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1. Int roduction and Preamble  

1.1 Introdu ction  

Cooke 1, 2 and 3  Mining Operations , hereinafter referred to as Cooke 1, 2 and 3 , 

formerly Rand Uranium (Pty) Limited  and licensed as such , forms part  of Sibanye Gold 

Limited , situated in Randfontein  and Westonaria  Local Municipal areas , which both 

fa ll under the West Rand District Municipality.   Cooke 1, 2 and 3  was incorporated into 

Sibanye Gold following a deal in which Sibanye Gold acqui red Cooke Underground 

and Surface Operations.  Sibanye Gold acquired these assets in exchange for the 

issue of ap proximately 150 million new shares in Sibanye Gold to Gold One.  This is 

equivalent to a 17% shareholding in Sibanye Gold and introduces Newshelf 1114 

Proprietary Limited  and its major investors into the Sibanye Gold shareholder base .  

The deal was approve d by the Competition Commission  on 24 April  2014 and the 

operations were integrated into Sibanye Gold from 1 May  2014 following the 

Department of Mineral Resourcesõ approval of a Section 11 application in terms of 

the Mineral and Petroleum Resources Develo pment Act No. 28 of 2002 (the MPRDA) . 

 

This Social and Labour Plan (SLP) for the period January 2012 to December 2016 is 

being submitted to the Department of Mineral Resources (DMR) for Cooke 1, 2 and 3  

in compliance with the MPRDA.  The plan is aligned to  the principles of relevant 

legislation, objectives and prescribed requirements  of the MPRDA.   However, given 

the recent Section 11 finalisation and the resultant review process that has since been 

initiated, this submission will seek to (i) align the curr ent targets with the current 

production levels and associated levels of profitability of Cooke 1, 2 and 3  and (ii) 

align the SLP cycle of Cooke 1, 2 and 3  with that of Sibanye Gold Limited.  This is 

expected to ensure full business alignment across all Sib anye Gold operations and 

simplify the auditing process going forward.  This submission will therefore consider the 

past two years as being completed and will set out the targets for the next three 

years, as per the cycle that the rest of the Sibanye Gold operations are in.  Backlogs 

in this regard will be considered in terms of mitigation relating to other targets as well 

as the increased focus on infrastructure in labour sending areas.  See Annexure C  for 

details of the backlog mitigation plan . 
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The primary  purpose of the MPRDA is to transform the mining and minerals  industries in 

South Africa.   In order to ensure effective transformation, the MPRDA requires the 

submission of the SLP, the Mining Work Programme and the Environmental 

Management Plan as pre -req uisites for the granting of mining or production rights.  

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

implement comprehensive Human Resource  Development ( HRD) Programmes, a 

Mine Community Development Plan, Housing and Living  Conditions Plan, an 

Employment Equity Plan, Procurement  and Enterprise Development Plan and a 

Downscaling and Retrenchment Management Plan.   It should also be noted that the 

National Development Plan (2030) and the Millennium Development Goals have 

been a cknowledged and form the premise upon which the plans and respective 

targets that follow, have been developed.   

 

Elements of a decent standard of living have been included in the Figure below, 

which depicts the holistic approach needed by individuals in order to live the life they 

desire:  

 

 

Figure 1: National Development Plan: Key elements of a dece nt standard of living  

Courtesy of the National Development Plan 2030  
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Figure 2: Millennium Development Goals  

Courtesy of: http://www.indexmund i.com/south_africa/millennium -development -goals.html  

 

This SLP therefore sets out the social and labour programmes to be in place for the life 

of Cooke 1, 2 and 3 õs mining right.   It further  demonstrates the linkages of the plans 

and targets presented to the National Development Plan (2030), the Millennium 

Development Goals and the Local Municipalitiesõ Integrated Development Plan s. 

 

The objectives of the Social and Labour Plan are to:  

 

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

South Africans - Section 2 (f) of the MPRDA;  

¶ Ensure that holders of mining or production rights contribute towards the socio -

economic development of the areas in which they  operat e as well as the areas 

from which the majority of the workforce is sourced - Section 2 (i) of the MPRDA, 

and the Broad -Based Socio -Economic Empowerment Charter for the South 

African Mining and Minerals Industry (the Mining Charter ); and  

¶ Utilize and expand the existing skills base for the empowerment of HDSA s and to 

serve the com munity.  

 

http://www.indexmundi.com/south_africa/millennium-development-goals.html
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This consolidated SLP represents both the Cooke  Underground Operations and 

Surface Operations.  The collective term òCooke 1, 2 and 3 ó is used to jointly refer to 

the two operations.  
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1.2 Preamble  

Name of Company  
Rand Uranium Proprietary Limited  

Registration Number:  2007/007531/07  

Name of Mine  

COOKE 1, 2 and 3 MINING OPERATIONS  

Mining Right Number:  

(GP) 30/5/1/2/2(173) Title No: 83/2011 MR  

(GP) 30/5/1/2/2 (7) Title No: 09/2008 MR  

Physical Address  
Libanon Business Park 
1 Hospital Street (off Cedar  avenue), Libanon, Westonaria  
1780 

Postal Address  

Private Bag X5  

Westonaria  

1780 

South Africa  

Telephone Number  

Mr O. OõBrien 

Vice President:  Cooke Operations  

+27 11 278 7006 

 

Alternative contact person: Ms RM Motlatle  

Manager:  Corporate Affairs   

Teleph one: +27 11 278 9636  

Fax number: +27 86  626 0528 

Fax Number  Vice President:  +27 11 278 7026 

Location of Mine  

Cooke 1, 2 and 3 is situat ed in the magisterial district of Randfontein 

and Westonaria (45km southwest of Johannesburg) in the Gauteng 

Province.   Access to the mine is by the road on the N12 or via the R28 

(Randfontein / Westonaria).  The nearest railway siding is at 

Westonaria.  Consequently, the nearest towns would therefore be 

Randfontein, to the west and Carletonville to the south -east.  The 

mine falls within the West Rand District  Municipality, which is situated 

in the Gauteng Province . 

Commodity  
Gold and Uranium, together with any other mineral which must of 

necessity be mined with gold  and uranium  

Life of Mine  

The life of mine at the curre nt mining rate is valid for the period of 30 

years, which started on 18 December 2007, ending 17 December 

2037 

Financial Year  
The financial reporting year for Cooke 1, 2 and 3  runs from 1 January 

to 31 December of each year  

Responsible person  

Mr O. OõBrien  

(Vice President:  Cooke Operations ) 

E-mail Address: owen.oõbrien@sibanyegold.co.za  

 

mailto:wayne.robinson@sibanyegold.co.za
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1.3 Current Workforce f or Cooke 1, 2 and 3  Mine  

Table 1 below provides the summary of the current workforce as at June 2014 . 

 

Table 1: Summary o f Current  Workforce as at June 2014  

Type of Employment  Number of Employees  

Management  64 

Officials  348 

Union Members  320 

Core and  Critical Skills 2946 

Temporary Employment  419 

  

Total Permanent Emp loyment  3678 

Total Temporary Employment  419 

Total 4097 
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1.4 Local Recruitment  

 

Cooke 1, 2 and 3  provides  employment to four thousand and ninety -seven ( 4097) 

people: i.e. , permanent  employment to three thousand six hundred and seventy 

eight (3678) peopl e, and temporary  employment to four hundred and nineteen (419) 

people , as at June 2014 . 

 

The employees are divided into one (1) of two (2) categories:  

 

¶ Employees who are from and stay within the mineõs host communities, the 

Westonaria and Randfontein Local  Municipalit ies; and  

¶ Migrant  employees who are recruited from Labour Sending Communities such as 

rural provinces of South Africa  and Southern African Development Community 

(SADC) countries such as Mozambique, Lesotho and Botswana.  

 

The table below provides  a breakdown of employees by provincial labour source 

area including the host area.  

 

Undertaking  

The Mine is well aware of the socio -economic conditions prevailing in the host 

community.  In order to limit the negative impact of the mining operation on the 

area, the Mine has a strong focus on the recruitment and development of 

previously disadvantaged and unemployed members of the affected 

communities.  

Guidelines  

The Mineõs skills development programmes have been aligned in such a manner 

that unskilled employees (especially from the local a reas) have the opportunities  

for career development.  
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Table 2: Summary o f Labour Sending Areas Workforce a t Cooke 1, 2 and 3  Mine  as at June 2014 

Province  Number of Employees  Percentage  

Eastern Cape  584 14% 

Free State  96 2% 

Gauteng  1457 36% 

KwaZulu-Natal  343 8% 

Limpopo  154 4% 

Mpumalanga  89 2% 

North west  121 3% 

Northern Cape  24 1% 

Western Cape  1 0% 

Non South Africans  1228 30% 

Total 4097 
 

 

As is evident from Table 2 above, the major labour sou rce areas for Cooke 1, 2 and 3  

are Gauteng , the Eastern Cape, and Kwa -Zulu Natal  provinces .  Currently the mine 

has well established Local Economic Development (LED) projects in the  Eastern 

Cape , which are managed by a dedicated executive and project manag er who co -

ordinat es progress reports and feedback from implementing agencies, as well as 

payment s.  The mine will continue to support socio -economic development initiatives 

in these poverty nodes.  However, going forward, the mine will endeavour to increas e 

the percentage of employees from the local host community to ensure that the 

sustainable economic and skills development of the local Municipal area s are 

supported through the mineõs recruitment strategy below.  The management of LED 

projects in the majo r labour  sending areas will furthermore  in future, be incorporated 

within the Sibanye Gold Corporate Affairs  implementation and reporting structure.  
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Table 3: Local Recruitment Strategy a t Cooke 1, 2 and 3  Mine  

Responsible Position  Strategic Plan  Timeframe  

Manager Human 

Resource s 
Advertise vacancies through local newspapers.  

As and when new 

vacancies arise  

Unit Manager:  Human 

Resource s/TEBA Limited  

Local recruitment , which is in line with the Sibanye 

Gold Limited recruitment polici es and practices, 

will be facilitated by TEBA  Limited . 

As and when new 

vacancies arise  
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2. Human Resource  Development Plan  

2.1 Introduction  

The primary objective of the Sibanye Gold Human Resource Development (HRD) 

Model, is to ensure the development of requisit e skills in respect of learnerships, 

internships, bursaries (core and critical skills), artisans, ABET training (Level I, II, III), ABET 

4/NQF1/FLC and other training initiatives reflective of demographics as defined in the 

amended Broad -based Socio -econom ic Empowerment Charter for the South African 

Mining and Minerals Industry (the Mining Charter) and MPRDA.  All efforts in this regard 

have been aligned with the National Development Plan and the Millennium 

Development Goals in relation to (i) Education (pr imary), (ii) Skills and Employment or 

Employability, and (iii) Gender Equality.  

 

Cooke 1, 2 and 3  is fully accountable for the identification and fulfilment of its own 

Human Resource  Development needs and has substantial discretion based on its own 

business needs according to the five year plan and circumstances in the cont ext of 

the broader Sibanye Gold HR D Model.  The 2014 to 2016 Employee Human Resource 

Development targets are based on business needs, following an analysis of training 

needs conducted dur ing 2013.   The new operating model and the reduced labour 

force had impacted on the Human Resource Development targets which were 

reduced or increased as per business needs as required.   

 

Sibanye Gold Academy (SGA), a 100% owned subsidiary of Sibanye Gold  Ltd.,  

provides world class Human Resource  Development services to Cooke 1, 2 and 3  and 

the rest of the Sibanye Gold Operations .  SGA is also fully accredited by the Mining 

Qualifications Authority (MQA) and, has programme approval in a number of other 

Sectoral Education and Training Authorities (SETA s), giving it the ability to provide 

recognised and accredited education and training in a number of non -mining fields.  

The ability of Cooke 1, 2 and 3  to meet its undertakings in so far as they relate to 

Lead ership Development, Adult Basic Education and Training (ABET), Technical Skills,  

Portable Skills and other training initiatives is therefore enhanced , as a fully 

operational satellite campus of the SGA operat es from Cooke 1, 2 and 3 . 
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The table below provid es details regarding Cooke 1, 2 and 3 õs compliance with Skills 

Development legislation.  

 

Table 4: Compliance with Skills Development Legislation  

SETA Information Required  SETA Details 

Name of SETA: Mining Qualifications Authority ( MQA)  

Registration Number with relevant SETA:  L730767698 

Skills Development Facilitator:  R Seripe 

Proof of submission of Workplace Skills Plan and date of 

submission 
30 June 2014  

 

The table below shows Cooke 1, 2 and 3 õs commitment towards submission of  the 

annual Workplace Skills Plan (WSP)  and Annual Training Report (ATR).  

 

Table 5: Workplace Skills Plan ( WSP) and Annual Training Report (ATR ) Strategic Plan  

Action  Reporting  Submission Date  

Cooke 1, 2 and 3  to submit a WSP and A TR to the MQA 

to qualify for Mandatory Grant Application for training 

facilitated at the Mine.  

Annually  30th June   

 

2.2 Introduction to the Sibanye Gold Human Resource  

Development Model  

The intention of this Social and Labour Plan is to reflect Cooke 1, 2 an d 3õs plans for 

the period between 2012 and 2016.  However, a brief description of Cooke 1, 2 and 

3õs Human Resource Development (HR D) approaches, policies and strategies, within 

the context of the broader Sibanye Gold Human Resource Development Model  is 

important for context and understanding.   Catering, meals and transport cost have 

not been included in the financial provisions.  

 

While Cooke 1, 2 and 3  is fully accountable for the identification and fulfilment of its 

own HRD needs and has substantial disc retion based on its own business needs and 
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circumstances, it operates within the ambit of the Sibanye Gold HR D Model.  This is an 

explicit and well -understood Model covering all aspects of Human Resource  

Development within Sibanye Gold Ltd. and specificall y as it applies to each one of its 

subsidiaries, including Cooke 1, 2 and 3 .  Where relevant in this Plan, reference is 

made to those elements of Sibanye Gold HRD Model that have a direct bearing on 

the implementation of Cooke 1, 2 and 3 õs specific  Human R esource Development 

Plan.  

 

2.2.1  The Definit ion of Human Resource  Development  

HRD refers to the process of developing the knowledge, skills, attitudes and 

behaviours of individuals and teams t o desired levels of performance  in order to 

achieve organizational, p ersonal and broader social objectives.  

 

2.2.2  The Objectives of Human Resource  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 an d 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 competenc ies, which relate to existence 

outside the mining environment and which can be applied to sustain individuals 

and communities once mining operations cease . 
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2.2.3  Skil ls Development Plan  

Undertaking  

The Mine  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 business needs.  This will include 

production, technical, support and administr ative and leadership competencies.  The Mine  

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).   

Guidelines  

The technic al, behavioural and social skills and competencies required by the Mineõs 

employees are transferred within the comprehensive Sibanye Gold HRD Model.  The Model 

is supported, at a practical level by Sibanye Gold Academy, funded on a proportional basis 

by ea ch of the operations within the Sibanye Gold Group, including Cooke 1, 2 and 3 .  This 

comprises physical infrastructure, learning products and solutions, and adequate, skilled HRD 

practitioners who transfer the skills required to learners.  
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2.2.4  Sibanye Gold Human Resource  Development Model and 

Init iat ives  

Human Capital Development  Model

COACHING

MENTORING

Key Principles 

Å Training requirements are based on 
business needs

Å Training and development focus remains 
on our employees and the communities 
that we impact upon (direct and labour 
sending areas)

Å Training interventions are advertised 
within the organisation, within 
communities (local and labour sending 
areas), and  at learning institutions

Å In cases where the business needs are 
lower than the target, communities are 
afforded the training and development 
opportunity

Å Linkages between the different SLP/ 
Mining Charter  requirements are 
accommodated

Å ABET and Portable Skills

Å ABET  - focus remains on 
reducing the illiteracy profile  of 
the company

Å Employees are empowered with 
choice (employees 45 -50+ who 
do not want to do ABET may opt 
for Portable Skills training)

Å Emphasis placed on Community 
ABET, and  Community Portable 
Skills 

Å We  encourage our employees 
to improve their skills sets through 
our available learning 
interventions 

 

ABET  & PORTABLE SKILLS

ÅABET Provision

ÅABET Levels 1-4

ÅFull-time, Part -time, Community

ÅMedia Work Curriculum,  IEB 
assessments

ÅTo reduce illiteracy in the company

ÅTo make employees functionally 
literate and numerate

ÅIncentives:

ÅMQA grants and  internal 
company incentive which learners 
receive after successful 
completion of level

ÅMarketing: on mine,  and through  
Local municipalities

ÅParticipation into ABET programme :

ÅRPL and Placement assessments

ÅEmployees with potential identified 
to access further development to 
enter career pathway

ÅOffer ABET to employees who 
volunteer    

ÅPortable Skills

ÅEmployees 45 -50+ are not 
interested in ABET are encouraged 
to go to Portable Skills programme

ÅOffered Full -time to community, 

ÅOffered Part -time to employees

ÅFeeds LED projects 

ÅOffers life after mine skills to 
employees

ÅMarketing: on mine, through Local 
Municipalities 

STUDY ASSISTANCE

ÅGrants:

ÅEmployees with full -time 
employment are given an 
opportunity to study part -time

ÅBursaries offered to:

ÅLocal communities

ÅLabour sending areas

ÅStudy on a full -time basis at 
Universities and Universities of 
Technology

ÅInternal employees considered to 
study full -time, if approved by the 
Talent Council in line with business 
need 

ÅJB Marks bursaries:

ÅNUM bursaries - Sibanye Gold pays 
salaries

ÅMarketing:

ÅInternal communication,  and 
through and universities

ÅMarketing: on mine, through 
Municipalities (Local and Labour 
Sending Areas)

ÅLoans:

ÅAffords an opportunity for career 
development as aligned to 
individual development plans -
where employees choose pay for 
studies, and request the company 
to assist in the form of an interest 
free -loan (part -time or distance 
learning)

ÅMarketing: on mine

INTERNS , LEARNERSHIPS & CORE 
SKILLS

ÅInternship

ÅAll  bursars are invited into our GDP & 
internship programmes,

Å2-3 years in duration

ÅDevelopment in the section, acting 
opportunities, and thereafter be 
considered for appointed in the 
company

ÅMarketing: on mine, through Local 
Municipalities

ÅLearnership

Å18.1 & 18.2 learnerships offered

ÅMarketing: on mine, through Local  
Municipalities

ÅSelection  process

ÅInterviews, employees with potential  
identified to access further 
development to enter career pathway/ 
progress in a career path

ÅLearnership Placement

ÅCore Skills & Leadership Development

ÅDevelopment to ensure that employee 
meets the requirement of the position

ÅBuild management and leadership 
capabilities  and competencies

ÅOpportunities for career development

ÅDevelopment is aligned to skills and 
competency gaps needs - nominations 
via Talent and Performance Review 
processes

Development is in line with Sibanye Gold business requirements/IDP needs/ Talent & Performance Review processes

Human Capital Development  Initiatives
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Table 6: Form Q - Functional Literacy amongst Cooke 1, 2 and 3  Mine Employees as at January 2014 1 

NQF 
Level  Education Classification  

African  Coloured  Indian  White  

Grand 
Total 

PWD Non SA AGE 

Male  Female  Male  Female  Male  Female  Male  Female  Male  Female  Male  Female  <35 
35-
45 

>45-
55 

>55-
75 

Below 
NQF 1 No Schooling  

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

Below 
NQF 2 Pre-ABET 

8 0 0 0 0 0 0 0 8 0 0 4 0 2 0 5 1 

Below 
NQF 3 ABET 1 

355 4 0 0 0 0 0 0 359 0 0 157 1 21 46 175 117 

Below 
NQF 4 

ABET 2/Std. 3 , Grade 5  508 3 0 0 0 0 0 0 511 0 0 278 0 40 111 249 111 

Below 
NQF 5 

ABET 3 / Std. 5, Grade 7  5 0 0 0 0 0 0 0 5 0 0 0 0 0 0 5 0 

1 ABET 4 / Std. 7, Grade 9  872 43 1 1 3 0 49 11 980 0 0 375 5 262 266 336 116 

2 
Std. 8 / Grade 10, NATED 1 / 
NCV Level 1  

283 45 3 0 0 0 45 3 379 0 0 62 2 198 83 70 28 

3 
Std. 9 / Grade 11, NATED 2 / 
NCV Level 2  

393 96 4 0 1 0 60 0 554 0 0 97 1 261 144 116 33 

4 
Std. 10 / Grade 12, NATED 3 / 
NCV Level 3  

495 314 9 1 2 3 149 30 1003 0 0 74 3 496 280 164 63 

5 National/Higher Certificate  5 1 0 0 0 0 1 0 7 0 0 1 0 1 4 2 0 

6 
National 
Certificate/Diploma/Advanced  
Certificate/NATED 4 ð 6 

5 8 1 0 0 0 11 0 25 0 0 0 0 8 9 7 1 

7 
National Certificate/ 
Advanced Diploma/ B Tech 
Degree/ Bachelor's Degree  

5 1 0 0 0 0 3 2 11 0 0 1 0 4 2 5 0 

8 

Bachelor Honour's 
Degree/Postgraduate 
Diploma/Bachelor's 
Degree(480 credits)  

1 1 0 0 0 0 3 0 5 0 0 2 0 1 1 1 2 

9 
National Certific ate/Master's 
Degree/Master's Diploma  

0 0 0 0 0 0 1 1 2 0 0 0 0 0 0 2 0 

10 
Doctoral Degree and Post -
doctoral Degree  

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

0 Undefined  685 103 5 1 0 0 11 5 810 0 0 196 8 402 214 146 48 

Grand 

Total 
  3620 619 23 3 6 3 333 52 4659 0 0 1247 20 1696 1160 1283 520 

                                            

1 Tables 1 and 2 are based on HR information at the ti me and Form Qõs are based on the Form Qõs that are compiled on an annual basis, therefore the difference in 

numbers  
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Table 7: Form Q - Functional Literacy amongst Cooke 1, 2 and 3  Mine Contract Workers as at January 2014 2 

NQF 

Level  Education Classification  

African  Coloured  Indian  White  

Grand 

Total 

PWD Non SA AGE 

Male  Female  Male  Female  Male  Female  Male  Female  Male  Female  Male  Female  <35 

35-

45 

>45-

55 

>55-

75 

Below 
NQF 1 No Schooling  

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

Below 
NQF 2 Pre-ABET 

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

Below 
NQF 3 ABET 1 

2 0 0 0 0 0 0 0 2 0 0 0 0 1 0 0 1 

Below 
NQF 4 ABET 2/ Std. 3 , Grade 5  

2 0 0 0 0 0 0 0 2 0 0 2 0 0 2 0 0 

Below 
NQF 5 ABET 3 / Std. 5, Grade 7  

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

1 ABET 4 / Std. 7, Grade 9  49 4 1 1 1 0 12 2 70 0 0 6 0 34 23 8 5 

2 
Std. 8 / Grade 10, NATED 1 / 
NCV Level 1  

6 0 1 0 0 0 3 0 10 0 0 0 0 9 0 0 1 

3 
Std. 9 / Grade 11, NATED 2 / 
NCV Level 2  

14 0 0 0 0 0 17 0 31 0 0 0 0 9 13 5 4 

4 
Std. 10 / Grade 12, NATED 3 / 
NCV Level 3  

2 1 0 1 0 0 2 1 7 0 0 0 0 3 3 1 0 

5 National/Higher Certificate  0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

6 

National 
Certificate/Diploma/Advanced  
Certificate/NATED 4 ð 6 

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

7 

National Certificate/ Advanced 
Diploma/ B Tech Degree/ 
Bachelor's Degree  

1 0 0 0 0 0 0 0 1 0 0 0 0 1 0 0 0 

8 

Bachelor Honour's 
Degree/P ostgraduate 
Diploma/Bachelor's Degree(480 
credits)  

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

9 
National Certificate/Master's 
Degree/Master's Diploma  

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

10 
Doctoral Degree and Post -
doctoral Degree  

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

0 Undefined  388 34 5 1 0 0 21 1 450 0 0 24 0 286 96 57 11 

Grand 

Total 
  464 39 7 3 1 0 55 4 573 0 0 32 0 343 137 71 22 

                                            

2 Tables 1 and 2 are based on HR information at the time and Form Qõs are based on the Form Qõs that are compiled on an annual basis, theref ore the difference in 

numbers  
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2.2.5  Definit ion of Functional Literacy a nd Numeracy  

Sibanye Gold Ltd. , including Cooke 1, 2 and 3 , defines Functional Literacy and 

Numeracy  as follows:  

¶ ABET Level 3 with exit outcomes equivalent to seven (7) years of 

compulsory schooling and that will qualify the employee to register for 

occupationally directed qualifications registered within the NQF.  

 

2.2.6  Adult  Basic Education and Training (ABE T) 

Undertaking  

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 ABET on a full -time and on a part -time basis.   The following i nstruments will 

be used to achieve the numeracy and literacy objectives:  

¶ Recognition of prior learning (RPL) (ABET assessments are used to determine RPL 

and placement);  

¶ Recruitment of employees will be based on the information on Form Q, age 

profile (empl oyees below 45 years of age) and as per identified business needs; 

and  

¶ Recruitment of community members will be done in consultation with the Local 

Municipality.  

Guidelines  

Adult Basic Education and Training will continue to be provided to both employees 

and qualifying local community members.   This will be done equally on a full time 

(ABET Levels 1 to 3) and part time (Pre ABET to ABET Levels 3) basis for employees and 

community members.   The setting of ABET targets annually for employees will be 

guided b y the need identified through Form Q, age profile, literacy profile and as per 

the business requirements .  With regards to community ABET, the targets will be 

informed through information sharing with the local municipality.   Subsequently, 

employees and co mmunity members will be able to access further development 

opportunities.  

Either ABET 4/NQF1/FLC/Occupational ABET framework (as approved by QCTO and 

SAQA) to be offered, to bridge the gap between ABET Level 3 and Learnership 

Programme / relevant Skills Pr ogrammes. The Programme to be offered in this regard 

to be approved by Sibanye Gold Board.  
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2.2.6.1 ABET Implementation Strategy at Cooke 1, 2 and 3  Mine  

Accountable 

Position  
Strategic Plan  Timeframe  

Unit Manager: 

HRD 

1. Employees  requiring ABET to be selected thr ough 

company selection process to enable reaching of set 

ABET targets. 

Ongoing  

Unit Manager: 

HRD 
2. Provide an accredited learning programme.  Ongoing  

Unit Manager: 

HRD 

3. Assessment to be provided by an accredited external 

assessment body.  
Ongoing  

Unit Manag er: 

HRD 
4. Qualified facilitators to provide quality training.  Ongoing  

Unit Manager: 

HRD 

5. Continuous development of facilitators to improve their 

required skills to be offered.  

Ongoing  

Unit Manager: 

HRD 
6. Learning f acilities to be conducive to learning.  

Ongoi ng  

Unit Manager: 

HRD 

7. IDPs in place for ABET learners with potential and 

learners are made aware of career pathways in each 

discipline.  

Ongoing  

Unit Manager: 

HRD 

8. A pool of mentors confirmed for ABET learners with 

potential.  

Ongoing  

 

The targets for Ful l Time, Part Time and Community ABET are shown in the tables 

below along with the budget provision for the proposed training.  Budget 

provision for part -time ABET for employees and community excludes salaries.  
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Table 8: Functional Literacy and Numeracy - ABET Full Time 

ABET Level 2012 2013 2014 2015 2016 

Total 

Enrolments 

for 2012-

2016 

ABET Level 1 25 27 40 40 40 

312 ABET Level 2 10 10 16 16 16 

ABET Level 3 15 15 14 14 14 

ABET Level 

4/NQF1/FLC 
10 20 5 5 5 45 

Total No. of ABET 

Enrolments  
60 72 75 75 75 357 

 

Table 9: Functional Literacy and Numeracy  - ABET Part Time 

ABET Level 2012 2013 2014 2015 2016 

Total 

Enrolments for 

2012-2016 

ABET Level 1 25 30 15 15 15 

209 ABET Level 2 15 20 8 8 8 

ABET Level 3 15 20 5 5 5 

ABET Level 

4/NQF1/FLC 
0 0 5 5 5 15 

Total No. of ABET 

Enrolments  
55 70 33 33 33 224 

 

Table 10: Functional Literacy and Numeracy - ABET Community  

ABET Level 2012 2013 2014 2015 2016 

Total 

Enrolments for 

2012-2016 

ABET Level 1 0 20 30 30 30 

245 ABET Level 2 0 15 20 20 20 

ABET Level 3 0 15 15 15 15 

Total No. of 

ABET 

Enrolments  

0 50 65 65 65 245 
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Table 11: Budgetary Provision for ABET  

  2012 2013 2014 2015 2016 

Total Budget 

Provision for 

2012 - 2016 

 Total Budget  R 6 049120 R 7 666 944 R 6 146 224 R 6 760 846 R 7 436 931 R 34 060 065 

 

2.2.7  Community Math ematics  and Science Programme  

Undertaking  

Cooke 1, 2 and 3  undertakes to:  

¶ Assist local Grade 12 learners with additional Mathematical and 

Science Tuition  

Guidelines  

The purpose of the programme is to offer enrichment classes to Grade 12 

local learners in Mathematics and Science  in order to improve Matric pass 

rate.  

 

2.2.7.1 Community Math ematics  and Science Programme Implementation 

Strategy  

Accountable 

Position  
Strategic Plan  Timeframe  

Unit Manager: HRD  

Unit Manager: 

Sustainable 

Development  

1. Secure a list of Grade 12 Mathematics and Science 

learners from the local municipal area through GDE 

District Office.  
 February  

Unit Manager: HRD  2. Screening and selection to be done by the Education 

District Office, according to set selection procedure.  
March  

Unit Manager: HRD  3. Certified, qualified Grade 12 educators to be 

contracted to provide for Grade 12 enrichment/ catch -

up in Mathematics and Science.  

March - 

September  

Unit Manager: HRD  4. Learning material/worksheets, pre -test, assignment(s) 

and mock prelim -examination will be developed by the 

contracted teachers.  

Ongoing  

Unit Manager: HRD  5. Transport to and from the community will be arranged 

by the company, and a lunch snack will be offered to 

March -  

September  
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learners.  

Unit Manager: HRD  6. Learners, with p otential, interested in pursuing a career 

in mining, will be encouraged to apply for the company 

bursary.  

October - 

December  

 

Table 12: Community Mathematics and Science Programme Budget for 2016 3 

Number of Learners and Budget for 2016  

Number of Learners  15 

Budget  
R 108 900 

 

The Community Mathematics and Science Programme was previously 

budgeted for as an LED project up to 2015.  This programme will be phased out 

once the last group of Grade 12 learners have completed in 2015  and 

integrated with the SGA Community Mathematics and Science Programme.   

 

The table below depicts the number of learners and budget for the mentioned 

LED project since 2012.  It must be noted however, that the budget for this 

project is not included in the Financial Provision for H RD Programmes, but will be 

included in the LED section.  

 

Table 13: Community Mathematics and Science Programme Budget for 2012 ð 2015 (LED) 

Number of Learners  

2012 2013 2014 2015 

120 120 80 40 

Budget  R500 000 R500 000 R 500 000 R 250 000 

 

                                            

3 The Community Mathematics and Science Programme Budget does not reflect under the HRD Financial Provision 

Section in the 2015 Implementation Plan, but only in the LED Section .  HRD only provides for this initiative from Cook e 1, 2 

and 3 as from 2016.  
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2.2.8  Education an d Training  

Undertaking  

The Mine  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, learn erships and mentorships to support 

business needs; and  

¶ Award study assistance opportunities to all employees to support 

business needs.  

Guidelines  

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

a healthy pipeline of profession al, 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 HDSAs in Management;  

¶ Legal (mandatory) training that ensures  that the mine complies 

with all legislative requirements;  

¶ Both Sibanye Gold Academy and the mineõs SGA Campus will be 

used to deliver on all HRD interventions.  

 

2.2.8.1 Learnerships  

Undertaking  

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

companyõs Employment Equity Strategy, and meeting both the businessõ and the countryõs 

skills development needs.  

Guideline  

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

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

company.  The local community learnerships will be in support of the economic 

development strategy.  

Community Commitments apply to both Local and Labour sending community .  A 

challenge exists in te rms of the accurate reporting of local/labour sending split due to 

learners not accurately reporting their origin on enrolment.  
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2.2.8.2 Learnership Implementation Strategy at Cooke 1, 2 and 3  Mine  

Accountable 

Position  
Strategic Plan  Timeframe  

Unit Manager: 

Corpo rate 

Affairs  

1. Advertise learnership opportunities externally through 

community newspapers, municipal councils and other 

relevant authorities to attract recruits from the local 

community  

Ongoing  

Unit Manager: 

HRD 
2. Advertise learnership opportunities internal ly for employees  Ongoing  

Unit Manager: 

HRD 

3. Candidates for learnership opportunities will be selected 

according to the selection procedure s of the company.     

Learnership targets are based on business needs of the 

company  

Ongoing  

Unit Manager: 

HRD 
4. Accredi ted learning programmes as per SETA requirements  Ongoing  

Unit Manager: 

HRD 
5. Qualified facilitators to provide quality training  Ongoing  

Unit Manager: 

HRD 
6. Learning facilities to be conducive to learning  Ongoing  

Unit Manager: 

HRD 

7. IDPs in place for learners with potential.  Learners are made 

aware of career pathways in the relevant disciplines  
Ongoing  

Unit Manager: 

HRD 
8. A pool of mentors confirmed for learners with potential  Ongoing  

 

Table 14: Internal Mining Learnerships (18.1)  

Discipline  

Length of 

Program me 

(e.g. 3 years, 

etc.)  

2012 2013 2014 2015 2016 

Learner Miner/ Mine 

Rock Breaking 

Certificate  

18 Months  8 6 12 12 12 

Shift 

Boss/Production 

Supervisor 

Certificate  

3 years 0 0 6 6 6 

Total 8 6 18 18 18 
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Table 15: Community Mining Learnerships (18.2) 4 

Discipline  

Length of 

Programme 

(e.g. 3 years, 

etc.)  

2012 2013 2014 2015 2016 

Learner 

Miner/ Mine 

Rock Breaking 

Certificate  

18 Months  2 2 25 25 25 

Shift 

Boss/Production 

Supervisor 

Certificate  

3 years 0 0 13 13 13 

Total 2 2 38 38 38 

 

Table 16: Internal Engine ering Learnerships (18.1) Targets  

Discipline  

 Length of 

Programme 

(e.g. 3 

years, etc.)  

2012 2013 2014 2015 2016 

Electricians  3 years 

20 20 

2 2 2 

Fitters 3 years 8 8 8 

Boilermakers  3 years 5 5 5 

Riggers 3 years 2 2 2 

Motor 

Mechanic  
3 years 4 4 4 

Total 20 20 21 21 21 

 

                                            

4 Community Learnership Targets include Local Community and Labour Sending Communities  
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Table 17: Community Engineering Learnerships (18.2) Targets 5 

Discipline  

 Length of 

Programme 

(e.g. 3 

years, etc.)  

2012 2013 2014 2015 2016 

Electricians  3 years 

3 3 11 11 11 

Fitters 
3 years 

Boilermakers  
3 years 

Riggers 
3 years 

Motor 

Mechanic  

3 years 

Total 3 3 11 11 11 

 

Table 18: Internal and External Learnership Budget  

Learnership Type  2012 2013 2014 2015 2016 

Learnerships Engineering  R8 179 636 R8 173 161 R 1 622 112 R 1 784 323 R 1 962 755 

Learnerships Mining  R3 556 363 R2 842 838 R 6 096 025 R 6 705 627 R 7 376 190 

Total R11 736 000 R11 016 000 R 7 718 137 R 8 489 950 R 9 338 945 

 

2.2.9  Core Business Skil ls Programme  

Core Business skills programmes include all legislative requirements specified in 

the 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; and  

¶ Providing skills development towards career progression.  

 

                                            

5Community Learnership Targets include Local Community and Labour Sending Communities  
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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.  

Guidelines  

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 e nsured 

through the following interventions:  

¶ Technical Skills Training;  

¶ Legal (mandatory) training that ensures that the mine and employee 

complies with all legislative requirements;  

¶ Leadership and Supervisory Training;  

¶ Team and mobilization interventions.  

Both Sibanye Gold Academy and the mineõs SGA Campus will be used to 

deliver on all HRD interventions and legislative requirements.  

 

2.2.9.1 Core Business Training Implementation Strategy  

Accountable 

Position  
Strategic Plan  Timeframe  

Unit Manager: 

HRD 

1. Employees t o be continuously assessed against job 

requirements  
Ongoing  

Unit Manager: 

HRD 
2. Provide an accredited learning programme  Ongoing  

Unit Manager: 

HRD 
3. Qualified facilitators to provide quality training  Ongoing  

Unit Manager: 

HRD 
4. Learning facilities to be cond ucive to learning  

Ongoing  
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Table 19: Core Business Training  

Core Business Area  2012 2013 2014 2015 2016 

Mining Skills 
Programme: 

Competent A  

10 15 8 8 8 

Mining Skills 

Programme: 
Competent B  

10 15 107 107 107 

Mining Skills 
Programme: Blasting 
Assistant 

5 10 139 139 139 

Safety Representative 
Training  

2 3 52 52 52 

Mining Rock Drill 
Operator  

20 25 28 28 28 

Mining Team Leader 

Training  
2 3 9 9 9 

Mining Licenced 
Equipment Operator 

(Inclusive of Loader, 
Loco, Winches and 

rigs) 

35 40 78 78 78 

Mining speci alised skills 
(Inclusive of 

construction, mesh 
and lacing, 
Hydropower and loco 

guards)  

0 0 125 125 125 

Heal th and Safety 
Technical T raining  

50 30 1 1 1 

Strata Control 
Technical T raining  

0 0 63 63 63 

Mining: Mine Overseer 
certificate Training 

1 0 3 3 3 

Mining: Mine Managers 

Certificate Training 
0 1 1 1 1 

Supervisory 
Management and 

Leadership Training  

0 0 35 35 35 

New 
Engagement/Induction  

0 0 324 324 324 

Team Mobilisation/ 
Behaviour Change 
Training 

0 0 80 80 80 

First Aid Training   0 0 643 643 643 

Total  135 142 1696 1696 1696 

 

With reference to the training provided in the table  above, the following:  

¶ Refresher training and Team Mobilisation training are to be done on 

shafts; 
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¶ New employees and contractors go through Induction; and  

¶ A First Aid Training Certificate is valid for 3 years.  Therefore employees 

only need training once in 3 years.  

 

Table 20: Core Business Training Budget  

Core Business Skills Training Budget  2012 2013 2014 2015 2016 

Total R115 000 R105 000 R 3 677 983 R 4 045 782 R 4 450 360 

 

2.2.10  Portable Skil ls Programme  

Sibanye Gold, in partnership with Service Providers accredited through the MQA 

- CETA, CTFL Seta, and Agri Seta - offers 10 specially designed, portable skill 

programmes.  These accredited programmes will equip exit and in -service 

employees, as well as members of the community with the ability and 

entrepreneurial skills to become self -reliant or pursue other career opportunities 

within mining and other sectors of the South African economy.   

 

For SETA recognition, the e ntry requ irement  for community portable skills training 

is ABET 3 (English ðspeaking, writing and Mathematics literacy as required by the 

unit standards). Candidates nominated at a lower entry level will only receive a 

standard SGA Certificate.  Programmes to be of fered to members of the local  

community  include:  

 

¶ Electrical Domestic Installer ; 

¶ Welding a nd Cutting Skills;  

¶ Mechanical Skills ; 

¶ Carpentry, Roofing a nd Ceilings ; 

¶ Masonry Building Skills;  

¶ Plumbing Installations ; 
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¶ Garment Making ; 

¶ Home Textile;  

¶ Chicken Farming;  and  

¶ Vegetable F arming . 

 

Undertaking  

The Mine is dedicated to provide learning opportunities, thereby increasing 

employees and local community membersõ marketability and employability 

in the open labour market in the possible event of downscaling and/or m ine 

closure.   

Guidelines  

The Mine provides portable skills training to mine employees.  These services 

have been extended to members of the surrounding community.  The focus 

of these skills is to meet some or all of the following objectives:  

¶ Enhance empl oyee potential that will lead to marketability into 

alternative employment;  

¶ Support income generating activities beyond òLife of Mineó; and 

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

the informal sector.  
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2.2.10.1 Portable Skill s Training Implementation Strategy  

Accountable 

Position  
Strategic Plan  Timeframe  

Unit Manager: 

Corporate 

Affairs  

1. Advertise portable skills opportunities externally 

through municipal councils and other relevant 

authorities to attract recruits from the loca l 

community.  

Ongoing  

Unit Manager: 

HRD 

2. Advertise portable skills opportunities internally for 

employees  
Ongoing  

Unit Manager: 

HRD 

3. Accredited learning programmes as per SETA 

requirements  
Ongoing  

Unit Manager: 

HRD 
4. Qualified facilitators to provide qualit y training  Ongoing  

Unit Manager: 

HRD 
5. Learning facilities to be conducive to learning  Ongoing  

 

Table 21: Portable Skills Training Employees (18.1)  

Portable Skills Training  2012 2013 2014 2015 2016 

Electrical Domestic 

Installer 
20 15 10 10 10 

Welding an d cutting 
Techniques  

0 0 10 10 10 

Maintain, repair and 
assemble mechanical 
components  

0 0 10 10 10 

Carpentry (Roofing 
and ceiling 
installations)  

12 14 10 10 10 

Plumbing Installations  15 20 10 10 10 

Masonry Building 

Techniques  
15 17 10 10 10 

Basic Comp uter Skills 23 19 45 45 45 

Total  85 85 105 105 105 

Budget:  R382 500 R382 500 R 1 903 999 R 2 094 398 R 2 303 838 
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Table 22: Portable Skills Training Local Communities (18.2)  

Portable Skills 

Training  
2012 2013 2014 2015 for 2016 

Electrical Domestic 
Installer 

3 2 21 21 21 

Welding and C utting 

Techniques  
0 0 21 21 21 

Maintain, repair and 
assemble 

mechanical 
components  

0 0 21 21 21 

Carpentry (Roofing 
and ceiling 
installations)  

3 4 21 21 21 

Plumbing Installations  2 3 22 22 22 

Masonry Building 
Technique s 

2 3 21 21 21 

Broiler Production  0 0 21 21 21 

Vegetable 
Production  

0 0 21 21 21 

Clothing 

Manufacturing 
Processes (NQF 1) 

0 0 21 21 21 

Home Textiles (NQF 

2) (Curtaining)  
0 0 21 21 21 

Basic Computer Skills  3 3 0 0 0 

Total  13 15 211 211 211 

Budget  R58 500 R67 500 R2 869 600 R3 156 560 R3 472 216 
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2.2.11  Hard -  To -  Fil l  Vacancies  

Undertaking  
Cooke 1, 2 and 3  will endeavour to find suitable internal candidates to fill 

hard -to -fill vacancies as per business needs.  

Guidelines  

Hard -to -fill vacancies that hav e been identified as per the business 

requirements will be addressed through various Human Resource  

Development interventions.  

 

2.2.11.1 Hard - To - Fill Vacancies Implementation Strategy   

Responsible 

Position  
Strategic Plan  Timeframe  

Unit Manager: 

HRD 

1. Provide a list of business needed hard to fill designations in 

Supervisory/Middle Management levels  

2. Provide list of employees acting /promoted into the vacant 

position s 

3. Provide for relevant training programmes afforded, including 

mentoring  

4. Secure IDPs 

5. Confirm mentor ship 

Ongoing  

 

The table  below depicts  vacancies that Cooke 1, 2 and 3  was unable to fill for a 

period exceeding  twelve (12) months.    
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Table 23: Hard ð To ð Fill Vacancies  

 

Table 24: Hard ð To ð Fill Vacancy Plan  

 

Occupational 

Level  
Job Title Vacancy  

Reason for 

being unable 

to fill the 

vacancy  

Action to fill 

vacancy  

Appointment 

Plan 

Skilled technical 

and 

academically 

qualified 

workers, junior 

management, 

supervisors, 

foreman and 

superintendents  

Underground Electrician  

Supervisor Engineering Shafts  

Supervisor Engineering Rigger  

Underground Plat er 

Underground Electrician  

Underground Fitter  

Skills shortage 

and 

certification  

Advertise  

Screening  

Shortlisting 

Interviews  

Appointment  

Appointment 

to be made 

within 24 

months of 

vacancy  

Occupational Level  Job Title Vacancy  Target 2014-2016 Appointment Plan  

Skilled technical and 

academically qualified 

workers, junior 

management, supervisors, 

foreman  

Underground Electrician  

Supervisor Engineering 

Shafts 

Supervisor Engineering 

Rigger  

Underground Plater  

Underground El ectrician  

Underground Fitter  

As per mine 

vacancy/business 

need  

As per mine 

vacancy/business 

need  
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2.2.12  Career Progression Plan  

Undertaking  

The Mine is committed to providing its workforce with the opportunity to grow in 

knowledge and skills.  Inherent in this  is the opportunity to progress in a career 

path that is aligned to the Mine's business needs and suits each employeeõs skill 

sets and personal goals.  Cooke 1, 2 and 3 has adopted an integrated 

approach to skills development and learning which, in essence , provides the 

opportunity for employees with potential to follow a formal career path within 

the employeeõs chosen occupation. 

Guidelines  

The Career Paths show how people can advance from one position to another 

within the career groups through the devel opment of further skills and 

competencies.  The Career Paths further outline minimum requirements for each 

position and minimum training/experience required; therefore serving as a 

planning framework for self -development.  

 

2.2.12.1 Career Progression Plan and Imp lementation  Strategy  

Responsible 

Position 
Strategic Plan  Timeframe  

Unit Manager: 

HRD 

1. Provide career paths and secure IDPs for individuals interested in 

furthering their careers in order to address their individual 

development plan/gaps.   

Ongoing  

Unit Ma nager: 

HRD 

2. Provide a suite of learning and development opportunities 

aligned with the business needs  
Ongoing  
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The figure below depicts the linkages and progression opportunities between 

the various programmes in the Human Resource Development Plan.  

 

 

 

 

 

Figure 3: Linkages and Progression Opportunities between Various Programmes in the HRD Plan  
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Table 25: Career Progression Plan Targets  

Employee 

Categories  

Current 

Position 

Training 

Intervention  
Qual ification  

Employees 

Identified and IDP 

Secured  

2012  2013 2014  2015  2016  

Possible 

Progression 

Opportunity/  

HRD Linkage  

Paterson D 
Level  

Middle 
Manager  

As per 
approved  
IDP 

As per job 
requirement  

10% top potential 
Middle Managers 
in Leadership 
Developme nt 
programmes  

  1 1 1 

Appointment 

into vacant 

position , if 

advertised and is 

successful 

through 

recruitment 

process.  

Paterson C 
Level  

Supervisor/  
Intern  

As per 
approved 
IDP 

As per job 
requirement  

10% top potential 
Supervisors/Interns 
in Leadership 
Develo pment 
programmes  

  2 2 2 

Appointment 

into vacant 

position , if 

advertised and is 

successful 

through 

recruitment 

process.  

Non -
graded 

(NG)  

Bursar 
 

As per 
approved 
IDP 

Relevant 
Degree  

Final year bursars  

  2 2 2 

Graduate 

Development 

programme and 

internship , if 

advertised and is 

successful 

through 

recruitment 

process.  

Paterson B 
Level  

Cat 3 -8 
Employee  

As per 
approved  
IDP 

As per job 
requirement  

Top potential 
learnership 
trainees  

  2 2 2 

Appointment 

into vacant 

position , if 

advertised and is 

successful 

throu gh 

recruitment 

process.  

Paterson A 
Level  

Cat 3 -8 
Employee  

As per 
approved 
IDP 

As per job 
requirement  

Top potential 
ABET (employees) 
learners in training  

  2 2 2 

Learnership/Skills 

Programme , if 

advertised and is 

successful 

through 

recruitment 

process.  

Total    9 9 9  
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2.2.13  Mentorship Plan  

 

2.2.12.1 Mentorship Plan Implementation Strategy  

 

Undertaking  

Cooke 1, 2 and 3  undertakes to formalize its mentorship programme, which will 

encompass formal mentorship agreements between mentors and protégés for 

learners in training/on development programmes.  

Guidelines  

The mentorship plan at Cooke 1, 2 and 3  will be designed to:  

 

¶ Identify areas of development that require mentoring;  

¶ Provide a detailed mentoring plan via mentoring agreement;  

¶ Highlight the number of mentors and protégés with targets and 

timeframes; and  

¶ Mon itor implementation of the programme  

Accountable  

Position  
Strategic Plan  Time frame  

Manager HRD 1. Review the mentorship plan.  2014 - 2016 

Discipline 

Managers  and  

Manager HRD 

2. Identify pool of mentors for protégés (employees in 

training/ Supervisors and Middle Managers with 

potential).   

Ongoing  

Discipline 

Managers  and  

Manager HRD 

3. Provide mentorship and protégé training to build 

capacity where required.  
Ongoing  

Discipline 

Managers  and  

Manager H RM 

4. Contracting thr ough the mentorship agreements in line 

with learnership/learning programme duration.  
Ongoing  

Manager HRD 

5. Monitor implementation and confirm mentorship 

regarding:  

¶ Protégé Personal details including race, gender, 

current position and level and future possib le 

opportunities  

¶ Mentor Personal details and designation  

Ongoing  
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In addition to the above strategy, the figure below describes the principles of 

our approach to Mentoring and Coaching.  

 

 

 

Figure 4: Mentoring and Coaching Principles  
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Table 26: Mentorsh ip Plan Targets (Learners in Training)  

Mentoring Plan  2012  2013  2014  2015 2016 

Learnerships  28 26 32 32 32 

Bursaries 3 3 4 4 4 

Internships  7 7 3 3 3 

Full time ABET 60 72 18 18 18 

Top Potential Middle 

Manager s and  Supervisors on 

Leadership Developm ent  

0 0 20 20 20 

Total 98 108 77 77 77 

Individual Development Plans 

for Learners  
98 108 77 77 77 

Training       

Pool of Mentors to be trained  16 4 15 15 15 

Protégés to be trained  0 0 77 77 77 

Total 16 4 92 92 92 

Budget  R120 000 R30 000 R 40 291 R 44 320 R 48 752 

 

With reference to the table above, l earners currently in stud y in the relevant 

area of study, will enter into a coaching/mentorship relationship for further 

career guidance and development .  In order for this relationship to succeed, a 

pool of mentors and the same learners will have to undergo mentorship/protégé 

training for effective application and understanding of the relationship role and 

process.  
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2.2.14  Internship  

Undertaking  

Cooke 1, 2 and 3  undertakes to provide opportunities for practica l 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 completing tertiary studies.  

 

Community  Commitments apply to both Local and Labour sending 

community .  A challenge exists in terms of the accurate reporting of 

local/labour sending split due to learners not accurately reporting their origin 

on enrolment.  

 

2.2.14.1 Internships Implementation Strategy  

Ac countable 

Position  
Strategic Plan  Timeframe  

Unit Manager: 

HRD 
1. Provide a Graduate Development Programme  Ongoing  

Unit Manager: 

HRD 
2. Provide a coaching and Mentoring Programme  Ongoing  

Unit Manager: 

HRD 

3. Employees to be continuously assessed against 

required programme outcomes  
Ongoing  

Unit Manager: 

HRD 
4. Learning opportunities to be conducive to learning  Ongoing  

Unit Manager: 

HRD 

5. Individual Development Plans (IDP s) in place for 

learners with potential  and learners are made aware 

of career pathways in relevant disciplines  

Ongoing  

 

Table 27: Internal Internship (From Internal Bursary Pool)  

Internships 

(18.1)  
2012  2013  2014  2015  2016  

No.  0 0 8 8 8 

Budget (R)  R0 R0 R 1 840 000 R 2 024 000 R 2 226 400 
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Table 28: Community (18.2) Internship 6 

Internships 

(18.2) 
2012 2013 2014 2015 2016 

No.  6 8 5 5 5 

Budget (R)  R166 153 R256 000 R 1 150 000 R 1 265 000 R 1 391 500 

 

2.2.15  Study Assistance  

Undertaking  

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

communities  and key labour s ending areas.   In line with the bursary policy, if a 

company bursar fai ls a subject/year of study once , the bursar will pay for that  

subject/ year of study himself/herself, and his/her bursary will be placed on abeyance.   

Bursars placed in abeyance will b e counted against the target set with other active 

bursars.  As soon as the bursar passes the subject/ year of study, their bursary will 

resume.  

Guidelines  

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

sending commu nities through the following offerings:  

¶ Bursaries to employees for full time studies;  

¶ Bursaries to individuals from the local and labour sending communities for full 

time studies;  

¶ Study Grants to employees for part time studies  

 

Community Commitments appl y to both Local and Labour sending community.  A 

challenge exists in terms of the accurate reporting of local/labour sending split due to 

learners not accurately reporting their origin on enrolment.  

JB Marks 

The Mine  will further  support  bursars funded th rough the JB Marks Bursary Scheme (a 

National Union of Mineworkers initiative) on a part time basis , or in line with the 

decision of the SGA board.   JB Marks bursaries are funded  and allocated  by the JB 

Marks Bursary Scheme.   The Mineõs contribution to this scheme, is limited to the salary 

component relating to the bursars during the period of the agreement, and will be 

reported as such.  This will be the extent of the SLP credit due to the mine.  

It must be noted that this does not constitute additional tar gets in terms of bursaries 

and will not include any commitment towards things like logistics, accommodation, 

meals, etc., which remains the responsibility of the JB Marks Scheme.  

 

                                            

6 Community Internship  Targets include Local Community a nd Labour Sending Communities  
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2.2.15.1 Bursary Programme Implementation Strategy  

Accountable 

Position  
Strategic P lan  Timeframe  

Unit Manager: 

HRD 

1. Advertise study assistance opportunities internally for 

employees  
Ongoing  

Unit Manager: 

Corporate 

Affairs  

2. Advertise study assistance opportunities externally through 

community newspapers, municipal councils and other 

relevant authorities to attract recruits from the local and 

labour sending communities  

Ongoing  

Unit Manager: 

HRD 

3. Candidates for bursaries and study assistance 

opportunities will be selected according to the selection 

procedure of the company  

Ongoing  

Unit Man ager: 

HRD 

4. Accredited learning institutions as per company needs will 

be used  
Ongoing  

Unit Manager: 

HRD 

5. IDPs in place for learners, and learners are made aware of 

career pathways in relevant disciplines  

Ongoing  

Unit Manager: 

HRD 
6. Mentors confirmed for lear ners 

Ongoing  

 

Table 29:  Internal Bursary  

Bursary 

Type 
2012 2013 2014 2015 2016 

Full Time 

Bursaries 
2 2 2 2 2 

Part Time 

Bursaries 
1 1 3 3 3 

Total 3 3 5 5 5 

Budget (R)  R85 714 R100 000 R 550 000 R 605 000 R 665 500 
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Table 30: Community (18.2) Bursar y7 

Bursary 

Target and 

Budget  

2012 2013 2014 2015 2016 

Number of 

Bursaries 
4 6 10 10 10 

Budget (R)  R57 142 R200 000 R 1 253 333 R 1 381 667 R   1 516 533 

 

 

                                            

7 Community Targets include Local Community and Labour Sending Communities  
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3. Employment Equity  

3.1 Introduction  

The purpose of the plan is to ensure that a demographically appro priate profile 

is achieved through the participation of Historically Disadvantaged South 

African ( HDSAs) in all decision -making positions and occupational categories.  In 

striving to achieve a 40% HDSA composition in  the management  structure and 

10% partic ipation of women  in mining occupations , Sibanye Gold  seeks to 

redress existing gender and racial disparities.  The plan reflects the companyõs 

annual progressive targets.    As a leading South African company, Sibanye Gold 

embraces the challenge to transfor m the composition of the companyõs 

workforce and management.   This is a business imperative to ensure that we tap 

into the entire skills base of  the South African population.   All efforts in this regard 

have been aligned with the National Deve lopment Plan and the Millennium 

Development Goals in relation to (i) Employ ment or Employability and (ii) 

Gender E quality.  

 

Employment Equity Strategies are aligned to succession planning, development 

of the companyõs talent pool, learner development programs, core and critical 

skills training programmes, career development plans, mentoring and coaching.  

 

The following Sibanye Gold principles guide the way in which Employment Equity 

is implemented at Cooke 1, 2 and 3  Mine, and to further comply with our Ethics 

and Hum an Rights policies:  

 

¶ Recognising historic inequalities, HDSAs and women with recognised 

potential are afforded special opportunities and additional support to 

realise their potential;  

¶ Each position in the company is occupied by a fully performing individua l.  

Thus, we will not create phantom jobs nor make token appointments;  

¶ Diversity in the workplace is encouraged and any form of racism is not 

tolerated;  
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¶ Some employees in management positions may be involuntarily 

redeployed to make space for HDSAs and wome n; 

¶ All employees are developed to ensure that they are fully performing in 

their current jobs and, where applicable, to prepare them for future 

opportunities; and  

¶ In placing women in jobs, the company will take cognisance  of the special 

risks to which chil d -bearing age, pregnant and lactating women should not 

be exposed.  

 

Each mining operation and service unit in Sibanye Gold is required to translate 

the group strategy to five (5) year action plans that are implementable and 

measurable.  Sibanye Gold  is com mitted to creating a workplace in which 

individuals of ability and competency can develop rewarding careers at all 

levels regardless of their background, race or gender.  Sibanye Goldõs 

employment practices and poli cies emphasise equal opportunities  for al l, and 

aim to identify, develop and reward those employees who demonstrate 

qualities of individual initiative, enterprise, commitment and competencies.  

Employment Equity policies also aim to create an inclusive organisational culture 

in which all employee s are valued.   The implementation of Employment Equity is 

overseen by senior management and is at the core of the mineõs strategy. 

 

Where appropriate, Employment Equity is implemented in consultation with 

employee representative bodies.   As a key business imperative for Sibanye Gold , 

Employment Equity is critical in assisting the Mine to place competent 

employees in the correct jobs aligned to the Mineõs objectives.  These are:  

 

¶ Sibanye Gold  is committed to developing its employees to their greatest 

potenti al, which will contribute to the achievement of the Mineõs 

objectives;  

¶ Sibanye Gold  recognises the need for continued investment in its 

employees , which is demonstrated through training and development 

opportunities and job placements with a focus on the d evelopment of key 

competencies, career path progression and retention of talent; and  
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¶ Sibanye Gold  has adopted a proactive recruitment, selection and 

appointment policy, which favours candidates from designated groups.  

This has assisted the Mine in working  towards the achievement of numerical 

goals of the Mineõs Employment Equity Plan. 

 

 

Table 31: Employment Equity Plan Implementation Strategy  

Responsible 

Position  
Strategic Plan  Start Date  

Unit Manager 

HR 

1. Focus to be placed on attracting and retaining HDSAs 

including women and nurturing talent to supplement 

the workforce complement and to plan for succession.  

Ongoing  

Unit Manager 

HR 

2. Targeting the recruitment of HDSAs and women in 

Mining Positions is a specific focus of the workforce plan.  
Ongoing  

Unit Manager 

HR 

3. Recruitment targets for HDSAs and women to be 

specifically aimed at developing and promoting such 

employees into management positions as and when 

these opportunities arise.  

Ongoing  

Unit Manager 

HR 

4. Mining -related occupations  to be  identified in the 

workforce plan and strategies and targets identified to 

support the inclusion of women into these occupations.  

Ongoing  

Unit Manage r 

Talent  

5. Skills assessments to be  focused on the identification of 

employees with the potential to be developed into 

management positions and career development plans 

will drive the growth and advancement of these 

employees.  

Ongoing  

Unit Manager 6. Ap propriate skills training in line with the career path Ongoing  

Undertaking 

The Mine  is committed to the strategic objectives of the Employment Equity 

Act that include having individuals from previously disadvantaged groups 

represented i n all positions of skills, responsibility and at all levels within the 

next five (5) year period; specifically 10% participation of women and 40% 

HDSA composition of management structures.  

Guidelines 

Employment Equity will be aligned to local recruitment and human resources 

development strategies.  Sibanye Gold  is committed to developing and 

promoting from within the organisation, with preference given to females and 

historically disadvantaged individuals.  
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Responsible 

Position  
Strategic Plan  Start Date  

Talent  structure  to be provided for HDSAs and women to 

ensure that they acquire the appropriate skills and 

competencies.  

Unit Manager 

Talent  

7. Mentoring of HDSAs and women to provide them with 

support and assistance to ensure that they can assume 

their roles with success.  

Ongoing  

Manager H R 
8. Develop policies directed at the retention of HDSAs and 

women.  
Ongoing  

Manager H R 

9. Develop recruitment plans for external candidates 

should internal employees not b e suited for 

management roles.  

Ongoing  

 

As per the requirements of the SLP guidelines, the current employment equity 

status of the mine, as at June 2014, is depicted in the table below, as per the 

Form S submission. 
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Table 32: Employment Equity Statistics as at June 20148 

Grade  

African  Coloured  Indian  White  
Total 

HDSA 

White  

Total 

Foreign Labour  
Grand 

Total 

% % 

M F M F M F F M M F HDSA WIM 

EU 0 0 0 0 0 0 0 
 

4 4 0 0 4 0% 0 

EL 0 0 0 0 1 0 0 1 1 2 0 0 2 50% 0 

DU 2 0 1 0 0 0 0 3 11 14 1 0 15 20% 0 

DL 12 3 0 1 0 0 1 17 24 41 1 0 42 40% 12% 

CU 92 24 2 0 2 0 19 139 81 220 9 0 229 61% 19% 

CL 151 54 5 0 0 0 4 214 109 323 57 0 380 56% 15% 

B 642 67 4 0 1 2 7 723 6 729 422 0 1151 63% 7% 

A 1066 356 7 0 0 1 0 1430 3 1433 681 16 2130 67% 17% 

NG 76 37 2 0 0 0 2 117 20 137 7 0 144 81% 27% 

Total 2041 541 21 1 4 3 33 2644 259 2903 1178 16 4097 65% 14% 

Core and 

Critical Skills in 

C band  

165 41 6 0 1 0 7 220 159 379 62 0 441 50% 11% 

                                            

8As per the requirements in the SLP Guideline, the Employment Equity Statistics Table is a direct reflection of the Form S tha t is submitted to the Dep artment of Labour  
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3.2 Participation o f Historically Disadvantaged South 

Africans  

Sibanye Gold  is commi tted to promoting HDSAõs in its management structure by 

instituting a framework geared towards local recruitment, and human resources 

development.  Vacancies are primarily filled by candidates from local 

communities.   Where specialist skills are not availa ble locally they are sourced 

from outside local communities.  The Mineõs long term objective is to have these 

skills shortages addressed via skills development programmes.  Employees with 

potential have the opportunity to progress within their chosen caree r paths and 

therefore advance within the organization.  

 

 

Table 33: HDSAõs in Management Implementation Strategy  

 

 

Undertaking  

Sibanye Gold  is committed to attaining the 40% HDSAs in management target 

as set out by the DMR and recognizes that this refers to  Top Management , 

Senior Management, Middle Management and Junior Management levels.  

Guidelines  

Build capacity within the organization through HRD initiatives with preference 

given to individuals from designated groups.  These employees to form the 

pipeline for the companyõs talent pool and succession planning. 

Responsible 

Position  
Strategic Plan  Start Date  

Manager HR  

1. Develop Employment Equity (EE) policies, procedures and 

guidelines appropriately aligned to HRD initiatives such as 

talent management, etc.  

Ongoing  

Manager HR  2. Liaise with stakeholders to develop EE targets.  Ongoing  
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Table 34: HDSAõs in Management Targets  

Level  Current Status  

2012 2013 2014 2015 2016 

Planned 

Target 

Proposed  

Target 

Planned 

Target 

Proposed  

Target 

Planned  

Target  
Proposed  

Target  

Planned 

Target  
Proposed 

Target  
Planned 

Target  
Proposed 

Target  

Top 
Management  

(Board ð 
includes CEO 
and CFO)  

45 % 30% 30% 35% 35% 40% 40 % 40 % 40 % 40 % 40 % 

Senior 
Management  

(Sibanye Gold 
EXCO, F-band)  

33 % 30% 30% 35% 35% 40% 40 % 40 % 40 % 40 % 40 % 

Other Senior 
Management  
(Sibanye Gold 

VP's) 

41 % 30% 30% 35% 35% 40% 40 % 40 % 40 % 40 % 40 % 

Middle 

Management  
(The rest of the E 
Uppers and E 

Lowers)  

17 % 40% 40% 40 % 40% 40% 40 % 40 % 40 % 40 % 40 % 

Junior 

Management  
(D- Band)  

35 % 40 % 40% 40 % 40% 40% 40 % 40 % 40 % 40 % 40 % 

Supervisory 

(CU- Band)  
61 % 40 % 40% 40 % 40% 40% 71 %  40 % 71 %  40 % 71 %  

Core and 
Critical  

C band  

50 % 40 % 40% 40 % 40% 40% 50 % 40 % 50 % 40 % 50 % 

Core and 

Critical Skills (All 
Cat)  

63 % 30% 30% 35% 35% 40 % 63 % 40 % 63 % 40 % 63 % 
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4. Local Economic Development (LED) 

4.1 Introduction  

Cooke 1, 2 and 3  invests in the development of communities that are directly 

and indirectly affected by its operations.  Projects supported by Cooke 1, 2 and 

3 aim to contribute towar ds: i) sustainable socio -economic development in 

communities where its workers and their families live ; and  ii) the eradication of 

poverty and community upliftment in the area within which Cooke 1, 2 and 3  

Mine  conducts mining operations and in areas where  the majority of employees 

are sourced.  These projects are identified in consultation with local authorities 

and in the context of Integrated Development Plans.  Funding for LED is 

obtained from Cooke 1, 2 and 3 .  Where additional funding is required, 

rep resentations may be made to the Sibanye Gold Group Executive 

Committee.  All efforts in this regard have been aligned with the National 

Development Plan and the Millennium Development Goals in relation to (i) 

Education, (ii) Skills and Employment and Employ ability towards hunger 

eradication, (iii) Housing, Water, Sanitation, Electricity, and (iv) a Clean and 

Sustainable Environment.  

 

Cooke 1, 2 and 3  participates in socio ðeconomic development initiatives of its 

Local Municipalit ies and supports projects rela ting to people and infrastructure 

development and in projects identified and prioritised as key development 

needs in the respective municipalityõs IDPs and incorporates key areas such as:  

 

¶ Poverty Reduction;  

¶ Economic V iability;  

¶ Health Care;  

¶ Public Safety;  

¶ Job C reation;  

¶ Urban Renewal; and  

¶ Preferential Procurement.  
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Experience to date has shown that the approach taken in terms of the Local 

Economic Development (LED) requirements of the Social and Labour Plan (SLP) 

has had varying degrees of success.  While the  construction of schools and 

clinics has added the necessary value, other projects have not necessarily had 

the desired impact.  A key component of the success achieved to date with 

regard to the construction of schools and clinics is the upfront buy -in an d 

support of all critical role -players.  The development of a Memorandum of 

Agreement  (MOA) that elucidates key responsibilities before the 

commencement of construction has proven to be invaluable , while projects 

that have been initiated without proper col laboration have not been as 

successful.  Lessons learned to date in this regard have prompted Sibanye Gold 

to consider a different approach towards LED projects.  To this end, SGL has 

decided to do the following:  

 

i. Focus on fewer but more impacting projects ; 

ii. Focus on Community Development, Education, Agriculture/Environment, 

Health  and Sustainable Human Settlements;  

iii. Consider  options in this regard ranging  from Corporate Social Investment 

(CSI) to infrastructure and enterprise development ; 

iv. Ensure that all ro le-players have had an opportunity to influence the 

decision on how to best invest the money that is made available for LED in 

terms of the SGL budgeting process ; 

v. To enable this through the creation of a tri -partite engagement platform 

that will assist in making appropriate decisions with regard to LED pr ojects, 

which will have DMR, municipalities  and local business  representation ;  

vi. Provide ongoing feedback on the projects that have been approved for 

implementation.  
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4.2 LED Projects   

LED Projects are aimed at  ensuring poverty eradication and community 

upliftment in the area surrounding  our operations and in areas from which the 

majority of employees are sourced.  These are identified in consultation with the 

local authorities and flow from municipal Integrated  Development Plans (IDPõs).  

These projects are  coordinated at corporate  level for optimal impact and 

economies of scale .  Funding for LED projects is obtained from all mines 

including  Cooke 1, 2 and 3  Mine .  The major labour  sending communities are 

situat ed in the Eastern Cape  and Mozambique .   LED Projects in the labour  

sending areas are centred  on the  following  key priority areas;  

 

¶ Poverty and Unemployment;  

¶ Infrastructure D evelopment;  

¶ Subsistence and Commercial Agriculture;  

¶ Health Care and Sanitation , and  

¶ HIV and AIDS.  
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4.3 Socio - Economic Background  

Cooke 1, 2 and 3  is situated within the West Rand District Municipality  (WRDM) in 

the Randfontein and Westonaria Local Municipalit ies (see figure  below ).  The 

District Municipality consists of four local munic ipalities namely: Mogale City, 

Westonaria, Randfontein and Merafong City.  It is located on the South Western  

edge of Gauteng Province and also serves as a local municipality in the District 

Management Area (DMA) which is known as the Cradle of the Humanki nd 

World Heritage Site.   

 

MUNICIPAL CODE:  
GT484  

SIZE OF THE MUNICIPAL AREA: 
1631,7km2  

WARDS:  
28  

 

Figure 5: West Rand District Municipality  

 
































































































































