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Glossary 

Table 1: Glossary 
 

Abbreviation 
Meaning 

AET Adult Educa tion and Training 

ATR Annual Training Report 

BBBEE Broad Based Black Economi c Empowerm ent 

CPP Career Progressio n Plan 

DMRE Departm ent of Mineral Resources and Energy 

DEL Departm ent of Employment and Labour 

EE Employment Equity 

EEA Employment Equity Act 

EXCO Executiv e Commi ttee 

FY Financial Year 

HDP Historically Disadvanta g ed Persons 

HRD Human Resources Develop ment 

HRDP Human Resources Develop ment Progra mm e 

IDP Individual Develop ment Plan 

IDP Integra ted Develop ment Plan 

LED Local Economic Development 

MCIII Mining Charter 2018 

MPRDA Minerals and Petroleum Resources Develop ment Act (no. 28, 2002) as amend ed 

MQA Mining Qualifica tio ns Authori ty 

NQF National Qualifica tio ns Framewo rk 

PWD Person with Disabil ity 

SADC Southern African Develop ment Community 

SETA Sector Educa tion and Training Authori ty 

SLP Social and Labour Plan 

SMMEs Small, Medium and Micro Enterpri ses 

SDF Skil ls Development Facil itator 

KPA Key Performa nce Area 

KPI Key Perform ance Indicator 

WIM Women in Mining 

WSP Workplace Skil ls Plan 
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1 Preamble (Regulation 46a) 

1.1  Introduction 

Globally, Sibanye-S tillwa ter features among the world’s top gold producing compa nies. Domiciled in 

South Africa, Sibanye-S ti l lwa ter owns and operates a portfolio of high-quality operations and projects, 

which are located and manag ed in two regions: the Southern African (SA) region and the United Sta tes 

(US) region. 

 

Since its establishm ent in 2013, the compa ny has transfo rm ed itself geographi cally and by meta l  

produced . From being a South Africa n gold mining company, Sibanye-S ti l lwa ter is now an interna tio na l l y  

competitiv e, diversified precious metals miner producing gold and PGMs. With the formal acquisition of 

Sti l lwater in May 2017, Sibanye Gold was rebrand ed as Sibanye -S ti l lwa ter. The company has its pri ma ry 

l isting on the JSE South Africa and is also listed on the NYSE. 

 

The Beatrix operation is situated near the towns of Virginia and Welko m in the Free State Province of South  

Africa (Figure 3). It is easily accessibl e by major roads, is 35km from the major mining centre of Wel k o m,  

and approxima tely 280km southwest of Johannesb urg , at latitude 28°15’S and longitude 26°7’E. 

 
Sibanye Gold (Pty) Ltd (“SGL”) is the holder of a converted Mining Right (“MR”) in respect of the Beatri x  

operations under Departm ent of Mineral Resource s and Energy (“DMRE”) referenc e number FS  

30/5/1/2/2 

(81) MR (MPT 74/2008) (“Beatrix MR”), which said right expired on 6 February 2019. An application for  

renewal of the Beatrix MR was submitted in terms of Section 24 of the Mineral and Petroleum Resourc e s  

Develop ment Act 28 of 2002 (“MPRDA”) under DMRE reference numb er: FS30/5/1/2/2/10047 MR on 27 July  

2018 (“Beatrix Renewal Application”). On 21 November 2022 the DMRE granted the Beatrix Renewal  

Application 

 

Beatrix is submitting the fourth generation Social and Labour Plan (SLP) for the period January 2022 to 

Decemb e r 2026 as an instrument that seeks to address the operatio n’s socio -econo mic developm e n t  

and transformation objectives in accordance with the Mineral and Petroleum Resources 

Development Act (MPRDA) Regulation 46 (a – f), by detailing a Preamble, Human Resources 

Development (HRD) Programm es, a Local Economi c Develop ment Progra mme (which includ es 

amongst others, Housing and Living Conditions and a Procurement Progression Plan), Processes 

Pertaining to Management of Downscaling and Retrenchm ent, Financial Provision and an Underta k i n g  

by the holder of the mining right. It is further aligned to the principles of relevant legislation advanci ng  

transform a tio n, more importantly MPRDA and its regulations. 

 

Of importa nce to note is that this SLP is underpinned by our social closure strategy . This is based on the 

recognition that notwithstanding economic benefits to an area, mining affects socio -economic 

and environmental circumsta nces that can endure over a long period. We also recognise that soci o -

econo mic closure planning is generally not integrated in the mine life cycle. As such, our approach is 

a deliberate attemp t aimed at avoiding the crea tion of “ghost towns” and unemploym ent. Our SLP is 

therefore directed at socio-economic closure planning to ensure that we leave economically viable 

communities that can sustain themselves in future, independ ent of the mine. 

 

In addition, every effort was taken to align our socio-economic interventions to the Masilonyana 

Local Municipal and Matjhabeng Local Municipality’s Integrated Development Plans (IDPs) 
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and other develop mental framewo rk s such as the National Develop ment Plan 2030. In this regard , the 

key elements of a decent standard of l iv ing, depicted in Figure 1 below, provided a firm foundation fo r 

this SLP. 

 
Figure 1: National  Development Plan: Key elements of a decent standard of l iving 

 

We further acknowledge the United Nations’ Global Goals for Sustainable Development, (formerly 

the Millennium Development Goals), which we relied upon as a broader premise upon which to 

develop the plans and respective targets that follow. It is important to note that this new set of 

Sustainable Develop ment Goals (depicted in Figure 2 below), includes an unpreced ented focus on 

the role of business. It is therefore, equally timely to focus on the role that Beatrix Mine, as an 

established player in the gold mining industry, could play as a proactiv e development partner in our 

quest for responsibl e social closure. 
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Figure 2: UN Global  Goals for Sustainable Development 
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Courtesy of: http://w ww.i nd e xmundi.co m /south_a fri ca/millenni um -d ev elop m ent-go al s.h tml 

 

1.2  Location of the Mine 

Beatrix North and South Sections fall within the Masilonyana Local Municipal area, while Beatrix West 

Section falls within the Matjhabeng Local Municipal area. Masilonyana and Matjhabeng Local 

Municipaliti es form part of the Lejweleputswa District Municipality situated in the Free State Province. 

 

The figure below is a locality map. 

Figure 3: Local i ty Map 

1.3  The objective of this Social and Labour Plan 

This document outlines Beatrix’s Genera tion 4 Social and Labour Plan (SLP) for the period January 2022 to  

Decem b er 2026. It is submitted in accord a nce with the terms and conditions of the mining right; Minera l  

and Petroleum Resources Development Act, 2002, (Act No. 28 of 2002) (MPRDA) as amended;  

Mining Charter 2018 and implementation guidelines; Social and Labour Plan guidelines; the 

regulations as amended and all other related pieces of legislations. 

 

The objectives, as stated in the Social and Labour Plan guidelines, are to: 

• Promote economic growth and mineral and petroleum resources development in the 

Republic - Section 2 (e) of the MPRDA; 

 

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

http://www.indexmundi.com/south_africa/millennium-development-goals.html
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Section 2 

(f) of the MPRDA; 

• Ensure that holders of mining or productio n rights contribute toward s the socio-eco no m i c 

develop ment of the areas in which they operate as well as the areas from which the majority 

of the workforce is sourced - Section 2 (i) of the MPRDA, and the Broad-Ba sed Socio-Eco no m i c 

Empowerm ent Charter for the South Africa n Mining and Minerals Industry (the Mining Charter); and  

• Util ize and expand the existing skil ls base for the empowerm ent of HDPs and to serve the communi ty. 

 

 

1.4  Company Details 

Table 2: Background Information of the Beatrix Operation 
 

1.1 Name of the 

company /ap plica n t 

Sibanye-Sti l lwater Limited 

Registration Number: 

2002/031431/06 

1.2 Name of mine/ 

production operation 

Beatrix Gold Mine (herea fter referred to as 

Beatrix) A division of Sibanye Gold Limited 

Mining Right Number: (FS) 30/5/1/2/2 (81) MR 

1.3 Physical address 
Farm Leeuwbult No. 52 District Theunissen 

9461 

1.4 Postal address 
P.O. Box 2823 Welkom 

9463 

1.5 Telephone number +27 11 278 9636 

1.6 Fax number +27 86 626 0528 

 
 

1.7 Location of mine or 

production operation 

Beatrix North and South Sections fall within the Masilonyana Local  

Municipal area, while Beatrix West Section falls within the Matjha b eng  

Local Municipal area. Masilonyana and Matjhabeng Local  

Municipaliti es form part of the Lejwelep utswa District Municipality 

situated in the Free 

State Province. 

 
1.8 Comm odi ty 

Gold, together with any other mineral which must, of necessi ty, be 

mined with gold. 

1.9 Life of mine 
The current mineral reserv es are estima ted to sustain a l ife of mine to 

2026 

1.10 Financial year January – Decem b er (calend ar year) 

1.11 Reporting year Annually - SLP Annual report June each year 

 
1.12 Responsible person 

Mr. Anaki Karigeni 

(Vice President and Head of Opera tions) 

E-mail Address: anaki.karigeni@sibanyestil lwa ter.co m 

mailto:anaki.karigeni@sibanyestillwater.com
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1.5  Geographic Origin of Beatrix Employees 

The table below shows labour distributio n of Beatrix employees as at 30 Decemb er 2021 (baseline). 

Table 3: Geographic Origin – Employees and Core Contrac to rs as at 30 December 2021 
 

Province Total Workforce 
No. of Perma nent 

Employees 

No. of 

Contra ctor 

Employees 

Eastern Cape 2233 1818 415 

Eastern Cape % 27% 28% 22% 

Free State 3489 2358 1131 

Free State % 41% 36% 61% 

Gauteng 262 182 80 

Gauteng % 3% 3% 4% 

KwaZulu-Natal 206 172 34 

KwaZulu-Natal % 2% 3% 2% 

Limpopo 73 46 27 

Limpopo % 1% 1% 1% 

Mpumalanga 87 60 27 

Mpumalanga % 1% 1% 1% 

North West 157 97 60 

North West % 2% 1% 3% 

Northern Cape 27 21 6 

Northern Cape % 0% 0% 0% 

Western Cape 14 8 6 

Western Cape % 0% 0% 0% 

Botswana 3 3 0 

Botswana % 0% 0% 0% 

Germany 1 1 0 

Germa ny % 0% 0% 0% 

Ghana 1 1 0 

Ghana % 0% 0% 0% 

Lesotho 1182 1159 23 

Lesotho % 14% 18% 1% 

Malawi 2 2 0 

Malawi % 0% 0% 0% 

Mozambique 568 510 58 

Mozambi que % 7% 8% 3% 

Swaziland 115 114 1 

Swaziland % 1% 2% 0% 

Zambia 2 2 0 

Zambia % 0% 0% 0% 

Zimbabwe 1 1 0 

Zimbabwe % 0% 0% 0% 

Total 8423 6555 1868 
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1.5.1 Form S: Breakdown of Beatrix workforce (Permanent and Contract employees) 

Table 4: Breakdown of Employees by Occupational  Level  as at 30 December 2021 
 

 
Male Female 

Foreign  
Grand 

Total Occupational Levels 
A C I 

 
W A C I 

 
W Male Female 

Top Management (Board) 3 0 0 5 2 0 0 1 1 1 13 

Senior Management 0 0 0 4 0 0 0 1 0 0 5 

Professi on all y Qualified & experien ce d specialist s/mi d- 

management 
21 0 0 19 6 0 1 0 3 0 50 

Skilled Tech and Academic all y Qualified: Jnr 

Manage ment; Superv isors; Foreman and 

Superintendents 

 

401 

 

5 

 

0 

 

183 

 

82 

 

0 

 

0 

 

12 

 

95 

 

11 

 

789 

Semi-Skilled and Discretion ary Decision-Makin g 2089 6 0 31 230 1 0 7 1186 37 3587 

Unskilled and Defined Decision-Makin g 1104 1 0 5 452 0 0 1 376 76 2015 

Total Permanent 3618 12 0 247 772 1 1 22 1661 125 6459 

Temporary Employee 64 0 1 9 26 0 0 0 8 1 109 

Grand Total 3682 12 1 
 

256 798 1 1 
 

22 1669 126 6568 

 

* Includes Board Members and Fixed Term / Temporary Employees 

 

Table 5: Breakdown of Contrac tors by Occupational  Level  as at 30 December 2021 

  

 

Occupational Levels 

Male Female 
Foreign  

Grand 

Total 
 

A C I 
 

W A C 
 

I W Male Female 

Top Management (Board) 0 0 0 0 0 0 0 0 0 0 0 

Senior Management 6 0 0 6 3 0 0 0 1 0 16 

Professi on all y Qualified & experien ce d specialist s/mi d- 

management 
3 0 0 6 1 0 0 0 0 0 10 

Skilled Tech and Academic all y Qualified: Jnr 

Manage ment; Superv isors; Foreman and 

Superintendents 

 

114 

 

7 

 

0 

 

72 

 

5 

 

1 

 

0 

 

1 

 

4 

 

0 

 

204 

Semi-Skilled and Discretion ary Decision-Makin g 494 2 0 29 19 2 0 3 47 0 596 

Unskilled and Defined Decision-Makin g 787 38 0 42 121 23 0 1 28 2 1042 

Total Permanent 1404 47 0 155 149 26 0 5 80 2 1868 

Temporary Employee 0 0 0 0 0 0 0 0 0 0 0 

Grand Total 1404 47 0 
 

155 149 26 0 5 80 2 1868 
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1.5.2 Total Employees Forecast for the 2022 to 2026 Period 

Table 6: Total  Employees Forecast for the 2022 to 2026 Period 

 

 

CATEGORY 2022 2023 2024 2025 2026 

Senior Management 5 4 4 4 4 

Professional ly qual i fied and experienced special ists 

and mid-management 
50 49 47 47 47 

Ski l led technical  and academical ly qual i fied workers, junior 

manageme nt, supervisors, foreman and superintende nts 

 

789 

 

600 

 

562 

 

562 

 

562 

Semi-ski l led and discretionary decision making 3587 2588 2527 2527 2527 

Unskilled and Defined Decision-Makin g 2018 1268 1217 1217 1217 

TOTAL PERSONNEL PROJECTIONS 6449 4509 4357 4357 4357 

 

*These figures are absolute projection based on the Li fe of Mine (LoM) 

 

 

 

1.5.3 Local Recruitment 

Beatrix operation is well aware of the socio-eco no mic conditions prevail ing in the host community. In 

order to l imit the negative impact of the mining operation on the area, the Mine has always had a stro ng  

focus on the recruitment and development of previously disadvantaged and unemployed 

members of the affected communities. 

 
Table 7: Local  Recruitme nt Undertaking 

 

 

Undertaking 

Summary 

Beatrix i s committed to preferential ly recruit novice and entry level  positions from the local  

communities. The Mine’s Core Contrac tors wi l l  also be required to source their entry level  

employee positions from the local communities, with only positions that cannot be fi l led  

local ly sourced from further afield. 

Responsible Position Strategic Plan Timeframe 

 

Unit Manager: 

Human Resources 

Through the Community Engagement Department initiate 

agreements with communities, where preference will be given to 

the recruitment and development of individuals from the 

communities that are establ ished in the areas of the operation. 

 

Continuous 

Unit Manager: 

Human Resources 

When recruiting entry level  productio n staff, fi rst preference wi l l  be 

given to local  community members. 
Continuous 

Unit Manager: 

Human 

Resources 

Training and further education opportunities wi l l  be offered to local 

communities to ensure that there is an avai lable pool  of potential  

employees should employment opportunities arise. 

 

Continuous 

Unit Manager: 

Human Resources 

The Mine will ensure that existing and new core contractors align 

their local  recruitment pol icies with that of the Mine. 
Continuous 
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2 Human Resource Development (Regulation 46 b) 

2.1  Overview 

The primary objective of Sibanye-Stillwater Human Resources Development (HRD) Model is to ensure 

development of requisite skills in respect of learnerships, bursaries (core and critical skills), artisans, AET 

training (Level I, II, III), AET Level 4/NQF Level 1 and other training initiatives reflective of demograph ics 

as defined in the Mining Charter and MRPDA. In preparing this plan, Sibanye-Stillwater has taken into 

consideration applicable legislation and other initiatives such as the National Development Plan and 

the UN Global Goals for Sustainable Development. 

 

Beatrix is fully accountable for the identification and fulfilment of its own Human Resource’s 

Development needs, and has substantial discretion based on its own business needs according to the 

five-year plan and circumstances in the context of a broader S ibanye-Stillwater HRD Model.  This plan 

has been prepared under the premise that the Life of mine ends in 2026 and therefore no  intakes are 

planned where the time required to complete the programme would go beyond 2026 .  

 

2.2  Compliance with Skills Development Legislation 

Sibanye Stillwater Academy (SSA), a 100% owned subsidiary of Sibanye Stillwater, provides world class 

Human Resources Development services to Beatrix and the rest of Sibanye-Stillwater.  SSA is also fully 

accredited by the Mining Qualifications Authority (MQA) and has programme approval in a number 

of other SETAs and quality assurance councils, giving it the ability to provide recognised and 

accredited education and training in a number of fields.  The ability to meet its undertakings in so far 

as they relate to Leadership Development, Adult Education and Training (AET), Technical Skills and 

Portable Skills is therefore enhanced, and a fully operational functional satellite campus of the SSA 

operates from the Mine. The table below provides details regarding Beatrix’s compliance with Skills 

Development legislation.  

 

Table 1: SETA Accreditation and Compliance 

Name of SETA.  Mining Qualifications Authority (MQA) 

Registration number with the SETA. L230750137 

Confirmation of having appointed a Skills 

Development Facilitator. 
Mr. Tebello Makwala 

Proof of submission of workplace skills plan 

and date of submission.  
Annual Submission 
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2.3  The Objectives of Human Resources Development 

The primary objectives of HRD are to ensure: 

• The availability, in terms of quality, quantity, and employment equity, of the range of skills 

required to access, extract and process the ore body productively and safely, on a sustainable 

and environmentally responsible basis, inclusive of production, technical, support, 

administrative competencies and leadership development; and 

• The skilling of employees in portable competencies, which relate to existence outside the 

mining environment, and which can be applied to sustain individuals and communities once 

mining operations are ended. 

 

Table 2: HRD Undertaking 

Undertaking  

Beatrix will ensure the availability, in terms of the quality and quantity of the range of skills 

required to access, extract and process the ore body productively and safely, on a sustainable 

and environmentally responsible basis as per the business needs.  This will include production, 

technical, support and administrative and leadership competencies.  Beatrix has appointed a 

Skills Development Facilitator and will continue to submit its Workplace Skills Plan (WSP) and 

Annual Training Report (ATR) to the Mining Qualifications Authority (MQA).   

Action Plan  

The technical, behavioural, and social skills and competencies required by Beatrix employees 

are provided at the Beatrix Campus and the broader Sibanye Stillwater Academy.  This 

includes requirements such as physical infrastructure, learning products and solutions, as well as 

adequate skilled HRD practitioners who transfer the skills required to learners. 

 

2.4  Human Resources Development Model 

The intention of this Social and Labour Plan is to reflect Beatrix’s plans for the period 2022 to 2026. 

However, a brief description of Human Resources Development (HRD) approaches, policies and 

strategies, within the context of the broader Sibanye-Stillwater’s Human Resources Development 

Model, is important for context and understanding. 

 

While Beatrix is fully accountable for the identification and fulfilment of its own HRD needs, and has 

substantial discretion based on its own business needs and circumstances, it operates within the ambit 

of the Sibanye-Stillwater HRD Model. This is an explicit and well-understood model, covering all aspects 

of HRD within the Sibanye-Stillwater Group and specifically as it applies to each one of its subsidiaries, 

including Beatrix.  

 

Where relevant in this plan, reference is made to those elements of the model that have a direct 

bearing on the implementation of Beatrix’s specific HRD plan. With respect to the setting of targets for 

the respective HRD interventions; special emphasis was placed on developing an HRD plan that was 

aligned to business requirements and affordability. This was carried out by way of conducting desktop 

analyses that incorporated permutations of skills attrition and forecasts of vacancies (or projected skills 

requirements) in order to establish the targets for each training area. To ensure that business HRD 

needs are continuously addressed, other forms of skills needs auditing will be explored during the 

current SLP cycle. 
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Figure 4: HRD Model
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2.5  Beatrix’s Functional Literacy and Numeracy (Form Q) 

Sibanye-Stillwater, including Beatrix, defines functional literacy and numeracy as follows:  

AET Level 3 with exit outcomes equivalent to seven (7) years of compulsory schooling (Grade 9) and that will qualify the empl oyee to register for 

occupationally directed qualifications registered within the NQF. 

Table 3: Form Q - Beatrix’s Functional Literacy and Numeracy (Permanent employees) as at 31 December 2021  

Education Classification 

African Coloured Indian White 
Grand 

Total 

People with 

Disabilities 
Non SA AGE 

Male Female Male Female Male Female Male Female Male Female Male Female '<30 
30 to 

50 
'>50 

Pre-ABET 347 17 0 0 0 0 1 0 365 2 0 365 4 7 429 298 

ABET 1 181 3 0 0 0 0 0 0 184 3 0 200 4 4 215 169 

ABET 2 / STD 3, Grade 5 235 20 0 0 0 0 0 0 255 3 0 310 23 16 407 165 

ABET 3 / Std 5, Grade 7 334 30 0 0 0 0 2 0 366 0 0 248 25 36 447 156 

ABET 4 / Std 7, Grade 9 302 31 0 0 0 0 1 0 334 1 0 141 16 35 362 94 

Std 8 / Grade 10, NATED 1 / NCV 

Level 1 
380 98 2 0 0 0 59 0 539 1 0 68 6 58 475 80 

Std 9 / Grade 11, NATED 2 / NCV 

Level 2 
621 209 3 1 0 0 17 0 851 0 0 101 15 78 799 90 

Std 10 / Grade 12, NATED 3 / NCV 

Level 3 
1030 307 7 0 1 0 125 17 1487 1 0 122 22 210 1259 162 

National 

Certificate/Diploma/Advanced 

Certificate/NATED 4 - 6 

60 25 0 0 0 0 24 0 109 0 0 9 2 11 90 19 

National Certificate/ Advanced 

Diploma/ B Tech Degree/ 

Bachelor's Degree 

8 7 0 0 0 1 1 0 17 0 0 1 0 0 17 1 

National Certificate/Master's 

Degree/Master's Diploma 
0 0 0 0 0 0 0 0 0 0 0 1 0 0 1 0 

Doctoral Degree & Post-doctoral 

Degree 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

Undefined 181 49 0 0 0 0 21 4 255 0 0 102 8 38 237 90 



18 
 

 

  3679 796 12 1 1 1 251 21 4762 11 0 1668 125 493 4738 1324 

 
 

Table 4: Form Q - Beatrix’s Functional Literacy and Numeracy (Contractors) as at 31 December 2021  

Education Classification 

African Coloured Indian White 
Grand 

Total 

People with 

Disabilities 
Non SA AGE 

Male Female Male Female Male Female Male Female Male Female Male Female '<30 
30 to 

50 
'>50 

Pre-ABET 23 0 0 0 0 0 0 0 23 0 0 6 0 3 15 11 

ABET 1 24 0 0 0 0 0 0 0 24 0 0 10 0 1 12 21 

ABET 2 / STD 3, Grade 5 59 1 0 0 0 0 0 0 60 0 0 19 0 9 34 36 

ABET 3 / Std 5, Grade 7 137 0 1 1 0 0 6 0 145 0 0 13 0 25 80 53 

ABET 4 / Std 7, Grade 9 130 1 3 0 0 0 6 0 140 0 0 5 0 47 76 22 

Std 8 / Grade 10, NATED 1 / 

NCV Level 1 
220 21 7 3 0 0 30 2 283 0 0 5 0 92 174 22 

Std 9 / Grade 11, NATED 2 / 

NCV Level 2 
276 43 8 5 0 0 13 0 345 0 0 4 0 103 221 25 

Std 10 / Grade 12, NATED 3 / 

NCV Level 3 
454 77 26 17 0 0 82 3 659 0 0 1 2 281 341 40 

National 

Certificate/Diploma/Advanced 

Certificate/NATED 4 - 6 

2 0 1 0 0 0 0 0 3 0 0 0 0 0 2 1 

National Certificate/ 

Advanced Diploma/ B Tech 

Degree/ Bachelor's Degree 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

National Certificate/Master's 

Degree/Master's Diploma 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

Doctoral Degree & Post-

doctoral Degree 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

Undefined 79 6 1 0 0 0 18 0 104 0 0 17 0 18 80 23 

  1404 149 47 26 0 0 155 5 1786 0 0 80 2 579 1035 254 
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2.6  Adult Education and Training (AET) 

AET classes are undertaken either part-time, or full-time for employees, with an opportunity for 

employees and community learners to be enrolled part-time and attend classes in their own time after 

work.  Recognition of Prior Learning (RPL) is also employed as part of our AET approach to determine 

the placement and competence of employees at appropriate AET levels.    Employees are motivated 

to attend AET classes to bring them in line for possible further development and training opportunities.      

 

2.6.1 AET Targets – Full Time, Part Time AET  

The targets for AET Full Time, Part Time and Community AET are shown in the tables below along with 

the budget provision for the proposed training. Budget provision for part-time AET for employees 

excludes salaries. 

 

Table 5: AET Full Time Target 

AET Level 

Target 

Enrolments 

– 2022 

Target 

Enrolments - 

2023 

Target 

Enrolments 

– 2024 

Target 

Enrolments - 

2025 

Target 

Enrolments 

– 2026 

Total 

Enrolments 

(2022 to 

2026) 

AET Level 1 

50 30 25 20 8 133 AET Level 2 

AET Level 3 

NQF Level 1 10 10 10 8 2 40 

Total No. of AET 

Enrolments 
60 40 35 28 10 173 

 

Table 6: AET Part Time Target 

AET Level 

Target 

Enrolments 

– 2022 

Target 

Enrolments 

- 2023 

Target 

Enrolments 

- 2024 

Target 

Enrolments 

- 2025 

Target 

Enrolments 

- 2026 

Total 

Enrolments 

(2022 to 

2026) 

AET Level 1 

30 30 20 20 10 110 AET Level 2 

AET Level 3 

NQF Level 1 0 0 0 0 0  

Total No. of AET 

Enrolments 
30 30 20 20 10 110 

 

Table 7: AET Community 

AET Level 

Target 

Enrolments 

– 2022 

Target 

Enrolments 

- 2023 

Target 

Enrolments 

- 2024 

Target 

Enrolments 

- 2025 

Target 

Enrolments 

- 2026 

Total 

Enrolments 

(2022 to 

2026) 

Community learners 20 20 15 15 10 80 
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Total No. of AET 

Enrolments 
20 20 15 15 10 80 

 

Table 8: Budgetary Provision for AET 

AET Annual Budget  

Budget 

Provision 

2022 

Budget 

Provision 

2023 

Budget 

Provision 

2024 

Budget 

Provision 

2025 

Budget 

Provision 

2026 

Total Cost 

Estimate 

(2022 – 

2026) 

Total Budget R6 283 664 R2 914 201 R2 729 117 R2 469 229 R737 482 R15 133 692 

 

2.6.2 AET Implementation Strategy 

The implementation strategy is detailed below and will be reviewed on an annual basis and updated 

if required. The Head of SSA is responsible for the AET strategy and implementation of the plan is the 

responsibility of the relevant HOD. 

 

Table 9: AET Implementation 

Strategic Plan 

1. Provide an accredited learning programme.  

2. Assessment to be provided by an accredited external assessment body. 

3. Qualified facilitators to provide quality training. 

4. Continuous development of facilitators to improve their required skills to be offered.  

5. Learning facilities to be conducive to learning. 

6. Employees, requiring AET to be selected through company selection process as per business 

requirements 

7. AET facilitators will act as coaches for the learners 

 

Table 10: AET Undertaking 

Un

der

taki

ng  

The Mine undertakes to afford employees and community members an opportunity to become 

functionally literate and numerate.   This will continue to be done through the provision of AET on a full -

time and on a part-time basis.  The following instruments will  be used to achieve the numeracy and 

literacy objectives:  

• Recognition of prior learning (RPL) (AET assessments are used to determine RPL and placement); 

• Recruitment of employees will be based on the information on Form Q and as per identified 

business needs; and 

• Recruitment of community members will be done in consultation with the Local Municipality. 

Act

ion 

Pla

n  

Adult Education and Training will be provided to both employees and qualifying local community 

members.   This will be done equally on a full time (AET Levels 1 to 3) and part time (Pre AET to AET 

Levels 3) basis for employees and community members.   The implementation of AET is governed by 

the Sibanye Stillwater AET Policy 
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2.7  Hard to Fill Vacancies (Form R) 
Table 11: Hard-to-fill Vacancies Undertaking 

Undertaking 
The Mine will endeavour to find suitable candidates to fill hard-to-fill vacancies in line 

with business needs. 

Guideline 

Hard to fill vacancies will be identified annually and listed in the WSP/ATR, with a view 

that they will be addressed through various Human Resources Development 

interventions. 

An incumbent for a hard to fill vacancy that arise should be sourced and placed within 

a 1-3-month period. Anything longer would have negative implications on the business. 

Acting in preparation and evaluation of a candidate for an internal vacancy should 

not exceed 180 consecutive days, unless otherwise mutually agreed. 

 

Hard to fill vacancies generally constitute those vacancies that cannot be filled for a period longer 

than 12 months. Over the course of the 2022-2026 SLP cycle, Hard to fill vacancies will be identified 

and detailed in the respective SLP annual reports after first being recorded in the respective annual 

WSP/ATR. 

 

2.8  Skills Development 
Table 12: Skills Development Undertaking 

Undertaking 

Beatrix undertakes to: 

• Identify employees with potential for further education, training and 

development; 

• Train core skills to ensure the availability of adequate skills to sustain business 

needs; 

• Award bursaries, internships, learnerships and mentorships in support of business 

needs; and 

• Award study assistance opportunities to employees in support of business needs. 

Action Plan 

The purpose of continuous education and training of employees is to ensure a 

healthy pipeline of professional, technical and leadership skills.  This is ensured through 

the following interventions: 

• Internship, bursary and learnership opportunities to address hard to fill vacancies, 

women in mining and employment equity; 

• Legal (mandatory) training that ensures that the mine complies with all 

legislative requirements; 

• Both Sibanye-Stillwater Academy and Beatrix Campus will be used to deliver on 

all HRD interventions. 
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2.8.1 Learnerships 

 
Table 13: Learnerships Undertaking 

Undertaking 

The Mine recognises the importance of learnerships as an integral component to fulfil 

the company’s Employment Equity Strategy, and meeting both the business’ and the 

country’s skills development needs. 

Guideline 

Learnerships will be offered to employees and community members.  Learnerships will 

be allocated as per the business requirements and the employment strategy of the 

company.   

 

2.8.2 Learnerships Targets 

 

Table 14: Internal Mining Learnership (18.1) Targets 

Annual Targets 

Length of 

Programme 

(e.g. 3 years, 

etc.) 

2022 2023 2024 2025 2026 
Total            

(2022 – 

2026) 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Team Leader: National 

Certificate Mining Operations 
1 Year 8 9 5 5 2 29 

Learner Miner: National 

Certificate Rock Breaking 
2 Years 8 9 5 3 0 25 

Learner Official Production 

Supervisor 
3 Years 6 2 1 0 0 9 

Total 22 20 11 8 2 63 

 

Table 15: External Mining Learnership (18.2) Targets 

Annual Targets 

Length of 

Programme 

(e.g. 3 

years, etc.) 

2022 2023 2024 2025 2026 
Total            

(2022 – 

2026) 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Learner Miner: National 

Certificate Rock Breaking 
2 Years 3 3 3 0 0 9 

Learner Official Production 

Supervisor 
3 Years 2 2 1 0 0 5 

Total 5 5 4 0 0 14 
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Table 16: Internal Engineering Learnership (18.1) Targets 

Annual Targets 
Length of 

Programme  

2022 2023 2024 2025 2026 

Total            

(2022 to 

2026) 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Electro - Mechanical L2 2 years 

8 4 2 0 0 14 

Fitting L3   3 years 

Plater L3 3 years 

Rigging L3 3 years 

Electrical L4 3 years 

Instrumentation                            

Mechanician L4 

3 years 

Total 8 4 2 0 0 14 

 

Table 17: External Engineering Learnerships (18.2) Targets 

Annual Targets 
Length of 

Programme  

2022 2023 2024 2025 2026 

Total            

(2022 to 

2026) 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Ta
rg

e
t 

Fitting L3   3 years 

2 2 2 0 0 6 

Plater L3 3 years 

Rigging L3 3 years 

Electrical L4 3 years 

Instrumentation                            

Mechanician L4 

3 years 

Total 2 2 2 0 0 6 

 

Table 18: Learnership Budget 

Annual Budget 2022 2023 2024 2025 2026 Total 
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Learnerships 

Engineering 
R32 328 189 R32 570 282 R35 501 259 R19 816 974 R0 R119 731 427 

Learnerships Mining R26 591 757 R24 355 776 R18 141 222 R20 173 441 R19 816 974 R109 079 170 

Total R58 919 946 R56 926 057 R53 642 481 R39 505 139 R19 816 974 R228 810 597 

 

2.8.3 Learnership Implementation Strategy 

The implementation strategy is detailed below and will be reviewed on an annual basis and 

updated if required. The Head of SSA is responsible for the Learnership strategy and implementation 

of the plan is the responsibility of the relevant HOD 

 

Table 19: Learnership Implementation Strategy 

Strategic Plan 

1. Provide an accredited learning programme.  

2. Assessment to be provided by an accredited external assessment body. 

3. Qualified facilitators to provide quality training. 

4. Continuous development of facilitators to improve their required skills to be offered.  

5. Learning facilities to be conducive to learning. 

6. Candidates requiring Learnerships to be selected through company selection process as per business 

requirements.  

7. Learnership facilitators will act as coaches for the learners 

 

2.9  Core Business Skills Programme 

Core Business skills programmes include all legislative requirements specified in company competency 

profiles, national registered skills programmes, and relevant mining legislation.  The programmes are 

occupationally directed technical skills interventions aimed at:  

• Providing employees with the requisite knowledge and skills required to perform their work 

proficiently and in a safe manner Core Skills will consist of, but is not limited to the following:  

o Mining Skills Programme: Competent A 

o Mining Skills Programme: Competent B 

o Mining Skills Programme: Blasting Assistant 

o Mining Skills Programme: Mechanical Loader 

o Mining Skills Programme: Locomotive 

o Mining Skills Programme: Scraper Winch 

o Safety Representative Training 

o Mining Rock Drill Operator 
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o Mining Re-Licenced Equipment Operator (inclusive of loader, loco, winches and rigs)  

o Mining Specialised Skills (Inclusive of construction, mesh and lacing, hydropower and loco 

guards) 

o Health and Safety Technical training 

o Strata Control Technical training 

o Supervisory Management and Leadership Training 

o Induction/Refresher 

o First Aid Training 

• Providing skills development towards career progression.  

 

Table 20: Core Business Skills Training Targets 

Core Business Skills  

2022 2023 2024 2025 2026 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Core Skills 8958 8510 8084 7276 6548 

 

Table 21: Core Business Skills Training Budget 

Annual 

Budget 
2022 2023 2024 2025 2026 Total 

Total R2 948 974 R3 096 423 
R3 251 

244 
R3 413 806 R3 584 496 R16 294 943 

 

2.9.1 Core Business Training Strategic plan 
Table 22: Core Business Training Undertaking 

Undertaking 

Core business skills training are provided to ensure that each employee meets the legal 

requirements of their position.  The interventions satisfy the minimum requirements and 

experience for a position as per business needs. 

Action Plan 

The purpose of core skills training of employees is to ensure that each individual  is 

equipped to perform fully in his/her position.  This is ensured through the following 

interventions: 

• Technical Skills Training 

• Legal (mandatory) training that ensures that the mine and employee comply with all 

legislative requirements 

• Leadership and Supervisory Training 

• Team and mobilization interventions 

Both Sibanye Stillwater Academy and the mine’s SSA Campus will be used to deliver on 

all HRD interventions. 
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The implementation strategy is detailed below and will be reviewed on an annual basis and updated 

if required. The Head of SSA is responsible for the Core Business Training strategy and implementation 

of the plan is the responsibility of the relevant HOD. 

 

Table 23: Core Business Training Strategic Plan 

Strategic Plan 

1. Employees to be continuously assessed against job requirements 

2. Provide an accredited learning programme  

3. Qualified facilitators to provide quality training 

4. Learning Facilities to be conducive to learning 

 

2.10  Portable Skills Programme 

Sibanye-Stillwater, in partnership with accredited service providers, offers specially designed portable 

skill programmes. The cadetship programmes implemented by Sibanye-Stillwater are applicable to 

community members only and are included under portable skills in that they provide possible 

employment within the broader mining industry and not only at Sibanye-Stillwater.  These accredited 

programmes will equip exit and in-service employees as well as members of the community with the 

ability and entrepreneurial skills to pursue other work opportunities within mining and other sectors of 

the South African economy.  

  

2.10.1 Portable Skills Targets 

 

Table 24: Portable Skills Training for Employees (18.1) Targets 

Type of Portable Skills 

Training 

2022 2023 2024 2025 2026 
Total 

Expected 

Enrolments 

2022 to 

2026 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Welding and cutting 

Techniques 

25 25 25 25 25 125 

Carpentry (Roofing and 

ceiling installations) 

Plumbing Installations 

Masonry building techniques 

Clothing manufacturing 

processes (NQF 1) 

Basic Computer Skills 

Total 25 25 25 25 25 125 

Budget R356 250 R185 618 R194 899 R204 644 R214 876 R1 156 287 

 

Table 25: Portable Skills Training for Community (18.2) Targets 
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Type of Portable Skills 

Training 

2022 2023 2024 2025 2026 
Total 

Expected 

Enrolments 

2022 to 

2026 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Welding and cutting 

Techniques 

25 25 25 25 25 125 

Carpentry (Roofing and 

ceiling installations) 

Plumbing Installations 

Masonry building techniques 

Clothing manufacturing 

processes (NQF 1) 

Basic Computer Skills 

Total 25 25 25 25 25 125 

Budget: R493 125 R294 428 R309 149 R324 607 R340 837 R1 762 146 

 

 

Table 26: Mining Cadetship Training for Community (18.2) Targets 

Mining Cadetship 

Training 

2022 2023 2024 2025 2026 
Total 

Expected 

Enrolments 

2022 to 

2026 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Expected 

Enrolments 

Cadetship Training 45 45 40 40 10 180 

Total 45 45 40 40 10 180 

Budget: R1 547 010 R1 923 664 R1 812 141 R1 920 472 R508 821 R7 712 108 

 

2.10.2 Portable Skills Training Implementation Strategy 

 

Table 27: Portable Skills Undertaking 

Undertaking 

The Mine is dedicated to providing learning opportunities, thereby increasing employees 

and local community members’ marketability and employability in the open labour market 

in the possible event of downscaling and/or mine closure.   

Guidelines 

The purpose of portable skills training is to provide mine employees and members of the 

surrounding community with skills that will  

• Enhance employee potential that will lead to marketability into alternative 

employment; 

• Support income generating activities beyond “Life of Mine”; and 

• Provide skills that can be utilised not only in the formal sector but also in the informal 

sector. 

 

The implementation strategy is detailed below and will be reviewed on an annual basis and updated 

if required. The Head of SSA is responsible for the Portable Skills strategy and implementation of the 
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plan is the responsibility of the relevant HOD 

 
Table 28: Portable Skills Strategic Plan 

Strategic Plan 

1. Provide an accredited learning programme.  

2. Assessment to be provided by an accredited external assessment body. 

3. Qualified facilitators/accredited providers to provide quality training. 

4. Learning facilities to be conducive to learning. 

5. Candidates requiring Portable Skills to be selected through company selection process as per business 

requirements.  

 

2.11  Career Progression Plan 

An integrated Talent Management process is vital to support career progression opportunities. The 

Talent Management process starts with a Strategic Workforce Plan. A Strategic Workforce Plan is a 

systematic process for forecasting an organisation’s future workforce and determining the most 

effective practices to close the gaps to meet future workforce needs taking into consideration 

Employment Equity, Women in Mining, turnover, and production profile.  

 

2.11.1 Career Progression Targets 

Career progression opportunities are determined by available internal vacancies, Sibanye-Stillwater 

will endeavour to promote at least 15% of the employees engaged in Training programmes within 

Career Progression Paths.  

 

Table 29: Career Progression Plan Targets 

Career Progression 2022 2023 2024 2025 2026 Total 

Team Leader Programme  1 1 1 1 0 4 

Blasting Certificate Programme  1 1 1 0 0 3 

Learner Official Production Supervisor  1 0 0 0 0 1 

Engineering Learnership Programme  1 1 0 0 0 2 

Internship (Graduates Development Programme)  1 1 0 0 1 3 

Total Career Progression 5 4 2 1 1 13 

 

The figure below depicts the Integral Talent Management Framework.  
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Figure 5: Integral Talent Management Framework 

 

2.11.2 Talent Development Framework 

The Integral Talent Management framework has four strategy key pillars: Future-ready recruitment,  

developing future-ready leadership and management, planning for succession, and retaining and 

engaging. The figure below depicts the strategic key pillars for the talent development framework.  

 

Figure 6: Strategic Key Pillars 

 

2.12  Mentorship Plan 

2.12.1 Mentorship Plan Targets 
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Mentorship is the influence, guidance, or direction given by a mentor. In an organisational setting, a 

mentor influences the personal and professional growth of a mentee (protégé). The mentee is 

responsible for driving the sessions and steering the relationships. Mentoring is a softer and more 

relationship-focused form of guidance. 

 

Table 2-30: Mentorship Undertaking 

Undertaking 

Beatrix undertakes to formalize its mentorship programme, which will encompass formal 

mentorship agreements between mentors and protégés for learners in training/on 

development programmes 

Guideline Mentorship will be implemented guided by the Sibanye-Stillwater policy on Mentorship 

 

Table 31: Mentorship Plan Targets 

Mentorship 2022 2023 2024 2025 2026 Total 

Learners/Interns 39 40 15 4 1 99 

 

 

 

 

2.12.2 Mentorship Plan Implementation Strategy 

The implementation strategy is detailed below and will be reviewed on an annual basis and 

updated if required. The Senior Manager of Talent is responsible for the Mentorship strategy and 

implementation of the plan is the responsibility of the relevant HOD 

 
Table 32: Mentorship Strategic plan 

Strategic Plan 

1. Identify a pool of mentors for protégés. 

2. Provide mentorship and protégé training to build capacity where required. 

3. Contracting through the mentorship agreements. 

4. Monitor implementation. 
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Figure 7: Mentoring and Coaching Principles 

 

2.13  Internships 
Table 33: Internships Undertaking 

Undertaking 
The mine undertakes to provide opportunities for practical exposure or experiential 

learning to graduates and diplomats required as per business needs. 

Guidelines 
Practical exposure or experiential learning opportunities are provided for both internal 

and external persons from local communities and labour sending areas 
 

 

2.13.1  Internship Targets and Budget 

 

Table 34: Internal Interns (Graduates) Targets 

Annual Targets 2022 2023 2024 2025 2026 Total 

No. of Internal Interns 4 5 2 2 1 14 

Budget  R2 769 447 R5 143 866 R6 538 769 R4 617 770 R4 280 262 R23 350 113 

 

Table 35: External Interns (Graduates) Targets 
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Annual Targets 2022 2023 2024 2025 2026 Total 

No. of External Interns 1 2 1 1 1 6 

Budget  R513 598 R773 634 R1 092 794 R1 157 722 R613 257 R4 151 005 

 

2.13.2 Internship Implementation Strategy 

 

Table 36: Internships Undertaking 

Undertaking 
The mine undertakes to provide opportunities for practical exposure or experiential learning to 

graduates and diplomats required as per business needs. 

Action Plan 
Practical exposure or experiential learning opportunities are provided for both internal and 

external persons from local communities and labour sending areas 

 

The Internship implementation strategy is detailed below and will be reviewed on an annual basis and 

updated if required. The Head of SSA is responsible for the Internship strategy and implementation of 

the plan is the responsibility of the relevant HOD. 

 

Table 37: Internships Strategic Plan 

Strategic Plan 

1. Provide an accredited learning programme.  

2. Assessment to be provided by an accredited external assessment body. 

3. Qualified facilitators to provide quality training. 

4. Continuous development of facilitators to improve their required skills to be offered.  

5. Learning facilities to be conducive to learning. 

6. Candidates requiring Internship to be selected through company selection process as per business 

requirements.  

7. Learnership facilitators will act as coaches for the learners 

8. Mentors will be allocated to interns at the operation 
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2.14  Study Assistance  

2.14.1 Study Assistance Targets 
Table 38: Internal Bursary programme Targets 

Annual Targets 
2022 2023 2024 2025 2026 

Total (2022 – 2026) 
Target Target Target Target Target 

Part Time Bursaries  8 6 4 1 1 20 

Budget  R4 352 172 R4 509 252 R3 382 818 R2 873 575 R1 495 048 R16 612 865 

 

Table 39: External Bursary programme Targets 

 

2.14.2 Study Assistance Implementation Strategy 

The implementation strategy is detailed below and will be reviewed on an annual basis and updated 

if required. The Head of SSA is responsible for the Study Assistance strategy and implementation of the 

plan is the responsibility of the relevant HOD. 

 

Table 40: Study Assistance Strategic Plan 

Strategic Plan 

1. All study assistance opportunities are advertised  

2. Candidates for bursaries and study assistance opportunities will be selected according to the selection 

procedure of the company 

3. Accredited learning institutions as per company needs will be used 

4. Bursaries (grants) will be allocated in alignment with individuals’ development plans  

5. The study assistance department will fulfil the role of Mentors/Coaches  

 

 

 

Annual Budget 

2022 2023 2024 2025 2026 

Total (2022 – 2026) 
Target Target Target Target Target 

Bursar  6 3 1 1 1 12 

Budget  R1 805 453 R1 167 600 R2 145 465 R1 448 189 R1 013 732 R7 580 439 
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Table 41: Study Assistance Undertaking 

Undertaking 
The Mine undertakes to offer study assistance to employees and individuals from local 

communities and key labour sending areas.   

Action Plan 

Study Assistance will be given to employees and individuals from the local and labour 

sending communities through the following offerings: 

• Bursaries (Grants)to employees in line with business requirements; 

• Bursaries to individuals from the local and labour sending communities for full time studies; 

• Learner Official A-stream bursaries aimed at attracting the top performing matriculants.  

All study assistance opportunities will be aligned to business needs and will be governed in 

accordance with the Sibanye-Stillwater Study assistance policy 

 

2.15  Human Resources Development Programmes – Financial Provision 

 

Table 42: Human Resources Development Programmes – Financial Provisio

 Annual Budgets 2022 2023 2024 2025 2026 

Total Financial 

Provision (2022 

to 2026) 

Financial Provision 

for Human 

Resources 

Development 

Programmes 

R79 989 

638 
R76 934 743 

R75 098 

877 
R57 935 153 R32 605 785 R322 564 196  
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3 Employment Equity 

3.1  Introduction 

Before South Africa became a democratic country, there were colonial and apartheid laws that 

excluded black people from participa ting in educa tio nal and labour system s. To rectify this and to bring an 

end to discrimina tio n, the Constitu tion was put in place, giving all occupants of South Africa the right to  

equality. As a result of many years of discrimina to ry labour practices, the government knew that the 

transitio n and transfo rma tion process would be lengthy. Therefore, a provision within the legislation was put 

in place to assist with the accomplishm ent of Equality, which is the purpose of the Employment Equity Act, 

No. 55 of 1998 (“the Act”). 

 

The purpose of the Act is to “achieve equity and equality in the workplace by promo ting equal opportu n i ty  

and fair treatment through the elimination of unfair discrimination, implementing affirmative action  

measures to redress the disadvanta g es in employment experi enced by designa ted groups.” With this in  

mind, the aim of the Act is to homogenise the approach in terms of how human capital (people) within an  

organisation are managed in terms of their roles, skills and reward such that is fair and in a non - 

discriminatory manner. The Act also assists organisations to plan and manage their recruitment and 

advancement policies and procedures against the requirements of the Act. 

 

Due to the dynami c and fluid nature of a typical organisatio n and its business, we see many organisa ti o n s  

facing challenges to comply with the Act. The single most complex and exhaustive response for an  

organisation is to align their compliance strategies with those of the business and the business’ overall 

strategic objectives, tactical plans and culture. In a recent employment equity survey undertak en (duri ng  

2017 / 2018), it was noted that one of the biggest failures of organisatio ns relate to communi ca tio n, mo re  

specifically awareness and education. 

 

Our Employment Equity Forum plays a critical role in the implementa tion of the measures as set out the  

organisatio n’s Employment Equity Plan to ensure transfo rm a tion and ultimately compliance. Beatrix has an  

Employment Equity Forum with representatives from both designated and non-designated employees 

elected by employees. From a current compliance perspective, Beatrix manages and advocates all  

current strategi es, tactical plans, policies and procedures according to the prescrip tio ns of the amend e d  

Broad-Ba sed Socio-Econo mic Empowerm ent Charter for the South Africa n Mining and Minerals Industr y ,  

commonly referred to the Mining Charter 2018. Herein it states that “workplace diversity and equitable 

representation at all levels are catalysts for social cohesion, transformation and competitiveness of the 

mining industry in order to create a conduciv e environment to ensure diversity as well as participa tio n of  

HDP and women in all decision-making positions and core and critical occupational categories in the 

mining industry. In addition, mining compa nies must identify and fast-tra ck their existing talent pools to  

ensure high level operatio nal exposure in terms of career path programm es”. 

 

Beatrix will continue to champion the elimination of barriers to equity and development, and it will  

purposefully strive toward s a value system that is built on the belief that each individual has the right to  

dignity, respect and the realisation of their potential. To this end, the Beatrix Gold Charter and Values 

embra ce s diversity in the workplace and promotes demograp hi c representa tio n of the country. The bro a d  

objectives of Beatrix philosophy in relation to Employment Equity are: 

• to have a dynamic and fairly representative organisation that reflects the demographics of 

South Africa at all occupational levels and in all occupational categories; 
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• to ensure proactiv e recrui tment of people with disabil ities and to ensure the creatio n of a culture tha t  

respects people with disabil ities, with due regard of the nature and extent of the core business; 

• to create an organisational environment which is conducive to equity, fairness, dignity and 

mutual respect, and reflects the diverse talent available in our society; 

• to work toward s building an empo wered workforc e that wil l be able to address all the challeng es 

that come with change and transfo rm a tio n, and the monitoring and evaluation of changes to ensu re 

that we are consta ntly reviewing progress toward s creating an equitable organisa tion ; 

• to eliminate the effects of racism, ethnici ty , and sexism in the workplace, and to educa te everyo n e 

in the organisatio n about the retrog ressiv e effects of such attitud es; and 

• to ensure that language is not used as a barrier to marginalize employees but as an enabling tool,  

that ensures effective communication. 

 
The table below provides Beatrix EE status as at 30 Decemb er 2021 

 

Table 43: Permanent Employees Equity Status as at 30 December 2021 

 
Occupational Levels 

Male Female Foreign  
HDP 

Grand 

Total 

A C I W A C I W Male Female 

Senior Management 0 0 0 4 0 0 0 1 0 0 1 5 

Professional ly Qual i fied & 

experienced special ists/mid- 

management 

 

21 

 

0 

 

0 

 

19 

 

6 

 

0 

 

1 

 

0 

 

3 

 

0 

 

28 

 

50 

Ski l led Tech and 

Academically Qualified: 

Jnr Management; 

Supervisors; Foreman and 

Superintendents 

 

401 

 

5 

 

0 

 

183 

 

82 

 

0 

 

0 

 

12 

 

95 

 

11 

 

500 

 

789 

Semi-Ski l led and 

Discretionary 

Decision- Making 

 

2089 

 

6 

 

0 

 

31 

 

230 

 

1 

 

0 

 

7 

 

1186 

 

37 

 

2333 

 

3587 

Unski l led and 

Defined Decision-

Making 

1104 1 0 5 452 0 0 1 376 76 1558 2015 

Total Permanent 3615 12 0 242 770 1 1 21 1660 124 4420 6446 

Temporary Employee 64 0 1 9 26 0 0 0 8 1 91 109 

Grand Total 3679 12 1 251 796 1 1 21 1668 125 4511 6555 

 

Table 44: Core Contractor Employees Employme nt Equity Status as at 30 December 2021 

 

 
Occupational Levels 

Male 
 

 
W 

Female Foreign  
HDP 

Grand 

Total 

A C I A C I W Male Female  

Senior Management 6 0 0 6 3 0 0 0 1 0 9 16 

Professional ly Qual i fied & 

experienced special ists/mid- 

 

3 

 

0 

 

0 

 

6 

 

1 

 

0 

 

0 

 

0 

 

0 

 

0 

 

4 

 

10 
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management 

Ski l led Tech and 

Academically Qualified: Jnr 

Management; Supervisors; 

 

114 

 

7 

 

0 

 

72 

 

5 

 

1 

 

0 

 

1 

 

4 

 

0 

 

128 

 

204 

 Foreman 

and 

Superintende nts 

            

Semi-Ski l led and 

Discretionary Decision- 

Making 

 

494 

 

2 

 

0 

 

29 

 

19 

 

2 

 

0 

 

3 

 

47 

 

0 

 

520 

 

596 

Unski l led and Defined 

Decision-Making 
787 38 0 42 121 23 0 1 28 2 970 1042 

Total Permanent 1404 47 0 155 149 26 0 5 80 2 1631 1868 

Temporary Employee 0 0 0 0 0 0 0 0 0 0 0 0 

Grand Total 1404 47 0 155 149 26 0 5 80 2 1631 1868 

 

Beatrix has taken significant strides in shifting workfo rce demog ra p hi cs given that recrui tm ent opportuni ti e s 

were fairly l imited due to various moratori ums in the past five years, and also considering that Beatrix ha s 

undergo ne several downscaling / re-org a nisa tio n initiatives in an attemp t to remain a viable business and  

align to persistent sluggish market conditions (lower for longer). The progress made to date, is ascribed to  

prioritised recrui tm ent practi ces giving preference to HDPs and femal es in order to accelera te the requ i red  

transformation 

 

3.2  EE Targets as per MCIII 

The MCIII EE targets as set out in the table below and submitted to the DMRE are subject to the financi al  

viability of the Company and the availability of requisite vacancies as well as suitable candidates to fill 

these vacancies. 

 
Table 45: Five (5) year targets for HDP and Female representatio n at Beatrix 

Equity Level 
MC 

Target 
2022 2023 2024 2025 2026 

BOARD* 

HDPs 50%      

HD(F) 20%      

EXECUTIVE MANAGEMENT* 

HDPs 50%      

HD(F) 20%      

SENIOR MANAGEMENT* 

HDPs 60% 40% 50% 60% 60% 60% 

HD (F) 25% 20% 25% 25% 25% 25% 

MIDDLE MANAGEMEN T 

HDPs 70% 40% 50% 60% 60% 60% 

HD(F) 30% 20% 25% 25% 25% 25% 
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JUNIOR MANAGEMEN T 

HDPs 70% 64% 66% 70% 70% 70% 

HD (F) 30% 22% 29% 30% 30% 30% 

EMPLOY EES WITH DISABILI TI ES 

HDPs 1.50% 1% 1% 1% 1,5% 1,5% 

CORE AND CRITICAL SKILLS 

HDPs 60% 60% 60% 60% 60% 60% 
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*Senior Management, EXCO and Board accounted for at Group level as these are not included in 

the payroll as processed under this mining right. 

 

3.3  HDP and Female representation 

 
Table 53: HDP and Female representatio n Undertaking 

 

 
Undertaking 

Employme nt Equity to be managed as a transform ation issue and to be integrated in the  

enti re business to meet the chal lenges effectively. Accordingly, Beatrix commits to meeting  

equitable representation of HDP including female representatio n per manageme nt level. 

 

 
Action Plan 

Where the financial  ci rcumstance s al low, implement targeted retention interventions. 

As and when vacancies do arise, fi l l  vacancies as far as possible with people from  

designated groups. 

Refer to DoL 5-year EE Plan and EEA1 from 2021 

Employme nt Equity forum has been implemented and meets on a regular basis to discuss  

progress as wel l  as annual  reporting. 

 
Table 46: HDP and Female representation Strategic Plan 

 

HDP In Manageme nt - Strategic Implementa tion Plan at Beatrix 

Strategic Impleme ntatio n Plan Responsible Position Timeframe 

Focus to be placed on attracting and retaining HDPs including 

women and nurturing talent to supplement the workforce 

complement and to plan for succession. 

Unit Manager HR  

Ongoing 

Targeting the recruitment of HDPs and Women in Mining Positions is 

a specific focus of the workforce plan. 

Unit Manager HR 
Ongoing 

Recruitment targets for HDPs to be specifically aimed at 

developing and promoting such employees into 

management 

positions as and when these opportunities arise. 

Unit Manager HR  

Ongoing 

Mining-related occupations to be identified in the workforce plan 

and strategies and targets identified to support the inclusion of 

women into these occupations. 

Unit Manager HR  

Ongoing 

Ski l l s assessments to be focused on the identi fication of employe e s  

with the potential to be developed into management positions 

and career development plans will drive the growth and 

advancement 

of these employees. 

Unit Manager Talent  
Ongoing 

Appropriate ski l l s training in l ine with the career path structure to be 

provided for HDPs and Women to ensure that they acquire the 

appropriate ski l l s and competencies . 

Unit Manager Talent  

Ongoing 

Mentoring of HDPs to provide them with support and assistance to 

ensure that they can assume their roles with success. 

Unit Manager Talent 
Ongoing 

Develop pol icies directed at the retention of HDPs and Women. Manager HR Ongoing 

Develop recruitment plans for external  candidate s should internal 

employees not be suited for manageme nt roles. 

Manager HR 
Ongoing 
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4 Local Economic Development (Regulation 46 c) 

4.1  Introduction 

In compliance with the mining right holder’s obligation to meaningfully contribute towards Mine  

Communi ty Develop ment (with a bias toward s mine communi ti es both in terms of impact and size) and in 

keeping with the principles of the social license to operate, Sibanye-Stillwater (Beatrix Operation)  

conducted a detailed and thorough process in designing a LED programme for the 2022 – 2026 

implementation period. 

 

This section summari ses the outcome s of that process according to the following processes conducted : 

1) Desktop analysis of: 

i. the socio-eco no mi c status of Sibanye-S ti l lwa ter (Beatrix Mine) communi ti es 

(Lejwel eputsw a District Municipal area, Matjhabeng and Masilonyana Local 

Municipal areas); 

ii.  the Matjha b eng and Masilonya na Municipal Integra ted Develop ment Plans; 

iii.  the District Develop ment Model; 

iv. the National Develop ment Plan; and 

v. Sustainabl e Develop m ent Goals. 

2) Broad-Ba sed Consulta tion with communi ti es (formal and informal groups) 

3) Identification of priorities for Sibanye-Sti l lwater (Beatrix Operation) (Thematic Areas) 

4) Confirma tio n and prioritisatio n and of the financial commi tm ents for LED Projects 

 

 
 

Overview of the overal l  process Stakeholde r engageme nt sub-proc ess 

 
Review of SLP3 

Implementatio n 

results and 

perfromance context 

 

 

 

Finalisation and 

submission to DMRE of 

complete SLP document Review of 

relevant 

literature 

 

 

 

Consol idation of inputs into Stakeholder 

and a draft SLP4 LED  community 

programme engageme nt process 

 

Step 1: Strategic 

Level 

Engagements 

 

 

 

 

 

 

 
 

Step 2: Grassroot 

Level 

Engagements 

 

 

 

 

 

Step 3: Broad- 

based 

Stakeholder 
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Feedback. 

 
Figure 8: SLP4 LED Design Process 
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The overall process has five major and interlinked stages. The first stage relates to the current/o p era tional  SLP  

to gauge perform anc e against commi tm ent and disti l as well as contextualise the facto rs influencing  the 

noted performa nce. Relevant and key literatu re is thoroughl y reviewed to enhance understa nding of  the 

operating terrain, ensuing results, development constraints and opportunities. The stage involves 

desktop analysis of the socio-econo mic status of Sibanye-S ti l lwa ter communiti es, namely Lejwel ep u ts w a  

District Municipality (LDM) area, Masilonyana Local Municipality (MasLM) and Matjhabeng Local  

Municipali ty (MatLM) areas, as well as the review of their respectiv e Integrated Developm e nt Plans (IDPs),  

District Develop m ent Model, the National Develop ment Plan (NDP, alterna tiv ely referred to as Vision 2030) 

and the global develop ment agenda as articula ted in by the Sustainabl e Develop ment Goals (SDGs). Thi s  

is followed by engagement with broad-based stakeholders, commencing with strategic level 

engagem ents involving mine host local municipali ties and related district municipality , and internally (tha t  

is within Sibanye) to formula te or confirm a clear strategi c posture of the company. 

 

Step 3 involves in-depth engagem ents with communi ties through representa tiv e structu res to ensure tha t  

no-one is left behind, and thus, all voices and views find expression and are considered towards the  

formula tio n of the next SLP. The last but one stage is critical as it consists of the in -depth analysis of da ta  

collected and percep tions identified. This in turn informs the identifica tion of thema ti c areas and allocati o n  

of financial resources. The last stage consists of the actual compilation of the LED component and its 

ultimate integration into the entire SLP document. 

 

4.2  Socio-Economic Overview of Lejweleputswa District Municipality 

4.2.1 Historic and Geographic Overview 

The Free State is the ‘heart’ of South Africa; the province is located in the geographical centre of the 

country. Although the Free State is the country’s third-largest province (covering an area of 129 825km²), it ha s 

the second -small est population (2,834,714) and the second -lo w est population density . It is home to  5.1% of 

the national population. The Free State, a rural province of farmland, mountains, goldfields and  widely 

dispersed towns, is bordered by the Northern Cape, Eastern Cape, North West, Mpumalanga,  KwaZu l u -

Natal and Gauteng provinces, as well as Lesotho (Figure 9). 

 

Agriculture, mining and manufacturing are the dominant economic sectors of the Free State economy.  

Affectio na tely referred to as the ‘bread basket’ of South Africa, approxi ma tely 90% of the province is und er 

cultivation for crop production. The province accounts for almost 34% of the total maize production of 

South Africa, 37% of wheat, 53% of sorghum, 33% of potatoes, 18% of red meat, 30% of groundnuts and 15% of 

wool. The Free State is a rich province, the world’s fifth-la rg e st gold producer, and South Africa’s leader in 

the chemicals industry. It is home to Sasol, the giant synthetic-fuels producer. 

 

Local government in the Free State is organised into five major municipalities. One, Mangaung, is 

metropolitan, and the other four district municipalities. The four districts are Xhariep District, Lejweleputswa ,  Tha b o  

Mofutsa nyane, and Fezile Dabi. Lejwelep utswa , meaning ‘grey rock’, l ies in the goldfields and is rich in gold  

deposits. Table 55 provides an overview of the key spatial data in the 5 districts1. There are 18 local  

municipalities in the Free State. Sibanye-Stillwater’s operations are located in Masilonyana Local 

 
 

1 Metro s act as both district and local municipali ties. 
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Municipality (MasLM) and Matjhabeng Local Municipality (MatLM), both falling under 

Lejweleputswa District Municipal (LDM). Lejweleputswa District (Figure 9). 

 
Table 47: Key Spatial  Data; 2018 

 

 
South 

Afric

a 

Free 

State 

Provinc

e 

Districts 

Municipalities 

Lejweleputsw

a 

Fezil

e 

Dabi 

Thabo 

Mofutsa ny an

a 

Xharie

p 

Mangaun

g 

Size of Area 

(km²) 
1 229 341,50 130 011,50 32 168 20829 33516,

8 

37930 9899,1 

% 

Share 

of 

Regio

n 

N/A 10,58% 24,74

% 

16% 26% 29% 8% 

Source: Community Survey 2016 
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Figure 9: Contextual  Location of Free State and its consti tuent Districts 

 

Source: www.municipalities.co.za (map of South Africa); 

https://sou th afri c a-in fo .c o m/l an d/i n fo graphi c-l oc al -gove rn ment -mu nici pali tie s- f re e-state-south -afric a/ 

(Municipaliti e s of the Free State province) 

 

The geographi c size of Lejwelep utswa District is 32 168k m² (24,74% of the Free State’s land area), with a 

population of 646,920 (Statistics SA, 2016). The district is the third most populous (of the five districts of the 

Province). Lejweleputsw a, a Categ ory C municipality, is situated in the north-w estern part of the Free Sta te. 

The district borders the North West Province to the north, Fezile Dabi and Thabo Mofutsa nyana to the no rth - 

east and east respectively, Mangaung and Xhariep to the south, and the Northern Cape Province to 

the west. The district consists of five local municipalities, with approximately 18 towns distributed througho ut:  

Masilonyana , Tokologo, Tswelo p el e, Matjhab eng and Nala. Table 56 provides a synopsis of the key soci o - 

econo mic attributes of the Lejweleputswa in relation to the province and the country, South Africa, as a  

whole. 

 

 

Figure 10: Local  Municipal i ties within Lejweleputswa District 

 

Masilonyana , a Categ o ry B municipality measuring 6 618k m², is situated between the province’s bigg est  

http://www.municipalities.co.za/
https://southafrica-info.com/land/infographic-local-government-municipalities-free-state-south-africa/
https://southafrica-info.com/land/infographic-local-government-municipalities-free-state-south-africa/
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municipality, Mangaung Metro, in the south and the second-biggest municipality, Matjhabeng, in the 

north. Theunissen, Brandfort, Winburg, Soutpan and Verkeerd evlei, all former Transitional Local Counci l s  

were amalga ma ted into the municipality. The area boasts several game reserv es, and prides itself on its  

tourist destina tions, such as the Florisbad National Quaterna ry Resea rch Station. Soutpan, located with i n  

the municipality , is famed for the salt lakes from which salt is commercially produced. 

 
Table 56: Key Socio-economic Indicators 

 

Indicator Unit/Variable SA Free State Lejweleputswa 

District 

Demographic Total  population 55,563,654 2,834,714 649,964 

% Share of Region  5.1% 22% 

Population density (number of people per ) (2018) 45.3 21.8 20.1 

Urban Population Growth Rate (%) (2016 - 2020) 1,6 0,7 0.2 

Development Human Development Index (HDI) 0.709 0.708 0.62 

Gini  coefficient (2019) 0.64 31.8% 28.5% 

Poverty gap rate (from upper poverty l ine) 55.5 23,4 30.9 

Number with Matric age 20+ years 11,964,348 544,168 114,454 

% With Matric of age 20+ years population 35.4% 19.1% 18.03% 

Share of household occupying formal  dwel l ings 

(2017) 

87,1% 83,6 83,2% 

 
Matjhab eng, a Catego ry B municipality measuring 5 690km², is bound by Nala to the north, Masilonyana  to 

the south, Tswelopele to the east and Moqhaka to the west. It is a hub of mining activity. One formal land-

based protected area, the Willem Pretorius Nature Reserve, is located within the municipality.  

Matjhab eng is characteri sed by one biome, grassland , and seven vegeta tion types: Bloemfontein Karro i d  

Shrubland, Central Free State Grassla nd , Highveld Alluvial Vegeta tio n, Highveld Salt Pans, Vaal -Vet Sand y 

Grassland, Western Free State Clay Grassland and Winburg Grassy Shrubland. The Vaal -Vet Sandy 

Grassland, an endangered ecosystem, covers 11% of the Matjhabeng Municipality. The municipality is 

famed for its mining hubs: Welkom, Virginia and Ventersburg. However, Allanridge, Hennenman and  

Odend a alsrus consti tu te the main urban centres of the otherwise grassland region. 

 

4.2.2 Economic sectors 

Mining, construction, transport, electricity, and trade constitute the major economic sectors in  

Lejweleputswa’s economy (Figure 11). Mining accounts for 31.8% of the district’s GVA, while the other 

secto rs contrib ute as follows: communi ty services, 17%; trade, 14%; agricultu re, 8%; transp ort, 8%;  

manufactu ring, 4%; finance, 3%; electricity, 2%; and construction, 2%. The economy of the district not been  

spared economic downturns. Lejweleputswa’s economy has been in recession since 2015 to 2018,  

signalling economic difficulties. 
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Figure 11: Percentage contribution of each sector to the Lejweleputsw a District Municipal i ty Economy 

 

Source: IDP 2020 - 2021 

 
The across-the-bo ard decline is attributed to the impact of Covid -19-induced lockdowns imposed by the  

government. A mammo th task of facil itating and contributing to the econo mi c recovery of communi ti e s  

and the country l ies ahead. Cognisant that there is a differential impact of Covid, HIV, and other sho ck s 

on communi ti es, there is a growing realisation that collaborativ e and innovative approaches are need ed  

to build back better (B 3). Trade is the biggest contrib uto r to employment at 20% followed by commu ni ty  

services at 19%. The other sectors contribute to employment in the following order: mining, 16%;  

households, 11%, finance, 9%; agriculture, 9%; manufacturing, 6%; construction, 5%; transport, 4%; and 

electricity, 1%. 

 

 

4.3  Socio-economic Overview of Masilonyana and Matjhabeng Local Municipalities 

4.3.1 An Overview of the Local Government System in South Africa 

The analysis mainly focuses on the Beatrix mining operation , which falls under two local municipaliti es whi ch  

form part of the Lejwelep utswa District Municipality, in the Free State province. Beatrix North and South  

Sections fall within the Masilonyana Local Municipal area, while Beatrix West Section falls within the  

Matjhab eng Local Municipal area. It is importa nt to focus the analysis on the two local municipaliti es, as  

the third sphere of government - local municipalities - are at the coalface of service delivery. The 

Constitution of South Africa establishes local government as a distinctive sphere of government,  

interd ep end ent, and interrela ted with national and provincial spheres of government. 

 

South Africa is administratively divided into provinces which are further segmented into districts. The districts  are 

constituted by the lowest sphere of Government, that is local municipalities; the largest areas (by 

population) of jurisdiction are called metro polita ns. The Constitu tio nal manda te for municipaliti es is tha t  

they strive, within their financial and administra tiv e capacity, to achieve the objectives and carry out the  

develop mental duties assigned to local government. The Municipal Councils therefore take charg e of the  

6% 

11% 

services 
14% 

6% 46% 

11% 

2% 

2% 

2% 
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following principal responsibilities: 

• To provide democratic and accountable government without favour or prejudice. 

• To encourage the involvement of communities and community organizations in the matters of 

local government. 

• To provide all memb ers of the Local Communi ty with equitable access to the Municipal Services 

that they are entitled to. 

• To plan at the Local and Regional levels for the develop ment and future requirem ents of the area. 

• To monitor the performance of the Municipality by carefully evaluating Budget reports and 

Annual reports to avoid financial difficulti es, and if necessa ry, to identify the causes and remed i a l  

measures of all the Financial and Administrative challenges. 

• To provide Services, facil ities, and financial capacity, within the Constitu tio n and Legislative Authori ty .  

 

4.3.2 Social Development Perspective 

4.3.2.1 Population 

 

Masilonyana and Matjhab eng have a population of 62,770 and 429,113, respectiv ely (StatsS A, 2016). Table 57 

provides an overview of the demog ra p hic profile of MasLM and MatLM. MasLM’s population has grown  by 

1, 07%, while that of MatLM has increased by 1, 2% over the 5-yea r period as shown by Table 57. Most of the 

people, in the two municipali ties are within the working age population (15-64 years of age). 

 
Table 48: Demographic Information 

 

 Masilonyana Matjhabeng 

Demographic Data 2016 2011 2016 2011 

Population 62 770 59 895 429 113 407 020 

Age Structu r e     

Population under 15 28% 29.7% 25% 27,30% 

Population 15 to 64 66.7% 64.59% 70.2% 68.% 

Population over 65 5.4% 5.8% 4.8% 4.7% 

Population Growth     

Per anuam 1.07% n/a 1.2% n/a 

Source: Community Survey 2016 

 
Numeri cally , Black Africans and Asians/India ns constitu te the larger and smaller population groups, in bo th  

local municipaliti es. (Figure 13). A clear analysis reveals that almost 7 in 10 of the household s are ma l e - 

headed in both municipalities (Table 58). 
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Figure 12: Free State Province Population by 3 Main Age Groups 

 

Source: Community Survey 2016 

 

 

 

 

Figure 13: Population Groups in Masi lonyana and Matjhabe ng 

Source: Community Survey 2016 

P
ER

C
EN

A
TA

E 
TO

TA
L 

P
O

P
U

LA
TI

O
N

 

 
 

 

 

 

 

 
 

 
 

 

 



49 
 

 

The Free state enjoys a ‘demo gra phi c dividend’, that is the econo mic growth potenti al that results when  

the share of working-ag e population is larger than the non-wo rki ng age share of the population. Howev e r,  

the benefits of this demographic dividend can only be realised if children and youth are appropriately  

educa ted and equipped with the mindset and skil ls that are relevant to the 4th  Industrial Revolution. 

 
Table 49: Distribution of Household Head by Gender 

 

 
Gender 

Masilonyana Matjhabeng 

Number % Number % 

Male 13,022 60.4% 90,481 60.7% 

Female 8,536 39.6% 58,685 39.3% 

Total 21 558 100% 149 166 100% 

Source: Community Survey 2016 

 

Table 50: Free State Province Population (relative to SA Population) by Age Group 

 

 

Age 
Free State Province South Africa 

Total % Total % 

00 - 04 273,329 9.6 5,976,519 10.7 

05 - 10 269,094 9.5 5,619,796 10.1 

10 - 14 254,841 9 5,189,803 9.3 

15 - 19 270,247 9.5 5,104,482 9.2 

20 - 24 275,982 9.7 5,302,335 9.5 

25 - 29 276,708 9.8 5,280,504 9.5 

30 - 34 236,01 8.3 4,454,688 8 

35 - 39 191,327 6.7 3,847,961 6.9 

40 - 44 160,489 5.7 3,260,584 5.9 

45 - 49 146,283 5.2 2,782,930 5 

50 - 54 126,884 4.5 2,334,509 4.2 

55 - 59 107,88 3.8 1,974,196 3.5 

60 - 64 87,282 3.1 1,572,917 2.8 

65 - 69 64,549 2.3 1,179,287 2.1 

70 - 74 45,8 1.6 824,733 1.5 

75 - 79 24,261 0.9 486,337 0.9 

80 - 84 14,286 0.5 251,007 0.5 

85+ 9,461 0.3 211,064 0.4 

Source: Community Survey 2016 

 
To realise the benefit of the existing demographic dividend, the South African economy needs to grow 

employment and improve the labour market prospects for younger working-age people. Greater  

employment wil l  raise mean incomes, allowing the residents of Lejwel ep utswa to invest in educa tion and 
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save. These actions are crucial for achieving the second demograp hi c dividend (The Conversa tio n, Ma rch  

2016.2 ). Thus, there is a window of opportuni ty for faster econo mic growth and family welfare. 

 

4.3.2.2 Origin of population and migration 

 

It would appear that people born in the Free State are less l ikely to migrate: 90% of the population were  

born in the province. The Province also appears not to attra ct a lot of incomers. None of the other provi nces 

and people of foreign descent contribute more than 2% each to the population of the province. Figure 14 

provides an overview of places of origin for the residents of Free State in general and Masilonyana and 

Matjhabeng in particular. 

 

 

 

Free State Province 

 

 
 

2https://theconversation.com/why-south-africa-isnt-cashing-in-on-its-demographic-dividend- 

54270#:~:text=The%20medi an%20age %20in%20South,o f%20o ther%20middle%2Dinco me%20countries . 
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Figure 14: Place of Bi rth/Area of Origin of Residents 

 

Source: Community Survey 2016 

https://theconversation.com/why-south-africa-isnt-cashing-in-on-its-demographic-dividend-54270#%3A~%3Atext%3DThe%20median%20age%20in%20South%2Cof%20other%20middle%2Dincome%20countries
https://theconversation.com/why-south-africa-isnt-cashing-in-on-its-demographic-dividend-54270#%3A~%3Atext%3DThe%20median%20age%20in%20South%2Cof%20other%20middle%2Dincome%20countries
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Figure 15: Place of Bi rth/Area of Origin of Residents in Masi lonyana and Matjhabe ng 

Source: Community Survey 2016 

 

An analysis of the places of origin of Masilonya na and Matjhab eng’s population, shows that by and larg e 

most of the residents (98, 5% for MasLM and 96, 3% for MatLM) originate from South Africa. Further analysis  

indicates that the situation in the two local municipaliti es does not differ from the provincial demog ra p h i c  

picture. The majority of the residents in the two municipalities – 93, 3% in Masilonyana and 86, 2% in 

Matjhab eng were born in the Free State. However, unlike in the principal picture, the neighbouring Easte rn  

Cape contributes 5, 1% to Matjhabeng’s population. 

 

4.3.2.3 Languages 

 

Languag e is the roadma p of a culture and hidden traditions. It is therefore importa nt to pay attention to  

language, as it exposes history, culture, and legacy in develop ment. Sesotho is the predomi na nt langua g e, 

followed by Afrikaans, in the Free State (Figure 16). The same picture is reflected in Lejweleputsw a and in  

the two local municipaliti es in question . The least spoken language, at 1%, is English. One of the key issues 

emanating from the language profile pertains to the packaging and dissemination of information,  

including the SLP document, as well as development projects. Ideally, the SLP and all other SLP -rel a te d  

information products must be packaged into the most predominant languages of the mine community,  

that is both the host community and the major labour sending areas. 
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Free State Province 

 

Figure 16: Languages Spoken 

 

Source: Community Survey 2016 
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Figure 17: Languages Spoken 

 

Source: Community Survey 2016 

 

4.3.2.4 Education 

 

An investment in knowledg e pays the best interest and is the passport to the future. In terms of the Bil l  of 

Rights, Chapter 2 of the country’s Constitution, education is a basic human right. Table 60 provides an 

overview of the distributio n of the Masilonya na and Matjhab eng’s population, relative to the province and  

South Africa, by highest education level. Just 1 in 3 of Masilonyana and Matjhabeng’s residents have 

matriculated, while an equivalent portion have some secondary level schooling but did not matriculate.  

In terms of post-seco nda ry school educa tion , certifi ca tes and diplomas holders are in the majority , that is  

at 4, 5% and 4, 1% for MasLM and MatLM, respectiv ely. The number of degreed residents is below 4% in  both 

municipalities, which is slightly below that in the provincial and national averages. The level of  resid en ts 

without schooling in MasLM is double that of MatLM. 

 

Table 51: Population (Over 20 and older) by Highest Education Level  in Masi lonyana and Matjhabe ng 

 

 

Level of Education 
Masilonyana 

(%) 

Matjhabeng 

(%) 

Lejweleputswa 

DM (%) 

Free State 

Province 

(%) 

South 

Africa 

(%) 

No school ing and not sure 7,2 3,7 5,7 7,2 8,7 

Primary level  school ing 16,9 15,2 18 16,9 13,2 

Secondary level  school ing but 
34,8 38,8 38 34,4 33,1 
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with no Matric 

Matric 30,8 33,3 30 30,5 32,6 

Post Matric Certificate 

and Diploma 
4,5 4,1 3,8 4,5 5,3 

Bachelor’s degree 3,7 3,1 2,9 4,4 4,3 

Honours degree 0,9 0,9 0,8 0,9 1,3 

Masters degree 0,3 0,1 0,1 0,3 0,4 

Post graduate certificate/diploma 0,7 0,7 0,6 0,7 0,9 

PhD 0,2 0,1 0,1 0,2 0,2 

Source: Community Survey 2016 

 
The relatively lower level of post-secondary education calls for concerted efforts towards improving 

educa tion outcome s in the area. The solution to getting more people attaining tertiary qualifications l ies in  

ensuring that young people complete secondary schooling that is, matriculate. One of the areas to  

intervene in and that can make a huge difference is in early childhood development (ECD). Table 61 

provides an overview of the percentage of children, the 0–5 year population group, that are attending 

some form of ECD. 

 
Table 52: Population Aged 0-5 Years Attending an Educational  Insti tution 

 

Age Attending 

(%) 

 Masilonyana 

Local 

Municipality 

Matjhabeng Local 

Municipality 

Lejwelep utswa 

District 

Free State South 

Africa 

0 – 5 

years 

 

41,2 

 

51,9 

 

47,9 

 

52,0 

 

48 

Source: Community Survey 2016 

 
The situation in both Masilonyana and Matjha beng is a cause for concern: approximately half of the 0-

5 years do not attend ECD. These children are unlikely to be equipped with the necessary foundation 

for primary to tertiary education. A high level of enrolment and participation at the ECD level could build 

a strong foundation towards increasing the rates of completion of secondary schooling and improving 

education outcomes in the community. 

 

4.4  Service Delivery 

4.4.1 Overview of Service Delivery 

The effectiv eness (or otherwise) of government is judged, by the majority of the citizens, by its abil ity (or  

otherwise) to timely and consistently provide basic services. Basic services include housing, education, 

health care, security and safety, communi ca tio n , social welfare, transp o rt, energ y, water, sanitatio n, refus e 

and waste removal. The Constitu tio n states that municipaliti es have the responsibil ity to ensure that all  

citizens are provided with services to satisfy their basic needs. In this regard, local government has a co re  

function in the provision of basic services as encapsulated in the Municipal Systems Act (Act No. 32 of 

2000), Municipal Structure Act (Act No. 117 of 1998) and many other supporti ng legislative instruments and  
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policies. Notwi thsta nding the constitu tio nal provision, service delivery remains one of the most daunti ng  

challenges to post-apartheid South Africa. One of the most topical issues in contemporary South Africa 

relates to service delivery at the local level. The next sections provide an overview of access to basic 

services within the Masilonyana and Matjhabeng. 
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4.4.2 Housing and Living Conditions 

4.4.2.1 Dwelling Type 

 

Quality and affordable housing, supported by adequate social facilities and places of work, is a key 

indicator of a strong community. Section 26(1) of the Constitution of the Republic of South Africa 

guarante es every- one's right of access to adequate housing. Section 26 of the Constitu tio n states that: (1) 

Everyone has a right to have access to adequate housing and (2) The state must take reasonable  

legislative and other measures within its available resources to achieve the progressiv e realization of thi s  

right. Housing is therefore a basic human right. This sectio n provides an overview of the extent to which the 

right to housing is being realized (or otherwise) within Masilonyana and Matjhab eng. An analysis shows tha t 

the majority (depicted in bold under the column “Housing Typology”) – 84% and 86, 2% of the household s in 

Masilonyana and Matjhab eng, respectivel y - l ive in conventio nal formal housing (Table 62). 

 
Table 53: Distribution of households by Type of Main Dwel l ing in Masi lonyana and Matjhabe ng 

 

Housing Typology 
Matjhabeng 

(%) 

Masilonyana 

(%) 

Lejweleputswa 

(%) 

Free 

State (%) 

South 

Africa (%) 

Caravan/tent 0% 0% 0% 0% 0% 

Cluster house in complex 0.1% 0% 0.1% 0.3% 0.8% 

Flat or apartment in a block 

of flats 

2% 0.6% 1.5% 1.7% 3.5% 

House/fla t/ro om in backyard 4.6% 6.5% 4.6% 5.9% 6.6% 

House or brick/concrete block 

structu re on a separate plot 

76.9% 74.6% 76.2% 74.4% 65.9% 

Informal dwelling (shack; 

in backyard) 

6.3% 4.6% 5.9% 6% 5.4% 

Informal dwelling (shack; not in 

backyard) 

8.4% 11% 9.8% 8% 7.5% 

Room/flatlet on a property 

or larger dwelling /ser va nts 

quarter/granny flat 

0.3% 0.9% 0.3% 0.4% 0.8% 

Semi-detached house 0.3% 0.8% 0.3% 0.3% 0.8% 

Townhouse (semi-d eta ched 

house in a complex) 

0.3% 0.6% 0.3% 0.7% 0.8% 

Dwelling/hut/ structu re made 

of traditional material s 

0.3% 0.2% 0.5% 1.6% 7% 

Other 0.5% 0.2% 0.5% 0.7% 0.8% 

Source: Community Survey 2016 

 
The level of home ownership is relatively high in Masilonyana and Matjhabeng: 60, 2% and 61, 6% of 

residents in the former and latter occupy houses they own, and which are fully paid up (Figure 18). A furth er 

8,1% of Masilonya na and 9, 8% of Matjhab eng residents are on the path toward s home ownership . The low 

percentag e of residents who are on rental accommo da tion suggests a strong corelatio n between pla ces 

of origin and home ownership . It appears that generally, people are more likely to invest for the long term in 

housing that is toward s ownership , when they are in their place of origin. 

https://www.azquotes.com/quote/1019434?ref=housing
https://www.azquotes.com/quote/1019434?ref=housing
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Figure 18: Housing by Owne rship in Masi lonyana and Matjhabe ng 

 

Source: Community Survey 2016 

 
Notwithsta ndi ng the positive housing picture in terms of home ownership, there is sti l l  a need to invest in  

appropria te housing for the approxi ma tely 15% in both Masilonya na and Matjhab eng, who sti l l  reside in  

informal settlements. 

 

4.4.2.2 Water 

 

Water is essential to l ife. Chapter 2 of the Constitu tion provides that: “Everyone has the right to have access to  

sufficient food and water.” Figure 19 provides a compara tiv e picture of the level of access to water by  

Masilonyana and Matjhab eng ’s residents. In the case of Masilonyana , the majority , that is 65, 6% and 28,  

8%, have access to tap water from inside their dwellings and within inside their plots, respectiv ely. 

 

Figure 19: Population by Water Source 

Source: Community Survey 2016 
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Matjhab eng seems to have taken a different approach to ensuring provision of potable water by investi ng  

in facil ities outside of the residential structures: Only 4 in 10 (40, 3%) of its residents have water inside their 
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house, while the majority, that is 54, 4% have water within their residential plots. The above scenario points to  

the existenc e of relatively well -arra ng ed form of water delivery mecha nism , as depicted in Figure 20. It 

appears that there is a corresponding relationship between the percentage of residents living in formal 

housing and those with access to piped (tap) water. 

 

 

Figure 20: Population by Water Suppl ier 

 

Source: Community Survey 2016 

 
The two local municipaliti es appear to be discharging well their manda te for water provision. The bulk of  

the households – that is 97,5% and 93,2% of the households in MasLM and MatLM, are reliant on the 

municipality for water (Figure 20). Notwithsta nding the prominent role of local government in water serv i ce 

provision, nearly 2% of household s in both local municipaliti es have to find alterna tiv e means to meet thei r 

water needs. 

 

4.4.2.3 Energy 

 

Through its Renewa ble Energy Independ ent Power Producers Procurem ent Programm e (REI4P), introd uc e d  

in 2011, South Africa has set its path toward s minimizing its reliance on non-rene wa ble energy sources such as 

nuclear and coal. This strategy by Africa's biggest emitter of greenhouse gases, is aimed at reducing and  

keeping South Africa’s greenhouse emissions to a range of 350-420 mill ion tonnes of carbon dioxi d e  

equivalent (Mt CO2e) by 2030. However, cognisance must be made on the constitu tio nal impera tiv es wi th  

respect to the provision of and access to electricity. 

 
The Consti tu tion crea tes an exclusiv e right for municipaliti es to supply electri ci ty within their boundari e s.  

Thus, local Electricity reticulation and distribution is a responsibil ity of local government. It is also important to  

note that the National Energy Act, 2008 (Act No. 34 of 2008) manda tes the Minister of Energy to ensure that 

diverse energy resources are available in sustainable quantities, and at affordable prices, in South Africa 

to support economic growth and poverty alleviation, while taking into account the effect and imp a ct 
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on the environment. Notwithstanding the exclusiv e rights of municipaliti es in the supply of electri city , 
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the country’s biggest supplier of electrici ty and a state -o w ned entity, Eskom, may supply any 

custo mers within its area of supply if a municipality does not already supply such custo mer. Tab l e 

20, provides a picture of the level of access to different sources of power by residents of 

Masilonyana and Matjhab eng. 

 
Table 54: Distribution of Households in Masi lonyana and Matjhabe ng by Main Type of Electrical  Energy Source 

 

Type of Energy Source Matjhabeng Masilonyana 

 Population % Population % 

Battery 186 0 89 0,10 

Connected to other source which household is not 

paying for 

456 0,1 153 0,2 

Connected to other source which household pays for 5 429 1,3 818 1,3 

Generator 160 0 0 0 

In-house conventio nal  meter 70 483 16,4 7,356 11,7 

In-house prepaid meter 338 377 78,9 50,682 80,7 

No access to electricity 13 007 3 3,461 5,5 

Other 764 0,2 212 0,3 

Solar home system 252 0,1 0 0 

Source: Community Survey 2016 

 
As in the case with water provision, households in MasLM and MatLM have relatively high access to  

electri ci ty. Notwithsta ndi ng the high levels of provision of electri ci ty at a household level, sl ightly above 1% of 

the residents of both local municipalities have no access to conventional electricity. The local 

municipality is far away from ‘greeni ng ’ its power sources: less than half a percent of household s use sola r 

and/or wind turbine generated electricity. 

 

4.4.2.4 Toilet Facilities 

 

Adequa te sanitatio n and toilets are basic necessi ties that ensure and promote the health of househo l d s  

and the entire community. It is almost inconceivable that someone has no access to a decent ‘toilet’  

facility in South Africa. The reality is that 7,4% and 3,1% of households rely on the bucket system in  

Masilonyana and Matjhab eng respectiv ely. Furthermo re, 1,3% do not have toilet facil ities at all. 

 
Table 55: Distribution of Households by Type of Toi let Faci l i ty 

 

Type of Toilet Facility Matjhabeng Masilonyana 

 Population % Population % 

Bucket toi let (col lected by municipal i ty) 6 765 1.6 3 753 6 

Bucket toi let (emptied by household) 6 606 1.5 905 1.4 

Chemical toilet 439 0.1 281 0.4 

Ecological  toi let (e.g. urine diversion; enviroloo) 55 0 145 0.2 

Flush toi let connected to a publ ic sewerage system 368 596 85.9 5 395 86 

Flush toi let connected to a septic tank or conservanc y tank 1 172 0.3 492 0.8 

Pit latrine/toi let without venti lation pipe 28 638 6.7 841 1.3 

Pit latrine/toi let with venti lation pipe 1036 0.2 462 0.7 

Other 115 2.7 545 0.9 
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None 4 307 1 1 395 2.2 

Source: Community Survey 2016 

 

The traged y of household s at the bottom of the socioeco no mi c pyramid is more exemplifi ed by access, or  

rather l imited access, to some of the most basic facil ities such as water, refuse collection and sanitati o n .  

The breakout of the Covid-19 pandemic has more than exposed the gross socio-economic inequalities 

that sti l l  prevail in South Africa, almost 3 decad es after the advent of demo cra cy. The disparities of acces s  

to decent sanitatio n facil ities need to be addressed to ensure the health of communi ti es. 

 

4.4.2.5 Refuse Removal 

 

Effectiv e refuse removal, as part of the entire chain of refuse manag em ent, constitu tes one mecha ni sm of  

protecting human beings and the environment from the perils of poorly managed solid waste. Section 

156(1)(a) of the country’s Constitu tio n, read with Schedule 5, assigns direct responsibil ity for refus e  

manag em ent, refuse removal, refuse dumps, solid waste disposal and cleansing , to local governm e n t.  

However, the management of refuse constitutes one of the biggest challenges facing local 

government in South Africa. Along the chain of refuse manag em ent, its removal from the point of 

genera tio n , become s one of the major indicators of service delivery efficiency. Table 65 highlights the level  

of access to different forms of refuse removal in the Masilonya na and Matjhab eng. 

 
Table 56: Percentage Distribution of Households by Refuse Removal 

 

Type of Removal Matjhabeng Masilonyana 

 Population % Population % 

Communal container/central collection point 4 04 0.9 0 0 

Communal  refuse dump 20 11 4.7 1 293 2.1 

Dump or leave rubbish anywhe re (no rubbish disposal) 14 804 3.4 702 1.1 

Own refuse dump 35 943 8.4 10 547 16.8 

Removed by local  authority/private company/c om m unity members 

at least once a week) 

317 34 74 41 819 66.6 

Removed by local  authority/private company/c o mm unity members 

less often than once a week 

35 105 8.2 8 096 12.9 

Other 1 771 0.4 313 0.5 

Source: Community Survey 2016 

 
Communal refuse removal indicates organised groups of household s that have taken it upon themse l v e s 

to provide a service which should be provided to them by local government. However, the overall pictu re  

shows that most of the residents are depend ent on organised refuse removal. While the frequency mi g ht  

differ – that is whether refuse is remov ed on a weekly basis or longer than a week - local municipaliti es are 

generally (or in some cases private compa ni es either sub-co ntra c ted by the municipali ties or a commu ni ty  

group), the main actors in the discharg e of the service. In Masilonya na and Matjhab eng , local municipa l i ty  

accounts for 78, 5% and 82, 2% of removal of solid waste. Dumping, which leads to not only unsightly piles of 

solid waste but also contact with dangero us substa nces, is relatively lower at 1, 1%, in Masilonyana. Up to 3, 

4% of household s in Matjhab eng dump solid waste. This is very concerning given the existence of a  sensi ti v e 

ecosystem, which includes wetland (s) in the Free State. 

 

4.4.2.6 Internet Access 
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The internet has become the intangible driver of economic development and social interaction. The 

internet, together with other elements of the 4th   Industrial Revolution (4IR), such as artificial intelligence , 

business analytics and intelligence, form the backbone of modern society. Access to the internet is 

therefore an importa nt development indicator in contem po rary society. 

 

Table 66 shows the level of internet accessibility in MasLM and MatLM on the basis of gender of the  

household head. 

 

Table 57: Access to the Internet (in percentage terms) 

 

Gender of household head Masilonyana Matjhabeng 

Male 11% 8% 

Female 9% 6% 

Total 10% 7% 

Source: Community Survey, Free State Prov incial Profile Report, 2016 

 

 

 

Table above shows that there are relatively low levels of accessibil ity to the internet in Masilonyana and  

Matjhab eng. With an average level of 10%, Masilonya na has the highest level of access to the internet, in  

compari so n to Matjhab eng’s 7%. One of the major implications of the global Covid-19 pandemi c is that it 

sped up the use of the internet as a key form of communicating information, providing educational  

services, and even schooling, and facil itating economi c activity and interactio ns. The low level of acces s 

in both local municipaliti es points to a serious digital divide, which is a proxy indicator of socio -econ o m i c 

inequality. The bulk of the residents, that is more than 90%, are thus cut off from the global network in terms of 

ready access to informa tio n for commercial, educa tional, recrea tio nal and other purposes. 

 

4.4.2.7 Food Security and Agricultural Activities 

 

This Section provides an analysis of the status of agricultural activities and the status of food security in 

Masilonyana and Matjhabeng. Table 67 shows that the most popular agricultural undertaking in 

Masilonyana is crop production. On the other hand, that is Matjhabeng, 35% of the households are 

involved in vegetable production. The analysis of agricultural activity and food security in particular is 

critical as rights are enshrined in two sections of the country’s Constitu tio n, namely Section 27(1)(b) and  

28(1)(c). The former, that is Section 27(1)(b ) states that everyone has the right of access to suffici ent food . 

Section 28(1)(c) states that every child has the right to basic nutrition . Several interna tional human rights 

instruments, such as the Universal Declara tio n of Human Rights (UDHR), the Interna tional Covenant on  

Economi c, Social and Cultural Rights (ICESCR) and the Copenhag en Declara tion on Social Develop m e n t  

recognise the right to food as a component of an adequate standard of living. 

 
Table 58: Households involved in agricultural  activi ties in Masi lonyana and Matjhabe ng 

 

Type of Agricultu ral 

Activity 

Lejweleputswa Masilonyana Matjhabeng 

Number % Number % Number % 

Livestock production 7 330 18 1 119 19 2 984 13 
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Poultry production 8947 22 1 074 18 4 240 18 

Production of other crops 10 090 24 1796 31 4703 20 

Vegetable production 11 854 28 1 255 21 8 066 35 

Other 3 162 8 625 11 3 022 13 

Total 41 383 100 5869 100 23 015 99 

Source: Community Survey 2016 
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Figure 21: Households involved in agricultural  activi ties in Lejweleputswa 

 

Notwithstanding the cited level of engagement in agriculture, hunger, as depicted by the number of  

households going for days without money to buy food, is a common socio-economic challenge. South 

Africa is self-su ffici ent in terms of basic food. The irony is that countrywid e, prevalence for running out of  

food is at 19.9%, with Northern Cape and Eastern Cape at 27, 6% and 26, 3%, respectiv ely being the mo st 

affected . Table 68, depict the prevalence of household s experi encing hunger in Lejweputswa in genera l ,  

and in the two local municipalities in question. 

 
Table 59: Level  of Household Food in the last 12 Months 

 

Food (in)securi ty indicator 
Matjhabeng Masilonyana Lejweleputswa 

Population % Population % Population % 

Prevalence of running out of money to buy 

food 
37869 25,4 6534 30,3 

60204 27,7 

Skipped a Meal 25974 17 4228 19,6 41239 18,9% 

Source: Community Survey 2016 

 
Socioecono mi c downtu rns affect food securi ty , and the situation is not an excep tion for Masilonya na and  

Matjhabeng. Around 1 in 4 (25 ,4 per cent) of households in Matjhabeng have run out of money for 

purcha se of food while almost 1 in 5 (17 per cent) have borne the brunt of missing a meal. The situation is 

even worse in Masilonyana . The prevalence of household s skipping meals is l ikely to increase due to the 

large unemployment caused by Covid-19 and that now many households will have more 

unemployed members to feed. 

4.4.2.8 Ownership of Household Goods 

 

The communi ty’s average ownership level of all the assets reflected in Table 69 is compara tiv ely lower tha n  
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that for the country with respect to a number of asset categories. A cell phone is the most common  

household good in Free State; however with 91, 8% of households owning at least one cell phone, 
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Masilonyana is lower than the district, provincial and countrywid e figures. Further, car ownershi p levels are 

relatively lower in Masilonyana , in compa rison to Matjha b eng , the province, and nationwid e. 

 
Table 60: Ownership of Goods by Households (Expressed in % Terms) 

Equipment Matjhabeng Masilonyana Lejwelepu tswa Free State South Africa 

Cell phone 92.9 86.7 91.4 91.3 92.1 

Computer 21.9 15.4 19.6 21 23 

Dvd player 63.2 53.9 59.5 58.3 52.4 

Electric/gas stove 88 88.4 88 86.7 80.4 

Landline/telephone 6.7 5.8 6.4 6.8 11 

Motor-car 31.6 18.6 28.6 27.4 31.3 

Radio 76.9 73 74.2 76.5 66.6 

Refrigerator 82.1 73.1 79.5 79.7 77.3 

Satel l i te television 41.2 33.7 37.2 38.1 39.5 

Television 88.6 77.9 85.7 84.6 81.8 

Vacuum cleaner 18.2 11.9 16.2 15 15.8 

Washing machine 40.9 29.7 39.2 36.9 37.3 

Source: Community Survey 2016 

 
4.4.2.9 Crime and Perceptions of Safety 

 

Crime is one of the country’s biggest challenges and individual, household, and broader communi ty sa fe ty  

is an importa nt issue in many communi ti es. Percep tio n of safety is therefo re an important develop m e n t  

indicator. Figure 22 shows that, comparatively, Masilonyana is relatively safe; 97, 5% of the residents did not  

experience crime in the last 12 months. Unfortunately, available data does not provide insight into the 

nature and impact of crime experi enc ed by those who record ed being victims of criminality. 

 

Figure 22: Crime Levels as Measure d by Percentage of Households that Experience d Crime in the Last 12 Months  

Table 61: Crime statistics: Matjhabeng 

Issue Matjhabeng Masilonyana 

 Population % Population % 

Experienced Crime 10662 7,2% 540 2,5% 

Did not experience Crime 138250 92,8% 20 918 97,5% 

Total 148912 100% 21458 100% 

Source: Community Survey 2016 
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South Africa ranks 19th out of 193 countri es on a global index measuri ng organised crime activity. Pov erty  

and disparities between the rich and the poor, mainly manifesting from poor educational outcomes and 
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jobless econo mi c growth , as well as poor service delivery, especially in township s and informal settl em en ts ,  

impact crime levels. Low conviction rates exacerbate the problem. 

 

4.4.2.10 Perception of Municipal Services and Problems 

 

In the case of South Africa, percep tions of poor service delivery and/or misma nag e ment of public fund s  

have greatly contributed to collective violence in the form of communi ty protests. Municipalities are at the  

coalface of service and invariably bear the brunt of angry residents. In order of severity, the five leadi ng  

service delivery problems faced by municipaliti es in Free State, as per the 2016 Communi ty Survey, are (1) 

lack of safe and reliable water supply (20,8%); (2) lack of employment opportunities (13,8%); (3) 

Inadequate roads (12%); (4) Inadequate sanitation/sewera g e and toilet services (10,6%); and (5) 

inadequate housing (9,3%). Given the high percentage of occupation of formal housing and 

homeownership, it is not surprising that housing is the least mentioned development challenge by the 

residents of Free State. 

 
Notwithsta ndi ng the fact that municipaliti es are consti tu tionally manda ted with provision of basic servi ce s,  

mining companies have not been spared the brunt of community protects. This has partly been  

aggravated by misplaced percep tio ns by some communi ty memb ers that mines have a responsibil ity fo r  

service delivery leading. Local government has the consti tu tional manda te and receiv es annual bud g ets 

to for service delivery. 

 

4.4.2.11 Health (HIV and AIDS) 

 

The enjoyment of the highest attaina bl e standard of health is a funda mental right of every human being .  

Health is not merely the absence of disease or infirmity (World Health Organiza tion). It is a state of comp l e te 

physical, mental, and social wellbeing (Hanco ck & Duhl, 1988). The health of our communiti es is critical to  

economic growth and development, and more so to the eradication of intergenerational poverty. 

The Human Immuno d efi ci ency Virus (HIV) has been one of the most challenging pandemi cs to fa ce 

humani ty. Though there is evidence of the existence of HIV as long back as 1959 in the Belgian Congo, the 

disease came to the public's attention in the early 1980s. Since then, HIV and AIDS have had a debilita ti ng  

effect on the world. Globally, South Africa is said to be the worst affected country. The first case of HIV  

infectio n in South Africa was reported in 1982 at the height of military offensiv e on, and poll ical repres si o n  

of, the black communi ty by the apartheid government. The persistence of HIV infectio ns and AIDS-rel a te d  

deaths, despite the massiv e roll-out of awareness campaig ns, free issue of condoms, and the provision of free 

Anti- retroviral (ARV) treatm ent means more still needs to be done to contribute to and achieve an AIDS -

free generation. 

 
Although there are different schools of thought on the correlation between AIDS and socio -economic 

status, the United Nations Joint Programme on HIV/AIDS (UNAIDS) concluded in 2001 that “poverty,  

underdevelopment, the lack of choices and the inability to determine one’s destiny fuel the (HIV)  

epidemi c”. Figure 23 depicts the percentag e of the population affected by HIV/AIDS and other ailments  

in the Free State. 
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Figure 23: Percentage of the population affected by HIV/AIDS in relation to the poverty levels in South Africa 

(Lejweleputswa District Health Profile) 

 

 

The discovery and subsequent spread of a pneumonia-like disease in China’s Wuhan City heralded the 

start of the novel coronavirus pandemic, originally called “2019 -nCo V”, caused by the SARS-Co V-2 virus.  

Lejwelep utswa has not been spared of the brunt of Covid -19. On the whole, the Free State accounted fo r  

5,6% of Covid cases in South Africa. Figure 24 shows the Covid vulnerabil ity - transmi ssio n potential and  

health susceptibility - of Lejweleputswa. 

Females 

Males 
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Figure 24: Lejweleputswa Covid-19 Vulnerabi l i ty Index 

 

Source: Cogta, 2020 (Lejweleputsw a District Municipality : Profile and Analysis, District Developmen t Model) 

 
The socio-economic impact of Covid are enormous; the pandemic has not only changed the very 

core of how we interact in society and what we once knew as normal, it has destabilised the 

demographics. Covid has led to a significant increase in the crude death rate (CDR) from 8,7 deaths per 1 

000 people in 2020 to 11,6 deaths per 1 000 people in 2021. This significant rise in fatalities has led to a drop in 

the 2021 Life expectancy (LE) at birth, and placed a heavy burden over the fiscus for South Africa. 

Covid has significantly exposed and magnified the faulty lines of ‘jobless’ economic activity, and 

socio-economic inequalities worsened alongside economic growth. Building community resilience to 

shocks from, for example, pandemics and climate change, appears to be one of the only viable long-

term responses to poverty and vulnerability in the Free State Province. 

 

4.4.3 Economic Perspective 

4.4.3.1 Size and Significance of Masilonyana and Matjhabeng Economies 

 

Although the two local municipalities have diverse economies, mining forms the economic backbone  

(Table 71). The economi es of the two local municipaliti es are therefo re subject to external volatil ities and  

impacts. The economies are also largely driven by community services which contribute 8,4% 

(Masilonyana) and 10,8% (Matjhabeng) of the GDP of the respective economies. Trade and finance are 

also key contributo rs to the econo mi es. Agricultu re, which is one of the major contributo rs to employment, is 

not a major contributo r to the GDP of both economi es (Table 72). This shows that agricultu re has a high  

propensi ty for employment crea tion although it tends to be seasonal, and the wages are on the lower end  

for the majority of low-skilled labourers. 

Table 62: Sectoral  Contribution to the Economy of the Masi lonyana and Matjhabe ng Local  Municipal i ty 

 

Sector Lejweleputswa (%) Masilonyana (%) Matjhabeng (%) 

Agriculture 5,6 6,2 0,8 

Mining 46,5 50,3 56 
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Manufacturing 2,5 2,1 2,1 

Electricity 1.5 1,2 1,3 

Construction 1,7 2,2 1,5 

Trade 11,0 8,3 10,0 

Transport 6,3 5,2 5,6 

Finance 10,8 8,4 10,8 

Community services 
14,2 16,2 11,9 

Source: IDP 2020 -2021 

 
Matjhab eng’s IDP acknowledg es the contrib ution of mining on the local econo my. It reflects that besi d es  

Sibanye-Stillwater, a number of other mining companies operating in the municipality have different  

development programmes and projects. 

 

Table 63: Sector Output Growth 2020 

 

 

Sector 

Masilonyana Local 

Municipality 

Matjhabeng Local 

Municipality 

Lejweleputsw a District 

Agriculture 6,0 1.6% 9% 

Mining 50.3% 40.7% 31.8% 

Manufacturing 2.9% 3.6% 4.2% 

Electricity 1.4% 2.0% 2.4% 

Construction 1.8% 1.8% 1.9% 

Trade 8.1% 13.4% 13.6% 

Transport 4.8% 7.3% 7.6% 

Finance 8.5% 14.5% 13.4% 

Community services 15.5% 15.7% 17% 

Source: Free State SERO 2021 

 
Generally, Free State and its district and local municipaliti es face a broad -b a se slowdown in output acro ss  

the primary and tertiary sectors. The across-the-board economic decline is attributed to the impact of 

Covid-induced lockdowns imposed by the government. A mammo th task of facil itating and contribu t i ng  

to the econo mi c recovery of communi ties and the country l ies ahead. Cognisant that there is a different i a l  

impact of Covid, HIV, and other shocks on communi ties, there is a growing realisation that collabora ti v e  

and innovative approaches are needed to build back better (B3). 

 

4.4.3.2 Employment 

 

Figure 25 provides an overview of the employment status of individuals and employment by secto r in the  

context of Masilonya na and Matjhab eng. The picture in Masilonyana and Matjhab eng is not very differe n t  

from the provincial scenario , although employment is relatively higher than the national average. Al mo st  

7% more people are employed in Matjha b eng (24,5%) than in Masilonyana (17,9%). As such, the number of 

discourag ed work seekers is much higher in Masilonya na (4,5%) than in Matjhab eng (3,3%). The formal sector 

is the main source of employment (Figure 26). 
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Figure 25: Employment Status for Individuals 15 years and Older (in percentage terms) 

 

Table 64: Employment status for Individuals 15 years and Older (in percentage terms) 

 Matjhabeng Masilonyana Lejweleputswa Free State South Africa 

Discouraged work-see ke r 3.3% 4.5% 3.8% 3.6% 3.5% 

Employed 24.5% 17.9% 22.8% 23.7% 25.5% 

Not applicable 31.9% 35.5% 33.9% 34.6% 34.5% 

Other not economically active 25.9% 30.7% 26.3% 26.7% 25.7% 

Unemployed 14.4% 11.5% 13.1% 11.4% 10.8% 

Source: Community Survey 2016 

 
Unemploym ent, alongside poverty and inequality are the three biggest challeng es facing South Africa. In  

this regard, creating an environment for business to thrive and for the creatio n of long -term and dignifi ed  

jobs is at the heart of public policy in South Africa. Notwi thsta nding the noble policy intents, unemploy m e n t 

remains a major challenge in the country. 
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Figure 26: Employment of Individuals, 15 Years and Older by Sector Table 74: Employment of Individuals, 15 Years and 

Older by Sector 

 Matjhabeng 
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Lejweleputswa 
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Do not know 0.6% 0.9% 0.6% 0.6% 0.6% 
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Source: Census, 2016 

 

The emerging picture challenges development policy and local economic development practitioners 

to think outside the box and begin to create a conducive space for the informal sector to grow and 

constructively contribute to the local and national economy. 

 

4.4.3.3 Incomes (including Social Grants) 

 

The majority of the workforce in the Free State is in the lower part of the middle-inco m e bracket, earn i ng  

above R9,600 per month. 
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Source: Community Survey 2016 

 

Masilonyana and Matjhabeng Local Municipality 

 

In the formal sector 18.6% 11.6% 16.6% 16.6% 19.2% 

In the informal sector 2.7% 2.2% 2.8% 3.4% 3.2% 

Not applicable 75.1% 81.7% 76.7% 75.9% 74% 
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Source: Community Survey 2016 

 

Figure 27: Annual Income Levels and Distribution 

 

Consideri ng that less than half of the EAP group is gainfully employed, and mostly in the formal secto r, the 

income differential s are therefore very large within the community. Unfortuna tely, disaggrega ted data on  

sources of income in Masilonyana and Matjhabeng is not available. It appears that socio -economic 

inequalities have increased over time. Such a situation, where half of the community have no sustaina b l e  

l ivelihoods, is not conduciv e and does not lead to social unity and cohesion. 

 

 

The informal secto r provides ferti le ground for the establishm ent, growth, and eventually the formalisa tio n of 

small, medium, and micro-enterp ri ses (SMMEs). This calls for concerted partnership s to diversify the eco no my 

and livelihoods of the area. Cognisance must be made that this calls for the State to take a lead  thro ug h 

public policy and progra mme s. Notwithsta nding the dearth of income related data, it is evident that a high 

level of unemployment contributes to untenable dependency. 

 

4.4.3.4 Dependency 

 

Despite the dominance of mining, the two local municipalities have low labour force participation rates 

and absorption rates. High unemployment levels spell doom and gloom for many individuals and  

household s. It is the very source of growing socio -eco no mi c inequalities, hopelessness, and a founda ti o n  

for a plethora of social ills. Over-dependency on one sector such as mining, or few sectors, is also not 

sustaina bl e. The lack of alterna tiv e and diverse forms of l ivelihoods, that is outside of the formal secto r,  

exacerbates the situation in the context of the Masilonyana and Matjhabeng. According to 

www.m uni cip aliti es.co .za, Masilonya na and Matjha b eng has a depend ency ratio of 50% and 42,4%. The  

municipality itself is highly depend ent on grants for its operations. The relative low level of depend ency in  

Matjhabeng can be traced to the comparatively high employment. 

 

4.4.4 Environmental Perspective 

4.4.4.1 Environmental Profile 

 

Humanity and nature are intricately linked. The key to sustainable development is to balance the 

exploitation of natural resources for socio-economic development and the conservation of ecosystem 

services critical to everyone’s wellbeing and livelihoods (Figure 29). Ecosystem services are the benefi ts, in 

the form of products or goods and services, that the natural environment and healthy ecosystem s provi d e  

to human beings. The benefits include provisioning of services such as food and water; regulating serv i ce s 

such as regulation of floods, drought, land degradation, and disease; supporting services such as soil 

formation and nutrient cycling; and cultural services such as recreational, spiritual, religious, and other 

nonmaterial benefits (MEA, 2015). The Constitution of South Africa provides for the protection of the  

environment to benefit the present and future generations by preventing pollution, ecological 

degradation, and securing ecologically sustainable development while allowing for economic and 

social development. 

http://www.municipalities.co.za/
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Figure 28: The socio-ecological  system and ecosyste m services 

 

Source: Munroe et al, 2015 

 

A great part of Lejweleputswa, that is 47%, is designated as a natural habitat. Two formal land-based 

protected areas - the Bloemhof Dam Nature Reserve (632ha) and the Sandveld Nature Reserve (24 

883.5ha ) - are in Lejwelep utswa . Wetland s make up 5,7%, that is 37,304.9ha, of the total area size of the 

district municipality. Various ecological aqua areas that support endangered and water species are 

also found within the region. This includes the areas around the Agri Park in Wesselsb ro n. Promi ne n t 

protected and conserva tion areas are found around Bloemhof, Erfenis and Allemanskra al Dams. The Vaal , 

Modder, Vals, Sand and Vet Rivers are part of the main sources of water supply to the district. Howev e r, 

over the years, Lejwel ep utswa has been under severe environmental pressure. 

 
Environmental state and health are dependent and influenced greatly, amongst other factors, by the  

spatial configuration of an area and general socio-economic development. Lejweleputswa faces the 

following environmental challenges/issues: 

1.  Loss of high priority biomes( 

Figure 29), typified by degrad ed land, overgrazing, invasive alien species, amongst others. 

2.  Extrem e weathe r events which have led to (negativ e) changes in: 

• grain productio n areas. Seeds that are resistant to heat, and crops that grow in 

extrem e climate conditions are needed. 

• Adverse changes in sorghum productio n. 

3.  Increased risk to l ivestock. 

4.  Climate change-induced hazards on human beings: 

• Increased heat stress. 

• Increased vector-bo rne diseases from spread of ticks, blackflies, mosquito es and sandflies. 

• Food insecuri ty culminati ng in increased malnutri tion and hunger. 

• Loss of l ife and property from floods. 

5.  Loss of industrial and labour productivi ty . 

6.  Damag e to infrastructu re leading, for exampl e, to collapsed roads and bridges, 
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potholes, less water available for irrigation and drinking, and sewer systems blocked by litter. 
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Source: Lejweleputsw a DM Climate Change Response Plan, 2016 

 

Figure 29: Threatene d ecosystems in Lejweleputsw a 

 

Despite a ‘world class’ Constitution and a plethora of legislative, policy and other instruments, and  

considera ble investments in advocacy and direct conserva tion efforts, Free State has not been spared the  

fate of most climate change and demographic shifts. 

 

The built environment of Free State is primarily influenced by the large population over a relatively smal l  

space to juxtapose and accommo d a te various land uses. Thus, the land is an essenti al but hotly conte s te d  

asset. Without taking anything from the formal local systems, it appears that legislated formal planni ng  

follows the informal sector. A lot of planning is turning to be either reactive or undertaken to regularise 

‘i l l icit’ land uses way after they have commenced. In that regard, formal spatial planning tends to follo w  

the actions of informal settlement dwellers. Thus, the emerging and predominantly urban morphology 

significantly impacts the natural environment, utilisation of natural resources, and the ecosystem's  

functioning. 

 

The role of mining in water pollution cannot be glossed over. However, it is critical to undersco re that there 

are numerous factors that influence the quality and quantity of water. These include location of human 

settlements, population size and patterns, economic activity, climate change and governance. The  

combined net effect of these – at least from a negative perspective – manifests in increased pollution, 

reduced water quality, modifica tio n of water bodies, the loss of wetland s and destruction of aquatic l ife.  

Overall, there is a decline in riparian ecosystem health, and negative impacts on human health, increa s e d  

costs of water purification, and protection and rehabilitation of ecosystems. The impact of mining,  

particularly on air and underground water quality needs extensive research, monitoring and impact  

assessments. 
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4.4.4.2 Negative Impacts of Mining Activities 

 

Virtually all human -rela ted activities have impacts. Sibanye-S ti l l wa ter is cognisant of, and accord s grea t 

attention to, finding sustainable solutions to social and environmental issues. Communities are the  

backbone to our operatio ns and workers are our invaluable asset. Sibanye is not the only mining comp a ny  

operating within the Lejweleputswa area and its environs. Table 75 provides an overview of impacts  

associated with Beatrix mine’s operations. Positive impacts, especially if they are long lasting or even 

sustainable, are desirable. Negative impacts relate to in-migration and loss of grazing land. Mitigation 

measures, shown in Table 75, have been instituted and will continue to be operatio nal for the duration of  

the SLP. The success of all the above measures is depend ent on partnership s between various role players. 

 

Table 65: Negative Mining-related Impacts in the Context of Local Economic Development 

 

Issue Impact related 

to the issue 

Consequence Remedial Action 

1. Unemployme nt Poverty Social/community unrest • Preferential  employment for 

locals with requisi te qual i fications Desperation Social  i l l s, such as unhealthy 

sexual conduct, crime, 

substance abuse, etc. 

2. Influx (that is in- 

migration) to 

mining 

settlements and 

peripheral areas 

High competition 

for jobs, housing 

and basic 

services 

Resentment of immigrants 

from other provinces and 

parts of the world 

• Preferential  employment for 

locals with requisi te qual i fications 

Acculturation Cultural  disintegration • Workplace diversi ty 

3. Procurement Perceived 

exclusion of local  

entrepreneurs 

Community unrest • Transpare nt procure m e n t 

regime/policies and 

practices 

• Entrepre ne urshi p capac i ty 

development 

programme targeting 

locals 

4. Social 

investme nt and 

benefit sharing 

Perceived 

discrimination 

Deepening socio-economic 

inequal i ties within the 

communities 

• Community participation in 

planning and implementation 

of social and economic 

development plan 

• Equity and transpare nc y in social  

investment 

5. Environmental 

quality and 

health 

Environmental  

degradation 

Environmental 

contaminatio n, that is dust, 

water contamination, 

contaminatio n of grazing 

and farming land 

• Environme ntal  

Impact Assessment 

• Implementatio n of measures 

under the Environme ntal  

Management Plan (EMP) 

• Environme ntal  manageme nt 

reporting 

• Mine rehabi l i tation 

 

 

4.5  Analysis of Priorities Across Development Frameworks 

4.5.1 Major challenges facing Lejweleputswa, Masilonyana and Matjhabeng 
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The Lejweleputswa District Develop ment Model, and the IDPs for Masilonyana and  Matjhab eng are so me 

of the material considera tions that have informed the Local Econo mic Develop ment themes identified in  

this SLP. However, investing in the thematic areas cannot address all the key challenges of the  

Municipaliti es. Sibanye-S ti l lwa ter, as one of the numero us LED players in general, and one of the mini ng  

companies in the area, can only complement the constitutional mandated development obligations 

of the municipality. The following can be deciphered from the District Development Model document,  

as consti tu ting Lejwelep utswa’s major develop ment challenges: 

 

1.  Lack of diversity in the economy. 

2.  Declining economic development and unemployment. 

3.  Poor state of human settlem ents. 

4.  Gaps in provision of infrastructure and basic services, particularly water, sanitation, 

roads, refuse removal, and electricity supply. 

5.  Environmental degradation, and climate change. 

 

As a principle, the thematic areas identified relate to and are meant to contribute to solving the major 

challenges facing Lejweleputswa in general, and both Masilonyana and Matjhabeng, specifically. 

 

4.5.2 The Masilonyana and Matjhabeng Local Municipalities’ IDP 

The Integra ted Develop ment Plan (IDP) is an instrument that enables all spheres of government to plan in an 

incorporating and inclusive manner. Masilonyana and Matjhabeng are laden with both development 

opportuni ti es and constrai n ts. It is critical to therefo re identify develop ment themes on both – opportuni ti e s 

and constrain ts – in order address development gaps while leveraging off the available streng ths. 

 

Masilonyana’s major challenges are: reach and sustainability of service delivery, environmental, 

and governanc e, as implicitly reflected through its strategi c goals, namely: 

• Strategi c Goal 1: Sustaina ble services to the community 

• Strategi c Goal 2: Promotio n of a sound environmental  manag em ent system 

• Strategi c Goal 3: Provision of sound governance for local communiti es 

• Strategi c Goal 4: Ensuring sound governance practices within the Municipality . 

 

The key outco mes that Masilonyana local municipality seeks to achieve are as follows: 

• Provision of household infrastructu re and services; 

• Creatio n of l iveable, integra ted cities, towns, and rural areas; 

• Local economic development; and 

• Communi ty empo werm ent and redistrib ution . 

 

Both the strategic goals and outco me areas, align to and amplify the principles and values of social justice, 

gender and racial equity, nation-b uilding , and the protectio n and regenera tion of the environment. 

 

The major challenges for Matjhabeng are governance; inadequate maintenance of, aging, and 

vandalism of infrastructure; sustainability of basic service delivery; lack of an inclusive economy and  

unemployment; high crime rate; availability of residential sites for low- and high-income housing; 

institutio nal capacity and lack of transfo rma tion ; and achieving financial sustaina bility and viabil ity of local  
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government. 

 

To address these challenges, the following strategic objectives guide Matjhab eng: 

• Ensuring access to basic services for all residents; 

• Developing and sustaining spatial, natural, and built environments; 

• Providing integra ted and sustaina bl e human settlem ents; 

• Addressing the challenges of poverty, unemplo yment, and social inequality; 

• Fostering a safe, secure, and healthy environment for employees and communi ti es; 

• Developing a prospero us and diverse econo my; 

• Accelerating service delivery through the acquisition and retention of competent 

and efficient human capital; and 

• Ensuring sound financial managem ent and viabil ity. 

 

It is crucial to establish the relationship between the identified development needs of Masilonyana and 

Matjhab eng communi ties to the priorities articula ted in major develop ment instruments. The identified and  

prioritised development needs have therefore been mapped as a to the priorities of the Masilonyana and  

Matjhab eng IDPs in relation to the National Develop m ent Plan, Vision 2030 (NDP), Free State governme n t’ s  

develop ment priorities, Lejwelep utsw a Districts strategi c priorities, and the global development agend a ,  

that is the Sustainable Development Goals (SDGs). 
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Table 66: Al ignment of Masi lonyana’s Strategic Priori ties to the Strategic Posture in other Development Frameworks 

 

Masilonyana’s Strategic 

Goals 

Lejweleputswa ’s Strategic 

Objectives 

National Priorities for 

Local Government 

National 

Develop m ent Plan 

(NDP) Priorities 

Sustainable Develop m ent Goals 

(SDG) priority areas 

Strategic Goal 1: Sustainable 

services to the community 

Create an environment to improve safety 

of publ ic members, counci l lors, staff, and 

assets including Disaster 

Management Centre 

 

 

 

 

 

 

 
 

KPA 2: 

Infrastructure 

Development and 

Service 

Delivery KPA 3: 

Local  

Economic 

Development (LED) 

 

 

 

Bui lding safer  

communities 

(Chapte r 12) 

 

Human settlements 

(Chapte r 8) 

 

Social  protection 

(Chapte r 11) 

 

Inclusive economy 

(chapte r 6) 

Sustainable cities and communities (SDG 

11) 

 

End poverty (SDG 1) 

 

Reduced inequal i ties (SDG 10) Zero 

hunger (SDG 2) 

Clean water and sanitation (SDG 6) 

 

Good health and wellbeing (SDG 3) 

 

Qual i ty education (SDG 4) 

To ensure functional Local Labour Forum 

(LLF) in order to promote sound labour 

relations in the workplace 

Support indigent students with bursaries to 

register and attend tertiary insti tutions in 

pursuit of post matric qualifications 

To give experiential  training to students at 

tertiary insti tutions to complete their 

qualifications. 

To upgrade the ski l l s of the staff members. 

 Support staff members to further their 

qualifications 

Improving education, 

innovation, and 

training (Chapte r 9) 

Affordable and clean energy 

(SDG7) 

 

Gender equal i ty (SDG 5) 

  Promoting health 

(Chapte r 10) 

Decent work and economic 

growth (SDG 8) 

   (Industry, innovation, and 

infrastructure (SG 9) 

Strategic Goal 2: Promotion of a 

sound environmental  

manageme nt system 

Support staff members to further their 

qualifications. 

KPA 2: 

Infrastructure 

Development and 

Service 

Transition to a low 

carbon economy 

(Chapte r 5) 

Promoting health 

Responsible consumptio n and 

production (SDG 12) 

 

Cl imate action (SDG 13) 
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Delivery (Chapte r 10) 

   Li fe below water (SDG 14) 

   Li fe on land (SDG 15) 

 

Masilonyana’s Strategic 

Goals 

Lejweleputswa ’s Strategic 

Objectives 

National Priorities for 

Local Government 

National 

Develop m ent Plan 

(NDP) Priorities 

Sustainable Develop m ent Goals 

(SDG) priority areas 

   Positioning South 

Africa in the world 

(Chapte r 7) 

 

No poverty (SDG 1) 

 Zero hunger (SDG 2) 

 
Good health and wellbeing (SDG 3) 

Strategic Goal 3: Provision of 

sound governance for local  

communities 

To upgrade the ski l l s of the staff members 
KPA 5: Good 

Governance and 

Public Participation 

 Peace, justice, and strong 

insti tutions (SDG 16) Gender 

equal i ty (SDG 5) 

 

Partnerships for the goals (SDG 17) 

Support staff members to further their 

qualifications 

To upgrade the ski l l s of counci l lors 

Strategic Goal 4: Ensuring 

sound governance practices 

within the Municipality. 

To upgrade the ski l l s of the staff members.    

Support staff members to further their 

qualifications. 

 To upgrade the ski l l s of counci l lors 
KPA 1: Municipal  

Transformatio n and 

Organisational 

Development 

Building a capable 

state (Chapte r 13) 

 

To ensure that the municipal i ty achieves 

reasonable progress towards employment 

equity in the workplace. 

Policy Development 

 Review of existing Delegation of Powers    
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 Review of existing Standard Rules and Orders    

 Facilitate achievement of a clean audit 

of the municipal i ty and its entity 

KPA 4: Municipal  

Financial Viabi l i ty 

and Management 

  

 

 

 

Table 67: Al ignment of Matjhabe ng Strategic Priori ties to the Strategic Posture in other Development Frameworks 

 

Matjhabeng ’s Strategic 

Goals 

Lejweleputswa’s 

Strategic Objectiv es 

National Priorities for Local 

Government 

National Develop m ent Plan 

(NDP) Priorities 

Sustainable Develop m ent Goals (SDG) 

priority areas 

Ensuring access to basic services 

for al l  residents 

   Sustainable cities and communities (SDG 

11) 

    
Clean water and sanitation (SDG 6) 

 
Policy Development 

Support staff members to 

further their 

qualifications. 

 

To upgrade the ski l l s of the 

staff members. 

 

To upgrade the ski l l s of 

councillors 

 

KPA 2: Infrastructure 

Development and Service 

Delivery 

 

KPA 5: Good Governance 

and Public Participation 

Human settlements (Chapter 8) 

 

Improving education, 

innovation, and training 

(Chapte r 9) 

 

Promoting health (Chapte r 10) 

Social  protection (Chapte r 11) 

 

Good health and wellbeing (SDG 3) 

Qual i ty education (SDG 4) Affordable 

and clean energy (7) 

Responsible consumptio n and 

production (SDG 12) 

Cl imate action (SDG 13) Li fe 

below water (SDG 14) 

Developing and sustaining 

spatial , natural , and bui l t 

environments 

Providing integrate d and 

sustainable human settlements 

    Li fe on land (SDG 15) 
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Addressing the chal lenges of 

poverty, unemployme nt, and 

social  inequal i ty 

Support indigent students 

with bursaries to register 

and attend tertiary 

insti tutions in pursuit of post 

matric qualifications 

 

 

KPA 2: Infrastructure 

Development and Service 

Delivery 

 

Social  protection (Chapter 11) 

 

Improving education, 

innovation, and training 

(Chapte r 9) 

No poverty (SDG 1) Zero 

hunger (SDG 2) 

Reduced inequal i ties (SDG 10) 

  

To give experiential  

training to students at 

tertiary insti tutions to 

complete their 

qualifications. 

KPA 3: Local  Economic 

Development (LED 

 

KPA 5: Good Governance 

and Public Participation 

 

Promoting health (Chapte r 10) 

 

Transition to a low carbon 

economy (Chapter 5) 

Decent work and economic growth 

(SDG 8) 

  

To ensure functio nal  

Local Labour Forum  

(LLF) in order to 

 Positioning South Africa in the 

world (Chapte r 7) 

 

 

 
 

Matjhabeng ’s Strategic 

Goals 

Lejweleputswa’s 

Strategic Objectiv es 

National Priorities for Local 

Government 

National Develop m ent Plan 

(NDP) Priorities 

Sustainable Develop m ent Goals (SDG) 

priority areas 

 promote sound labour 

relations in the 

workplace 
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Fostering a safe, secure, and 

healthy environment for 

employees and communities 

Create an environment to 

improve safety of publ ic 

members, counci l lors, staff, 

and assets including 

Disaster Management 

Centre 

 

To ensure functional  

Local Labour Forum (LLF) 

in order to promote 

sound labour relations in 

the workplace 

 

 

 

 

KPA 5: Good Governance 

and Public Participation 

 
Bui lding safer communities 

(Chapte r 12) 

 

Promoting health (Chapte r 10) 

 

Transition to a low carbon 

economy (Chapter 5) 

 

Positioning South Africa in the 

world (Chapte r 7) 

Peace, justice, and strong insti tutions (SDG 

16) 

 

Gender equal i ty (SDG 5) 

Developing a prospero us and 

diverse economy 

Support indigent students 

with bursaries to register 

and attend tertiary 

insti tutions in pursuit of post 

matric qualifications 

 

 

 

 

KPA 3: Local  Economic 

Development (LED 

 
Inclusive economy (chapte r 6) 

 

Improving education, 

innovation, and training 

(Chapte r 9) 

Industry, innovation, and infrastructure (SG 

9) 

 

Decent work and economic growth 

(SDG 8) 

 

End poverty (SDG 1) 

 To give experiential  

training to students at 

tertiary insti tutions to 

complete their 

qualifications. 

 
Transition to a low carbon 

economy (Chapter 5) 

 

Reduced inequal i ties (SDG 10) 

Accelerating service del ivery 

through the acquisi tion and 

retention of competent and 

efficient human capital; and 

Support staff members to 

further their 

qualifications. 

KPA 1: Municipal 

Transformatio n and 

Organisatio nal  Development 

 Peace, justice, and strong insti tutions (SDG 

16) 

 

Gender equal i ty (SDG 5) 

 To upgrade the ski l l s of the 

staff members. 

  

Partnerships for the goals (SDG 17) 

 
 

Matjhabeng ’s Strategic 

Goals 

Lejweleputswa’s 

Strategic Objectiv es 

National Priorities for Local 

Government 

National Develop m ent Plan 

(NDP) Priorities 

Sustainable Develop m ent Goals (SDG) 

priority areas 
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 To upgrade the ski l l s of 

councillors 

   

To ensure that the 

municipal i ty achieves 

reasonable progress 

towards employment 

equity in the workplace. 

Ensuring sound financial  

manageme nt and viabi l i ty. 

Policy Development   

 Review of existing 

Delegation of Powers 

 

Review of existing 

Standard Rules and 

Orders 

KPA 1: Municipal 

Transformatio n and 

Organisatio nal  Development 

 

KPA 4: Municipal Financial  

Viability and Management 

 

Building a capable state 

(Chapte r 13) 

 Facilitate achievement 

of a clean audit of the 

municipal i ty and its entity 
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4.6  Learnings from Past Experience 

Through experience, Sibanye has identified key economic and development trends along with 

approaches and methodologies that create more inclusive and sustainable local economic impact. 

 

4.6.1 Economic trends developing globally 

The purpose of CSI and SLP projects and progra m mes is to also develop those who are not immedi a tel y 

employed in the mining secto r whilst also ensuring that mines help to build toward s a second economy in  

the local area, so that after mine closure, negative socio-economic impacts are minimised as far as 

possible. 

 
Importa ntl y, any thinking in this regard needs to take cognisance of the fact that the world’s econo my is  

currently changing rapidly and is l ikely to look and operate significantl y differently even by 2025, let alone 

by 2050. There wil l  be different constrain ts, but also different and new opportuni ti es. 

 
The First Industrial Revolu tion was primarily driven by the application/use of water and stea m power to  

mechanize production. 

 

The Second util ised and primarily relied on electric power to create mass productio n. 

 

The Third relied on electroni cs and informa tio n technolog y to automa te productio n. 

 
The Fourth Industrial Revolution builds on the first three. The revolution is characterized by a fusion of  

technolo gi es that are blurring the lines between the physical, digital, and biological spheres. 

 

There are three reasons why today’s transformation represents not merely a prolongation of the 

Third Industrial Revolution, but rather the arrival of a Fourth and distinct one: velocity, scope, and 

systems impact. The speed of current breakthroughs has no historical precedent … the Fourth is 

evolving at an exponential rather than linear pace. Moreover, it is disrupting almost every industry in 

every country. And the breadth and depth of these changes herald the transformation of entire 

systems of production, management, and governance. 

 

In the future, technological innovation will also lead to a supply-side miracle, with long-term gains 

in efficiency and productivity. Transport and communication costs will drop, logistics and global 

supply chains will become more effective, and the cost of trade will diminish, all of which will open 

up new markets and drive economic growth. 

 

The revolution could yield greater inequality, particula rly in its potential to disrupt labour markets … on 

the other hand, it is also possible that the displacem ent of workers by technolog y will, in aggrega te , 

result in a net increase in safe and rewarding jobs. 
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Climate change, if it occurs as predicted, wil l certainl y affect the viabil ity of some projects, but could op en  

further opportuni ti es in other areas. New inventions and needs in society can open up new opportuni ti e s  

and needs. 

 

Coupled with this, there are also economic trends around the world which are pushing against the  

neoliberal capitalist ‘winner takes all’ system, which has resulted in increasi ng income inequalities betw e e n  

countries and within countries. Social and fairer economic systems are being promoted, referred to  

sometimes as the ‘sharing economy’ or ‘access economy’. Such trends and rapid advances,  

combined with social media and worldwide internet access, are likely to open new economic 

opportunities for individuals and communi ti es, even those in more remo te areas. 

 

Some exampl es of these trend s are the well -kno wn Fairtrad e brand which opens market opportuniti es fo r  

small growers at a level which enables them to sustainably make a living. Opensource software, Airbnb 

and Uber are examples of people connecting and sharing economic services online. 

 

There are potentially unlimited opportunities opening due to the world-wide internet access and 

technolo g y trends. Using a small handheld device and a cell phone, farmers in Tanzania can have a soil  

analysis and ferti l izer recomm enda tion done in the Netherla nd s in less than 10 minutes 4. Opportuni ties to  

learn skil ls, study, obtain degrees and earn income by providing services or advertising products are no w  

open to everyo ne with a smartp ho ne, internet access and an inquisitive outlook on life. 

 

Sibanye-Stillwater can make a significant contribution to developing their local communities and in the 

creation of a second economy by reducing the barriers preventing people in this area from being able to  

develop and participa te in these new world-wid e econo mic trends. This wil l contribute toward s develop i ng  

resil ience and portable skil ls in the communi ty and insti l l ing a future vision which is wider than just hoping to  

obtain employment on the mine, or outside the area. 

 

4.6.2 Ongoing economic exclusion 

Due to the high level of competition for resources in many communities of South Africa, any projects or 

opportunities undertaken in the area can be quickly monopolised for the benefit of only the ‘insiders’ or 

the ‘haves’, whilst the ‘have nots’ continue to be excluded. 

 

It is important that Sibanye-Stillwater through its stakehold e r engagements, training, SLP and CSI initiativ es, 

seek to try and change or alter this exclusiona ry approach wherev er practical and possible. Without thi s,  

those continued to be excluded from opportunities having nothing to contribute apart from anger and 

frustration, which will continue to be directed at community leaders, authorities, and high -profile 

companies in the region, such as Sibanye. 

 

3 https://w w w .we foru m.org /a gen da /2016 /0 1 /t he -fo urth -i nd u st rial -revol ution -w h at -it -mea n s-a nd -ho w -to -re sp on d / 

 
4 http://w w w.n atio nal geog rap hic .co m /m aga zine /201 7 /09 /holl a nd -ag ric ult u re -su st ain able - fa rmi ng / 

We cannot foresee at this point which scenario is likely to emerge, and history suggests that the outcom e 

is likely to be some combination of the two. However, I am convinced of one thing – that in the future , 

talent more than capital, will represent the critical factor in production (Schwab, 2016)3 . 

http://www.weforum.org/agenda/2016/01/the-fourth-industrial-revolution-what-it-means-and-how-to-respond/
http://www.nationalgeographic.com/magazine/2017/09/holland-agriculture-sustainable-farming/
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4.6.3 New approaches to development thinking - people not projects 

4.6.3.1 Redefinin g big impacts 

Companies and Government Officials like to spend money on infrastructure, partly because bricks and 

mortar are more visible than factors such as ‘improved social cohesion’, ‘better school attendance’  

and ‘improved access to the economy’ etc., and partly as it is far easier to design and deliver a building 

or project than it is to try and develop people with all their motivatio ns, attitud es, and other social challeng e s. 

 

Yet it is these ‘people-p rojects ’ which allow people to better identify with and benefit from social spend i ng . 

Many people in a community will often not ‘feel’ the benefit of a large flashy project, leading to feelings 

that they are still excluded or have seen no benefit. 

 

A few exampl es of redefining how impacts are envisaged or seen, are provided below: 

 
• Small increases in money can make a large difference to poor families. 

For a household l iv ing off social grants, a ‘small non-visible’ project designed to enable th i s 

household to earn another R300 a month , or just R10 a day, wil l make a significant difference to th i s 

household ’s monthly finances. Furtherm ore, this relatively small amount could be the factor tha t 

helps set up the next genera tion of their family up for a more successful future by, for exampl e, no w 

having better food, or access to transport to get to school etc. which can lead to a better 

education that opens new doors for income-earning potential. 

• Develop people for long-term sustainable impact. 

Working at developing people will always be challenging due to the fact people can be 

difficult, demanding , and prone to greed, selfishness, jealousy, problems, and failures. Showing value 

for money spent is also far more difficult to do when it is spent on people rather than on infrastruc tu r e 

projects. Yet, this is where the most impact and ‘cascading benefits’ occur which over time will 

impact or change a community most. 

• The barriers and burdens inheren t in large projects and coopera tives 

There has been significant research in the past on how and why poorly conceived or desi g ne d  

projects have failed. Some of the key characteris tics of a project likely to fail can be summa ri z e d  

as follows : 

- A large expensive or technical infrastructure project, which will be handed over to 

the 

‘owners/b enefi cia ri es’ after a period of training and capacity building. 

- Any project reliant on the funder to assist or continue to assist with support, spares or mainten a n c e 

as the ‘new owners/b enefi cia ri es’ do not have the skil ls, capacity or financial resources to  

recover from set-backs or equipment failures. 

- Projects which insist on grouping people together. The more people are ‘forced ’ to wo rk  

together in a project, the less individual control there is over labour input versus reward, the 

higher the likelihood that the project will fail. 

 

These project characteristics are prevalent and common across numerous Government and 

Corporate initiatives that wish to commit funds to ‘large visible projects. Such thinking even affects 

community members who feel that nothing can be achieved without first forming a cooperative.  

Repeated project failures only reinforce a mindset of failure and dependency within increasingly 

frustrated communities. Therefo re, having the right “critical  success factors” is key to sustainabl e mi ne 
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communi ty development. 
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4.7  Broad-Based Consultation Process 

 
The Broad-Based Black Economic Empowerment Charter for the Mining Industry (Mining Charter 2018) 

stipulates that Mines, “in consulta tion with relevant municipaliti es, mine communi ties, traditional authori ti e s 

and affected stakehold ers, identify develop mental priorities of mine communi ti es”, for inclusion into the 

Social and Labour Plan. To this end, Sibanye-Stillwater (Sibanye) has embarked on the process of co- 

creating its 4th  Genera tion Social and Labour Plan (SLP) for period 2022 to 2026, in partnership with the  

stakehol d ers and communi ti es of Masilonya na and Matjhab eng, and Organized Labour Unions. 

 

Sibanye has sought to make the process of engagement as broad in reach, and as inclusive, as possib l e 

in order to accommodate concerns and needs of affected and interested communities and 

stakeholders representing them. Particula r attention in the process has been given to vulnerable gro up s 

amongst whom are persons with disabilities, women, youth and the aged, who often are marginalized 

and therefore unrepresented in consultative and decision-making processes that affect them, their 

families and communities. To this end, the approach to consultation took into consideration the 

articulation of both issues of concerns and submission that posit communi ty needs that are viewed as 

possible solutions to the socio-eco no mi c status and environmental wellbeing of mine communi ti es and the 

labour force. 

 

In keeping with inclusivity and equitable representa tio n of voices, the engagem ent process was nei ther  

limited to Principal Actors, i.e. the Masilonyana and Matjhabeng Local Municipalities, nor the Strategic 

Group in the form of the Community Engagement Structure, but also local Community Based 

Organiza tions/No n -P ro fi t Organiza tions/a nd other Interest Group s representing ordinary memb ers of the  

communi ty – children, youth, women and men, the aged, persons with disabil ities, and religious leaders. 

 

This process was undergirded by firstly a rapid analysis of the socio-economic trends determining the 

successes and short-co m es of Socio-Econo mic Develop ment Projects (SED) in the context of Social and  

Labour Planning, providing lenses critical in the review of Sibanye’s 3rd Genera tio n SLP, expiring Dece m b e r 

2021. This was followed by the compilatio n of the Close-o ut Report for 3rd Genera tio n SLP, whose lesso ns 

become key for the formula tio n, implementa tion , monitori ng and eventual evaluation of the same. Out of  

these findings an LED Framework that is informed by baseline studies, corporate guidelines, legislative 

guidelines, business plans, mine works programm es, regional and provisional develop ment plans, interna l  

and external stakehold er inputs, analysis of the IDP, the PGDP, the SDF and development priorities arising  

post Covid-19, was drafted. Incorporating Sibanye’s Theory of Change, and in alignment with the  

organization’s intent to apply Social Return on Investment Method ologi es as a precondi tion for SED/LE D  

investments, the LED Framewo rk fulfi ls the functio n of “fi ltering ” in the selectio n of LED Projects for the new SLP. 

This does not only provide a logical and objective structure, but it also affirms commitment to the 

principles, integrity of motive, accounta bility of process and collaboration in the creatio n of the New SLP. 

 

The Framework thus provides guidance in the formula tio n of both the Selection Criteria of LED and rel a ted  

projects, and Prioritization of the same. This way the process circumvents the pitfall of mere  

accommodation of “wish lists” and perceptions that the mining company has presented a “blank 

cheque” to be completed at will. 
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Table 68: Summary of broad-base d stakeholde r consultatio ns conducte d for the development of SLP4 

Date 
Stakeholder 

Name 

Meeting 

Venue 

No. of 

Attendees 
Objectives Outcome of Engagement 

02-Aug-21 Masilonyana Local 

Municipality 

Virtual  (MS 

Teams) 
 

 
7 

To engage with Principal Level 

stakeholders, namely municipal i ties, on LED  

priorities as well as strategies for broad 

based stakeholder engagements. 

*  A number of clari ty-seeking questions around LED spend 

and Labour Sending Areas were asked. 

*  The Municipal i ty committed to submitting further priori ty 

inputs for consideration in the SLP. 

*  Further SLP inputs were received via emai l . 

04-Aug-21 Lejweleputswa 

District 

Municipality 

Virtual  (MS 

Teams) 
 

 
8 

To engage with Principal Level 

stakeholders, namely municipal i ties, on LED  

priorities as well as strategies for broad 

based stakeholder engagements. 

*  The District engaged extensively, with a number of 

submissions made regarding the District Development 

Priori ties and where Sibanye can invest into these areas. 

*  Requests for submission of further information on SLP3 

implementation and catch-up plans were noted. 

20-Aug-21 Matjhabeng 

Local Municipality 

Virtual  (MS 

Teams) 
 

 

14 

To engage with Principal Level 

stakeholders, namely municipal i ties, on LED  

priorities as well as strategies for broad 

based stakeholder engagements. 

*  A number of conversations around al ignment between SLP 

and IDP processes were held, with agreement for greater 

cooperation going forward. 

*  The Municipal i ty was invited to submit priori ty areas for 

consideration. 

21-Feb-22 Beatrix 

Community 

Engagement 

Forum 

Virtual  (MS 

Teams) 
 

6 

To engage with Strategic Level stakeho l d e r  

structures instituted by the Mine, namely the 

Community Engagement Forum, on LED  

priori ties. 

*  The CEF engaged extensively on priori ty development 

areas to be included in the SLP. 

*  A wide variety of submissions from the forum were made 

through the chairperso n. 

24-Feb-22 Matjhabeng 

Community 

Groups 

Ferdie 

Meyer Hal l  
 

 

93 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  Presentatio ns were made to community groups and a 

number of inputs were received. 

*  Limited engageme nt around LED programm es was had, 

with a commitment made to engage further with 

Matjhabe ng communities. 
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25-Feb-22 Masilonyana 

Community 

Groups 

Theunissen 

Town Hal l  
 

 
97 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  No presentations were made to communities due to 

disruptions to the meeting. 

*  A number of issues were raised and engaged on by the 

Mine. A commitment was made to engage further with 

communities in the area. 

16-Mar-22 Matjhabeng 

Community 

Groups 

Ferdie 

Meyer Hal l  
 

 

0 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  Engagem e nts postpone d due to the industrial  action that 

occurred at Sibanye Sti l lwater. 

*  Cancellation letters communicated to community 

based groups. 

17-Mar-22 Masilonyana 

Community 

Groups 

Theunissen 

Town Hal l  
 

 

0 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  Engagem e nts postpone d due to the industrial  action that 

occurred at Sibanye Sti l lwater. 

*  Cancellation letters communicated to community 

based groups. 

02-Aug-22 Masilonyana 

Community 

Groups 

Theunissen 

Town Hal l  
 

 

43 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  The meeting did not take place as planned due to 

poor attendance. 

*  The communities and the DMRE raised concern regarding 

the low turnout and suggeste d that the meeting be 

rescheduled. 

03-Aug-22 Matjhabeng 

Community 

Groups 

Ferdie 

Meyer Hal l  
 

 

0 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

* Cancellation letter communicated to community based 

groups. 

05-Dec-22 Masilonyana 

Community 

Groups – 

(Theunissen) 

Theunissen 

Town Hal l  
 

 

13 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  The meeting did not take place as communities raised 

concern regarding the use of the Town Hal l  and requeste d 

that the Masi lo Community Hal l  be used. 

*  It was agreed that the meeting be rescheduled to 13 

December 2022. 
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06-Dec-22 Masilonyana 

Community 

Groups (Brandfort) 

Itereleng 

Community 

Hall 

 

 

 

30 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  Presentatio ns were made to community groups and no 

projects were identi fied. 

*  Limited engageme nt around LED programmes was had, 

with communities engaging extensively on the issues relating to 

training and development of communities, Procureme nt 

opportunities, recruitment and the needs in the community. 

07-Dec-22 Masilonyana 

Community 

Groups 

(Verkeerde vlei) 

Kaps 

Banyane 

Community 

Hall 

 

 

 

 

 

30 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  Presentatio ns were made to community groups and a 

number of inputs were received. 

*  Limited engageme nt around LED programmes was had, 

with communities engaging extensively on the issues relating to 

training and development of communities, Procureme nt 

opportunities, recruitment and the needs in the community, 

however identi fying two projects namely, bui lding of TVET 

Col lege and Electri fication of New Li fe Vi l lage (Motse- 

Motjha). 

*  Furtherm ore, the community expressed a view that the 

allocated budget should be split between the towns in order 

to cover each town’s priori ties. 

09-Dec-22 Matjhabeng 

Community 

Groups 

Ferdie 

Meyer Hal l  
 

 

 

 

0 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  The Broad-Base d consultatio ns with the Matjhabe ng 

community-based organisatio ns did not take place on 

Friday, 09 December 2022. A brief session explaining the 

postpone me nt of the meeting to the community-base d 

groups was held. 

*  Though the meeting did not material ise, the communities 

raised their concerns and demanded to be provided with 

evidence or proof of al l  the monies reported as spent on the 

projects. 
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13-Dec-22 Masilonyana 

Community 

Groups 

Masilo 

Community 

Hall 

 
16 

(communiti  

es refuse d 

to sign the  

attendanc 

e register) 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  Sibanye Sti l lwater and the DMRE were unable to present as 

community members raised concerns on issues regarding 

HRD, Tax and Rates, Demarcatio n, budget, absence of the 

Mayor, Municipal  Manager, IDP as wel l  as LED Managers . 

*  The community was unwi l l ing to engage, the company 

and hereby sent Sibanye Stillwater back and 

commanded to address the issues as wel l  as bring along 

hard copies of the presentation. 

*The company undertoo k to revert to the communities. 

21-Feb-23 Masilonyana - 

Winburg 

Community 

Groups 

Makeleketl 

a 

Community 

Hall 

 

 

211 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

* Presentatio ns were made to community groups. Halfway the 

presentatio n the communities demanded that the company 

stops with the presentatio n and suggested to go straight to 

the priori ties. A number of inputs including projects were 

received. 

22-Feb-23 Masilonyana 

Community 

Groups 

Masilo 

Community 

Hall 

 

 

0 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

* The meeting did not take place due to the Municipal i ty not 

alerting the communities through a loudspeake r as per the 

community’s request as wel l  as the unavai labi l i ty of the  venue 

for the meeting. 

17-Apr-2024 Masilonyana 

Theunissen 

Community 

Groups 

Masilo 

Community 

Group 

 

 

120 

To engage broadly with grassroots, 

Operational Level stakeholder groups on 

LED priori ties. 

*  The meeting took place with assistance from the 

Municipal i ty through mobi l ization efforts, using loud halers 

around the community to inform of the time and date of the 

engageme nt. 

*  A successful  interaction took place, with concerns, 

questions, requests, and inputs made on pervious SLP(LED ) 

Projects and current ones.  
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4.8  LED Priorities and Principles for Sibanye-Stillwater 

4.8.1 Overarching Principles 

Identify and work with partners that share a similar complementary vision for renewal and 

regeneration. Togethe r, Sibanye and these partners need to work to create a similar shared vision by ev ery  

local resident which is real, clear and simple; and which inspires every person to take action for their own 

future. 

 

Planned interven tions need to be broad -ba sed ones, with “no barriers, no ceil ing”- opportuniti es accessi b l e  

by the majority of residents. These approaches help to dismantle the deep-seated feelings of 

disenfranchisement caused by a history of exclusionary development initiatives, and enable all those  

wishing to take action on their own future, to begin to do so in a practical manner. Specific effort must be  

made to target and ensure the participation of previously excluded groups (women, disabled, elderly,  

youth). 

 

Avoiding ‘one-si ze-fi ts-all’ designs, where standa rd infrastruc ture or other solutions are rolled out with no  

considera tio n of minor context- sp ecifi c adjustments that would make the project more successful for ea ch  

group or individual. 

 

Projects must not duplicate government Master Plans or IDP Priorities but must align with the legal processes 

of the IDP and government Master Plans and with Sibanye’s sustainability strategi es and plans 

 

Projects must focus on empowerm ent – enabling people to do things for themselv es. 

 

Projects should focus on communities who have not previously benefitted from SLP projects and 

investments 

 

Delibera te design to make positive use of curren t and potentia l future streng ths and opportuni ties working 

in favour of successful implementa tion of inclusive develop ment options, such as: 

• Existing functional forums with a growing degree of collaboratio n, and even trust; 

• Consistent inflows of cash into the poorest local household s (i.e., predicta ble cash transfers to the 

poor) through SASSA payments and salaries; and 

• New opportunities emerging and continuing to emerge in favour of remote learning and 

income- earning opportuni ti es made possible by the 4th  Industrial Revolution; 

• Recognitio n that in this envisaged future, “talent more than capital, wil l  represent the critical factor 

in 

production (Schwa b , 2015)” as well as in the well-bei ng of communi ti es. 

 

The access to water by the locals and emerging industries in the area has a potential lift the 

economic status of the area/ municipality addressing issues of poverty, malnutrition, sanitation, 

hunger, infrastructure, employment and research and innovation,  etc. Furthermore, the 

collaboration of Sibanye Stillwater and Harmony Gold Mine in the refurbishment of the water 

treatment plant accelerates economic emancipation to address Socio-economic issues and for the 

locals to be able to participate in alternative economic activities (agriculture & small-scale mining) 

taking into consideration the closure of mines in the area.  
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4.8.2 Opening up global internet opportunities 

The internet has opened up enormo us opportuni ties for mill ions of people around the world.  People, no  

matter how distant, can obtain on-line degrees, purchase products, and undertake work for companies 

on the other side of the world. A good exampl e is the commo n English language and almost perfect ti me - 

zone difference which has allowed India to capitalize on opportuni ti es to supply remote office accounti n g ,  

record -k eeping and administra tiv e tasks as well as sales and other services to USA markets. 

 

Afford abl e and reliable internet is vital in today’s econo my and those without access to the internet hav e 

far more limited options available to them. This lack of access to the rest of the world and services 

through the internet is a significant barrier and holds back the development of alterna tiv e econo mi c 

pathways for the local communities. 

 

Projects and skil ls training should seek ways to consta ntly improve access to the internet and knowledg e  of 

its benefits to those in surrounding communities. 

 

Through the Stakeholder Engagement process, Sibanye has acquired an understanding of the local  

surrounding communities and their development needs and potential opportunities. Using the above 

principles, Sibanye will be able to design and implement socio -economic development projects 

which open up new opportunities for firstly, development of local individuals, which in turn leads to 

increased local economic development. 

 

4.8.3 Alignment to internal company-wide vision, strategies, and values 

Umsizi has observed that where socio-economic development programmes are integrated with and 

aligned to a compa ny’s internal vision, strategi es, and values, they are more likely to receive neces s a ry  

inputs, measurement and therefore more likely to achieve the intended benefits. Sibanye’s vision and 

approach to socio-econo mic develop ment is articula ted on the Sibanye-S ti l lwa ter website at the followi ng  

location (http s://w ww.sib a nyestil lwa ter.co m /sustaina bility/co m m unity/). 
 

We believe that our mining improves l ives. Our communi ty engagement initiatives seek to create enduri ng  

and sustaina bl e value for our host communi ti es both during and after the operati ng lives of our mines. 

Effectiv e communi ty engagement requires a dynami c and evolving process of stakehold er engage m e n t  

and a commi tm ent to partnering with governments and other organisa tions. We engage meaning fully, as  

much as possible, with our stakeholders to ensure we are in a better position to understand their  

perceptions of value and deliver accordingly. We have developed a stakeholder perception index 

which is helping us to identify and address specific challenges, including employment, legacy issues 

and transparency, and local procurement opportunities. Thematic Areas have been linked directly to 

the Company’s Values, as depicted below. 

https://www.sibanyestillwater.com/sustainability/community/
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Figure 30: Sibanye-Sti l lwater Values and Proposed Thematic Areas for LED 

 

4.8.4 Thematic areas for focus 

The themes discussed below are meant to address the following major LED-rela ted challenges facing 

the Beatri x mine communi ty : 

 

• Low skil ls base, due to most residents, particula rly youth and young adults, who have not matricula t e d .  

The situation is further demonstrated by the equally low number of matriculants who pursue and 

complete tertiary level training that can equip them for better paying jobs and for entrep reneursh i p .  

• The general decline in the global economy has had serious ramifications on mining and other  

secto rs which ordinarily provide employment opportuni ti es for lowly-skil led persons. 

• Poverty, primarily emana ting from high unemploym ent levels and general lack of job opportuni ties. 

• Dependency on: 

o  mining and lack of diversifica tio n into other economi c areas. 

o  government grants as their primary means for l ivelihood. 

• Low entrepreneurship. The few entrepreneurial activities are confined to traditional sectors such 

as informal retail (spaza shops, taverns), ownershi p and control of public transpo rt vehicles, and sma l l - 

scale manufacturing and service provision. 

• Crime and violence. 

• Dilapidated infrastructure coupled with limited capacity of the public sector to keep up with  

population growth, (global and local) socio-eco no mi c trend s, and the aspirations of the communi ty.  

• Digital divide manifesting from lack of access to internet services. 



 

 

 

• The impact of Covid has further increased the decline of the economic backbone of the local 

municipality, thereby exacerbating unemployment, poverty, inequality, vulnerability, and 

dependency.89 

 

4.9  LED Programme and Financial Commitment 

FINAL PROJECT SELECTION APPROACH: 

The following projects have been identified as being appropriate in terms of Sibanye-Stillwater’s 

philosophy of ensuring high impact on communities. As such the projects presented in this SLP are 

more viable and are more likely to succeed. The investment in this regard is also commensurate with 

the current production levels and associated profit levels of the Beatrix Operation. The table below 

outlines the Host Community Projects: 
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Table 69: Project 1: Development of Multipurpose Market Stal ls in Thabong & Kutlwano ng 

 

Project Name Develop m ent of Multipurp ose Market Stalls in Thabong 

& Kutlwanong 

Problem to 

address 
Poverty Alleviation 

 

 

 

Background and 

Motivation 

The project was identi fied through 4 processes, namely: 

1.  The identi fication of the socio-economic priori ties through a basel ine study (e.g. decl ine in primary and tertiary industries, indicating the need for 

economic alternatives). 

2.  Ini tial  Broad-base d Consultatio ns 

3.  Analysis of formal legislative requirements and Government regulations (e.g. Sustainable Development Goal 1: No poverty and G oal 8: Decent 

work and economic growth) 

4.  Consideration of Sibanye's vision, purpose and values in order to ensure that the maximum impact is achieved through the al ig nment of thematic 

areas 

5.  In l ine with the Matjhabe ng IDP of the areas and other frameworks in which the mine operates and the major sending areas the 

Development of Multipurpose Market Stalls in Thabong & Kutlwano ng was identi fied through the IDP. 

 

 

 
Desired 

Outcomes 

Improved capacity for income generation and decreased dependency on the mining industry, especially for the most vulnerable and designated 

groups. 

 

P 

Projects wi l l  be focused on creating diversi fied l ivel ihoods through: 

- Creating an enabl ing environment for beneficiaries to gain technical  ski l l s in diver economic sectors. 

- Stimulating the growth and resi l ience of SMMEs through broad-based business ski l l s training. 

- Providing resources for l ivel ihood alternatives in a broad-based and sustainable manner. 

- Enterprise development programme s. 

Accountable / 

Responsible 

Persons 

District 

Municipalities 

Local 

Municipalities 

 

Host Comm uni ty 
Budget Commitm ent 

2022 2023 2024 2025 2026 

 

CED Manager 

 

Lejweleputswa 

Masilonyana 

and 

Matjhabeng 

 

Selected areas 

 

R0 

 

R0 

 

R1 403 870 

 

R1 403 870 

 

R1 403 870 

Total Financial Commitm ent R4 211 610 
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Project Phase 
 

Project Activities 
 

Output 
  Proposed 

Timing 

 

 

 
Feasibi l i ty (technical  and social) 

Consultatio n with potential  beneficiaries, implementatio n 

partners and authorities to confi rm exact requirements of the 

project 

 

 

Project Requirements (design and outcomes) 

Technical specifications 

Theory of Change 

 

 

 

Year 1 
Technical feasibi l i ty to determine alternatives and to select 

the most appropriate technical solution to meet the 

identi fied need 

 

 

 

Project Planning 

Define detai led scope of work for the project  

 

Scope of Work 

Tender documents 

(RFQ) 

Selection of service provider 

 

 

 

Year 2 

Generate tender documents (where required) 

Conduc t tender process 

Select and appoint service provider 

 

 

Project Design 

Conduc t detai led project design  

Project Charter 

Project Plan 

MOUs with partners 

 

 

Year 2 Develop implementatio n plan 

Sign MoUs with implementatio n partners when required 

 

 
Project Implementatio n 

Implement the project according to the Project Plan  

Monitoring and Monthly Progress reporting 

(Annual SLP / Mining Charte r Reporting) 

 

 

Year 3-5 
Monitor progress 

Provide progress feedback to beneficiaries and authorities 

 

 
Project Close out / Handover 

Complete al l  project del iverables  

 

Project Completion 

Agreements and Handover 

 

 

Year 3-5 
Obtain required sign-offs and portfol ios of evidence (for SLP, 

MCIII and BBBEE) 

Handover project (when required) 

Employ ment Impact 
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This project aims to assist al l  who participate to create potential  income streams through a diversi fied range of economic activities (self -emplo yme nt opportunities). 

Project Completion and Exit Strategy 

 

 

Table 70: Project 2: Repairs and Restoratio n of the Theunisse n Water Theunissen Treatment Plant 

 

 

Project Name 

 

Repairs and Restoration of the Theunissen Water 

Theunissen Treatment Plant 

Problem to 

address 

 

 Water Shortages 

 

 

 

 

 

Background and 

Motivation 

The Project was identi fied through 4 processes, namely: 

1.  The identi fication of the socio-economic priori ties through means of engageme nt with the key stakeholde rs and col laborative partners. 

Majori ty of households/ residents and local industries in and around the municipal i ty are affected by water shortage s which s ubseque ntly 

renders significant effects on the Human Rights Legislations, Geo-Pol i tical Space, Local Economic Activities, and the overal l  service del ivery. 

2.  Ini tial  Broad-base d Consultatio ns 

3.  Analysis of formal legislative requirements and Governme nt regulations/ Consti tutio nal regulations (e.g. Sustainable Development Goal 6: 

Clean Water and Sanitation. Goal 9: Industry Innovation & Infrastruc ture Development) 

4.  Consideration of Sibanye's vision, purpose, and values to ensure that the maximum impact is achieved through the al ignment of thematic 

areas.  

5.  The Masi lonyana IDP stated that fol lowing of intensive community process and stakeholder worksho ps through ward based placed  meetings 

held in the previous financial  year with Community members from each of the 10 wards within the local municipal i ty, a whole  range of needs, 

i ssues and aspirations were identi fied. These needs were then repriori tized in accordance with the avai lable resource  al location for the 2022/2023 

financial  year and their relevance to the Masi lo, Theunissen and affected communities. The Repairs and Restoratio n of the Theunissen Water 

Theunisse n Treatment Plant 

 

 

Desired 

Outcomes 

The intended project should be able to accomplish/ real ise: 

*  A ful ly restored and refurbished Water Treatme nt Plant that wi l l  function at i ts maximum capacity.  

*  Moreover, upon completion of the project, housing units, local economy and industries affected should have access to clean running 

water ensuring increased local economy participation.  

*  A reduction of community unrests or disruptions related to water-supply issues/challenges. 

Completion and handover activities wi l l  be clearly defined during Project Design phase. When handover is required, the recipient entity wi l l  form part of the enti re Project 

process, which wi l l  also clearly be stipulated in the MoUs. Formal ization of local  street vendors. 



105 

105 

 

 

  

This project wi l l  specifical ly focus on Industry Innovation & Infrastruc ture Development (SDG9); Clean Water & Sanitation (SDG6).  

Accountable 

/ Responsible 

Persons 

District 

Municipalities 

Local 

Municipalities 

 

Host Comm uni ty 
Budget Commitm ent 

2022 2023 2024 2025 2026 

 

CED Manager 

 

Lejweleputswa 

District 

Municipality 

Masilonyana  

Local 

Municipality 

 

Selected areas 

 

R0 

 

R0 

 

R1 403 870 

 

R1 403 870 

 

R1 403 870 

Total Financial Commitm ent R4 211 610 

Project Phase Project Activities Output 
Proposed 

Timing 

 

 

 
Feasibi l i ty (technical  and social) 

Consultatio n with potential  beneficiaries, implementatio n 

partners and authorities to confi rm    exact requirements of 

the project 

 

 

Project Requirements (design and outcomes) 

Technical specifications 

Theory of Change 

 

 

 

Year 1 
Technical feasibi l i ty to determine alternatives and to select 

the most appropriate technical solution to meet the 

identi fied need 

 

 

 

Project Planning 

Define detai led scope of work for the project  

 

Scope of Work 

Tender documents 

(RFP) 

Selection of service provider 

 

 

 

Year 2 

Generate tender documents (where required) 

Conduc t tender process 

Select and appoint service provider 

 

 
Project Design 

Conduc t detai led project design  

Project Charter 

Project Plan 

 

 

Year 2 Develop implementatio n plan 
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Sign MoUs with implementatio n partners when required MOUs with partners 

 

 
Project Implementation 

Implement the project according to the Project Plan  

 

Monitoring and Monthly Progress reporting 

(Annual SLP / Mining Charte r Reporting) 

 

 

Year 3-5 
Monitor progress 

Provide progress feedback to beneficiaries and authorities 

 

 
Project Close out / Handover 

Complete al l  project del iverables  

 

Project Completion 

Agreements and Handover 

 

 

Year 3-5 Obtain required sign-offs and portfol ios of evidence (for SLP, 

MCIII and BBBEE) 

Handover project (when required) 

Employ ment Impact 

This Theme aims to assist the beneficiaries administer extensive service del ivery, ensure household access to clean water and sanitation , boost the local economic activities 

(essential ly food security) and speak to infrastruc ture development & innovation. The  exact number of jobs to be created or participants to benefit wi l l  be defined at Phase 1 

of the project (Feasibi l i ty Assessment). 

Project Completion and Exit Strategy 

In completion of the project, the water treatment plant will be handed over to the Municipality (for up keeping and maintenance). 
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4.10  LED Total Financial Contribution 

The following table is a summa ry of the LED financial commitm ent per year, per thema ti c area 

 
Table 71: Total  financial  contribution for LED over 5 years 

 

PROJECTS 2022 2023 2024 2025 2026 
FINANCIAL 

COMMITMENT 

1 Diversi fication of Livel ihoods R0 R0 R1 403 870 R1 403 870 R1 403 870 R4 211 610 

2 Water Treatment Plant R0 R0 R1 403 870 R1 403 870 R1 403 870 R4 211 610 

TOTAL 
 

R0 R0 R2 807 740 R2 807 740 R2 807 740 R8 423 220 
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5 Housing and Living Conditions (Regulation 4 (c) (i)) 

5.1  Introduction 

The Regulation 46 c (iv) of the MPRDA requires that: "The contents of the Social and Labour Plan must conta i n  

the measure s to address the housing and living conditions of the mine employee s." 

 

Beatrix embark ed on a journey to develop a Housing and Living Conditions Plan in l ine with the stipulati o n s 

of the Housing and Living Conditions Standa rd for the Mining and Minerals Industry  2019. 

 
 

5.2  Housing & Living Conditions Legislative Framework 

The Department of Mineral Resources and Energy has developed basic guidelines aimed at fostering 

suitable housing and living conditions standards for mine workers. The aim of the Housing and Living 

Conditions Standards is to give effect to section 100 (1) (a) of the Mineral and Petroleum Resour c e s 

Develop ment Act (MPRDA), 2002 and sectio ns 26(1) and (3) and 27(1) and (3) of the Constitu tio n of the 

Republic of South Africa, 1996, and other related legislation to ensure proper health care servi ce s, 

afforda ble, equitabl e and sustaina bl e health system s and  balanced nutrition. 

 

Given the locality of mining operations, the Housing and Living Conditions Standards aim to ensure 

improved and integrated human settlements where mineworkers can live whilst emplo ye d . 

Furthermo re, it aims to address the negativ e impact of the migrant labour system and associated soci o -

econo mic concerns. The overall objective of this document is to provide standards which will enable mine 

workers to have a choice in pursuing suitable housing and living conditions for themselves. To achieve 

this objective, and to provide coherence to acceptable and sustainable decent housing and living 

conditions for the mine workers, Governm ent has, in consulta tion with Mine Health and Safety Council, as 

well as stakehold ers, proposed measures on the standa rd of housing and nutrition of employees at mines. 

 

5.3  Current Housing and Accommodation Profile 
Table 72: Current Housing Profi le 

 

Total Number of Employee s 6,581 ful l -time employees as December 2020 

How many employees have: 

Employer Provided Rental Accommo datio n 2,789 residential  opportunities of various typologies 

Employer Assisted Home Ownership 

(including housing subsidy and FLISP) 

132 employees have purchase d a house from the Mine to 

date 

Living Out Allowance 4,458 employees 

Private Home Ownership (without employer 

assistance or FLISP) 

18% of employees are homeowners (16 % have a ti tle 

deed (formal ownership), whi lst 2% own informal ly in terms of a 

Permission to Occupy on communal ly owned land). 
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In addition, 44% of employees own a second place of 

residence away from work. Of those, 47% have ti tle  deeds 

(formal ownership), whi lst 20% employees own informal ly in 

terms of a Permission to Occupy on communally owned 

land. 

(Source: Employee housing survey, 2020) 

 

 

5.4  Housing and Accommodation Needs Analysis 

An employee housing needs survey was conducted on a representative sample of employees fro m 

Novemb er 2020 until Februa ry 2021 to determine their housing and accommo d a tion needs and preferen c e s.  

The survey results received has a confidenc e level of 99% with a 5% margin of error based on overall  respo ns e s 

in relation to total full-time employees. A total of 1,014 responses were received. 

 

The results are summa rised below, and an executive summa ry of the findings is included in the main Bea tri x 

Housing and Living Conditions Plan document. 

 
Table 73: Current Housing Profi le 

 

Total Number of Employee s 6,581 

Employees Who Participated in Survey 1,014 

Period of Survey November 2020 – February 2021 

 

 

 
Method of Survey 

A hybrid methodology was applied to ensure maximum coverage 

within the l imited time avai lable. 

1.  An electronic l ink to the survey (on Microsoft Forms) was sent via 

emai l  to al l  employees who have emai l  addresses 

2.  HR personnel  assisted the remaining employees to complete 

paper surveys/ questionnaire forms. The paper surveys are 

collected and captured on Microsoft Forms. 

 
Outcome of Survey 

The fol lowing figures provides a summary of the current status of 

employee home ownership and housing conditions, fol lowed by a 

summary of the housing needs and the barriers to home ownership 



110 
 

 

 

Summa ry of curren t status of employ ee home ownership and housing conditions 

 

 

Summa ry of employ ee housing needs and preferences 

 

 
 

Figure 31: Housing and Living Conditions Needs Analysis Outcom es 
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5.5  Housing and Living Conditions Plan 

The responses as per the needs analysis serve as the foundation for the Housing and Living Conditions 

Plan. The implementation plan of the consulted Targeted Responses is presented below. 

 
Table 74: Projected Investment Amount 

 

 

Housing and accommodation options 

 

Projected Investm ent Amount 

Employer Provided Rental Accommodation R 130 287 219 

Employer Assisted Home Ownership R 2 272 301 

Living Out Allowance R 57 086 269 
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Table 75: Projected Investment Period of Targeted Responses 

 

Targeted Response Key Actions 
IMPLEMENTATION YEAR 

2021/22 2022/23 2023/24 2024/25 2025/26 

 

1 

 
Encourage and support financial 

wellbeing 

Continue Employee Housing Faci l i tation Help Desk X X X X X 

Continue offering Care4iMal i  services X X X X X 

Continue offering Wel lness Gateway services X X X X X 

Continue offering financial  training X X X X X 
 

 
2 

 
Facilitate access to finance 

Continue with housing discount model X X X X X 

Continue offering pension-bac ke d loans for home improvement 
X X X X X 

Assist with FLISP appl ication i f required X X X X X 
 

 

 

3 

 
Review employee housing 

benefits to support increased 

home ownership 

Consider alternative home ownership benefit options to further 

encourage and support home ownership 
X X 

   

Investigate mechanism/s to obtain proof of decent accommodatio n 

to meet provisions in the Standard regarding LOA (subject to outcome 

of Minerals Counci l  discussions) 

 
X 

 
X 

   

 

 

4 
Sell company-o wned rental 

stock in proclaimed towns 

Continue with housing discount model X X X X X 

Continue standard maintenance of remaining rental  stock X X X X X 

 

5 

Explore opportunities to avail/ 

unlock well-located land for 

development by a partner/s 

Develop Sibanye Land Management Master Plan X X    

Implement initiatives from Land Managem e nt Master Plan   X X X 

 

 

6 

 

Improve access to integrated 

human settlements 

opportunities 

Investigate the avai labi l i ty of governme nt-le d human settlement 

opportunities where interested employees can purchase stands/ 

houses in the secondary market and make information avai lable at 

the helpdesk 

 

X 

 

X 

 

X 

 

X 

 

X 
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6 Procurement, Enterprise, and Supplier  Development 

(Regulation 46 (c) (vi)) 

6.1  Introduction 

The Broad-Ba sed Black Economi c Empowerm ent Charter for the Mining Industry (“Mining Charter”) wa s  

amend ed and released by the Departm ent of Mineral Resource s and Energy (DMRE) in Septem b er 2018.  

The Mining Charter 2018 requires that mining companies submit a new five-year Procurement plan, 

indicating annual targets which progressively increase towards complying with the new procurement  

targets of the Mining Charter 2018. 

 

6.2  Context 

The Sibanye Procurement function is carried out by its wholly-owned subsidiary, Shared Services  

(Proprieta ry) Limited as an agent for and on behalf of Sibanye-S ti l lwa ter South African operatio ns in all thei r 

levels of procurem ent, namely services and consumabl es. 

 

In pursuance of maintaining our Mining Licence, Sibanye-Stillwater Shared Services is implementing a 

robust Procurement, Supplier and Enterprise Development Programme to meet our social and legal  

obligations. Our comprehensive preferential procurement programme aims to bring about greater  

transform a tio n and empo werm ent of black-owned businesses, and to growth the South-Afri ca n eco no my 

by incorporating more local businesses into the company’s supply chain. Our Enterprise and Supplier  

Develop ment (ESD) initiative aims to create greater access to the economy for local communi ties, thro ug h  

enabling local business growth , and improving the quality of l ife of Sibanye communiti es. 

 
 

6.3  Five Year Transitional Plan (MCIII) 

Sibanye has included yearly incremental targets as part of the plan to achieve compliance with Mining 

Charter 2018. 

 
Table 76: Procurement basel ine figures (Form T) as at 31st December 2022 

 

 

Element Description 

 

Measure 

 

Baseline 

Mining Goods South African Manufacture d Goods 35% 

A minimum of 70% of total  mining goods procureme nt 

spend (excluding nondiscretio nary expenditure ) must 

be on South African manufac ture d goods. The 70% shal l  

be al located as fol lows: 

HDP owned and controlled companies 10.50% 

Woman and/or Youth owned and 

controlled companies 
2.50% 

BEE compliant companies 22.00% 

Services South African Based Companies 80% 

 HDP owned and controlled companies 50% 

Woman owned and controlled companies 15% 
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A minimum of 80% of the total  spend on services 

(excluding non-discretio nary expenditure ) must be 

sourced from South African based company. The 80% 

shal l  be al located as fol lows: 

Youth owned and controlled companies 5% 

BEE compliant companies 10% 

Research and Development 
SA based Research and 

Development entities 
70% 

A minimum of 70% South African based research and 

development entities, either in publ ic or private sector. 

South African based research and 

development entities. 
70% 

Sample Analyses South African based laboratories 100% 

A mining right holder must use South African base d 

faci l i ties or companies for the analysis of 100% of all  

mineral  samples across the mining value chain. 

 

South African based faci l i ties or companies. 

 

100% 

 

Table 77: MCIII Five Year Transitional  Plan 

 

 

Element Description 

 

MEASURE 

 

2022 

 

2023 

 

2024 

 

2025 

 

2026 

Mining Goods 
South African Manufactured 

Goods 
50% 70% 70% 70% 70% 

A minimum of 70% of total  mining 

goods procurement spend 

(excluding nondiscretionary 

expenditure ) must be on South 

African manufacture d goods. The 

70% shal l  be al located as fol lows: 

HDP owned and 

controlled companies 
15.00% 21% 21% 21% 21% 

Woman and/or Youth 

owned and controlled 

companies 

3.57% 5% 5% 5% 5% 

BEE compliant companies 31.43% 44% 44% 44% 44% 

Services 
South African 

Based Companies 
80% 80% 80% 80% 80% 

 

A minimum of 80% of the total  

spend on services (excluding non- 

discretionary expenditure ) must be 

sourced from South African based 

company. The 80% shal l  be 

al located as fol lows: 

HDP owned and 

controlled companies 
50% 50% 50% 50% 50% 

Woman owned and 

controlled 

companies 

15% 15% 15% 15% 15% 

Youth owned and 

controlled companies 
5% 5% 5% 5% 5% 

BEE compliant companies 10% 10% 10% 10% 10% 

Research and Development 
SA based Research 

and Development 

entities 

70% 

A minimum of 70% South African 

based research and 

development entities, either in 

publ ic or private sector. 

 

South African based research 

and development entities. 

 
70% 

 
70% 

 
70% 

 
70% 

 
70% 

Sample Analyses 
South African based 

laboratories 
100% 

A mining right holder must use South 

African based faci l i ties or 

companies for the analysis of 100% 

of al l  mineral  samples across the 

mining value chain. 

 
South African based 

faci l i ties or companies. 

 

100% 

 

100% 

 

100% 

 

100% 

 

100% 



116 
 

 

 
This plan wil l  replace the five-year progression plan in the 2017-2021 SLP. Sibanye is committed to completing 

the commitment made to the DMRE. 
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6.4  Strategic Implementation Plan 

 Streng then the controls around discretiona ry spend to meet services, goods, supplier and 

enterp rise development commitments and obligations. 

 Optimi se processes (purcha si ng and adjudication) to support preferenti al procurem ent 

strateg y. 

 Develop compliant suppliers for core and non-core mining commodi ti es to enable 

capability to engage with Sibanye operations. 

 Enhance existing suppliers and SMME’s to ensure sustainability. 

 Identify non-co mplia nt suppliers and enable / drive transfo rma tion to compliance 

including Mining Charter III. 

 Ensure Sibanye progressiv ely encoura g es regionalization to drive value accretion and 

transform a tio n. 

 Create and maintain support infrastructu re per region to support ED initiatives. 

 Leverag e SLP spend through regional structu red process for more impact which is 

inclusive of community. 

 

6.5  Enterprise and Supplier Development 

 Financial Assistanc e (accredited NCA) through a Supplier Develop ment fund. 

 Business Support offered through our supplier develop ment partner. 

 Leverag e the SLP infrastructu re projects to develop communi ty suppliers. 

 Engage advisory services to support Company Ownership and Joint Ventu res. 

 Offer Skil l  Training (SETA Accredited ). 

 CEO Enterp rise develop ment funding available for start-up assista nce. 

 Ring-fence opportuni ti es that could be supplied by local suppliers and support local 

suppliers in the tender process. 

 
 

6.6  Contractors and Inclusive Procurement 

 Preferential procurement followed with all tenders. 

 Adverti se all our tenders on our website. 

 Offer funding to SMME and start-up suppliers. 

 Work with SMME suppliers to improve their performa nce and enhance participa tion within 

the spend profile. 

 

6.7  Supplier Development through Original Equipment Manufacturers 

 Review OEM contra cts and identify supplier development opportuni ti es, 

 Target OEM suppliers to develop executio n roadmap s to enhance transfo rma tional impact. 
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7 Downscaling and Retrenchment (Regulation 46 d) 

7.1  Introduction 

Regulation 46 (d) of the MPRDA requires that the contents of a Social and Labour Plan must contain 

processes pertaini ng to managem ent of downscaling and retrenchm ent which must include- 

• the establishment of the future forum; 

• mechani sm s to save jobs and avoid job losses and a decline in employment; 

• mechani sm s to provide alterna tiv e solutions and procedures for crea ting job securi ty where 

job losses cannot be avoided; and 

• mechanisms to ameliorate the social and economic impact on individuals, regions, and 

economies where retrenchm ent or closure of the mine is certain . 

 
A funda mental principle behind both Beatrix's Human Resources Develop ment Progra mme (guiding the  

Portable Skil ls Training, AET, Learnership progra mm es etc.) and Local Economi c Develop m ent Progra m m e  

(informing the sustaina bl e develop ment interventio ns, housing policies etc.) is job creation . However, at the 

mine closure, be it inevitable or unexpected, the main outcome would be the loss of employment  

opportuni ti es. Conseq uently , a key element of the SLP is to develop mechani sms and strategi es to prev en t 

job losses or where this cannot be avoided, to implement appropria te plans to ameliora te the social and  

economic impact that the downscaling of the operations and/or closure may have on employees,  

communities and the economy. 

 

The fundamental objectives of the plans to be put in place for the life of the mine are in l ine with the etho s 

of the Departm ent of Labour's "Social Plan" as well as the Act and include: 

• the preventio n of job losses as set out below; 

• where job losses are unavoidable to minimize the extent of the job losses resulting from 

major restructuring or retrenchment exercises; 

• to facil itate, as far as practically possible, access to alterna tiv e employm ent opportuni ti es with i n  

the company; 

• to facil itate throug h on-going core business training and the non-mining related portable skil ls 

training plan access to suitable training programmes to enable affected employees to 

remain economically active either within or outside the company or industry ; 

• to avoid, mitigate or minimise any possible negative social and economic impacts on 

employees, communi ties, local and regional economi cs and labour-sending areas shou l d  

retrenchm ent or closure be required through local econo mi c develop ment programm es a s 

outlined in the Plan; 

• to ensure that the relevant processes for effectiv e closure manag em ent are in place some fo ur 

(4) or five (5) years prior to planned mine closure; and 

• to effectiv ely communi ca te and consult as well as discuss and develop joint strategi es and plans 

with key stakehol d ers, through the mecha nism of the Future Forum, througho ut the life of the 

mine on the issues outlined above. 
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7.2  Establishment of the Future Forum 

Given the diverse nature of the operatio n, as well as its location, a Future Forum has been established a t  

Beatrix. The Future Forum was established on 20 May 2016 in conjunction with organised labour Nationa l  

Union of Minewo rk ers (NUM), Associa tion of Minewo rk ers and Construction Union (AMCU) and Solidarity as  

the recognized unions. The Future Forum is constituted as follows: 

 
• manag em ent representa tiv es; and 

• workers or their representa tives (Organised labour). 

The Future Forum meets on a regular basis, either quarterl y or as agreed on througho ut the lifespan of the 

operations to develop, implement and communicate strategies and plans to prevent or otherwise deal 

with major downscaling or the closure of the operation . 

 

The frequency of meeting s wil l be increased if there are critical issues that need to be addressed urgently .  

The agenda for the Future Forum includes, but is not be limited to: 

• identifica tion and analysis of problems and challenges facing the operations particula rly 

where these may lead to downscaling and/or closure of the operations; 

• develop ment of strategi es and plans to deal with identified problems and challenges; 

• develop ment of strategi es and plans to prevent job losses if possible; 

• development of strategies and plans to minimise job losses and mitigate the adverse 

effects that downscaling, and closure may have on employees, communi ti es and the 

econo my; 

• implementa tion of agreed strategi es and action plans; 

• review of portable skil ls training progra mm es and local economi c develop ment progra mm es; 

• assessment of and reporting on, through Beatrix Annual SLP Reports, the success and progress o f 

all job loss manag em ent and retrenchm ent manag em ent progra mm es planned for a nd  

implemented during the times of downscaling, closure or for an appropria te post-clo su re peri o d . 

 

7.3  Mechanism to save jobs and avoid job losses and decline in employment 

Section 52 (1) of the MPRDA provides that the holder of a mining right must, after consulta tion with any  

registered trade union or affected employees or their nomina ted representa tiv es where there is no such  

trade union, notify the Board in the prescrib ed manner: 

• where prevail ing econo mic conditions cause the profit to revenue ratio of the relevant mine to  

be less than six per cent on average for a continuous period of 12 months; or 

• if any mining operation is to be scaled down or to cease with the possible effect that 10 per 

cent or more of the labour force, or more than 500 employees, whichever is the lesser, are 

likely to be retrenched in any 12-month period. 

 
Should the Mine be required to commence with a downscaling or closure process (in line with 

the underta king above) the Downscaling and Retrenchm ent proced ure wil l be followed: 

• communica tio n and Planning through the Future Forums. 



120 
 

 

 

• it is envisaged that any potential downscaling or closure requirem ent wil l be identified duri ng  

the on- going consulta tio ns, discussio ns, and delibera tio ns at the regular Future Forum meeting s. 

• all strategic plans identified by the Future Forum will  be implemented with a view to avoiding job 

losses. Plans and strategies will be continuously assessed to ensure that they are relevant to the 

prevailing conditions at the time that closure or downscaling is envisaged . 

• the Future Forum will assess the econo mi c conditions and the numb er of employees that a re 

l ikely to be affected by the downscaling or closure. 

• the Future Forum will discuss and agree on strategies and action plans that will be 

implemented to avoid job losses. 

 
Potenti al Strategi es and plans to avoid job losses include but are not l imited to: 

• voluntary early retirement for employees who qualify in terms of relevant provident funds, etc.; 

• suspensio n of overtime, job-sharing schemes, short and extend ed leave; 

• cease recruitment of new intakes employees until Beatrix operations have attempted to fill 

vacant positions from internal sources; 

• where relevant and viable, cease the employment of temp ora ry employees and/or contra cto r s ;  

• where closure or downscaling is envisaged every position that becomes vacant th ro ug h 

resigna tion , retirement, death or dismissal, in the period up to the downscaling or closure wil l b e 

critically reviewed before the position is fi l led to allow for natural attrition of employees there b y 

avoiding unnecessa ry job losses and retrenchment; 

• during the life of the operation there will be on-going accredited mining related training 

and non- mining portable skills training programmes to equip employees with alternate skills 

to remain economically active in the event of retrenchment; and 

• in addition, Beatrix's on-going support of sustainabl e develop ment projects, through its Loca l  

Economi c Develop ment programm e s, within the labour source communi ties wil l  further assist in 

both the crea tion of job opportuniti es and securing their long-term sustaina bility . Efforts to pro cur e 

locally where possible, combined with the associa ted business training and provision of alterna ti v e 

skil ls for local entrep reneurs, wil l  further lessen the insecuri ty within employment in the local  

workforce. 

 
The implementation of Section 189 and 189 (A) of the Labour Relations Act or where there are existing 

collective agreements between the trade unions and management that override the provisions of 

the Labour Relations Act, the processe s outlined in these collective agreem ents wil l be followed. The 

following issues are relevant to the consultation process that will be undertaken with the relevant trade 

unions / employee representatives: 

• ensure subscription to the universally accepted principles of fair retrenchment, 

incorporating consulta tio n and negotiatio ns with the elected worker representa tiv es at the 

mine. 

• compliance with collective agreements between organised labour and the company. 

• disclosure of all relevant informa tio n. 

• measures to avoid or minimise dismissal s as set out in the collective agreement. 
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7.4  Notification to Government Authorities 

After consultations through the Future Forum and with recognised trade unions and where it becomes 

apparent that strategies and plans are not successful in avoiding job losses, the company will notify the 

Minerals and Mining Develop m ent Board in accord a nce with Section 52(1) (a) of the MPRDA of the need  

for downscaling / closure as and when required during the life of the Mine and some four (4) to five (5) 

years prior to the end of the life of the Mine. The Government Authorities will be given notice of the  

timeframe for the closure and/or downscaling process, on-going consultation, strategic initiatives and 

plans as discussed through the Future Forum. Regular progress reports wil l be subsequentl y distributed to  the 

necessary Governmental Departments. Any directive issued by the abovementioned Board will be 

adhered to in order to meet the correctiv e measures as stipulated. 

 

7.5  Mechanisms to provide alternative solutions and procedures for creating job  

security where job losses cannot be avoided 

In compliance with Section 52(1) of the Act, should the profit revenue ratio of the relevant operation b e  

less than 6% on average for a continuous period of twelve (12) months or, should 10% or more of the 

workforce have to be retrenched, on identifying the need to scale down or cease mining operations 

at Beatrix and where job losses are l ikely to result from these processe s, a comprehensiv e consulta tio n pro ces s 

will be undertaken at the Future Forum. Section 189 and 189(A) will be complied with to deal with  

retrenchment details, the Minerals and Mining Development Board will be notified, and any corrective 

measures and directives as determined by the Minister wil l  be complied with. 

 

7.6  Strategic Plan 

An extensive consulta tio n process wil l be underta k en through the Future Forum structu res where strate g i c  

initiatives and plans implemented by the Forum are not successful in avoiding job losses. Where job losses 

cannot be avoided, the Future Forum will discuss and implement strategic plans to examine and 

implement alterna tiv e solutions and to create job security for affected employees. 

 

The Future Forum will assess the economi c and other conditions that could result in job losses and deter m i n e 

the numb er of employees that are l ikely to be affected by the downscaling or closure. 

 

The Future Forum will discuss and agree on strategies and action plans that wil l be implemented to crea te  

securi ty for employees l ikely to be affected by job losses. 

 

7.7  Alternative solutions and strategies to create job security 

Potenti al alterna tiv e solutions and strategies to create job securi ty to be considered by the Future Forum 

may include but may not be limited to: 

• ways to minimise the number of employees who are likely to be affected by the 

contemplated retrenchment; and 

• employees targeted for retrenchment will be provided with the necessary training to 

remain economically active if retrenched. (This will be through specific learnership 

programmes aimed at 
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providing employees with alternative skills and experience which will enhance thei r 

employability outside of the mining sector. This process will ensure that the retrenched 

employees are more marketable and can capitalise on current and emerging employment 

opportunities that exist within the local labour market.) 

• the Local Economic Development Programmes which are to be implemented as part of the 

SLP are designed to create long term and sustainabl e businesses and economi c activities wh i ch  

are not reliant on mining activities. These LED initiatives may therefore create employment 

opportunities for employees who are likely to be retrenched. Employees who are likely to be 

retrenched will be given first priority for employment opportunities that arise through the LED 

programmes initiated by the company. 

• the company will liaise with the Department of Labour, other employers in the operational  

area and labour sending areas to identify all possible employment opportunities and 

vacancies. Affected employees will be provided with updated information on a regular 

basis and with the necessary assistance to apply for vacant positions. 

• provide assistance for entrepreneurs and SMME development through established small 

business centres, other appropria te service providers in the relevant region as well as the LED 

progra mm es. 

• the Human Resources Development Programme will ensure that employees receive 

accredited and certified skills and training. Such accredited skills and training may be utilized 

elsewhere within the mining sector or, alternatively, within different industry sectors or through the 

pursuit of entrepreneurial  ventures (SMMEs or BEEs). 

 

7.8  Implementing Section 189 of the Labour Relations Act 1995 (as amended) 

If discussions within the Future Forum have been exhausted and job losses cannot be avoided, the  

provisions of Section 189 and 189(A) of the Labour Relations Act as well as the provisions of the existi ng  

collective agreement will be implemented. A consultation process will be initiated with the relevant  

employee, representative organisations, and will encompass all areas identified in the LRA and the  

collective agreem ents. Issues such as ways to minimise retrenchm ent, the timing of the retrenchments, and  

severance pay will be discussed by the company and the employee representations. All plans and other 

issues agreed on during this consulta tio n process wil l  be implemented . 

 

7.9  Notification to the Board 

After consultation through the Future Forums and with recognised trade unions, and where it becomes 

apparent that strategies and plans are not successful in avoiding job losses, the company will notify the  

Minerals and Mining Development Board in accordance with Section 52(1) of the MPRDA if the profit  

revenue ratio of the relevant operation is less than 6% on averag e for a continuo us period of twelve (12)  

months or should 10% or more of the workforc e have to be retrenched . Such notifica tions wil l be provi d ed  

as and when required during the life of the Mine and some four (4) or five (5) years prior to the end of the life 

of the Mine. The government authorities will be given notice of the timeframe for the closure and/or 

downscaling process, on-going consulta tion , strategi c initiatives and plans as discussed through the Futu r e 

Forums. Regular progress reports wil l  subseq uentl y be distributed to the relevant Governm ent Departm e n ts.  

Compliance to the Board's directive will be adhered to in order to meet the corrective measures as  

stipulated by the Board. 
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7.10  Communicating Possible Retrenchments 

Where all avenues to avoid job, losses have been exhausted , and it is contempl a ted that retrenchm e n ts  

are likely to take place, an extensive communication strategy and plan will be implemented after  

discussion and agreement at the Future Forum meeting s. Communi ca tio n of issues discussed at the Futu r e 

Forum, strategi c plans and the implementa tio n thereo f wil l form part of the agenda for regular Future Fo rum 

meetings. After each Future Forum meeting, all employees will be briefed on issues discussed and the 

strategic plans that wil l be implemented by the Future Forums. Where retrenchm ents are inevitable, the  

following channel s wil l be used to ensure effectiv e communica tio n to all employee s: manag em ent briefs,  

the Compa ny newsletter, manag em ent meetings, communica tio n forums and worksho p s. 

 

The trade union representa tiv es wil l also communi ca te issues arising from the Future Forum discussio ns  duri ng  

their own Branch and Commi ttee meeti ng s as well as mass meeting s with employees. Issues to b e  

communica ted where possible retrenchm ents are contempla ted will  include but not be limited to: 

• the reasons for the contempla ted retrenchm ent; 

• strategic plans implemented by the Future Forum to avoid and minimise job losses; 

• the number of employees likely to be affected by the retrenchm e n ts; 

• details of the expand ed portable skil ls training progra mme s and how these can be accessed; 

• LED progra mm es and the opportuni ti es available to employee s who may be retrenched; 

• alterna te employment opportuni ti es available to employees who may be retrenched; 

• the timing of the retrenchm ent and the severanc e packages that wil l be paid to employees; 

• assista nce that wil l be provided to employees and their families to deal with the emotional 

impact of retrenchment; and 

• any additional assistanc e that wil l  be provided to employee s. 

 

7.11  Mechanisms to ameliorate the social and economic impact 

This section addresses mechani sm s to ameliora te the social and econo mi c impact on individuals, regi o ns  

and economics where retrenchment or closure of the operation is certain. Whilst the Human Resources 

and Local Economic Development programmes outlined in previous chapters have been developed 

and planned to be implemented in order to facilitate sustainable social and economic growth in local  

communi ties througho ut the life of operation , measure s for managing the impact on the local commu ni ty  

and labour source communities at times of downscaling and closure will still be required. This section  

outlines the mechani sm s that wil l be util ised to mitigate, as far as possible, the social and econo mi c imp a ct 

of closure and retrenchment on individuals, regions and econo mi es. The detailed planning that wil l ta k e  

place in conjunction with the affected stakeholders and the relevant government departments will 

be required some four (4) or five (5) years prior to mine closure. 

 

7.12  Social-Economic Impact Study of closure 

As with any substa ntial develop ment progra mme, a socio -econo mi c impact analysis (SEIA) wil l be carri ed  

out by specialist consulta nts prior to commenci ng detailed closure planning. The SEIA wil l commence four 

(4) or five (5) years prior to closure and be supported by intera ction with communi ty structu res and the 

Future Forums. 
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7.13  Communication with stakeholders 

The development of the closure plan will place great emphasis on comprehensive and sensitive  

consultation with all stakeholders. Objection management is likely among stakeholders, such as local 

businesses, who have understandable fears and concerns with regards to closure. Consultation and  

communication with stakeholder groups from local source communities, relevant government 

departm ents and local business forums wil l also be carried out. These stakehol d ers may participa te on the  

established Future Forum or sub-committees thereof, and facilitate discussions on priorities for local  

econo mic development within the closure planning framewo rk , and ensure communi ty interventions are  

sustainable during closure and post-closure. 

 

7.14  Strategic Plans for Managing the Social and Economic Impact 

As with the Human Resource Development Programme at Beatrix, the Local Economic Development  

Programme will be implemented throughout the life of the Mine with a key objective of ensuring any 

corpora te social intervention and LED assista nce provided, wil l be sustainabl e, and will benefi t the ta rg et  

communities long past closure: 

• the facil itatio n of public-priva te partnershi ps geared at meeti ng specific needs within the 

communi ty, be they infrastructu ral, capacity raising or skil ls develop ment; 

• assist in the growth of capacity within the established community structures, in terms of leadership 

skil ls, financial management, project management and communication ; 

• consideration of the potential use for obsolete / unused mine infrastructure following the 

complete downscaling and closure of the mine (training centres, office buildings etc.); 

• a portable skills training programme designed to ensure that employees can have job 

security and remain economically active after mine closure; 

• counselling services for employees and if necessary, their families or the relevant labour 

source community; 

• assistance with registering as a job-seeker (with the relevant Department of Labour, 

employment agency or other local mines), job-hunting and job application processe s; 

• ensuring all skills and/or experience obtained whilst in the employ of Beatrix have the 

appropriate accredi ta tion and certification; 

• provide assista nce to the employee s claiming of UIF and other state assistanc e if required; and 

• provision of financial planning assistance with regards to retrenchment packages, pensions 

and/or provident funds etc. to ensure the appropriate utilization and/or preservation of 

finance following retrenchment. 

 

7.15  Post-Closure Planning 

Managem ent strategi es for the post-clo su re period will also be developed in a legislated and DMRE guid ed  

process in collaboratio n with all interested and affected stakehold ers within the closure planning proces s.  

Strategies that avoid dependency amongst the social intervention beneficiaries and promote 

independence amongst individuals and businesses in the community will be developed to ensure post- 

closure sustainability. 
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On-going consulta tion and advisory roles potentially facil itated through the Future Forum structu res or its  

relevant sub-committees will be utilised to ensure that the programmes and plans continue to deliver 

sustainable and effective benefits. The continued contribution and on-going management role of 

local government in this respec t wil l  be essenti al in this post-closu re manag em ent process. 

 

7.16  Portable Skills Training 

Skil ls development planning at Beatrix enco mp a sses training and develop ment that supports the curren t 

position requirements. The portable skil ls training involves developing employees' skil ls that are non -mining  

related , so as to enable them to be employabl e outside of the industry in the event of mine closure, sta ff  

downsizing or otherwi se. The main focus of the training programm e is entrep reneurshi p as a doorway to  

econo mic sustainability for the previously disadvanta g ed communi ties. 

 

Beatrix wil l provide portable skil ls training within various core business disciplines for all expert levels during the life 

of the mine. This wil l equip the employees with skil ls outside the mining industry. Furthermore, Beatrix  is required 

to put in place mechanisms to ameliorate the social and economic impact on individuals,  regio ns, 

and econo mies where retrenchm ent or closure of the operatio n is certai n. Portable Skil ls Training  in no n-

mining related skil ls for the purposes of retrenchm ent or downscaling wil l be provided. 

 

Portable skil ls wil l  be advertised using the following means: 

• word of mouth; 

• notices, pamphl ets; and 

• stakeholder forums. 

Portable skills will be offered to the employees and to the community. Beatrix will target a number of 

employees and communi ty memb ers per year who will be selected based on a needs analysis assessm e n t.  

This is to avoid training people in the areas where they are least l ikely to benefi t in terms or a lack of interest in 

the particula r training. The individuals who will  partake in the portable skil ls training progra mm es will  b e 

awarded with attendance certificates upon completion of the training programme. The financial  

provisions provided in the table below include the complete retrenchm ent package estima tio ns includi ng  

re-skilling. 

 

7.17  Provision for Downscaling and Mine Closure 

Beatrix has ensured that provision is made for retrenchm ent costs in l ine with the relevant labour legislation in 

respect of employees at Beatrix. 

 
Table 78: Manage me nt of Downscal ing and Retrenchme nt 

 

Element 2023 2024 2025 2026 Total 

Portable Ski l l s Training/ 

Alternative Training 
R660 000 R1 538 000 R1 243 000 R29 343 000 R32 784 37 

Total Financial 

Provision 
R660 000 R1 538 000 R1 243 000 R29 343 000 R32 784 37 
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8 Financial Provision (Regulation 46 e) 

The abil ity of Beatrix operatio n to fund, on an ongoing basis, the programm es describ ed in this Social and  

Labour Plan is dependent on the ability of the operation to generate positive cash flows after capital  

expenditu re. Given the fact that Beatrix wil l be undergoing closure, this financial commi tm ent is based on  

the strategi es and financial situation of the operatio n around its Life of Mine ending in 2025. 

 

As such, Beatrix’s underta king s in this SLP need to be read and understoo d in this context and against this 

background. 

 
Table 79: Beatrix Financial  Provision: SLP 2022-2026 

 

Category 2022 2023 2024 2025 2026 Total 

Human Resources 

Development 

Programmes 

 

R79 989 638 

 

R76 934 743 

 

R75 098 877 

 

R57 935 153 

 

R32 605 785 

 

R322 564 196 

Local Economic 

Development 

Projects 

 

R443 327 

 

R2 105 805 

 

R3 158 707,5 

 

R2 105 805 

 

R1 052 902,5 

 

R8 866 547 

Management of 

Downscaling and 

Natural Attrition 

 

R0 

 

R660 000 

 

R1 538 000 

 

R1 243 000 

 

R29 343 000 

 

R32 784 000 

total  

R80 432 965 

 

R79 700 548 

 

R79 795 584,5 

 

R61 283 958 

 

R63 001 687,5 

 

R364 214 743 


