 2020. 

 
To supplement the secondary data, primary data was obtained during extensive broad-based 

engagements with stakeholders. Appendix B provides an overview of the themes that were extracted 

from reviewing the secondary information. 
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SOCIO-ECONOMIC IMPACT OF OPERATIONS - REGULATION 46 (C) (II) (B) 

Harmony seeks to generate long-term shared value for our communities. We are committed to investing 

in the future of our communities beyond the life of our mines. This commitment is not just to empower 

people but also to reduce the socio-economic repercussions on communities that are often caused by 

mine closure. As a company we recognise that community dynamics and demands are constantly 

changing. Therefore, meaningful and lasting socio-economic development projects require more than a 

one-dimensional static implementation plan and strategy. As a result, we take a holistic approach to 

socio-economic development, focusing our efforts on establishing programmes and generating 

opportunities to uplift and empower local populations. Also, we aim to make a meaningful and lasting 

impact on the geographical areas where we conduct our business. In this regard, our socio-economic 

development programme commits to: 

¶ Contribute to areas of development with the most significant socio-economic impact on our 

communities, such as infrastructure, education and skill development, job creation, and 

entrepreneurial growth 

¶ Improve broad-based economic empowerment and enterprise development programmes at 

the local and community levels 

¶ Our SLPs and corporate social responsibility programmes help to encourage socio-economic 

development in local communities 

¶ Support the arts, culture, sports, and recreation 

 

According to the Sustainable Development Goals, Harmony mainly focuses on poverty reduction, quality 

education and creating sustainable cities and communities. These priorities align with burning socio-

economic issues in the South African landscape. Therefore, Harmony sees its role in the socio-

development space as an agent of social change.  

 

In South Africa, the dependability of social grants in provinces and communities indicates poverty levels 

and socio-economic disempowerment. The 2019 Housing and Living Conditions Survey reported that 

since 2002, the number of households and individuals receiving a social grant has grown considerably. 

While 31 % of individuals benefited from a grant in 2018, 44.3 % of households reported receiving one or 

more grants. Also, grants were the second most important source of income for households (45,2%) 

behind salaries (64,8%) and the primary source of income for nearly one-fifth (19,9%) of homes 

countrywide.  

 

In this context, Harmony's function and impact on community development are critical. Harmony has 9 

operations in South Africa and employs many permanent workers and core contractors. Consequently, 

employees and their families will benefit from salaries and labour advantages. Thus, socio-economic 

gains derived from employment should benefit communities in the medium to long run.  

 

Harmony plans for their future closure by designing and implementing mitigation measures to ensure 

that the negative impacts often associated with mine closure are more negligible to the host 

communities. Empowering the workforce and communities to be less reliant on active mine operations 

will allow people to identify alternative revenue streams outside Harmony's business and the mining 
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industry. As part of this procedure, specific skills training plans, for example, portable skills training, must 

be prepared to foster livelihood diversification strategies.  

 

Likewise, limited livelihood strategies within mining communities show the dire need for more forceful 

attempts to address issues such as poverty reduction and mine closure. Any alternative livelihood 

approach should increase people's resilience while also serving as a tool for creating a meaningful 

existence. Alternative livelihood alternatives are best explored and addressed within a framework of 

sustainable livelihood. Sustainable livelihood frameworks recognise that the poor may desire more than 

money or finances. Other tangible or intangible assets such as education and internet availability may 

also be required. A people-centred approach to development that considers local interests, capacities, 

and strengths is required to build resilient communities.  

LOCAL ECONOMIC DEVELOPMENT PROJECT 

Against the backdrop of multiple socio-economic challenges facing the surrounding municipalities and 

their citizens, it is necessary to learn from past experience, build on community interests and leverage 

potential development partners. Drawing on experience from previous MCD Projects, Harmony proposes 

developing projects that build on existing local networks and commitments where possible. In addition to 

the SLP investment, an effort will be made to harness the companyôs available natural resources such as 

land and water. This will aid in strengthening sustainability beyond the 5-year SLP. 

 

In developing the fourth generations MCD/LED Projects, Harmony adopted an phased approach (Figure 

5). South African legislation was the start of the process of preparing this SLP. Research, literature 

reviews and mining sector benchmarking were used to develop an MCD/LED Project framework based 

on a broad range of success criteria. Three broad development clusters were identified namely, 

infrastructure improvement; agriculture and livelihoods; and business enterprise. Skills development will 

be fundamental in all MCD initiatives to ensure ongoing planning and implementation for future growth 

and success.  

 

Sampling methodology was designed to identify the proximate communities surrounding the operation 

that needed to be consulted. Consultation was guided by the Mining Charter (2018) and included the 

following stakeholders:  

¶ External consultation with potential partners; 

¶ Meetings with relevant municipalities; 

¶ Discussions with community engagement structures (CES) ; and 

¶ Broad-based engagements e.g. communities representatives, business owners NGOs/NPOs, 

religious bodies, recreational centres and schools. 

 

Based on feedback from stakeholders, data was captured and analysed to determine needs, challenges 

and opportunities of the mine host communities. This information was grouped according to the three 

clusters and potential projects identified.  

 

The project identification process was informed by several project selection criteria including 

geographical distribution, recurring needs, existing ownerships, potential partners, life of mine and 



HARMONY GOLD 

 

78 | SOCIAL AND LABOUR PLAN 2023 ï 2027 |TARGET OPERATION  

potential to be self-sustaining. When designing the selected MCD/ LED projects, the Operations financial 

commitment was considered. 

 

Figure 5: MCD/ LED Project selection methodology 

The projects which the operation will investigate and implement in the fourth generation SLP are detailed 

in the below tables and are as follows: 

¶ Project 1: Commercial and Industrial Agriculture Project 

The ongoing projects which the Operation will drive in the new plan will be as follow:  

¶ Project 2: Waste water infrastructure development project 

¶ Project 3: Ongoing Youth Development  

 

When designing the selected projects, Harmony adopted a structure approach that takes account of 

community needs and context. It is envisaged that the selected projects will comprise of the following 

elements:  

¶ Social needs assessment and feasibility study; 

¶ Training and skills development; 

¶ Technical and financial support; 

¶ Financial commitment; and 

¶ Handover and sustainability plan. 




























































































