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LIST OF DEFINITIONS 
 

18.1  18.1 refers to learners or training participants employed within 
the Company. 
 

18.2 18.2 refers to learners or training participants not employed 
within the Company. 
 

Bursary 

 

 

 
 

External: Financial grant to an unemployed youth qualifying for 
undergraduate studies at a university or University of 
Technology. 
Internal: Financial support to an employee to enrol for a career-
related course or qualification at a tertiary institution to 
commence studies in his/her own time.  

Calendar year One year begins on January 1st and ends on December 31st. 
 

Career Progression 

Plan 

A roadmap detailing how an employee can advance in his/her 
career through the company. It is an on-going mechanism to 
enhance their skills and knowledge that can lead to mastery of 
their current jobs or can prepare them for future promotional 
opportunities. Documents such as an Individual Development 
Plan, Career Progression Plans, and Training Matrixes provide 
detail to employees entering employment, and/or training 
programmes. 
 

Community 

 

A coherent social group of persons with interest or rights in a 
particular area of land which the members have or exercise 
communally in terms of an agreement, custom or law. 
 

Community Distance A radius of sixty (60) km from the place of work. 
 

Demographics 

 

The numerical characteristics of a population (e.g., population 
size, age, structure, sex/gender, race etc.). 
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Experiential Training /  

Work Experience  

 

 

 

 

 

 
 

The programme provides students from the Universities of 
Technology and/or FET Colleges with practical work experience 
(P1/P2) relevant to their studies, enabling them to obtain the 
relevant qualifications after completing the practical/ exposure 
period. Students are provided with experiential training in core 
disciplines such as, but not limited to, Metallurgy and Chemical 
Engineering, Chemistry, Mining, Finance, Human Resources, 
Engineering, Surveying, Environmental, and Rock Engineering 
fields. The duration of this programme depends on the tertiary 
institution's requirements and varies between 3 to 24 months.  

Fast Tracking /  

Accelerated Training 

 

Accelerated training programmes are implemented to assist 
identified employees in completing the training and/or work 
experience full time within one of the career paths available. 
Note: These targets are focussing on HDP candidates. 
 

Financial Year 

 

12 Month period determined by an organisation used for 
accounting purposes in which the budget, profit, and losses are 
calculated in preparation for its financial statements. 
 

Graduate Internship  The Internship Programme is a 12 – 24 months programme on 
a fixed-term contract offered to unemployed holders of degrees, 
diplomas, or N6 diplomas to gain relevant skills and experience 
related to their respective qualifications to ensure workplace 
readiness. Internships are provided mainly in the core 
disciplines of Mining, Engineering, Metallurgical, or Chemistry 
field but are not limited to core disciplines. The internship will 
enable Mining and Engineering graduates to gain the necessary 
exposure to prepare for the respective Government Certificates 
of Competency. This programme will be made available to all 
Ex-bursar Graduates as well as External (no-bursar) Graduates. 
 

Historically 

Disadvantaged 

Persons (HDP) 

Refers to Historically Disadvantaged Persons as defined in the 
Mineral and Petroleum Resources Development Act, 2002 
(“MPRDA”). 
 

Individual 

Development Plans 

(IDPs) 

A document completed by an individual for the plan of self-
development over a period of time, usually 12-18 months. This 
plan is then reviewed and discussed with supervisors to match 
the individual goals with company goals. They also discuss 
various options and approaches to achieve the plan. At the end 
of this period, the plan is reviewed to see how many goals are 
fulfilled and what the new goals and plans are for the following 
year. 
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Interested and 

Affected Parties (I&AP) 

 

 

Judicial Review  

A natural or juristic person or an association of persons with a 
direct interest in the proposed or existing prospecting or mining 
operation or who may be affected by the proposed or existing 
prospecting or mining operation. 
 
Minerals Council of South Africa v Minister of Mineral Resources 
and Energy & Others, JDP 20341/2019, 21 September 2021. 
 

Labour sending area Areas from which many historical and current mineworkers are 
or have been sourced. 
 

Learnerships  

 

 
 

A work-based learning programme that leads to an NQF-
registered qualification. Learnerships can be in the Artisan and 
or Non-Artisan disciplines. The Artisan Learnership will have a 
Trade as the outcome, and the Non-Artisan Learnership’s 
outcome will be an occupational qualification. 
  

Level of management Refers to a line of demarcation between various managerial 
positions. 
 

Life of mine The number of years that a particular mine will be operational. 
 

Mentorship 

 

Mentorship is the influence, guidance, or direction given by a 
mentor. A mentor teaches or gives help and advice to a less 
experienced and often younger person. 
 

Mine community Communities where mining takes place and labour sending 
areas. 
 

Mining Charter The broad-based socio-economic empowerment Charter for the 
South African Mining and Minerals Industry. Taking into 
consideration the Judicial Review and notwithstanding the 
setting aside of certain clauses of the Mining Charter III, 
including the Inclusive Procurement, Supplier and Enterprise 
Development element, to the extent possible, Impala will 
continue to strive to achieve the MPRDA Transformation 
Objectives also using the clauses that have been set aside as 
guiding principles. 
 

Mining Graduates A person qualified by education, training, and experience in 
mining engineering. A person having a degree/diploma in mining 
or mineral engineering from an accredited college or university. 
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Portable Skills 

 

 

 

 
 

Employable skills which can be used productively in different 
jobs, occupations, and industries and are transferable between 
occupations and industries in support of generating an income 
beyond the “life of mine”. Portable skills enhance employee 
potential, leading to placement in alternative employment 
outside of mining activities and/or self-employment.  

Skills Audit 

 

An audit to determine the education, skills, and/or experience of 
individuals within the company to assist in identifying gaps and 
developing employee training plans. 
Un-verified: Skills and qualifications reported as advised by the 
individual and submitting a copy of the qualification and not 
verified in any way to confirm authenticity. 
Verified: Individuals will provide relevant documentation 
supporting the reported qualifications and skills. Qualifications 
get verified through an agency for authenticity. 
 

Skills Development 

Programmes 

 

These programmes are accredited through a SETA, comprise a 
cluster of unit standards, are seen as a ‘mini qualification’, and 
will constitute a credit towards an NQF registered qualification. 
 

Social and Labour 

Plan (SLP) 

A summary of principles and policies to guide the 
implementation of specific programmes which aim to aid socio-
economic development and economic growth in the mine’s 
operation and labour-sending areas on an ongoing basis. 
  

Social Fund A trust fund that provides financing for investments targeted at 
meeting the needs of poor and vulnerable communities as 
informed by commitments made by companies in terms of their 
social and labour plans. 
  

Sustainable 

development 

The integration of social, economic, and environmental factors 
into planning, implementation, and decision-making to ensure 
that the mineral and petroleum resources development serves 
present and future generations. 
  

Trainee Engineering 
Programme 
 

A training programme aligned to develop engineers in all related 
engineering fields. The engineering fields incorporated on the 
mine are: Electrical and Chemical Engineering. These 
programmes could take 24 to 48 months to complete and enable 
permanently employed junior graduates or diplomat engineers 
to be appointed as engineers in their area of specialisation. 
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The Programme provides relevant training, coaching, and 
mentoring to engineers in training to obtain their Government 
Certificate of Competency (GCC) or Mine Manager Certificate of 
Competence (MMC) in their area of specialisation. It is focused 
on employees who qualify for GCC or MMC. 
 

WSP-ATR A Workplace Skills Plan (WSP) and Annual Training Report 
(ATR) that is submitted to the relevant Sector Education and 
Training Authority (SETA) annually in compliance with Skills 
Development Legislation. The WSP projects the training plans 
of the company for the next year, whereas the ATR reports on 
the training which took place in the previous year in line with the 
company’s previous training plan. 
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SECTION ONE: INTRODUCTION AND 
PREAMBLE 
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1.1. INTRODUCTION 

 

In terms of the provisions of the Mineral and Petroleum Resources Development Act 

((28/2002, as amended) (MPRDA), the mineral resources of our Nation are the common 

heritage of all the people of South Africa. Therefore, the responsible Minister must ensure 

the sustainable development of South Africa's resources whilst promoting economic and 

social development. The Social and Labour Plans, in accordance with section 23(d) MPRDA 

read together with Regulation 44 of the MPRDA, sets out the framework for effecting the entry 

of historically disadvantaged persons (HDP) into the mining industry and allows South 

Africans to benefit from the exploitation of mining and mineral resources. The elements and 

objectives of the MPRDA and the guidelines provided by the Mining Charter address the 

Social and Labour Plan as required by Regulation 46 of the MPRDA.  

  

The Social and Labour Plan (SLP) is a prescribed requirement of the Mineral and Petroleum 

Resources Development Act (28/2002) (MPRDA). This document should be in place for the 

remaining life of every mining right, as amended every 5 (five years), in terms of a Section 

102 amendment application. The plan is a summary of specific commitments and 

programmes which aim to aid socio-economic development and economic growth in the 

mining community on an ongoing basis. Progress regarding the specific commitments by 

Impala to socio-economic development will be reported annually in the SLP Reports and 

submitted to the regional offices of the Department of Mineral Resources and Energy 

(DMRE).  

  

The objectives of the SLP (MPRDA Regulation 41) are to: 

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

Africans; 

• Contribute to the transformation of the mining industry; 

• Ensure that holders of mining rights contribute to the socio-economic development of 

the areas in which they operate. 

  

Impala Platinum Mine submits this SLP 4 in terms of Section 102 of the MPRDA. 
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1.1.1 Structure of the SLP 
Impala Platinum Limited (“IMPALA”) is the holder of four (4) contiguous and conjoined 

Converted Mining Rights in the Magisterial/Administrative District of Rustenburg. It measures 

approximately 29,400 hectares and includes eleven (11) operating vertical shafts and five (5) 

associated with declines.  In addition to the mining operation, Impala Platinum Limited 

includes Mineral Processes; the group’s smelting and concentrating plants, also located on 

the Impala Rustenburg Operation’s lease area. Impala Platinum Refineries (“IMPALA 

REFINERIES”), which includes both the base and platinum metals refineries, is situated in 

Springs, Gauteng.  
 

Although these four (4) Converted Mining Rights are individual rights, they are conjointly 

operated as a single mine unit known as the Impala Rustenburg Operations and are subject 

to one (1) approved SLP. 

 

1.2. PREAMBLE: IMPALA PLATINUM LIMITED (PTY) LTD 

 
Impala Platinum Limited (“IMPALA”) is the holder of four (4) contiguous and conjoined 

Converted Mining Rights under DMRE reference numbers: NW 30/5/1/2/2/130 MR, NW 

30/5/1/2/2/131 MR, NW 30/5/1/2/2/132 (10146) MR and NW 30/5/1/2/2/133 MR, in the 

Magisterial/Administrative District of Rustenburg. It measures approximately 29,400 hectares 

and includes eleven (11) operating vertical shafts and five (5) associated with declines. In 

addition to the mining operation, Impala includes Mineral Processes; the group’s smelting 

and concentrating plants, also located on the Impala Rustenburg Operation’s lease area. 

Impala Platinum Refineries (“IMPALA REFINERIES”), which includes both the base and 

platinum metals refineries, is situated in Springs, Gauteng.  

 
1.2.1. Company Details  
The below table sets out the company background information for Impala Platinum Limited 

(Pty) Ltd.  
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1.2.3. Location of the Mine  
The Impala Rustenburg Operations are located approximately ten (10) kilometers north of 

the town of Rustenburg in the Rustenburg Local Municipality, within the Bojanala Platinum 

District Municipality in the North West Province. See Figure 3.1 for the location of the mine. 

 
1.2.4. Geographic origin of employees 
The majority of the mine’s employees originate from the North West Province. The following 

figure summarises the labour-sending information for the total workforce at the Impala 

Rustenburg Operations mine as of June 2023.  

 

The information may change during the life of the mine as the workforce settle permanently 

in the area surrounding the mine or as new workforce is employed. This information will be 

updated annually in the mine's Annual SLP Report. 

 
Figure 1.2: Geographic location of Impala Platinum Limited employees 
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Figure 1.3: Map indicating the location of Impala Platinum Refineries 

 
 
 
1.3.4. Geographic origin of employees 
The majority of the mine’s employees originate from the Gauteng Province. The following 

figure summarises the labour-sending information for the total workforce at the mine.  

 

This information was compiled based on reported labour-sending destinations from the 

workforce. The information may change during the life of the mine as the workforce settle 

permanently in the area surrounding the mine or as new workforce is employed. This 

information will be updated annually in the mine's Annual SLP Report. 
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Figure 1.4: Geographic location of Impala Platinum Refineries employees 
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SECTION TWO: HUMAN RESOURCE 
DEVELOPMENT 
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2.1. INTRODUCTION  

2.1.1. General Overview 
Due to the developmental issues our country faces, Human Resource Development (HRD)  

practices are crucial for increasing knowledge, skills and capacities of personnel for the 

benefit of the industry and the country as a whole. Important issues are:  

• Preparing employees to work effectively and efficiently, which in turn ensures that as 

Impala we have adequate human resources with capabilities needed for achieving goals. 

HRD can be seen as a complementary approach to other development strategies, 

particularly employment and reduction of inequalities.  

• The unemployment crisis in South Africa. Unfortunately, the road to job creation has been 

plagued with challenges: rigid labour regulations, stifling minimum wage policies, and a 

mismatch between the skills required by industry and the skills available in the workforce. 

Thus communities are increasingly looking to companies to deliver jobs where the 

government is unable to meet the demand including the need for a shared national vision, 

effective leadership, improved education and skills development, The legacy of inequality 

in South Africa, which has meant that historically disadvantaged South Africans (HDSA’s) 

and women have not been appointed or developed in core mining skills or professional or 

management positions; in addressing gender inequality and promoting women's career 

advancement.  Despite progressive legislation, such as the Broad-Based Black Economic 

Empowerment Act and the guiding principles provided in the Mining Charter, which aimed 

to improve workforce diversity, women continue to face significant barriers to their career 

progression.  

• The challenge of equitable access to quality education and skills development remains a 
paramount issue for the country's human resource development.  

• The legacy of systematic sub-standard education for HDSAs has left large portion of the 
country’s adult population illiterate or lacking the necessary skills. to contribute to 

productivity and economic growth. 
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Human Resource Development Strategy 
HRD strive to provide training that consistently supports the operational strategic objectives 

(Safety, Production, Cost, and People), and helps cultivate a workforce that is highly 

engaged, skilled, and adaptable. In an increasingly globalized and dynamic business 

environment, the importance of human resource development cannot be overstated, as 

organizations seek to equip their workforce with the knowledge, skills, and capabilities 

necessary to navigate and thrive amidst rapidly changing market. The implementation of HRD 

strategy is aimed at ensuring that we have the right staff and right people (skilled and 

competent), right way (learning management system - LMS) in support of the operational 

strategy. The LMS is a useful training delivery technique in place that guarantees technical 

proficiency. Programmes for management and leadership development are offered to assist 

employees get ready for the future (setting each other up for success). A skills pipeline as 

per table 1, is in place and comprises of AET, bursars, graduates, learnerships, junior 

engineer, and cadets programme from labour-sending areas and mine communities to satisfy 

our social responsibility. 

 

Strategic Objectives  
As part of the operational strategy, we have put our focus on our operational strategic drivers, 

safety, production, cost, and people. We believe that great safety performance can create 

significant business value, and we are actively engaging our workforce to shape our future, 

thus our HRD objectives for FY25. 

 

• Develop skilled and competent employees by monitoring the skills gaps identified by 

the staff skills matrices, this includes the recent NQF level 4 and 5 courses. 

• Continually develop employees on Leadership and Supervisory programmes.   

• Enrol employees to development programmes such as Miner Development 

Programme, Learnerships, Skills programmes, etc. 

• Fully implement an electronic learning management system to improve training 

delivery, assessments, and tracking of the progress of a learner to avoid overstays 

and improve productivity of employees. 

 

Based on the above, Impala acknowledges the importance of alignment with the Broad-

Based Socio-Economic Empowerment Charter for the South Africa Mining and Minerals 

Industry (the amended Mining Charter) and undertakes to adhere to the requirements of the 
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MPRDA to ensure employees on the mine have access to Human Resource Development 

(HRD) Programmes, as outlined in this section. To maintain a profitable and sustainable 

business, the company strives to develop and retain a skilled, productive workforce drawn 

from the broadest spectrum of South Africans, particularly from our host communities. 

 

The Human Resources Development Programme for Impala is based upon the Human 

Resources Development Plan derived from the annual HRD strategic planning process at the 

Impala Group level. It takes cognisance of the company’s needs regarding its business plan 

(regarding human resources), prevailing legislation, and community and environmental 

perspectives. As such, human resources requirements are determined through the following 

key focus areas:  

• The Mining Charter. 

• The Social and Labour Plan (SLP). 

• Local Economic Development Programmes (LED;) 

• Company production and sustainability needs. 

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

• Broad-Based Black Economic Empowerment (B-BBEE). 

 

This section indicates the HRD plans the Mine is committed to executing as part of its SLP 

commitments. The company undertakes the following in terms of Regulation 46(b) of the 

MPRDA and will, as such, be reported on in Section 2 of this report.  

 

a. Skills Development: 

- Contributing to employee skills initiatives (18.1) and Labour Sending Areas & 

Mine Communities (18.2). 

- Communicate regularly and consult through the established Education and 

Skills Forum with organised labour regarding employee skills development. 

- Compile and submit a Workplace Skills Plan (WSP) and Annual Training Report 

(ATR) to the Mining Qualifications Authority (MQA) as stipulated in the Skills 

Development Act 97 of 1998 and Mine Health and Safety Act (section 10) 

through consultation with organised labour. 
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- Encourage employee self-development in furthering their studies and 

endeavour to provide financial support in line with business needs (Impala 

discretion). 

- HRD initiatives are linked to achieving Employment Equity plans and as 

contained in the Mining Charter, sections 2.4, 2.4.6 and 2.4.8. 

b. Adult Education and Training (AET) 

c. Learnerships (18.1 and 18.2) 

d. Skills Development Programmes (SETA Skills Programmes) 

e. Portable Skills 

i. Soft Skills 

ii. Employees/ Section 189 

f. Core Occupational Training 

g. Career Progression 

h. Fast Tracking/Accelerated Training 

i. Mentoring 

j. Bursaries  

i. Internal (18.1) 

ii. External (18.2) 

k. Graduate Internships and Experiential Learning  

 

Impala undertakes to adhere to Section 101 of the MPRDA and ensure that all permanent 

employees on the mine or contractor employees have access to Human Resource 

Development Programmes facilitated or managed by either the mine itself or by the 

contracting companies. Timeframes and targets have been established for each programme 

in line with the HRD strategic business plan, and progress will be reported in the Impala 

annual SLP Reports. 
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responsible for establishing and continuing a skills development committee, SETA liaising 

and managing training grants.  

2.2.5. Skills Development Committee 
A formal Skills Development Committee, the Education and Skills Forum, equitably 

representing all races and gender consisting of labour and management, has been 

established. The committee is responsible for, amongst others:  

1. Meeting regularly to discuss skills development-related issues. 

2. Promoting skills development-related activities. 

3. Discussing strategic training objectives and prioritising them. 

4. Consulting on training plans. 

5. Discuss career progression plans/paths for employees. 

6. Representing the relevant stakeholders and giving feedback to them on skills 

development. 

7. Meeting regularly to track the progress of training, identify problem areas and propose 

solutions. 

8. Keeping accurate training records 

9. Report on progress against set plans/ targets 

2.2.6. Accreditation of Training Programmes/ Facilities 
The Human Resources Development centres of Impala Platinum are ISO 9001:2015 

certified. Impala Platinum Limited – Rustenburg Operations is fully accredited by the Mining 

Qualifications Authority (MQA) for all Seta registered programmes. It is also accredited by 

the Quality Council of Trades and Occupations (QCTO) for QCTO registered qualifications 

and registered by NAMB for all registered trades, and the Transport Education and Training 

Seta (TETA) for Lifting Machine programmes. 

More details regarding the Training Venues and facilities the mine utilises can be found in 

Annexure B.  

 
 
 

Fourth Generation Social and Labour Plan (SLP 4) – Impala



2.3. EDUCATION LEVEL OF EMPLOYEES  

Impala conducted an internal skills audit in 2022 and 2023 to re-establish the current 

educational levels of its employees. The information gathered, along with the operational 

needs and realities forms the basis of the Skills Development plans within the company.  

 

The results of the Skills Audit can be found in Figure 2.1. Full details on Employees skills can 

be found in Annexure D. The educational levels of the Impala workforce is also attached in 

Figure 2.2 (Form Q).  

 
Figure 2.1. Skills Audit Findings Summary 
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2.4 SKILLS DEVELOPMENT PLAN  

The Skills Development Plan aims to ensure that the environment and the 

leadership/ management of the company both create a culture that is conducive 

to ongoing learning and development for all employees and that all learning 

interventions result in lifelong learning.  

 

This section indicates the HRD plans that the Mine is committed to executing 

as part of its SLP commitments with regard to:  

a. Adult Education and Training (AET) 

b. Learnership Development (18.1 and 18.2) 

c. Skills Development Programmes (SETA Skills Programmes) 

d. Portable Skills 

i. Soft Skills 

ii. Employees/ Section 189 

e. Core Occupational Training 

f. Career Progression 

g. Fast Tracking/Accelerated Training 

h. Mentoring 

i. Bursaries 

i. Internal (18.1) 

ii. External (18.2) 

j. Graduate Internships and Experiential Learning  

 

For each section which Impala has committed targets on, a financial 

provisioning over the next five (5) years has been reflected. Financial 

provisioning is for targets set in SLP 4 only. 

 

All of the tables that list the numbers of the learner programs are for new intakes 

only, continuations are not included because we can only report one 

beneficiary, per intervention, per year. Internal reporting processes continues 

to track continuation and finally consolidate with the MQA.
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2.4.1. Adult Education and Training (AET)  
It is in the interest of Impala to ensure that all its employees can read, write, and 

communicate in English (functional literacy) to ensure that any instructions and/or 

health and safety issues are clearly understood to enable employees to not only be 

more productive but also to ensure their safety by being able to read any 

communication expressed on notice boards, briefs, etc.  

 

2.4.1.1. AET Undertaking 

As part of its commitment to developing the educational base of its workforce, Impala 

implemented a Functional Literacy and Numeracy Programme, ensuring that all 

employees have access to further learning. The programme consists of Adult 

Education and Training (AET) aimed at providing good quality education and training 

to adult learners whilst ensuring that all learners are offered the opportunity to become 

functionally literate and numerate (to AET Level 4).  

 

In addition, Impala will continue to train the full (NQF) Level 1 Qualification: 

Introduction to the Mining and Mineral Sector until the registration period for the 

qualification expires, as well as Foundational Learning Competency (FLC). 

 

The following programmes are currently offered and will continue to be offered, taking 

into consideration the educational requirements of its workforce: 

a. Pre-AET (Foundational level Breakthrough). 

b. AET Level 1: Communication and Numeracy. 

c. AET Level 2: Communication, Numeracy, and Life Orientation. 

d. AET Level 3: Communication, Numeracy, Life Orientation, and Natural 

Science. 

e. AET Level 4: Communication, Numeracy, Life Orientation, and Natural 

Science. 

f. NQF Level 1: Introduction to Mining and Mineral Sector (for the duration of its 

registration) 

g. FLC: Foundational Learning Competency. 
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2.4.1.2. AET Implementation Strategy 

The targets set are for employees to attend AET to improve the functional literacy of 

all employees and to enable them to enter career paths for future development. Full 

and part-time classes will be available for employees to reach the targets.  

The skills audit conducted in 2023 will continue to guide the intake plans for SLP 4.  

 

To ensure an increase in the number of employees enrolled for AET, the following 

initiatives are put in place:  

a. Increased management involvement, particularly from Human Resources, 

Production Management and Heads of Departments; 

b. Career paths open to employees who achieve AET level 4; 

c. Full time AET programmes have been increased to provide easier access to 

employees who have difficulty attending after hours. To meet targets, financial 

provision is made, this is however just a guideline and not provided as a unit of 

measure to the mine’s performance.  

 

To up-skill employees below Grade 9 with Numeracy, Literacy, Mathematical and 

Communication skills to be eligible for career progression in line with discipline 

specific career paths and requirements. This will be achieved by setting our AET 

learners up for success. Striving to deliver service excellence and to provide the 

learners with innovative and relevant training programmes per level. 

2.4.1.3. AET Targets 

The table below provides an overview of the Mine’s SLP targets with regard to AET 

for its Mine Employees. Setting targets for Employees per level and the full or part 

time stream are often challenging due to the work force changes across shafts and 

departments that might vary over the years. Should targets on specific levels or intake 

streams not be viable, the training intakes on other levels and intake streams will be 

lowered and/or increased to ensure that the overall annual target will still be reached. 

Each AET level run on a 6 months schedule. 
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conducted, In line with shaft succession plans and business plans per occupation, and in line 

with the individuals IDP. 

 

2.4.2. Learnership Plans  
2.4.2.1. Learnership Undertaking 

Impala, through its active participation in the QCTO Occupational qualification and 

MQA learnership programmes, support of the MPRDA, the Mining Charter guidelines 

requirements and Employment Equity strategy in not only meeting the business’ needs 

with regard to Learnerships but also the needs of the country.  

 

The programme ensures that participants benefit from practical experience in the 

mining workplace and receive accredited training in the theory behind these chosen 

disciplines. The mine makes every effort to establish successful relations with the 

relevant SETAs and the training and education providers involved to facilitate the 

implementation of beneficial and effective Learnership programmes. 

2.4.2.2. Learnership Implementation Strategy 

The mine plans to appoint learners in line with the business plan and operational 

requirements in support of the mine’s employment equity targets which may be 

reviewed occasionally. Envisaged learnership requirements for the next five (5) years 

are presented in Table 2.4. These targets have further taken cognisance of the 

company's experience to date. Based on the demographics of the area of operation, 

Impala Platinum places a high focus on HDP and WIM participation with regard to 

Learnership Programmes to facilitate the achievement of the mine's Employment 

Equity Plan and the SLP requirements. Impala will provide Artisan Learnerships split 

between 18.1 and 18.2 learners.  The 18.2 new enrolments will focus mainly on 

sourcing from local mine communities, labour sending areas, and the Bojanala district. 

To meet targets, financial provisioning is outlined for each table where necessary. This 

provides a guideline on costs estimated and does not serve as for measuring purposes 

on the progress made by the mine.  

2.4.2.3. Learnership Targets 

The tables below present the learnership targets for Impala for a five (5) year period 

taking cognisance of the skills development plan, WSP and ATR, including business 
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2.4.4. Portable Skills Training  
 
2.4.4.1. Portable Skills Undertaking 

Impala will, as part of their skills development plan and retrenchment management 

programme, provide training in portable skills., providing learning opportunities and 

through this training, increase employee marketability and employability in the open 

labour market and ensure such training programmes are adapted as required by the 

needs of the mine’s employees. The main aim of the portable skills training is to 

provide the employees with skills to ensure those affected by retrenchments, 

incapacitation, or retirement will be able to generate an income or have the ability to 

create self-employment beyond the “life of mine” and/or current employment at the 

Mine. 

 
All personnel who are retiring or whose services are terminated for medical reasons 

are eligible to participate in non-mining skills training. Regarding this portable skills 

training, the goals are shown in the table below. Employees choose the kind of training 

they wish to attend, and these courses are offered voluntarily. 

 
2.4.4.2. Portable Skills Implementation Strategy 

Impala will, in partnership with credible service providers, continue to offer specially 

designed portable skills training to equip all employees, in service and exiting, with the 

ability to create self-employment opportunities at times of downscaling/mine closure 

or early retirement or incapacitation (“beyond the life of mine”).  

 

Targets are set as an overall annual target for soft skills training such as financial 

literacy, computer skills, supervisory, management and leadership training. The type 

of training programmes will be determined as and when implemented. Portable skills 

programme choices are made in consultation with organised Labour on the needs of 

employees at the time and can change from time to time. 

 

Financial provisions in the case of downscaling or mine closure will be made and 

discussed in Section 4 and Section 5 of the document. In order to meet annual targets, 

financial provision is made, this is however just a guideline and not reflected as a 

target.  
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2.4.4.4. Portable Skills Programme Outcomes 

The aim of providing Portable Skills Training to employees are to allow employees the 

ability to find employment in a different job, occupation, or industry and/or to create 

self-employment opportunities at times of downscaling/mine closure or early 

retirement or incapacitation. 

2.4.5. Core Business Training  
Impala’s core business is mining and will remain so for the life of the mine. For this 

reason, the company will direct a major portion of its training and development 

resources to develop mining, engineering and plant related competencies and skills.  

Core skills refer to the skills that are essential to the basic functioning of the sector. 

These include skills that new entrants to the sector would need to support sector 

production safely and efficiently. Core skills also include the additional skills that 

workers in the sector need to stay abreast of changes, such as the impact of new 

technology developments and/or to be reclassified to new jobs. 

2.4.5.1. Core Business Training Undertaking 
The Mine will continue to develop staff, maintain, and continuously upgrade the 

training facilities on the mine to train employees in its core business areas. 

Furthermore, Impala will continue to equip mining, engineering, metallurgical and plant 

employees with unit standard, outcome-based training learnerships and skills 

programmes, as required and available by the SAQA, QCTO and the relevant SETA. 

Impala is continuously training employees on Core Business Training to ensure they 

are skilled for their expected tasks. These skills are valuable not only to the company 

but also to the employees for future career growth. 

 

In addition to the core business training within each discipline, Impala will carry out 

Ex-leave training to ensure continuous improvement, upliftment of the workforce, and 

awareness of any changes within the processes or standards. Ex-leave will be 

conducted on an ongoing basis during the life of the mine as employees return from 

leave and/or re-engagement for whatever reason. The duration of the refresher 

training facilitates the opportunity for key communication processes to employees to 

take place (on issues such as AET programmes, portable skills programmes, career 

paths, nutritional awareness, HIV/Aids, etc).  
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2.6. CAREER PROGRESSION (PATH) PLAN 

2.6.1. Career Progression Undertaking   
Impala upholds the philosophy that every employee should be given the opportunity 

to develop within one of the career progression paths available. To this end, the Mine 

has developed career paths per discipline to assist employees in identifying 

appropriate career paths and become familiar with the requirements at each level of 

the employee’s career path.  

 

A career development path provides employees with an ongoing mechanism to 

enhance their skills and knowledge that can lead to mastery of their current jobs, 

promotions, and transfers to new or different positions. Employees are generally more 

engaged when they believe their employer is concerned about their growth and 

provides avenues to reach individual career goals while fulfilling the company's 

mission.  

 

Impala has a well-established career progression plan whereby successors are 

identified and developed to cater for immediate and future human resource needs. 

The Career paths of the core discipline have been attached in Annexure C.   

2.6.2. Career Progression Implementation Strategy   
To demonstrate the integration of the career path strategy at Impala Platinum with the 

broad skills development programme and the specific requirements of the employment 

equity targets, it is important to note the following: 

• The Career Progression Plan targets (in Table 2.8.a) reflect the number of 
employees (Paterson A4 to C Levels) from the total workforce base who will 

participate in identified key training programmes in line with their Career 

Progression strategy.  

• Therefore, the career progression programme and succession planning 
programme are implemented with varying focuses on differing pools of 

employees: either the total workforce; or different sections of the workforce. As 

such, these programmes reflect an integrated approach towards employment 

equity and skills development objectives. These plans take into consideration 
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the Mining Charter guidelines as specified in sections 2.4.7 and 2.4.8 of the 

Charter. 

• The strategies and plans reflected in these tables (Tables 2.8 to 2.10) have 

been utilised to inform the strategies for achieving HDPs in management as 

part of the employment equity plan but are not limited to HDP employees.  
 

Career progression plans are seen as a roadmap detailing how employees can 

advance in their careers through the company. It is an on-going mechanism to 

enhance their skills and knowledge that can lead to mastery of their current jobs or in 

preparation for future promotional opportunities. Documents such as an Individual 

Development Plan, Career Progression Plans, and Training Matrixes provide details 

to employees on entering employment and on training programmes. 

 

Career progression paths will focus mainly on development for vertical growth 

opportunities, with others aiming to enhance current job capabilities within the same 

career or at the same level in another discipline, aimed at changing career paths for 

future growth opportunities. The Career Progression Plan forms part of human 

resource interventions that are planned for the mine.  

2.6.2.1. Generic Career Plans  

In line with the Impala career paths model, all employees go through a new-employee 

induction programme informing them of the progression requirements within their 

career path determined according to their discipline. Career development refers to the 

process an individual may undergo to evolve their occupational status. It is the process 

of making decisions for long term learning, to align personal needs of physical or 

psychological fulfilment with career advancement opportunities. 

 

Through a thorough induction process, all employees understand what they have been 

employed to do and to what standard in both an individual role and their role within 

their team/department/area they are expected to perform. These profiles will also be 

the standard to which selection criteria are set in assessing employees for 

progression.   

 

Generic career paths per discipline showing timeframes, specific needs, and 

requirements per level to assist employees in identifying appropriate career paths, as 
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well as to become familiar with the conditions at each level within their chosen path, 

are presented in detail in Annexure C. 

 

Following the generic career path communication process to all employees, Individual 

Development Plans are developed to assist employee development. Individual 

development plans are reviewed regularly, and assistance is given where and when 

needed. Furthermore, career awareness is done through career guidance, mentoring, 

coaching, internships programme, courses, conferences/seminars/workshops, job 

shadowing and induction programmes. 

 

Table 2.8a. presents the career progression targets per developmental discipline for 

Impala Platinum. As can be seen, the table details the exact career path the identified 

individuals will progress along (that is, their starting occupation and the occupation 

they are working towards) in conjunction with the specific training intervention utilized 

to facilitate this career progression. Targets have been based on the skills 

development plan at the mine and results from discussions with employees to date. 

Career plans are intentionally supporting employees who are engaged in any skills 

development, training and further studying opportunities. They are aimed at up-skilling 

workforce in lower employment levels to prepare them for career progression, 

succession planning opportunities and supervisory levels. 

2.6.3. Career Progression Targets   
Table 2.8a. below set out the career progression targets per developmental discipline 

for Impala. Targets have been based on the skills development programmes and 

future career progression opportunities at the mine and change based on operational 

needs at the time, these are inclusive of various programmes and will be reported 

annually. 

2.6.4. Succession Planning 
To ensure progression of our employees, Impala identify employees for succession 

planning as and when the need arises and provides them with the necessary training 

(in house or external) for them to obtain new skills required for current and future 

career opportunities as identified on the employee’s IDP, addressing the identified 

gaps required to accelerate in future. Certain Successors will be reported under fast 
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tracking, career progression and mentoring, as these are the programmes in place to 

ensure successors are developed for future positions.  

 

Impala places particular focus on the development of women to enable the company 

to meet the employment equity targets at various levels.  This would be achieved 

through skills programmes in respect of fields of disciplines and experiential training. 

Furthermore, succession planning for Middle and Senior Management remains a 

focus area for Impala. Talent is continually identified on all levels and suitable 

candidates will be developed through the career progression plans, accelerated 

training programmes, and mentorship programmes.  

 

The above-mentioned interventions form part of Impala’s strategy to ensure that 

career progression takes place in the company and that each individual employee of 

the company will receive equal and fair treatment, and are afforded the same 

opportunities to develop long and lasting careers with multiple growth opportunities 

within the company. 

 

Career progression takes place in accordance with the industry’s occupational 

categories/levels, which means depending on the entry-level skills of the employee, 

employees will then be developed, using various methods to progress to the level 

superseding their current level.  

 

Talent forums are ongoing where champions focus on different aspects in identifying 

talent pools, i.e., minimum requirements of the job, turnover, retirement age, 

performance, potential and Employment Equity.  This is to ensure that a fair and 

consistent process is followed across the operations. The emphasis is on identifying 

potential HDP successors for D and E and F level positions, coming from C and C-

Upper levels to the D-band, within the D-band and into the E/F-band. Annual targets 

are set for new identified successors across the organisation, as presented in Table 

2.8. Progressive figures will be reported annually. Monitoring of successors in terms 

of movements (turnover and promotions) and readiness is reported on an ongoing 

basis and will be evaluated annually.  
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To ensure the effectiveness of the Talent Forums, succession planning is monitored 

and reported at different levels within the company. The shaft Talent Forum discuss 

talent pools and succession plan at that level, and it take place on a quarterly basis. 

The second level is the Functional Talent Forum whereby Functional Executive in the 

Operations are chairing these forums, this too is monitored on a quarterly basis. The 

third level is on the Group level whereby the Group Functional Executive chairs the 

forum. The Group Talent Forums are held annually. These processes are not limited 

to identification of employees close to retirement, the readiness of their successors, 

development plans, acting and relieving feedback form, career panels and the time 

frames.  

2.6.5 Fast Tracking Targets   
This is a program for high potential pre-identified employees who demonstrates 

exceptional performance, skills and dedication. The fast tracking can be done through, 

amongst others, recognition of prior learning, mentoring, coaching, on the job training 

and job shadowing. Qualifying identified individuals are accelerated through their 

career progression(path), it involves a quick move through the ranks and by-passing 

the traditional route of career route. 

2.6.6. Career Progression Targets   
Table 2.8. below set out the career progression targets per developmental discipline 

for Impala. Targets have been based on the skills development programmes and 

future career progression opportunities at the mine and change based on operational 

needs at the time, these are inclusive of various programmes and will be reported on 

annually. 
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2.7. MENTORSHIP PLAN 

2.7.1. Mentorship Programme 
 
2.7.1.1. Mentorship Undertaking 

As part of its Human Resource Development plans, Impala is committed to the 

mentoring of employees as per the guidelines as set out in sections 2.4.7 and 2.4.8 in 

the Mining Charter for mentoring of employees. Mentorship is defined as the influence, 

guidance, or direction given by a mentor to a less experienced and often younger 

person. Impala Platinum embarked on a formal mentorship programme to encourage 

employee’s personal and professional development and therefore improving 

organisational performance within a people-centric culture of high performance, 

accountability and care.   

The Mentorship Plan/Programme is directly linked to the Skills Development Plan. It 

is also closely aligned with the Career Progression Plan. The plan furthermore focuses 

on employment equity targets, learners, interns, and bursars.  The mine will ensure 

that it provides an appropriate platform/environment for mentoring to take place. 

 

2.7.1.2. Mentorship Implementation Strategy 

The mentoring of employees is seen as a critical mechanism through which the 

company can achieve its training targets and thereby achieve significant employment 

equity across the organisation in line with the Employment Equity Plan. The company 

have a formal mentorship programme implemented in line with the career 

development plan of employees. 

 

Employees such as successors, learner officials, mine overseers, and those in 

experiential learning who require mentoring will be identified through the career 

development process. The Mentorship Plan will address the quality of training and 

coaching that will be needed to improve employees’ work performance. Amongst 

others, the Mentorship programme caters for Bursars, Graduates, Learnerships, 

Junior Engineers and successors in an efficient way of supporting their professional 

and personal goals and sharing skills in mutual beneficial relationships. 

Fourth Generation Social and Labour Plan (SLP 4) – Impala







The mentoring of these students will take place quarterly as indicated in Table 2.9, 

under “Training Programmes”.  This mentoring will also be on-going for the duration 

of their respective Training programme. 
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2.8. BURSARY AND INTERNSHIP PLAN 

2.8.1. Bursary Plan 

2.8.1.1. Bursary Undertaking 

The Impala bursary scheme is an open bursary scheme with a goal to timeously 

deliver educated employees for the company who are trainable for further 

advancement and development. The Impala Rustenburg Operations will administer all 

bursaries to be granted for Impala Platinum Limited. 

2.8.1.2. Bursary Implementation Strategy 
Impala offers financial assistance to both employees and community members under 

its Bursary Plan.  Local Mine Community and Labour Sending area Grade 12 Scholars 

with Matric (Mathematics, Science and English minimum 60%). Bursars selected in 

line with Business Plan requirements and the demographics of South Africa 

 

To afford children from our Local Mine Community and Local Mine Community 

sponsored Schools the opportunity to obtain a formal qualification by sponsoring their 

studies. This will be achieved by setting the Grade 12's up for success. Striving to 

deliver service excellence and to provide them with information about accredited 

institutions they can enrol with and reside at to ensure they receive quality education 

and training. Each bursar is allocated an SME mentor to receive guidance whilst on 

their learning journey. 

 

University Bursaries (External Youth)  
Impalas offer university bursaries to external students within the bursary scheme.  All 

applicants will be selected based on academic achievements whilst taking cognisance 

of the company’s Employment Equity policy and associated targets and skill 

requirements within the future business plan. The mine will further strive to achieve a 

ratio of 80% HDP bursary recipients however the attainment of this proportion is 

dependent on the availability of suitable candidates. Only candidates with a minimum 

of a C symbol (60%) for Mathematics, Science and English will be considered. (Table 

2.11a) 
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given to students and or graduates from the Mine Communities Labour Sending Areas 

and Bojanala District and the other areas in support of the MQA student programmes. 

 
2.8.2.2. Internship / Experiential Taining  Strategy 

a. Graduate Development (Ex Bursars)  

Impala Platinum Limited will provide graduate development for all Ex-bursars 

in the following disciplines, Metallurgy and Chemical engineering, Chemistry, 

Mining, Survey, Engineering, Environmental and Rock Engineering and other 

mining related non-core disciplines. These graduates will be placed on a 

development programme to prepare them for the required Government 

certificates of competency and prepare them to become employable. The 

duration of these programmes is between 24 to 36 months whereby financial 

provision is made to cater for them.  

 
b. Trainee Engineer Programme  

This programme is aligned to develop Engineers in Mechanical and Electrical 

engineering fields. These programmes could take two to three (2-3) years to 

complete and enable junior graduates or diplomat engineers to be appointed 

as engineers in their area of specialisation after successful completion of the 

DMRE Government Certificate of Competency.  
 

c. External Graduate Internship an Experiential Training for non-employees  

Impala offers several programmes that fall under the umbrella of the Internship. 

In collaboration with the community, MQA, Universities of Technology and 

Universities, Impala will continue to offer students experiential training and 

internships in core and non-core disciplines such as Metallurgy and Chemical 

engineering, Chemistry, Mining, Finance, Human Resources, Engineering, 

Surveying, Environmental and Rock Engineering fields. Financial provision is 

made to cater for all non-employees.  
 

d. Experiential Training / Work Integrated Learning: 
The programme provides students from Universities of Technology and or FET 

Colleges with practical work experience (P1/P2) relevant to their studies, which 

will enable them to obtain the relevant qualifications after successful completion 
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Ex-Bursar Strategy 
To provide bursars that successfully obtained their qualification through the bursary 

scheme practical exposure in the field of their qualification. This is achieved by pairing 

them with Subject Matter Expert (SME) mentors to receive coaching and guidance 

whilst on their practical learning journey, by continuously tracking and monitoring their 

progress. 

 
2.8.2.4 Pool of nominees for Ex Bursars (External Graduate Interns) 

A two-year Graduate Internships programme is offered to Graduates from the Impala 

Local Mine Communities and Labour sending areas that successfully completed a 

National Diploma / Degree / Honours Degree. Internships are awarded in line with 

Business Plan requirements 

 
External Graduate Interns Strategy: 
To provide Graduates that successfully obtained their qualification practical exposure 

in the field of their qualification. This will be achieved by pairing them with SME 

mentors to receive coaching and guidance whilst on their practical learning journey. 

By continuously tracking and monitoring their progress. 

 
2.8.2.5 Pool of nominees for Experiential and Workplace Training 

Six to Twelve Months Experiential Training programme is offered to learners from the 

Impala Local Mine Communities and Labour sending areas that are registered for a 

qualification at a Technical Institution that requires practical exposure or Work 

Integrated Learning to complete a qualification successfully.  Internships are awarded 

in line with Business Plan requirements. 

 
Experiential and Workplace Training Strategy 
To provide registered learners the required practical exposure as per logbook/WIL 

letter/requirements stipulated by the Technical Institution.  This is achieved by pairing 

them with coaches to receive on-the-job training and guidance, by continuously 

tracking and monitoring their progress. 
 
 
2.8.2.6. Internship Programme Outcomes 
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The graduate internship programme ensures that students with degrees, diplomas, or 

N6 diplomas gain relevant skills and experience related to their respective qualification 

for the purpose of ensuring workplace readiness. The internship furthermore enables 

Mining and Engineering graduates to gain the necessary exposure to prepare for the 

respective Government Certificates of Competency. Work Experience provides 

students with the required practical experience to enable them to graduate.  
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2.9. EMPLOYMENT EQUITY PLAN 

2.9.1. Overview 
Impala Platinum Mine is committed to workplace diversity and equitable 

representation at all levels as these are catalysts for social cohesion, transformation, 

and competitiveness in the mining industry. In line with the company’s vision of 

“unlocking the potential of all its employees” and in compliance with the Employment 

Equity Act, and the guiding principlaes as per the Mining Charter as amended from 

time to time, Impala Platinum Mine is committed to a process of: 

• Development, implementation and monitoring of employment policies, 
procedures, and practices to ensure that no individual is unfairly discriminated 

against (both directly or indirectly) based on gender, race, disability, religion, 

age, language, and other arbitrary reasons. 

• Increasing organizational effectiveness to sustain competitive advantage by 
recruiting, selecting and developing individual employees to their full potential; 

• Providing development opportunities to all employees with a particular focus on 
those who have been excluded from the main stream of economic activity as a 

direct result of unfair discrimination; 

• Maintaining short to medium term equitable means to counter employee 

imbalances of the past as a result of legislation and/or customary practices; 

• Bringing the employment equity process in line with the company’s values and 

goals.  

 

2.9.2. Undertaking 
Impala Platinum Mine recognizes that Employment Equity is a business imperative 

and continues to view it as an integral element of its overall transformation initiative 

both in its commitment to meeting the legislated requirements of the Employment 

Equity Act (EEA) and the Skills Development Act.  Furthermore, Impala will continue 

to strive to achieve the Mining Charter objectives, as guiding principles and an 

instrument of policy supporting  the objectives of the MPRDA, and as part of ongoing 

best practice.   
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Impala Platinum Mine Employment Equity Plan submitted to the Department of 

Employment Labour supports the objectives of the Mining Charter and the company 

undertakes to remain compliant in this regard.  

 

Impala Platinum Mine is committed to ensure that set targets are met and that all 

employees are aware of the company’s goals. The Employment Equity Plan 

incorporates the strategies, targets and plans to align with the Mining Charter’s focus 

on and specific targets for, Historically Disadvantaged Persons (HDPs) in 

management positions.   

2.9.3. Strategic Implementation plans  

2.9.3.1. Principles of Employment Equity for  Impala Platinum Mine 

Impala Platinum Mine has set annual numerical goals with regards to employment 

equity. In the process of achieving these goals the company will adhere to the following 

principles: 

• No person will be appointed to a position unless suitably qualified and/or 
competent; 

• Suitably qualified persons from HDP groups will be given preference in the filling 
of vacancies and in promotions; 

• No forced retrenchment programme will be implemented for the achievement of 
numerical goals; 

• New appointments will preferably be from HDP groups to achieve numerical goals;  

• Impala Platinum Mine, in setting out to achieve the numerical goals, shall consider 

the present and anticipated economic and financial factors relevant to the industry 

in which the company operates; 

• The company will have regard for the growth or reduction in the workforce during 
the time period set for achieving the goals; 

• Many of the essential competencies are currently vested with non HDPs. Negative 
perceptions and attitudes arising out of the implementation of this plan must be 

kept to a minimum. The company therefore agrees to adopt a policy of 

transparency through proper communication with those from non HDP groups and 

will highlight that their prospects of advancement will be reduced in order to 

achieve the set goals in this plan.  
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• The duration of the Employment Equity Plan will be determined by the company’s 

compliance with all relevant legislation with regard to employment equity, as well 

as the guiding principles of the Mining Charter targets.  

2.9.3.2 Management of Employment Equity Plans at Impala Platinum Mine 

• The company established the Social, Transformation and Remuneration 

Committee (ST&R) to ensure, amongst other things,  the creation and 

implementation of a plan that is aimed at the achievement of equity and diversity 

in the workplace.  

• Employment Equity issues will be discussed at the ST&R meetings and will be 

given equal attention as is given to strategic and operational matters. 

• The committee’s responsibility include the successful implementation of 

programmes and processes that will advance the transformation vision and 

aspirations of the group.  

 

This is achieved by:  

- Providing comprehensive information to the Board regarding the status of 

compliance. 

- Ensuring that Transformation structures at each operational level are 

established and the role of such structures are aligned to the strategic 

direction of the Group on Transformation. 

- Providing the Board with a detailed progress report regarding EE 

Transformation imperatives and related activities. 

- Providing advice and direction through benchmarking and best practice in 

the EE transformation arena and ensure compliance with all decisions taken 

by the Board. 

• A Senior Manager has been assigned to take responsibility for implementing and 
monitoring of the plan. 

• Transformation Steering Committees have been established at the operation level, 
reporting to the Group Transformation Steering Committee. These operational 

committees are responsible for the development of plans for their respective 

workforce and ensure the implementation of a communication, awareness and 

training programmes. 
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• Line managers at the Operations are responsible for ensuring the implementation 

of the plans in their respective areas. 

• Although the Equity Act ultimately places the responsibility for implementing 

employment equity with management, the pivotal role to be performed by Impala 

Platinum Mine in achieving the objectives of this plan is recognized and accepted 

by all the stakeholders.  

• All employees are exposed to an overview of the Employment Equity Act and the 

Mining Charter requirements. 

 
2.9.3.3 Strategic Plans for achieving HDPs in Management at Impala Platinum mine 
The envisaged Employment Equity targets for the next five (5) years for the mine 

workforce at Impala Platinum Limited are projected below. The ultimate goal of the EE 

targets is to achieve the set targets in line with the requirements of the Mining Charter 

and also aspires to deliver more than the set targets. The planning of these targets 

and the strategies outlined below were based on the availability of positions on the 

Business Plan, availability of the skills in the market as well as the current availability 

of HDP candidates within each discipline at the mine. Targets set below the Mining 

Charter are set  based on the initiatives which the mine has in place through the 

existing talent pools in place however the mine will continue to strive to achieve above 

target.  

 

In order to achieve the employment equity targets identified, the following initiatives 

will be implemented: 

• Accelerated Training Programmes: To enable the mine to cater for their future 
human capital needs, accelerated training programmes are implemeted to assist 

identified employees to accelerate their training within one of the career paths 

available; 

• Career Progression: Individuals with potential are identified and placed on the 
career progression plan (Refer to Section 2.6); 

• Skills Transfer: is a process through which HDPs are mentored to a level where 
they are skilled to take over the relevant  position. The objective is to prevent 

excessive skills loss from the company, particularly in core business areas; 

• Bursary Holders:  appointment of students on completion of studies at tertiary 

institutions;  
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• Experiential Training: is and will continue to be offered to Graduates to obtain a 

qualification; 

• Mentorship Programmes: formal/informal programmes, will continue to be 

implemented to up-skill individuals who are identified as candidates for 

management positions. 

• Headhunting/Recruiting of the best talent through credible recruitment agencies 
and at tertiary institutions are strategies that will also be utilised if required. 

• Schools programmes: offer career guidance on mining careers. 
 

In addition to the above-mentioned initiatives, to ensure women representation in 

mining related occupations the following initiatives are and will continue to be 

implemented at Impala Platinum Limited: 

• Create bursary opportunities to attract females and offer vacation work;  

• Prioritise black female appointments; 

• Gender Equality Forum establised; 

• Address identified barriers to employing females; 

• Develop a retirees replacement plan; 

• Identify female feeder positions for C-level; 

• Review Talent councils and succession management processes. 

 

2.9.4. Employment Equity Committee 
The Impala Platinum Limited and Operational Transformation Steering Committees 

will play key roles in driving the strategic plans outlined above. Key issues will be given 

priority by the Transformation Steering Committees and may result in the following 

additional strategies being implemented by the Committees: 

 
• Monitoring the  appointment of members from the HDP group; 

• Monitoring indentification of HDP employees for succession with departments 
and/or sections and ensuring training and development programmes are 

implemented; 

• Determining possible promotions from HDP groups; 

• Ensuring the retention of employees from HDP groups; 
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• Changing policies, procedures and practices identified as containing barriers to 

the implementation of employment equity and the attainment of the legislated 

targets; 

• The duration of the Employment Equity Plan will be determined by the 
company’s compliance with all relevant legislation with regards to employment 

equity, including the MPRDA’s target. 

 

2.9.5. DoEL Employment Equity Plan and Reports 
The Impala Platinum Limited Employment Equity Plan submitted to the Department of 

Employment Labour and supports the objectives of the Mining Charter. The company 

submits its EE Reports on an annual basis to the Department of Labour as legally 

required.  

 

2.9.6. Mining Charter - HDP, HDP Female and EE target  
In setting out the targets the present and anticipated economic and financial factors 

relevant to the industry in which the company operates are taken into consideration.  

The company will also have regard for the growth or reduction in the workforce during 

the time period set for achieving the goal.  

 

The table below, presents the envisaged Employment Equity targets for the next five 

(5) years at Impala Platinum Limited for the workforce with the ultimate goal of 

achieving the Mining Charter targets.  
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SECTION THREE: MINE COMMUNITY 
DEVELOPMENT 
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3.1. SOCIO-ECONOMIC BACKGROUND INFORMATION 

 
3.1.1. Description of the area 
Impala Platinum Limited is located within the Rustenburg Local Municipality, which is 

one of the five local municipalities within the Bojanala District Municipality in the North-

West Province. The host community comprises of 17 village and informal settlement 

communities as indicated in the map below. A significant amount of these communities 

are on Royal Bafokeng Nation’s (RBN) land. Only three of these communities, those 

closest to the mine, are on land not owned by RBN namely, Seraleng, Meriting, and 

Freedom Park.  

 
Figure 3.1. Map indicating the location of the mine and its host communities. 

 
Source: RBN PULA Report 2016, Map by Beulah Africa Consulting 2022 

 

According to the Royal Bafokeng Nation (RBN) PULA Report (2016), the host 

community (Royal Bafokeng communities) has a total population of 128 900, including 
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the Freedom Park Informal Settlement. When considering the extrapolated 2011 figure 

of the Seraleng and Meriting (non-Bafokeng villages and not included in the PULA), 

the total population size of the host community can be estimated at 153 408 people.  

This constitutes 21% of the total population of the local municipality. The area saw a 

population decline of 4,8% between the years 2011 and 2016. According to the RBN 

PULA 2016, this may be attributed to the rising unemployment rate in the region and 

poor sanitation conditions within the villages which causes migration.   

 

3.1.2. Area Socio-Economic Summary Information 
The baseline description of the population will take place on three levels, namely: 

district, local municipality, and as well on host community level. Only by understanding 

the differences and similarities between the different levels can impacts truly be 

comprehended. The baseline description will focus mainly on the Royal Bafokeng 

Nation region where the host community is located.  

 

The sources of data utilised for the statistical data presented are as follows and should 

be interpreted as separate datasets as they were collected in different years. Datasets 

were mainly sources from IHS Markit Regional eXplorer version 2112, StatsSA 2016, 

and PULA 2011 and 2016. The most recent datasets generated by these sources for 

the geographic levels required were extracted and analysed, to develop insights into 

the developmental opportunities and constraints impacting the host community and its 

surrounds.  

 

It is worth noting that the dataset employed for the Meriting and Seraleng villages is 

outdated (StatsSA, 2011) and needs to be updated upon the release of the new 

Census data in 2022. The data used for these villages was extrapolated to the year 

2016 in order to align with the RBN PULA Report 2016 and StatsSA 2016. 
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3.1.3. Employment Sectors and Industries  
This section investigates the formal employment sector within the local municipality. 

The purpose is to develop insights into the level of skills required by the existing 

employment sector absorbing the current labour market. 

 
The mining sector is the largest employment industry in the host municipality (51%). 

This is followed by the Community, Social and Personal Services (13%), and as well 

as the Wholesale and Retail Trade industry at 13% as well.  

 

The figure below indicates that more than 60% of the employed population within 

Rustenburg is semi-skilled. This is attributed to the low education level depicted below. 

However, this does not pose significant limitations to the mining industry capable of 

providing job opportunities for a less educated and low-skilled population. 

 
Figure 3.3. Skills level of people employed by the formal sector  

 
Source: Quantec data 2021, graphics by Beulah Africa, 2022 

 

3.1.4. Host Municipality Socio-economic Outlook 
The figure below indicates the location of the mine in respect of all its relevant 

administrative/political boundaries.  

 

 
 
Figure 3.4. Location of the mine project within the district, local municipality and the Royal 
Bafokeng Nation administration boundaries. 
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Source: Municipal Demarcation Board 2022, graphics by BA Consulting (2022) 
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3.1.4.1. Population size 

A persistent trend on both a local and district municipality level is that the male 

population percentage seems to be slightly higher than the female population. This 

may be attributed to the regional economy driven by the mining (male-dominated) 

sector since on a provincial level the female percentage (52%) is slightly higher than 

the male percentage.  

 

The following graph represents the population size and the gender split from the 

district municipality level to the host community level. 

 
Figure 3.5. Population size and gender split  of the host community  

 
Source: RBN PULA Report 2016 and IHS Markit Regional eXplorer, graphics by Beulah Africa, 2022 

 
3.1.4.2. Unemployment rate and poverty 

The unemployment rate in the community is much higher compared to the 

unemployment rate on a local and district municipality level. The unemployment rate 

provides a good indication of poverty dynamics within the area. According to the PULA 

2016 over 37% of people interviewed during the development of the document in 2016, 

indicated that members of their family had gone hungry in the past 30 days of the date 

of the interview.  
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Figure 3.6. Unemployment rate of host community 

 
Source: IHS Markit Regional eXplorer, graphics by Beulah Africa, 2022 

 

Approximately 33% of households are categorised under level 5 of the Living 

Standards Measure (LSM). This level is associated with a population that has some 

higher education and can afford most household appliance but earns less than 

R12 000 a month. According to the local municipality close to 50% of its population 

live in poverty, when using the upper bound poverty line of R1 227 per person per 

month.   

 
3.1.4.3. Income 

Most households earn a combined income of R 6 000 per month, with some of 

household members not contributing to this amount due to unemployment. One in 

twelve households does not have any income which constitutes 8,3% of the 

households within the host community. 

 
Figure 3.7. Income bracket within the host community 
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3.1.4.4. Education level  

Functional literacy describes the reading and writing skills that are adequate for an 

individual to cope with the demands of everyday life - including the demands posed in 

the workplace. Functional literacy enables individuals to enter the labour market and 

contribute towards economic growth thereby reducing poverty. The functional literacy 

in the host community is over 96%. A similar trend can be seen on a municipal level 

where functional literacy is sitting at 88%. This may be attributed to the AET training 

programmes introduced by mining houses in the municipality. Close to 69% of all 

mining houses within the district are in the Rustenburg area. Below is the highest 

education level for the population group over the age of 20 years. 

 
Figure 3.8. Highest education levels (20 years+) within the study area  

 
Source: RBN PULA Report 2016, graphics by Beulah Africa, 2022 
 

According to the figure above, there is a significant number (60%) of people over the 

age of 20 years are without matric. This is a level that indicates that the population 

predominately has some degree of schooling. This is a worrying factor as it affects the 

population's income level and as well as their level of access to high earning jobs. 

Only a very small portion (8%) of the population holds university and/or Technikon 

qualifications.  

 

3.1.4.5. Health 
The Bojanala district faces a number of health challenges as depicted in the table 

below. In addition to the COVID pandemic, the district municipality is still facing the 
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The figure above illustrates what the numbers look like on a more local level and 

shows the estimated number of males and females on chronic medication within the 

host community. The majority of adults on chronic medication, suffer from 

hypertension followed by HIV.  

 

Although the number of HIV infections is increasing, the number of related deaths, 

however, continues to decline. This may be attributed to the HIV&AIDS programme 

initiated by the local municipality and other local programmes that ensure easy access 

to ARVs and healthcare in general.  
 

Figure 3.10. HIV infections and AIDS-related deaths  in the local municipalities (2010-2020) 

 
Source: Quantec data 2021, graphics by Beulah Africa, 2022 

 

3.1.4.6. Crime 
According to the Rustenburg LM Integrated Development Plan (2017-2022), overall 

crimes decreased by 5,83% between the years 2010 and 2020 within Rustenburg. 

The local municipality performed better in decreasing its crime rate than other district 

regions. However, an increase may be anticipated in the post covid years as the 

population continues to face the challenges introduced by Covid and the declining 

economy. 

 

According to the RBN PULA Report 2016 perceptions of safety in the host community 

vary between the day and night. Residents tend to feel safer during the day than at 

night. The safety perception drops from 80% (day) to 28% (night). This may be an 
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indication of a poorly lit neighbourhood and insufficient police surveillance during late 

hours. 

 

3.1.2.7. Access to basic infrastructure 
 
The numbers in the figures below show that most households in the host community 

have some access to basic infrastructure. The availability of bulk infrastructure 

suggests that further infrastructure improvements can be done with ease due to the 

availability of bulk infrastructure in the area. This also means that the standard of living 

for some of the households is somewhat dignified. However, taking into consideration 

some of the existing informal settlements, it is evident that some households do not 

have adequate access to services. 

 
Water Supply 

The figure below indicates the type of water access each household has in the host 

community. Approximately 77% of all households in the host community have piped 

water within their stand. Only a few (15%) have piped water within their houses. In the 

informal settlements, access to water seems to be poor with the majority accessing 

water outside of their stands and some purchasing water from a water vendor. 

According to the RBN PULA Report 2016, close to 30% of households in informal 

settlements purchase their water. 

 
Figure 3.11. Access to water supply in the host community 

 
Source: RBN PULA data web accessed Oct 2022, graphics by Beulah Africa, 2022 
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Sanitation 

The following figure indicates the type of sanitation access each household has in the 

host community. Pit latrines remain the most widely used form of sanitation in the host 

community. Over 60% make use of pit latrines. Just over a quarter of households use 

flush toilets (26.9%), whilst a smaller number use chemical toilets (9.1%) and buckets 

(1.9%). While these statistics are concerning, there have been improvements in 

sanitation in the host community between 2011 and 2016. The use of flush toilets 

within homes has increased from 12% to 26.9% over the five years. Similarly, usage 

of ventilated improved pit latrines has increased from 18% to 22.6%. 
 

Figure 3.12. Access sanitation in the host community 

 
Source: RBN PULA Report 2016, graphics by Beulah Africa, 2022 
 
Refuse Removal 

Most households (81%) in the host community’s formal villages have their refuse 

removed by a service provider at least once a week. In informal settlements, only 

28.5% of households have their refuse removed by the service provider weekly. 

According to the RBN PULA Report 2016, more than half (55.1%) of the households 

in the informal settlements bury or burn their refuse due to no access to municipal and 

RBN refuse removal services in these areas. The figure below indicates the number 

percentage of households with access to refuse removal. 
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Figure 3.13. Access to refuse removal in the host community 

 
Source: RBN PULA Report 2016, graphics by Beulah Africa, 2022 
 

Electricity 

The figure below shows the percentage of households with access to electrification for 

lighting purposes. The host community has over 90% of households with access to 

electricity for lighting. Only 30% of the informal settlements have access to electricity 

within the host community. The local municipality and the district seem to be doing 

well in providing electricity to the majority of households within the region, however, 

more still needs to be done especially in the informal settlements.  

 
Figure 3.14. Access to electrical connection in the host community 

 
Source: RBN PULA Report 2016, graphics by Beulah Africa, 2022 
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3.2. IMPACTS OF THE MINING OPERATION 

3.2.1. Positive Impacts 
To enhance local economic development in the Rustenburg Local Municipal (RLM) 

area, Impala Platinum supports sustainable LED initiatives through its SLP and 

additional Corporate Social Investment (CSI) initiatives (such as supporting education, 

health care, welfare, and sports initiatives). The mine sponsors the combination of 

Local Economic Development (LED) projects, urban development, and community 

upliftment projects.  

 

The mine’s contribution to the economic development of Rustenburg Local Municipal 

significantly impacts the lives of the people residing in the Municipality through 

infrastructure development and the provision of services relevant to the betterment of 

people’s livelihoods. With the expansion of the majority of village households, there 

will be a continuous need for infrastructure development planning and provision.   

  

Impala’s contribution towards LED is made in conjunction with the relevant project 

partners with significant investments and a sustainable strategy in line with the 

government’s recommended approach to LED.   

 

3.2.2. Negative Impacts 
Despite the many positive impacts of mining, there are unfortunately some unintended 

negative consequences of mining operations in general.  

 

The Mineral and Petroleum Resources Development Act (2002), Section 39 (1)(2)(3) 

stipulates that each mine in possession of a mining right must conduct an 

Environmental Impact Assessment (EIA) and prepare an Environmental Management 

Programme (EMP) of which a monitoring and report auditing process is an integral 

part of Impala remains committed to ensuring continued monitoring and biomonitoring 

of its mining activities to combat the possible negative impacts 

 

The mine is aware that its negative impacts are not only regarding the environment 

but also the social well-being of its host communities. The below table portrays some 
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3.3. LOCAL AND PROVINCIAL DEVELOPMENT PLANS  

To ensure that the projects IMPLALA embarks on are all relevant to the local context, 

a threefold strategy was followed. Firstly: analysing the socio-economic data of the 

area, secondly: consulting the local government’s IDP’s along with other relevant 

development plans (secondary data), and thirdly: conducting primary data collection 

through public participation process.  

 

3.3.1. Local Municipal IDP and Development Needs 
The municipal Integrated Development Plan (IDP), along with Provincial and District 

Municipality Development Plans were consulted for understanding the development 

needs and trends in the area. Due to all host villages falling under the Royal Bafokeng 

Region, the Royal Bafokeng Master Plan 2035 was also consulted to develop more 

insights around the area’s development perspective. This was done to ensure 

alignment with all the development interventions introduced by the different 

development agencies within the area, such as government and the Royal Bafokeng 

Nation.  

 
The chosen development priorities with which the North West intends to align to the 

National Development Plan (NDP) through the North West Provincial Development 

Plan (PDP 2030) are the following: 

 

1. Economy and employment  

2. Economic infrastructure 

3. An integrated and inclusive rural economy  

4. Human settlement and spatial transformation  

5. Improving education, training, and innovation  

6. Building a capable and developmental state 

7. Fighting corruption  

8. Transforming society and uniting the province 

 

The North West Provincial Development Plan (2030) is supported by the District 

Integrated Development Plan (2022-2027), which seeks to ensure that the priorities 

set out in the PDP 2030 are materialised on a District level. In developing its own 
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3.5. COMMUNITY DEVELOPMENT PROJECTS  

 
3.5.1. Impala Local Economic Development Projects 

As per the rationale followed above, the Impala Platinum Limited’s community 

development projects were selected through a systematic process of information 

gathering, analysis, consultation and prioritization.  

 

The table 3.13 LED Project Profiles below contain the summary of the projects 

identified for SLP 4 during 2023 – 2028 period along with their budget.  These projects 

were prioritized in partnership with the relevant Municipalities, Royal Bafokeng 

Administration and Traditional Council. Proof of general Public Participation and 

endorsement of the engagement with all entities engaged is under Annexure F. 

 

Over the next five (5) year period, Impala Platinum Limited has committed the projects 

outlined in tables 3.9.1 to 3.9.11: Local Economic Development Project Profiles. 
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3.6.2. Principles Behind Impala Platinum Limited’s Housing Policy 

3.6.2.1. Statement of intent 
Impala Platinum Limited recognizes that the facilitation of suitable employee 

accommodation is an integral part of its commitment to uplifting the communities within 

its areas of operation.  Impala Platinum Limited subscribes to the idea that employees 

should reside with their families in a stable, healthy, and secure environment within 

commuting distance of their place of work. Such commuting distance has been set at 

sixty (60) kilometres from the place of work. 

 

3.6.2.2. Purpose 

The housing policy seeks to provide guidelines to the mine with regards to the 

facilitation of suitable housing, accommodation, and related matters to enhance 

employee wellbeing and through this process contribute towards the achievement of 

the overall business objectives of Impala Platinum Limited. 

 

3.6.2.3. Guidelines 

The Impala Platinum Limited’s approach to housing is based on the creation of options 

that will enable employees to exercise realistic choices with regards to 

accommodation. Operational strategies relating to housing and accommodation have 

been developed within a framework that: 

• Promotes home ownership and assists employees to become homeowners. 

• Ensure employees in single accommodation reside in one person per room. 

• Prevents and/or discourages informal settlement in the company’s operational 

by providing affordable accommodation choices to employees. 

 

3.6.2.4.  Principles 

The key principles guiding this operational accommodation strategy, during the life of 

the various operations, include: 

• The mine will remain a responsible employer which will ensure decent 
accommodation options are available to its employees and assist employees 

to become homeowners where possible;  
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• Whilst the mine utilizes two (2) single-gender residences accommodating one 
person per room, it is acknowledged that this will be maintained to remain 

decent accommodation; 

• The mine’s accommodation policy is aligned with its recruitment, remuneration, 

local economic development programs and the Housing and Living Conditions 

Standard of the Minerals Industry. This is to ensure a holistic approach during 

the life of the various operations and facilitate sustainable solutions beyond the 

life of mine. 

3.6.3. Strategic Plan 
Impala Platinum Limited supports the Housing and Living Conditons Standard of the 

Minerals Industry of 2019 from National Government to ensure sustainable towns are 

established rather than mining villages. For this reason, the Mine’s strategic plan for 

housing its workforce includes: 

3.6.3.1. Living out allowance 
The company is providing all employees with a living out allowance to assist with 

decent accommodation.   

3.6.3.2. Single Accommodation 

Impala Platinum Limited provides single accommodation in its current converted 2 

residences which can house 4 000 single employees in one person per room.   

3.6.3.3. Homeownership initiatives 

Impala Platinum believes in a natural family life and promote home ownership as much 

as possible to ensure employees are residing with their families in decent 

accommodation. Impala Platinum is providing financial assistance to employees who 

purchase a unit in our homeownership program in the form of an interest-free. The 

scheme aims at facilitating the workforce’s access to appropriate finance, through 

financial institutions, for the purchasing of decent accommodation and becoming 

homeowners within the formal sector. Impala’s policy is to build and sell houses as 

long as there is a demand for these units from employees. 

Impala is promoting homeownership to all employees and assisting all employees 

financially i.e. 
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3.7. MEASURES TO ADDRESS NUTRITION 

3.7.1. Overview 
Impala Platinum Limited has 2 single-accommodation residences which can 

accommodate 4 000 single employees. The mine’s ability to directly influence the diet 

and subsequently the nutritional in-take of the majority of its workforce is minimal. 

Nevertheless, the mine recognizes the importance of educating the workforce about 

adequate nutrition within their diets in order to improve the health and welfare of the 

workforce and their productivity within the workplace. Impala is providing all 

underground employees with a nutritional pack on a daily basis. 

 

3.7.2. Strategic Plans 
Impala Platinum Limited’s nutrition programme can be divided into two (2) areas, 

namely those with direct influence and those with indirect influence over dietary intake.   

 
3.7.2.1. Direct Influence 

These programmes refer firstly, to employees making use of the company’s single 

accommodation and secondly, employees being at work during their shifts. The 

programme aims to: 

• Utilize the services of a dietician to advise on suitable diets and implement 

menus accordingly; 

• Ensure a dietician frequently (bi-annually) visits the residences and reports on 

findings with regards to the diet of the residents; 

• Provide adequate, nutritionally suitable meal substitutes for employees during 

their shift. A dedicated Service Provider has been identified and provides 

Futurelife Twin Pouch packs to employees. The product choice will be reviewed 

periodically and be amended if needed.     

 
3.7.2.2. Indirect Influence 

These programmes refer to all other employees not making use of company single-

quarters accommodation. Planning in this regard will include: 
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• Facilitating the provision of suitable, nutritious foodstuffs for employees by 
encouraging the various private catering establishments operating on or in the 

vicinity of the mine to sell such products to the workforce;  

• Impala Hospital embarks on regular awareness campaigns and ensures that 

each employee is medically examined annually; 

• Impala Hospital is promoting awareness on the use of supplementary diets for 

people infected with HIV/AIDS.  
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3.8. PROCUREMENT PROGRESSION PLAN 

3.8.1. Introduction and Background 

Impala has embarked on a procurement transformation journey, which is underpinned 

by a comprehensive plan that seeks to sustainably enhance Inclusive and Preferential 

Procurement as well as Enterprise and Supplier Development efforts for greater value 

and impact by 2028. 

 

The plan outlines key objectives, targets, and interventions forms the basis of Impala’s 

undertakings towards fulfilling its SLP obligations.  

  

In the Judicial Review application, the High Court found that the charter contemplated 

in terms of Section 100 of the MPRDA is not binding subordinate legislation, but rather 

an instrument of policy. Furthermore, the High Court set aside certain provisions of 

Mining Charter III. Following the Judicial Review, the residual clauses of the Mining 

Charter III should be used as guiding principles to achieve the MPRDA Transformation 

Objectives.  Taking into consideration the Judicial Review and notwithstanding the 

setting aside of certain clauses of the Mining Charter III (2018), including the Inclusive 

Procurement, Supplier and Enterprise Development element, to the extent possible, 

Impala remains committed to the transformational aspirations of the MPRDA will 

continue to strive to achieve these Objectives by using the clauses that have been set 

aside as guiding principles. 

 

The plan and targets are informed by Impala’s past performance and as guided by the 

various elements of Mining Charter, South African Manufactured Goods and Services 

respectively.   

• In the category: South African Manufactured Goods, Impala has sustainably 
achieved and surpassed the compliance targets on Historically Disadvantaged 

Persons Owned Companies (HDPOC) ≥51%, Women Owned Companies 

(WOC) or Youth Owned Companies (YOC) ≥51% and BEE Compliant ≥25% & 

Level 4 or Better in the past period. In the next 5 years, Impala aims to maintain 

this performance and again achieve full compliance on aforementioned 

elements targeting (70%) overall with breakdowns of (21%) - HDPOC ≥51%, 
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3.8.2. Enterprise Supplier Development Projects 
Enterprise Supplier Development projects identified are aligned to an approach to 

bring support to local economic development in hosting communities. The projects 

facilitate the development of Entrepreneurs, to improve the competitiveness of local 

SMME's and black owned companies and to assist procurement to increase BEE 

spend.  

 

In SLP 2, Impala developed 40 entrepreneurs, of which during FY19 to FY23, 

collectively these companies contributed more than R600m to the spend, with 

Historically Disadvantaged companies, R230m to spend with Woman Owned 

companies as well as R8m of spend with Youth owned companies.  

 

In SLP 3, the focus changed to assist companies that are not yet ready to trade with 

the mine, to get ready. The change in focus is attributed to the enormous pressure 

from community based SMMEs that demanded (through protests) procurement 

opportunities from the mine. The majority of these SMMEs however were not ready to 

trade and therefore there was a significant need to assist these companies and bring 

them to a level where they are able and ready to trade with the mine. 

 

Even though the spend with these companies were significantly lower, during FY19 to 

FY23, these 40 companies collectively contributed more than R54m to the spend with 

Historically Disadvantaged companies, R20m to spend with Woman Owned 

companies as well as R9m of spend with Youth owned companies.          

 

Impala mine will develop and maintain the Enterprise and Supplier Development 

function with programs such as the Formal Enterprise and Supplier Development 

Programmes and the scope of services offered at the mines’ currently existing 

Economic Inclusion Centre such as short courses, shared office space, access to 

boardrooms and offices, computer workstations and printing and scanning facilities. 

Details of planned further ESD programs and support are set out in table 3.13. 

 

The plan is also to establish an ESD fund to assist SMME’s (with low interest loans) 

to execute their transactions with the Mine. Pre and post-loan assistance/ 
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development through coaching and mentoring will be linked to the fund to assist 

SMME’s in the application process but to also position them well to manage their 

contracts and pay back the loans.      
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SECTION FOUR: DOWNSCALING 

AND RETRENCHMENTS 
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4.1. OVERVIEW & OBJECTIVES 

A fundamental principle behind both its Human Resources Development Programme 

(guiding the Portable Skills Training, AET, Learnership programmes etc.) and Local 

Economic Development Programme (informing the sustainable development 

interventions, housing policies etc.) is job creation within Impala Platinum Limited 

Rustenburg’s SLP. However, at mine closure, be it inevitable or unexpected, the main 

outcome is the loss of employment opportunities. Consequently, a key element of the 

SLP is to develop mechanisms and strategies to prevent job losses or where these 

cannot be avoided, to implement appropriate plans to ameliorate the social and 

economic impact that downscaling of the operations and/or closure may have on 

employees, communities and the economy.   

 

The fundamental objectives of the plans to be initiated for the life of the mine are in 

line with the ethos of the Department of Labour’s ‘Social Plan’ as well as the Act and 

include: 

• The prevention 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 facilitate, as far as practically possible, access to alternative employment 

opportunities within the company; 

• To facilitate through on-going core business training and the non-mining related 

portable skills 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 minimize any possible negative social and economic 

impacts on employees, communities, local and regional economies and labour 

sending areas should retrenchment or closure be required through local 

economic development programmes as outlined in the Plan;  

• To ensure the relevant processes for effective closure management are in 

place some four (4) to five (5) years prior to planned mine closure; 
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• To effectively communicate and consult as well as discuss and develop joint 
strategies and plans with key stakeholders, through the mechanism of the 

Future Forum, throughout the life of the mine on the issues outlined above.   

 

The Impala Platinum Limited retrenchment and downscaling strategy is aligned with 

the legislation that governs this process (LRA 66 of 1995). The following bodies, 

legislation and guidelines will be consulted and taken into consideration whenever 

retrenchments and downscaling are under consideration: 

• The Department of Employment and Labour (DoEL). 

• The Commission for Conciliation, Mediation and Arbitration. 

• The Labour Relations Act 66 of 1995 (LRA).  

• Mineral Resources and Petroleum Development Act 28 of 2002. 

• Declaration of the Presidential Jobs Summit, October 1998. 

 

As required, the company’s downscaling and retrenchment strategy will include the 

sections set out below. 
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4.2. FUTURE FORUM 

 

4.2.1. Establishment of the Future Forum 
The Impala Platinum Limited Future Forum is consisting of the following role players:  

• Representatives from all recognised trade unions, workers, or associations. 

• Senior management representatives as determined by the Chief Executive of 
Impala Platinum Limited which includes but is not limited to management 

representatives in the areas of Human Resources (including training and 

development, community, and social investment etc.), operations and finance. 

• Management has established the Future Forum from the inception of the SLP, it is 
active and meets quarterly.  
 

4.2.2. Role of the Future Forum 
The Future Forums will continue to meet on a regular basis throughout the life of the 

operations to develop, implement and communicate strategies and plans to prevent 

or otherwise deal with major downscaling or closure of the operations. The frequency 

of meetings will be increased if there are critical issues that need to be addressed 

urgently.  

 

The agenda for the Future Forums includes but not limited to: 

• Disclosure of all relevant information to enable the representatives of the forum 
to engage in effective consultation and discussion, and make decisions. This 

will include global and local economic and financial indicators, factors impacting 

on the mining industry as a whole and the platinum mining sector in particular, 

financial information, annual business and labour plans, lifespan of the 

operations, envisaged expansions or downscaling/closures and the possible 

impact thereof on employees, communities and the economy. 

• Identification and analysis of problems and challenges facing the operations 

particularly where these may lead to downscaling and/or closure of the 

operations. 
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• Development of strategies and plans to deal with identified problems and 
challenges. 

• Development of strategies 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, 

communities and the economy.  

• Implementation of agreed strategies and action plans.  

• Review of portable skills training programmes and local economic development 

programmes.  

• Communication strategies to ensure that all employees and other stakeholders 
are regularly updated on forum decisions, strategies and action plans.  

• Assessment of and reporting on, through Impala Platinum Limited’s Annual 
SLP Reports, the success and progress of all job loss management and 

retrenchment management programmes planned for and implemented during 

the times of downscaling, closure or for an appropriate post-closure period. 
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4.3. MECHANISMS TO SAVE JOBS AND AVOID JOB LOSSES 
AND A DECLINE IN EMPLOYMENT 

4.3.1. Undertaking 
In compliance with Section 52(1)(a) and (b) of the MPRDA, on identifying the need to 

curtail mining operations at Impala Platinum Limited, should the profit revenue ratio of 

the relevant operation be less than six percent on average for a continuous period of 

twelve (12) months or should ten percent (10%) or more of the workforce (or more five 

hundred (500) employees) have to be retrenched, a comprehensive consultation 

process will be undertaken with the Future Forum and the Department of Labour, and 

Section 189 of the Labour Relations Act will be implemented once the consultation is 

completed. The Minerals and Mining Development Board will be notified, and any 

Ministerial Directive will be complied with. 

4.3.2. Strategic Plan 
4.3.2.1. Communication and Planning through the Future Forum 

• It is envisaged that any potential downscaling or closure requirement will be 

identified during the ongoing consultations, discussions, and deliberations at 

internal Future Forum meetings.  

• 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 economic conditions and the number of 
employees that are likely to be affected by the downscaling or closure.  

• The Future Forum will discuss and create strategies and actions plans that will be 

implemented to avoid job losses. 
 

4.3.2.2. Potential Strategies and plans to avoid job losses 
Impala do not foresee any downscaling or closure during SLP 4 period. Due to the 

different life cycles of the various shafts within the Impala Rustenburg Mine area, some 

individual shafts may close within the current SLP period. Although the shafts may 

close, downscaling is not envisaged as a result thereof, as the affected employees 

could potentially be  redeployed to other shafts. 

Fourth Generation Social and Labour Plan (SLP 4) – Impala



 

Job loss strategies and plans will include but not be limited to:  

• Voluntary early retirement for employees who qualify in terms of relevant 
provident/pension funds rules;  

• Suspension of overtime, job-sharing schemes, short and extended leave; 

• Potential transfers to other departments at Impala Platinum Limited /Refineries 

or other operations within the Impala Platinum Limited Group, with the provision 

of suitable training if required; 

• Cease recruitment of new employees until Impala Platinum Limited have 
attempted to fill vacant positions from internal; 

• Where relevant and viable, cease the employment of temporary employees 
and/or contractors; 

• Where closure or downscaling is envisaged every position that becomes vacant 

through resignation, retirement, death or dismissal, in the period leading up to 

the downscaling or closure will be critically reviewed before the position is filled 

to allow for natural attrition of employees thereby avoiding unnecessary job 

losses and retrenchment;  

• During the life of the operations there will be ongoing accredited mining related 

training to equip employees with alternative skills to remain economically active 

in the event of retrenchment; 

• During the life of the mine, Impala Platinum Limited will continually seek to 

ensure its sustainability through the constant revision of its business plans and 

capital project investments in line with the economic environment and market-

related dimensions in which it operates. The on-going business development 

process will directly assist job security for the workforce at the operations; 

• In addition, will provide on-going support of sustainable development projects, 
through its Local Economic Development programmes, (Section 3.3) within the 

labour source communities will further assist in both the creation of job 

opportunities and securing their long-term sustainability. Efforts to procure 

locally where possible (Section 3.6) combined with the associated business 

training and provision of alternative skills for local entrepreneurs will further 

lessen the insecurity within employment in the local workforce.  
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4.3.2.3. Implementing section 189 of the Labour Relations Act 1995 (as amended) 

The implementation of Section 189 and 189 (A) of the Labour Relations Act will 

become relevant if the Future Forum’s consultation strategies and plans have been 

exhausted, job losses cannot be avoided and retrenchment is contemplated.   

 

There will be full compliance with the provisions of Sections 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 processes outlined in these collective agreements will 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 consultation and negotiations with the elected worker 

representatives at the mine; 

• Compliance with collective agreements between organized labour and the 

company;  

• Disclosure of all relevant information;  

• Measures to avoid or minimize dismissals as set out in the collective 
agreement.  

 
4.3.2.4. Notification of Government Authorities 

After consultations through the Future Forum with recognized 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) (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, ongoing consultation, 

strategic initiatives and plans as discussed through the Future Forums. Regular 

progress reports will subsequently be distributed to the necessary departments, if so 

required, including the Social Plan and Productivity Advisory Council and the 

Department of Provincial and Local Government. Compliance to the Board’s directive 

will be adhered to meet the corrective measures as stipulated by the Board. 
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4.3.2.5. Compliance with Ministerial Directive 

The company will comply with any corrective measures and terms and conditions as 

the Minister may determine. The company will confirm in writing that it has complied 

with the directive and has undertaken the corrective measures determined by the 

Minister. Regular progress reports on compliance will be provided, if so required. 
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4.4. MECHANISMS TO PROVIDE ALTERNATIVE SOLUTIONS 
AND PROCEDURES FOR CREATING JOB SECURITY 
WHERE JOB LOSSES CANNOT BE AVOIDED 

4.4.1. Undertaking 
In compliance with Section 52(1)(a) and (b) of the MPrDA, should the profit revenue 

ratio of the relevant operation be less than 6% on average for a continuous period of 

twelve (12) months or should 10% or more of the workforce (or more than five hundred 

(500) employees) have to be retrenched, on identifying the need to scale down or 

cease mining operations at Impala Platinum Limited Operations and where job losses 

are likely to result from these processes, a comprehensive consultation process 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 will 

be complied with. 

 

4.4.2. Strategic Plan 
 
4.4.2.1. Communication and Planning through the Future Forum 
An extensive consultation process will be undertaken through the Future Forum where 

strategic initiatives and plans recommended by the forum are not successful in 

avoiding job losses. In instances where job losses cannot be avoided the Future 

Forum will discuss and recommend strategic plans to be examined as well as 

alternative solutions and to create job security for affected employees.  

• The Future Forum will assess the economic and other conditions that could 
result in job losses and discuss the number of employees that are likely to be 

affected by the downscaling or closure.  

• The Future Forum will discuss strategies and action plans that will be 

implemented to create job security for employees likely to be affected by job 

losses.  

 
4.4.2.2. Alternative solutions and strategies to create job security 

Potential alternative solutions and strategies to create job security to be considered 

by the Future Forums may include but are not limited to: 
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• Ways to minimize the number of employees who are likely to be affected by the 
contemplated retrenchment; 

• The numbers of employees to be trained will increase in line with the number 
of employees who are likely to be retrenched. The content of the training will 

be determined after extensive analysis of skills needed within the operational 

area, labour sending areas as well as the country as a whole. This will ensure 

that employees receive training in areas where they are likely to secure 

employment if retrenched. The fundamental objective is to ensure that 

retrenched employees are provided with the necessary training to remain 

economically active if retrenched;   

• Where closure or downscaling is envisaged every position that becomes vacant 
through resignation, retirement, death or dismissal, in the period leading up to 

the downscaling or closure will be critically reviewed before the position is filled 

to allow for natural attrition of employees thereby minimizing job losses and 

retrenchment;  

• The Local Economic Development programmes which are to be implemented 

as part of the SLP (Section 3) are designed to create long term and sustainable 

businesses and economic activities which are not reliant on mining activities; 

• 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 will be provided with the necessary 

assistance to apply for vacant positions;  

• Provide assistance for entrepreneurs and SMME development through 

established small business centres and other appropriate service providers in 

the relevant region; 

• The Human Resources Development Programme (as outlined in Section 2) will 
ensure that employees receive training in accredited and certified skills. Such 

accredited skills may be utilized elsewhere within the mining sector or, 

alternatively, within different industry sectors or through the pursuit of 

entrepreneurial ventures (SMMEs or BEEs). 
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4.4.2.3. Implementing Section 189 of the Labour Relations Act 1995 (As Amended)  

Consultation in the Future Forum has 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 existing collective agreement will be implemented. A 

consultation process will be initiated with the relevant recognized union/association 

and will encompass all areas identified in the LRA and the collective agreements. 

Issues such as ways to minimize retrenchment, the timing of the retrenchments and 

severance pay will be discussed by the company and the employee representatives. 

All plans and other issues agreed on during this consultation process will be 

implemented, 

 
4.4.2.4. Notificiation to the Board 

After consultation through the Future Forum i.e. with recognized trade 

unions/association, 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) (a) ) and (b)  of the MPRDA if 

the profit revenue ratio of the relevant operation is less than 6% on average for a 

continuous period of twelve (12) months or should 10% or more of the workforce (or 

more than five hundred (500) employees) have to be retrenched. Such notifications 

will be provided 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, ongoing 

consultation, strategic initiatives and plans as discussed through the Future Forum. 

Regular progress reports will subsequently be distributed to the necessary 

departments, including the Social Plan and Productivity Advisory Council and the 

Department of Provincial and Local Government, if so required. Compliance to the 

Board’s directive will be adhered to in order to meet the corrective measures as 

stipulated by the Board.  

 
4.4.2.5. Communicating Possible Retrenchments 

Where all avenues to avoid job losses have been exhausted and it is contemplated 

that retrenchments are likely to take place, an extensive communication strategy and 

plan will be implemented after consultation and agreement at the Future Forum. 

Communication of issues discussed at the forums, strategic plans and the 
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implementation thereof will form part of the agenda for regular forum meetings. After 

each Future Forum meeting all employees will be briefed on issues discussed and the 

strategic plans that would have been agreed to Future Forum.  

 

Where retrenchments are inevitable the following channels will be used to ensure 

effective communication to all employees: management briefs, the Team Spirit 

newsletter, the Quest Hotline, videos, PA systems, e-mail & intranet, billboards, 

communication boards (notice boards), joint union and management meetings, 

communication forums and workshops.  

 

The trade union/association representatives will also communicate issues arising from 

the Future Forum discussions during their own Branch and Committee meetings as 

well as mass meetings with employees. Issues to be communicated where possible 

retrenchments are contemplated will include but not be limited to:  

• The reasons for the contemplated retrenchment;  

• Strategic plans agreed to by the Future Forum to avoid and minimize job losses;  

• The number of employees likely to be affected by the retrenchments; 

• Details of the expanded portable skills training programmes and how these can 

be accessed; 

• LED programmes and the opportunities available to employees who may be 

retrenched; 

• Alternate employment opportunities and the assistance that will be provided to 

employees to access these opportunities; 

• The timing of the retrenchment and the severance packages that will be paid to 

employees;  

• Assistance that will be provided to employees and their families to deal with the 

emotional impact of retrenchment; 

• Any additional assistance that will be provided to employees.  

 

The local councils/Government from operational areas will be represented on and 

participate in the MCLF and will therefore be fully briefed about all retrenchments that 

are likely to take place.  
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Communication sessions will be held with parties that do not form part of the MCLF 

i.e. Local Government representatives from labour sending areas, national 

government departments, other businesses that are reliant on the mining industry as 

well as any other parties who are likely to have an interest in or be affected by the 

contemplated retrenchments. Face to face communication will be conducted so that 

issues may be clarified and discussed. In addition, written notification will be given to 

all the parties listed above as well as any other party identified by both the Future 

Forum and the MCLF.  

 

The company will issue press statements and/or hold press conferences where 

necessary to brief the media so that they have access to accurate and reliable 

information regarding the retrenchments. Regular media updates will be given. 
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4.5. MANAGEMENT OF RETRENCHMENTS 

4.5.1. Undertaking 
Should it be impossible to prevent job losses, Impala Platinum Limited will follow a 

process consisting of, but not limited to, the following: 

• Consultation. 

• Communication of possible retrenchments. 

• Notification of the Minerals and Mining Development Board. 

• Implementing Section 189 of the Labour Relations Act, 1995. 
 

4.5.2. Strategic Plan 
Should the mine be required to commence with a downscaling or closure process (in 

line with the undertaking above) the following plan will be implemented: 

 
4.5.2.1. Consultation 

In carrying out a constructive consultation process, Impala Platinum Limited 

undertakes to: 

• Consult with all parties as required by trade union agreements. 

• Consult with affected employees or groups. 

• Seek and attempt to reach consensus with consulting parties on appropriate 
measures to avoid dismissals, minimise dismissals, change timing of 

dismissals and to mitigate the adverse effects of dismissals. 

• Seek and attempt to reach consensus with consulting parties on the method for 

selecting employees to be dismissed and severance packages for those 

employees. 

• Provide consulting parties with written information as per the requirements of 
the Labour Relations Act. 

 
4.5.2.2. Communication of possible retrenchments 

An extensive communication strategy will be implemented when retrenchments are 

inevitable after discussion and agreement at the Future Forum. 

• Employees will be informed of possible retrenchments through sessions with 
senior management. 
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• Continuous information sessions will be in place to address employees when 
retrenchments may come into effect. 

• The following information will be communicated to the employees. 
o Reasons for the contemplated retrenchments 

o Strategic plans implemented by the Future Forum to avoid and minimise 

job losses. 

o The number of employees likely to be affected by the retrenchments. 

o Details of the expandable skills programmes and how these can be 

accessed. 

o Alternative employment opportunities available to employees that may 

be retrenched. 

o The timing of the retrenchments and severance packages that will be 

paid to employees. 

o Assistance that will be provided to employees and their families to deal 

with the emotional impact of retrenchment. 

o Any additional assistance that will be provided to employees. 

• Informing other affected parties like labour sending areas and municipalities of 
possible retrenchments at the mine through the Future Forum. 

 
4.5.2.3. Notify Minerals and Mining Development Board 

The Minerals and Mining Development Board will be notified as required by Section 

52(1)(b) of the MPRDA, where retrenchment of 500 employees or 10% of the labour 

force, whichever is fewer, is to take place in any 12-month period; and to the Minister 

of Labour if retrenchment of 500 employees or 10% of the workforce, whichever is 

greater, is contemplated. Ministerial directives will be complied with. 
 

4.5.2.4. Implement Section 189 of the Labour Relations Act, 1995. 

In the event of downscaling and retrenchments occurring, consultation with employees 

will be affected in accordance with section 189 of the Labour Relations Act (66) of 

1995, as amended (LRA), and any collective agreement that exists (refer to section 

on consultation process). 

Mechanisms to be put in place where job losses cannot be avoided include: 

• Keeping a list of names and contact details of redundant employees in case 

vacancies should become available. 
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• Compiling CVs. 

• Claims to the UIF. 

• Letters of reference. 

• Assisting with employment agencies. 

• Assistance to notify financial institutions re loan repayment. 

• Awarding certificates of service. 

• Transfers into lower paid positions. 

• Providing facilities for practical support assist in seeking alternative 
employment (i.e., fax, telephone, copiers). 

It is the intention of Impala Platinum Limited to employ people with core skills in a 

sustainable manner. This will ensure that these people can be assured of employment 

through the up and down times of the business cycle.  

Exceptions may be considered in the future policy as follows: 

• Apprentices will not be retrenched before their contracts expire without the 
approval of the SETA. The contract may be transferred to another employer. 

Apprentices may be considered for employment in other posts until an 

appropriate post becomes available. 

• Bursars, learner technicians and other learner programmers: these employees 
will not be retrenched during their training programmes and will only be 

considered after completion of their studies according to merit and 

circumstances.  

• No employee will be given notice or retrenched during annual, sick, maternity 
or family responsibility leave, neither have such notice run concurrently with 

any such leave, except sick leave. 

 

The critical elements of minimizing damage to the employees in dealing with such a 

difficult issue are the on-going consideration of activities that create portable skills and 

communication. 
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4.6. MECHANISMS TO AMELIORATE THE SOCIAL AND 
ECONOMIC IMPACT ON INDIVIDUALS, REGIONS, AND 
ECONOMIES WHERE RETRENCHMENT OR CLOSURE OF 
THE OPERATION IS CERTAIN 

4.6.1. Undertaking 
Whilst the Human Resources and Local Economic Development programmes outlined 

in Section 2 and 3 of this document has been developed and planned to be 

implemented to facilitate sustainable social and economic growth in local communities 

throughout the life of operation, measures for managing the impact on the local 

communities and labour source communities at times of downscaling and closure will 

still be required. 

This section outlines the mechanisms that will be utilized to mitigate, as far as possible, 

the social and economic impact of closure and retrenchment on individuals, regions 

and economies. The detailed planning that will take place in conjunction with the 

affected stakeholders and the relevant government departments will be required some 

four (4) to five (5) years prior to mine closure. As such this chapter cannot provide the 

ultimate closure or post-closure plan for the operations in terms of the socio-economic 

impact. The very nature of rural and low-income communities dependent on the 

operations for a substantial period of time necessitates flexible and appropriate 

closure planning utilizing those community structures that exist at the time of closure. 

Knowledge of the socio-economic circumstances in the area at the time of closure is 

therefore currently impossible to predict.  

Impala do not foresee any social and economic impact of closure of shafts, and 

although shafts may close during the SLP 4 period, downscaling is not envisaged as 

a result thereof, and it is further envisaged that employees will be redeployed to other 

shafts. Where there is closure of shafts, but employees are redeployed; employees 

will remain in regions they currently reside, with transport provided for access to duty. 

 

4.6.2. Strategic Plan 
4.6.2.1. Socio-Economic Impact Study of closure 

As with any substantial development programme, a socio-economic impact analysis 

(SEIA) will be carried out by specialist consultants prior to commencing detailed 
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closure planning. The SEIA will commence four (4) to five (5) years prior to closure 

and be supported by interaction with both forums.  

 

4.6.2.2. Communication with stakeholders 
The development of the closure plan will place great emphasis on comprehensive and 

sensitive consultation with all stakeholders. Objection is likely and needs to be 

managed among stakeholders, such as local businesses, who have understandable 

fears and concerns with regards to closure. Consultation and communication with 

stakeholder groups from local mine communities, relevant government departments 

and local business forums will also be carried out through the MCLF. The development 

of the closure plan will place great emphasis on comprehensive and sensitive 

consultation with all stakeholders. Objection is likely and needs to be managed among 

stakeholders, such as local businesses, who have understandable fears and concerns 

with regards to closure. Consultation and communication with stakeholder groups from 

local mine communities, relevant government departments and local business forums 

will also be carried out through the MCLF. The development of the closure plan will 

place great emphasis on comprehensive and sensitive consultation with all 

stakeholders. Objection is likely and needs to be managed among stakeholders, such 

as local businesses, who have understandable fears and concerns with regards to 

closure. Consultation and communication with stakeholder groups from local mine 

communities, relevant government departments and local business forums will also 

be carried out through the MCLF. 

 
4.6.2.3. Strategic Plans for Managing the Social and Economic Impact 

As with the Human Resource Development Programme at Impala Platinum Limited, 

the Local Economic Development Programme (Section 3.2) will be implemented 

throughout the life of the operations with a key objective of ensuring any corporate 

social intervention and LED assistance provided, will be sustainable, and will benefit 

the target communities after the closure of the mine. The same is true for involvement 

with local service and goods providers through the Procurement Progression Plan 

(Section 3.5). Every effort will be made, during the life of the operations, to facilitate 

training amongst local entrepreneurs who supply goods or services to ensure they are 

equipped with the appropriate business management skills to run effective small 

businesses which can procure both to other local mining operations but may also 

Fourth Generation Social and Labour Plan (SLP 4) – Impala



diversify their service or product range and potentially procure to other non-mining 

industries. 

 

Notwithstanding these strategies throughout the life of the operations, the knowledge 

of closure and the potential loss of business or channels of assistance may come as 

a shock to local community members and assistance may be required timeously to aid 

their transition into a non-Impala Platinum Limited Rustenburg or Refineries 

environment and mind-set. Such communication will be affected through the MCLF, 

and other established communication channels as outlined above (Section 4.4.2). It is 

through these channels that specific needs and/or training requirements will be 

identified which Impala Platinum Limited may be of some assistance with during the 

period of downscaling. The exact assistance required cannot be planned for in depth 

prior to the period of downscaling as community needs and training requirements will 

evolve and fluctuate regularly. However, such assistance may include the following: 

 

• Assistance for local entrepreneurs through established networks, government 

agencies in this regard and experienced NGO structures. 

• The facilitation of public-private partnerships geared at meeting specific needs 

within the community, be they infrastructural, capacity raising or skills 

development. 

• In consultation with our Mine Lease Agreement, consider the potential use for 
obsolete/ unused mine infrastructure following the complete downscaling and 

closure of the mine (training centers, office buildings etc.). 

• A portable skills training programme designed to ensure that employees can 

have job security and remain economically active after mine closure.  

• Counseling Services for employees and if necessary, their families to ensure 

they are equipped to cope with the potential stress of losing their job. 

• Access to Job Advice Centers in the local community or the relevant Labour 

Sending Areas. 

• Assistance with registering as a jobseeker (with the relevant Department of 

Labour, employment agency or other local mines), job-hunting and job 

application processes. 
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In consultation with the relevant stakeholders the viability of transferring 

ownership of any outstanding initiatives to retrenched employees or local 

authorities or any other responsible body in terms of the principles and 

procedures agreed or reasonably established by the enterprise will be 

evaluated 

In consultation with relevant stakeholders, the financial feasibility of transferring 

amenities, land and buildings and other resources to retrenched employees or 

the community on beneficial terms will be considered, especially where the 

market value of the resources does not justify open-market disposal and the 

beneficiaries are able to maintain and make active use of them. 

 

In partnership with the local municipality projects will be set up prior to closure that will 

ensure optimal sustainable land use for the land on which the mine is situated. This 

will benefit both employees and community members to ensure that the area stays 

open to economic activity. Discussions will also be held with the municipality to 

determine the best use for infrastructure following closure. 
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SECTION FIVE: FINANCIAL 
PROVISION 
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5.1. FINANCIAL PROVISION 

In terms of Section 23(1)(e) "The Minister must grant a mining right if the applicant has 

provided financially and otherwise for the prescribed social and labour plan".  This 

section intends to outline the manner in which Impala Platinum Limited aims to provide 

financially for each component of the 4th generation Social & Labour Plan during the 

relevant 5-year period within the life of the mine. 

 

The provisions have been made in the financial model to regulatory requirements 

pertinent to the operation. However, it should be noted that these assumptions are 

based on current business plans at Impala Platinum Limited and the associated 

market and economic conditions surrounding the operations. Where changes in these 

assumptions are required, they will be reported on in the Annual SLP Report, , as well 

as the annual SLP Planning Report, as relevant . Furthermore, Impala will apply for 

amendments to the approved SLP, as provided in Section 102 and Regulations 44 

and 45 of the MPRDA.  

5.1.1. Financial Provision for HRD 

Table 5.1 summarizes the financial provisions for Impala Platinum Limited SLP for the 

next five (5) years in respect of its Human Resource Development Plan. Note that the 

total training budget included in the SLP is not equivalent to 5% of its wage bill per 

annum, as there are additional trainings implemented which falls outside of the SLP. 

The company is however aligned with the Mining Charter requirements in this regard. 
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SECTION SIX: UNDERTAKING 
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6.3. COMMUNICATION TO EMPLOYEES AND 
STAKEHOLDERS 

The Mine undertakes to communicate its SLP, once approved, through various 

structures and in English and a local language to ensure all employees and community 

stakeholders are granted an opportunity to understand the document and its 

implication, as per MRPDA Regulation 46A.  
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ANNEXURE A 
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ANNEXURE B 
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ANNEXURE C  

 

    
 

 

CAREER PATHS 
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ANNEXURE D 
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ANNEXURE E 
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ORGANOGRAM 
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PUBLIC PARTICIPATION PORTFOLIO OF EVIDENCE 
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IMPALA PLATINUM LIMITED SOCIAL LABOUR PLAN 4 (SLP 4) PUBLIC 
PARTICIPATION PROCESS SUMMARY REPORT  
 

Impala Platinum started with the process of developing its Social & Labour Plan 4 in 

2022, and Batumile Investments (Pty) Ltd was appointed to manage the Public 

Participation process.  

 

Impala had divided the Public Participation process into Four segments:  

A. The first segment of consultation was with the Stakeholders, who are mainly 

the Government Departments relevant to the Mining Community's social 

development. The critical stakeholders identified meetings were held on the 

following dates: 

1. Rustenburg Local Municipality:  23 February 2023 

2. Royal Bafokeng Administration:  09 March 2023 

3. Department of Health:   20 February 2023 

4. Department of Basic Education:  22 February 2023 

5. Department of Social Development: 23 February 2023 

6. Department of Tourism:   22 February 2023 

 

The purpose of the first segment of consultations was to provide feedback to 

stakeholders and announce and outline the mine's intention to engage in SLP 4 LED 

project identification. 

The public participation strategy was amended after these engagements, anticipating 

the challenges associated with community engagements. 

 

B. The second segment was to consult with the public through the Interested 

& Affected Parties public meetings on 29 June 2023. 

  

The purpose of the meeting was to consult with stakeholders to allow their 

influence on the outcome or decisions, inform the stakeholders of the process and 
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the intended effect, and allow stakeholders to participate in the development of the 

SLP 4. 

 

C. The third segment of engagement meeting with six (6) priority villages were 

held on the following dates: 

 

1. Phokeng (Ward 5):   08 August 2023  

2. Lefaragatlhe (Ward 6):  08 August 2023  

3. Luka (Ward 4):   08 August 2023  

4. Seraleng (Ward 41):  02 August 2023  

5. Meriting (Ward 12):   02 August 2023  

6. Kanana (community 23):  31 August 2023 

 

D. The fourth segment of engagement was continued engagement with both 

RLM and the RBA throughout this SLP 4 LED process. MCLEF and Future 

Forum were also taken through the process for alignment and approval. 

RLM and RBA endorsement meetings were held on 15 August 2023 to announce 

the selected needs identified by the communities. Furthermore, the meeting was 

to ensure that the projects that would be prioritised for SLP 4 were in alignment 

with projects already considered by other local municipality plans as community 

needs. 

 

Annexure D in the POE folder consists of all Wishlist received from the communities 

and other key stakeholders in the communities. 

 

IMPALA public participation project followed the following prioritization process: 

 

• Projects that were identified in the Rustenburg Local Municipality Integrated 

Development Plan 2022-2027 and Royal Bafokeng Nation Wishlist 2022 - 

2023 as a priority during engagements in 6 priority villages. 
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Following further engagement with community leaders and the mine’s process of 

verifying the most pressing needs identified through secondary data, the following final 

projects were selected:  

 
• Construction of internal roads in Kanana 

• Construction of internal roads in Luka 

• Construction of internal roads in Phokeng 

• Construction of a Walkway bridge in Meriting 

• Construction of Community Centre 

• Construction of a Community Hall in Seraleng* 

• Renovation and expansion of Keledi Secondary School Infrastructure 

*Please note that this project was initially submitted as a Sports Field, however after 

learning from community leaders that Rustenburg Local Municipality (RLM) will 

construct the Sports field in Seraleng, the mine submitted a formal request to the 

municipality to change the project to a hall. 

The Sports Field was listed as priority 1 and the Community Hall was listed as priority 

2 by the Seraleng Community during our consultation processes.  
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LABOUR SENDING AREA- IMPALA PLATINUM LIMITED SOCIAL LABOUR 

PLAN 4 (SLP 4) NEEDS ASSESSMENT SUMMARY REPORT  

Demolishing mud structures and constructing 5 classrooms and admin 
building at Sikitini Primary School 

As part of the mine’s Beyond Compliance approach towards overall Socio-Economic 

Development in both mining and labour sending areas, Impala identified several 

schools within the Eastern Cape to assist on an ad-hoc basis. According to the 

Department of Basic Education’s 2015 report on school infrastructure, 3% of schools 

lacked access to water, sanitation and proper infrastructure in the area. The situation 

in some of these schools today remain critical.  

In 2022 the Impala conducted needs assessments on the identified school (Please 

see Annexure 4 of the SLP4 Portfolio of Evidence (PoE) for copies of the 

assessments, pictures and meeting minutes. The needs assessment exercise 

revealed that Sikitini Primary School is amongst the schools that will require a 

significant budget to address all its challenges. It was then decided to include the 

school under SLP4 budgets to ensure that these challenges are adequately 

addressed. 

During consultation with the following key stakeholders on the 14th of August 2024, 

the mine’s intention to include the school under SLP4 was communicated. 

Stakeholders, especially the District Director for Coastal Schools appreciated the 

gesture from the mine and confirmed the need to improve the school’s infrastructure 

as top priority for the district. 
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Installation of rainwater harvest tanks and reticulation at W.M Ranuga Senior 
Primary School 

As part of the mine’s Beyond Compliance approach towards overall Socio-Economic 

Development in both mining and labour sending areas, Impala identified several 

schools within the Eastern Cape to assist on an ad-hoc basis. According to the 

Department of Basic Education’s 2015 report on school infrastructure, 3% of schools 

lacked access to water, sanitation and proper infrastructure in the area. The situation 

in some of these schools today remain critical.  

In 2022 the Impala conducted needs assessments on the identified school (Please 

see Annexure 4 of the SLP4 Portfolio of Evidence (PoE) for copies of the 

assessments, pictures and meeting minutes. The needs assessment exercise 

revealed that W.M Ranuga Senior Primary School is amongst the schools that will 

require a significant budget to address all its challenges. It was then decided to include 

the school under SLP4 budgets to ensure that these challenges are adequately 

addressed. 

During consultation with the following key stakeholders on the 14th of August 2024, 

the mine’s intention to include the school under SLP4 was communicated. 

Stakeholders, especially the District Director for Coastal Schools appreciated the 

gesture from the mine and confirmed the need to improve the school’s infrastructure 

as top priority for the district. 
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Cofimvaba Agriculture Project Support. 

His Honourable Minister Gwede Mantashe of the Department of Mineral Resources 

and Energy (DMRE) reached out to Implats in 2023 to assist with a fencing project in 

Eastern Cape at the Mcambalala Village within the Intsika Yethu Local Municipality, 

Chris Hani District.    

Crop production close to the Mcambalala Village, was active between 2013 and 2018. 

The farmers mostly produced Grade 1 maize and most of the yield was sold to the 

Ncorha Dairy project. The crops were also used for subsistence living and feeding 

animals. The project was deemed to have been very successful. 

Over time the fencing degraded due to environmental factors and agricultural activities 

ceased due to farm and other animals damaging crops.  The farmers from the village 

wanted to revitalize the crop production and have identified a 74 hectares area where 

they wanted to start farming again. 

The fencing of the land would ensure the proper usage of the land and protection of 

crops against animals and crop production will ensure sustainable livelihoods for the 

farmer community.   

Impala Platinum completed the fencing project in July 2024 through a multi-

stakeholder approach working with the Eastern Cape Departments of Mineral 

Resources and Energy, the Department of Rural Development and Agrarian Reform 

(DRARD), the community and traditional authority.  Upon completion Impala Platinum 

was requested if it could not assist with production support to ensure enclosed area 

can now be farmed. 

A needs assessment was undertaken with DRARD to determine the production input 

requirements and how the farmers can continue with their farming activity where the 

6km fence was delivered. The project aims to build a sustainable maize production 

value chain that will sustain close to 70 farmers and their families. 
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Construction of a Kitchen, Carports and boundary fencing at Sekhing Primary 
School 

On 5 January 2024, a request for assistance was received from the school and the 

School Governing Body (SGB), seeking support for capacitating the school’s physical 

infrastructure. Following a physical inspection of the school and a meeting held on the 

12th of August 2024, with the school leadership, the SGB and the local Municipality, 

the priority areas were confirmed as borehole capacitation, perimeter fencing, 

carports, and construction of a new school kitchen.  

The scope of this project will focus on addressing these priority areas to improve the 

learning environment, with particular emphasis on health and sanitation. 

Conclusion Remarks 

Impala Platinum Limited has set timelines and a continuous Stakeholder Engagement 

Plan which will facilitate all communications in the communities. The SLP 4 is 

submitted with Portfolio of Evidence (POE) consists of the following information: 

- Annexure F1 – Adverts and SLP 4 Interested and Affected Persons List

- Annexure F2 – Stakeholder Engagement Invitations

- Annexure F3 – Stakeholder Engagement Minutes and Attendance Registers,

Stakeholder Engagements Wishlist

- Annexure F4- Needs Assessments and Endorsement letters
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