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1.2  Introduction 

This five-year Social and Labour Plan (SLP) is submitted by Styldrift Platinum Mine (Pty) Ltd (hereafter 

referred to as Styldrift) in terms of the requirements of the Mineral and Petroleum Resources Development 

Act (Act 28 of 2002) (MPRDA). The development and submission of the SLP is a requirement of the MPRDA 

and sets out the social and labour programmes for the life of the Mine. 

 

The objectives of the SLP, as defined in the MPRDA Regulations (R 527), Regulation 41 are to: 

a) Promote employment and advance the social and economic welfare of all South Africans. 

b) Contribute to the transformation of the mining industry. 

c) Ensure that holders of the mining rights contribute towards the socio-economic development of the 

areas in which they operate. 

 

Progress in meeting the commitments set out in the programmes outlined in the SLP with regards to Human 

Resource Development (HRD), Local Economic Development (LED), Procurement, Housing and Living 

Conditions and the Management of Downscaling and Retrenchment will be reported annually to the North-

West Regional Department of Mineral Resources (DMR). 

 

The Styldrift SLP was first submitted in 2019 for the implementation period 2020-2024. The DMRE conducted 

a site inspection and requested Impala-Bafokeng Platinum to resubmit their SLPs for all their operations with 

the inclusion of the following additional details: 

a) Additional information pertaining to Local Economic Development projects. 

b) Re-categorising of projects per beneficiary community. 

c) An indication of the exit or handover strategy planned for various projects. 

 

In response to the recommendations from the DMRE, this document fulfils the resubmission request in line 

with Regulation 42(1)(b). 

 

1.3 Company  

The Royal Bafokeng Nation (RBN) was the major shareholder in Impala-Bafokeng Platinum (IB) from 2010 

until November 2021, when RBN entered into an agreement and sold 34.52% of its shareholding to Northam 

Platinum Holdings (NTM). Impala-Bafokeng has also been the subject of a further corporate transaction when 

Impala Platinum Holdings (IMP), pursuant to their mandatory offer to acquire all of Impala-Bafokeng’s shares 

first acquired 56.02% and in 2023 successfully acquired a 98.35% shareholding. Impala-Bafokeng, previously 

known as Impala-Bafokeng was delisted from the Johannesburg Stock Exchange (JSE) and is now a 

subsidiary of Impala Platinum Holdings (IMP). The major shareholder of Impala-Bafokeng is now IMP 

(98.35%), with 1.65% still owned by Royal Bafokeng Holdings (RBH), refer to Figure 1. 
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Development Act (inclusive of skills development carried out as part of our community development 

initiatives) amounts to 5% of the total Impala-Bafokeng payroll. To enhance the skills development 

interventions, Impala-Bafokeng has developed a Talent Management Strategy which incorporates the 

succession planning process to ensure that there is an availability of skills required to sustain the company. 

Impala-Bafokeng’s transformation strategy targets are designed to meet and exceed the Mining Charter III 

equity targets, which is particularly challenging regarding women in mining.  

 

The steps taken by Impala-Bafokeng to ensure accelerated achievement of the target includes a 

Transformation Strategy that empowers historically disadvantaged groups. To further highlight our 

commitment, one action that we have taken is to set a target of 60% women participation in all training 

interventions. The main objective is to increase participation of women in training interventions as part of the 

accelerated progression to senior management and leadership positions. The intake is categorised per race 

and gender to align with the Mining Charter III technical reporting guidelines templates. Styldrift training centre 

is ISO 9001 certified and accredited as training providers by the National Mining Qualifications Authority 

(MQA), which ensures that anyone completing a training course in the centre receives a nationally recognised 

certification. The centre retained its scope of training following a recertification audit conducted by the MQA. 

 

The training courses that are provided are the following: 

a) Legal and mandatory training for our full-time employees and contractors. 

b) SLP training and development for employees, contractors, and community members, which 

includes Adult Education and Training (AET) and portable skills training; and 

c) Leadership and Management Development Programmes, including leadership training for 

community leaders. 

 

Human Resource Development constitutes an integral part of competitiveness, transformation, and 

sustainable growth. Since the mining industry is knowledge based, the aim of the Mining Charter, 2018, is to 

a) Produce a skilled, trained, and diverse workforce to meet the demands of a modern industry. 

b) Develop skills that enhance productivity of the workforce and improve the employment prospects 

of Historically Disadvantaged Persons; and 

c) De elop entrepreneurial s ills that impro e people’s li elihoods and create minin -led local and 

regional economic diversification. 

 

The HRD Strategy takes cognisance of the skills demand and supply of the mining industry in Rustenburg 

with specific reference to scarce and critical skills. Development of HDSA leadership is a key strategic focus 

area including creating an ongoing pipeline of HDSA leadership.  HRD is managed across all levels of 

emplo ment and is also considered as a critical component for achie in  the mine’s Emplo ment E uit  

tar ets. Conse uentl , the mine’s HRD plans are continuousl  ali ned with the  or place S ills  lans (WSP) 

and integrated into the long-term business plan to co er the or anisation’s short term, medium-term and 

long-term human capital development requirements. 
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A rural labour sending area is a municipality outside the mine community from which the mine sources its 

labour. It is almost always located in what is traditionally regarded as a rural area such as some of the areas 

in the Eastern Cape. Not all the people residing in RBN territory hail from the Bafokeng tribe.  

 

Figure 7: Labour Sending Sreas in RBN territory 

 

1.7.2 Mine Labour 
 

In the context of this Social and Labour Plan, mine labour is defined as those employees who are employed 

directly by Styldrift and those who work for independent contractors. 

 

Labour falls into one of three categories: 

a) Local employees are those who originate from the mine community. 

b) Migrant workers refer to workers who originate from the rural areas, who live in hostels or other mine-

provided accommodation and who have no formal local dependents. Three types of migrant labour 

are referred to in this Social Labour Plan: 

i)  ro incial mi rant wor ers are those who come from areas within the mine’s host 

province but outside the mine community. 

ii) South African migrant workers are those that come from neighbouring Southern 

African Development Community (SADC) states. It is the workers that are referred 

to as migrant workers in the Mineral and Petroleum Resources Development Act. 

c) Transitional workers are those who bridge the definition of local and migrant workers by falling into 

both categories. Generally, they are migrant workers with long service histories on the mine, who have 
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1.11 Learners ips  

1.11.1 Overview 
 

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

well as theoretical studies, thereby integrating both workplace and institutional learning. Learnerships enable 

learners to work towards a qualification whilst being employed. 

 

Styldrift will continue to provide learnerships to employees and selected people from the surrounding 

communities, as well as to students enrolled at various tertiary educational institutions. The purpose of these 

learnerships will be to equip employees with skills to assist them in undertaking their responsibilities more 

efficiently, affording their progression into other positions at Styldrift, where a need exists.  

 

The operation provides mainly Mining and Engineering Learnerships for its employees. Engineering learners 

and technicians are sent to the Engineering Skills Training Centre (ESTC) in Randfontein for their training. 

Mining learnerships are conducted on-site. 

 

Styldrift will ensure that its learnership strategy is in line with company standards and Mining Charter 

commitments as set out below:  

a) Commitment of 80% HDSAs to be selected for these programmes. 

b) 25% of these HDSA learnerships will be reserved for women. 

c) The remaining 20% will be allocated to non-HDSAs; and 

d) Upon engagement as a learner, each learner will be required to enter the mentorship agreement and 

will be monitored half-yearly to ensure the effectiveness of the relationship. These will be the action 

steps taken to ensure the mine achieve its targets. 

 

1.11.2 Learnerships (Internal Mining) 
 

A learnership is a structured learning programme that is registered with the Department of Labour where a 

learner obtains practical work experience of a specified nature and duration which leads to a qualification 

registered on the NQF that can be related to an occupation. Internal refers to learners that are employees of 

Styldrift (S18.1). Also, included in this category are all internal learners that embark on a registered 

apprenticeship as defined in the Skill Development legislation. 
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the staffing requirements for the future. The candidates that are on development programmes will be on 

mentorship programmes.  

 

The following action steps will enable the operation to achieve the above targets: 

a) Mentors will be selected carefully and developed to ensure effective continuation of mentorship 

relations. 

b) Employees that are not participating in the mentorship programmes will be developed via standard 

development mechanisms, including relevant coaching by supervisors and Company coaching. 

c) Registered mentees and mentors participating in the mentorship programme will be given mentorship 

training. 

d) Needs identified because of the mentorship relationship will be reported to the direct supervisor via 

the mentee and included in the Individual Development Charter (IDC). 

e) A mentorship a reement will be formalised and will specif  each Compan  or part ’s expectations 

and commitments; and 

f) The mentorship systems will be reviewed regularly to ensure the effectiveness and efficiency of the 

mentoring system. 

 

1.15 Bursaries, Interns ips and Graduate Pro ramme  

The mine’s internal and external bursar  schemes ha e as their main aim to pro ide both emplo ees and 

external people with the opportunity to further their education thereby enabling them to be either eligible for 

further development in line with their career progression route or allow them to join the graduate scheme. 

 

1.15.1 Internal Bursaries (Study Assistance) 
 

Internal bursaries are available to all employees, where individuals commit themselves to career development 

and the Company supports the initiatives. It is important to mention that the educational assistance scheme 

is done on an own-time basis and is normally through correspondence learning. The process will be 

implemented in line with the Company Educational Assistance Policy. 
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2.  Local Economic Development Regulation 46(c) 
 

2.1 Introduction  

This section focuses on strategic programmes that will cover the local and regional priorities of economic 

de elopment, po ert  alle iation, communit  upliftment and the impro ement of the people’s li es and lon - 

term sustainability beyond the life of the mine. 

 

The Local Economic Development Programme (LEDP) seeks to promote Impala-Bafokeng’s on-going 

alignment and involvement in the LED initiatives and the Integrated Development Plans (IDPs) of the 

Bojanala Platinum District Municipality (BPDM) and the host local municipality, the Rustenburg Local 

Municipality (RLM) and the Moses Kotane Local Municipality (MKLM). The following sections form the basis 

of Impala-Bafokeng LEDP: 

a) Transformation Strategy 

b) Municipal Integrated Development Plans Review 

c) Background Regional Socio-Economic analysis 

d) LED Projects Plan 

e) Housing and Living Conditions Plan 

f) Procurement Plan 

 

2.2 Trans ormation A enda  

The Transformation Strategy within Impala-Bafokeng is based on the following principles: 

• Aim to drive Transformation, Enterprise, Supplier Development and Corporate Social Investment 

(CSI) in a way that supports the efficient and sustainable running of the business. 

• Aspire to be a leading organisation around Transformation over the medium to long term. 

• Aim to drive workforce capability development (particularly around Transformation). 

• Aim towards improving the Impala-Bafokeng public reputation for demonstration of local commitment 

together with improving business sustainability. 

• Aim to build a strong relationship with the government through compliance with the Department of 

Trade and Industry (DTI) and DMRE codes. 

• Aim to drive Transformation initiatives that seek to unlock potential business value (within the current 

constrained business environment). 
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2.3 Geo rap ic Overvie  

The North-West province is a predominantly SeTswana-speaking area and the third smallest province in 

South Africa. Its rich platinum reserves, however, makes it an economic and political focal point. The North-

West pro ince has population of 4.11 million which represents 6.9% of South Africa’s total population (2019). 

The province is the 6th largest of the nine provinces in SA and it covers 104 822km2. In 2019 North-West 

contributed 6.5% to the national Gross Domestic Product (GDP). Mining is a major economic diver in North-

West, in 2019 it represented 30.5% of North-West’s GD . 

 

 

 

Figure 9: North-West Province Overview 

(Source: IHS Global Insight’s Regional eXplorer 2016 estimates) 

 

 

The Bojanala Platinum District Municipality (BPDM) is the one of the most populous districts in the North-

West province with most of its population being between 18-64 years old and predominantly male. BPDM is 

one of the district municipalities in North-West and it covers an area of 18 333km2. (BPDM) is the most 

populous district in the North-West with a total population of 1.85 million, in 2019. Between 2008 and 2018 

the population grew at an average of 2.6% per year, which is higher than average growth percentage of the 

North-West Province (~2% per year). 
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Figure 10: Bojanala Platinum District Municipality Overview 

 

Royal Bafokeng Nation (RBN) is one of the areas within BPDM and covers an area of 1 200 km2. Beneath 

the RBN land lies part of the world’s lar est platinum reser es. RBN is a traditionall   o erned communit  of 

people living in 29 villages. RBN had a total population of 150 000 in 2020. It represents 3.6% of the total 

population of BPDM. Majority of the population is of working age, aged between 18-64 years. 96% of 

Bafokeng residents use Setswana as their home language. Other languages represented in the region 

include IsiXhosa, Sesotho and Xitsonga. 

 

 

Figure 11: Royal Bafokeng Nation overview 

(Source: IHS Global Insight: Regional eXplorer 1070 (2.5y) 2016 figures) 
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Mafenya, Chaneng, Robega and Rasimone villages, known as Macharora are the doorstep communities to 

Impala- Bafokeng Platinum Mine. Robega village is on state-owned land “administered b  both R   and 

RBA jointl ’’ and the other three  illa es are on RBN land. Howe er, all the  illa es are currentl  administered 

by the RBN. Rasimone is approximately 4.2km away from Bafokeng Rasimone Platinum Mine. 

 

There are three (3) ward councillors (Ward 01 & Ward02) & RLM – 03 - namely for Rustenburg and a second 

councillor that represents the Royal Bafokeng Nation (RBA-01). There are (3) three Kgosana in Macharora 

and each Kgosana represents one of the doorstep communities.  

 

The communities have a significant school drop-out rate, where most of their population do not have their 

matric qualification, contributing to the high unemployment rate within the communities. There are four 

primary schools and one high school in Macharora. There is one clinic that caters to all the communities, 

which is based in Chaneng village, however, there is a mobile clinic that serves Mafenya /Rasimone residents 

on an almost daily basis. 

 

2.4 Re ional and Local Development Priorities  

2.4.1    Regional Development Priorities 
 

RBN communities are not onl  ser ed b  the Nation’s de elopment framewor s and in estments; it also falls 

under the municipal, district and provincial development strategies. It is, however, common for other regional 

entities to deprioritise Bafokeng areas due to the Nation’s existin  wealth and endowments. The RBN area 

falls within a local municipality, which falls within a district municipality, which falls into a province. The goals 

outlined in  lan ‘35 ali ns to other de elopment plans and needs assessments that apply to the region. 
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2.5.1.5 Water 
 

Residents of the RLM are doing relatively better than those of the greater Bojanala District area when it 

comes to piped water services. According to the RLM IDP (2022-2027), 52.66%% of households in the RLM 

have access to piped water inside the yard whilst 31.14 % of households have access to water inside their 

dwellings. Only 0.69% of households had no access to piped water services.  

 

2.5.1.6 Sanitation and Refuse Removal 
 

The number of households without access to a flush toilet has increased by a rate of 0.65% annually from 

2009 to 2019 due to the increase in the total number of households within the RLM. This is caused by the 

high in-migration into the region which is putting strain on household infrastructure and can result in the 

number of households not living in a formal dwelling to increase. Overall, the RLM is still performing better 

than the other regions within the Bojanala District with a share of 60.15% of the flush toilets within the district 

(Error! Reference source not found.). 

 

 

Figure 16: Prevalence of Lavatory Type in the RLM 

 
72.44% of the RLM households have their refuse removed weekly by the RLM. There was an improvement 

in the removal of refuse from 2009 to 2019 in the number of households with no formal refuse removal which 

has reduced this number by an annual rate of 0.96%. (Error! Reference source not found.).  

0.31%

61.92%

12.02%

23.46%

Bucket system Flush toilet Ventilation improved pit (VIP) Pit toilet

RLM

Third Generation Social and Labour Plan (SLP 3) – Styldrift



Third Generation Social and Labour Plan (SLP 3) – Styldrift



47 | P a g e  
 

2.5.1.8 Total Employment 
 

Total employment consists of two parts: employment in the formal sector, and employment in the informal 

sector. By utilising employment data, an estimation of unemployment can be made. In addition, trends in 

employment within different sectors and industries normally indicate significant structural changes in the 

economy. 

 

In 2020, RLM employed 216 000 people which is 51.37% of the total employment in Bojanala Platinum District 

Municipality (421 000), 24.47% of total employment in North-West Province (884 000), and 1.38% of the total 

employment of 15.7 million in South Africa. Employment within RLM increased annually at an average rate 

of 1.23% from 2010 to 2020.  

 

The number of formally employed people in RLM Local Municipality was186 000 in 2020, which is about 

86.02% of total employment, while the number of people employed in the informal sector was 30 200 or 

13.98% of the total employment. Informal employment in RLM increased from 18 400 in 2010 to an estimated 

30 200 in 2020. 

 

2.5.1.9 Economic Overview  
 

With a Gross Domestic Product (GDP) of R 72.9 billion in 2020 (up from R 37.4 billion in 2010), the RLM 

contributed 47.04% to the Bojanala Platinum District Municipality GDP of R 155 billion in 2020 increasing in 

the share of the Bojanala Platinum from 43.74% in 2010. The RLM contributes 24.65% to the GDP of North-

West Province and 1.47% the GDP of South Africa which had a total GDP of R 4.97 trillion in 2020 (as 

measured in nominal or current prices). It’s contribution to the national econom  sta ed similar in importance 

from 2010 when it contributed 1.36% to South Africa, but it is lower than the peak of 1.51% in 2013. 

 

In 2020, the RLM achieved an annual growth rate of -10.39% which is a significant lower GDP growth than 

the North-West Province's -8.05%, but is lower than that of South Africa, where the 2020 GDP growth rate 

was -6.96%. Similar to the short-term growth rate of 2020, the longer-term average growth rate for 

Rustenburg (-0.73%) is also significantly lower than that of South Africa (0.64%). The economic growth in 

Rustenburg peaked in 2015 at 14.10%. 

 

The GDP for the regions within the Bojanala Platinum District Municipality, 2010 to 2020 share and growth 

are presented in Figure 19 below. The average annual growth represents negative growth. 
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2.6 T e Procurement Pro ression Plan and its Implementation  or 
HDSA Companies   Re ulation 46 (c) (vi) 

 

Styldrift recognises the need to redress the imbalances of the past and regards Black Economic 

Empowerment (BEE) to be one of the supporting pillars of the Transformation Process in South Africa. 

Styldrift also recognises that BEE is vital towards meeting the expectations of the South African Mining 

Charter. The Mine acknowledges that procurement provides an ideal platform to launch a definitive drive 

towards economic empowerment of HDSAs. The Mine intends to take advantage of this initiative. 

 

3.6.1  Approach 
 

A Suppl  Chain and HDSA procurement polic  has been de eloped that clearl  states St ldrift’s commitment 

to BEE. In line with of the  inin  Charter, St ldrift’s polic  and procurement spend specificall  focuses on 

procurement from HDSA vendors and promotes new opportunities for meaningful participation by HDSA 

companies. The policy has made provision for the following methodology: 

• Styldrift will implement measures to promote, affirm, prefer, and advance procurement to persons 

who have been subjected to unfair discrimination in the past.  The Mine acknowledges the need to 

meaningfully expand opportunities for HDSAs to enter the mine industry and to benefit from the 

exploitation of the countr ’s resources. 

• Procurement will be used by Styldrift as one of the primary mechanisms to shape LED in the 

communities affected by its operation. Where preferred procurement is not possible due to a lack of 

capacity in local communities, local people will be provided with opportunities for empowerment as 

service providers to Styldrift. 

• St ldrift’s  ision is to identif , de elop and promote the creation and sustainabilit  of businesses 

operated by HDSAs through the mechanism of procurement. The objective is to foster 

entrepreneurship in communities adjacent to its mining operations and by increasing the level of 

participation by HDSA suppliers in the mainstream of the resource industry, as well as other related 

industries. 

• All suppliers will be required to disclose information regarding their ownership and internal BEE 

programmes. 

• Styldrift will put measures in place to monitor and verify the status of various suppliers and to ensure 

that such information is reliable. 

• Preference will be given to products supplied and services rendered by HDSA suppliers from local 

communities within Rustenburg Local Municipality (RLM). 

• The Mine will encourage suppliers to form partnerships or Joint Ventures with HDSA supplier 

companies where there is no HDSA vendor tendering to supply the required goods or services. 
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• Tender requirements will be comprehensively communicated to HDSA vendors; and 

• Aspiring HDSA vendors will be assisted and mentored in the formulation of appropriate business 

plans. 

 

3.6.2  Light House Industry Centre - Enterprise and Supplier Development 

(ESD) Centre   
 

The Enterprise & Supplier De elopment pro ramme was created to capacitate the host communit  

companies to become sustainable business enterprises that can do business with Impala-Bafo en  and other 

minin  houses. In supportin  the small enterprises, an Enterprise and Supplier De elopment Centre (“the 

hub”) was established. The Centre is a ailable on  eekdays  rom 07 00 to 16 00 for all communit  

members, with the followin  offerin s and facilities: 

• Coaches for wal -in ad hoc consultations on business-related  ueries.  

• The boardroom is a ailable on a first-come-first-ser iced boo in  basis in the e ent that business 

owners re uire a meetin  space.  

• A computer centre with fi e computers is a ailable alon  with access to printin .  

 

3.6.2.1 Light Industry  
 

The purpose of the li ht industr  hub is for suppliers to optimise usa e of the Hub throu h sustainable 

economic initiati es with the potential to create jobs, which respond to re ulator  re uirements for a 

sustainabilit  plan. 

 

Impala-Bafo en  has for now de eloped a business case for usin  the li ht industr  for  arehousin .  The 

proposed tar ets are companies from all ImpalaBafo en  Villa es which ha e been awarded contracts b  

Impala-Bafo en . This opportunit  is intended to impro e efficienc  and customer ser ice. 
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• Ensuring that tender requirements are comprehensively communicated to vendors. 

• Assisting HDSAs in training programmes which focus on meeting both the tender and South African 

Bureau of Standards (SABS) requirements, as well as generating an understanding of basic financial 

c;ontrol systems 

• A selection chec list will be de eloped to discoura e subjecti it  and” frontin ” re ardin  supplier 

selections; and 

• Ascertaining the BEE/HDSA levels of the vendors supplying capital goods, consumables, and 

services to the Core contractors of Styldrift. 

3.6.7  Enterprise and Supplier Development 
 

The development of entrepreneurs is one of the most effective ways of stimulating economic growth, 

transformation, and the creation of jobs in our communities. Impala-Bafokeng recognise that a growing small, 

medium, and micro-sized enterprise (SMME) sector is vital for broadening economic participation and 

deli erin  on our countr ’s economic de elopment objecti es.  

Impala-Bafokeng Enterprise and Supplier Development function was established to ensure focused and 

integrated delivery of Impala-Bafokeng`s s programmes aimed at contributing to the development of the 

SMME segment.  

 

Our approach to enterprise and supplier development is to nurture, grow and sustain SMMEs by providing 

technical and business development support, through mentoring and coaching. 

Impala-Bafokeng is committed to Enterprise and Supplier development and below action plan on steps we 

going to follow to achieve our strategy. 
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2.8 In rastructure Development, Poverty Eradication and Wel are 
Creation Projects   Re ulation 46 (c) (iii) 

3.8.1  Approach 
 

LED is an approach towards economic development which allows and encourages local communities, 

government, and the private sector to work together to achieve sustainable economic growth and 

development, thereby promoting economic benefits and improving the quality of life for all residents in any 

local municipal area. Styldrift aims to assist local government and community structures to implement their 

own development priorities and realise new economic opportunities through the profitable operation of 

Styldrift within RLM.  

 

3.8.2  Action Plans and Projects 
 

Styldrift will continually assess the current/projected IDP and LED projects/initiatives in RLM. A 5-year LED 

project plan has been compiled. At the end of each 5-year period, the LED Plan will be reviewed, and new 

plans compiled. An action plan for the implementation of LED projects is provided. The Styldrift LED project 

plan will focus on implementing the following mechanisms: 

a) Implementing selected poverty eradication, infrastructure development and welfare creation projects 

that meet the criteria of the Company. 

b) Undertaking and supporting identified SMME creation initiatives in Macharora and affected 

communities, where these are feasible and appropriate. 

c) Addressing the priority needs of employee households (basic services, housing, road infrastructure) 

through: 

i) Implementing infrastructure development projects. 

ii) Increasing the access of employee households to development credit and assets; and 

iii) Empowering local black businesses. 

d) Partnering with local government and communities, by means of public-private-partnerships, in the 

identification of LED initiatives. 

e) Implementing a portable skills programme that could contribute to the empowerment of employee 

households and community members to achieving sustainable development. 

f) Reviewing LED activities on an annual basis and the formulation of 5-year plans. 
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2.9 Measures to Address Housin , Livin  Conditions and 
Nutrition 

3.9.1  Statement of Intent 

 
Styldrift made an undertaking to build Houses in the Boshoek area as it was deemed the appropriate 

location to establish a development of this nature. The following challenges were encountered: 

▪ Bulk Services were not available and could not be secured. 

▪ Further expansion beyond the 3000 initial units was not possible as it would encroach on tribal 

land, which was not for sale. 

▪ The Unions unhappiness with the targeted location, causing concern on the level of uptake by 

employees after development. 

As it became evident that the Boshoek Housing Development plan would not succeed, Styldrift 

increasingly relied on Living out Allowances and Homeowners Allowances to drive Home Ownership. 

Over time this has also proved problematic and Impala-Bafokeng Platinum had to review its approach 

to housing to be in line with the needs of its employees and the surrounding community. 

3.9.2  The IMPALA-BAFOKENG Approach to Housing 
 

The DMRE has in 2009 assessed the implementation of the 2004 Mining Charter and has established 

that “Further, the assessment found that most minin  companies ha e resorted to  i in  wor ers 

“li in  out allowances”. The unintended conse uence of the aforementioned is the proliferation of 

informal settlements. It is common knowledge that informal settlements in South Africa often provide 

a conduit or cesspool of crime, substance and alcohol abuse, and the spread of diseases.” 

 

Impala-Bafokeng and its Unions engaged on ways and means to avoid the abovementioned 

consequences and in 2011 entered a Wage Agreement with its Unions which states the following 

(Extract from Impala-Bafokeng 2011-2014 Wage Agreement- Clause (9): 

“H  SING S   TI NS FEASIBI ITY ST DY AND I   E ENTATI N” 

The Parties undertake to investigate a housing solution aimed at procuring housing for employees 

employed at the Operational Units. The Parties undertake to do the following to achieve this goal: 

• Within 1 (one) week of the Signature Date, the Parties will appoint five members each to an 

in esti ati e committee (“Committee”). 

• The Company will provide secretarial services to the Committee. 
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• The Committee shall be entitled to appoint such consultants or service providers with the 

appropriate expertise and as ma  reasonabl  be necessar , at the Compan ’s cost, to assist 

it with the formulation of a housing solution; and 

• The Committee must, unless otherwise agreed in writing between the Parties, submit its report 

on a housing solution with recommendations to the Board within 6 (six) months of the 

Signature Date.  The Board will in its sole discretion decide on whether to accept any of the 

recommendations of the Committee for implementation, 

The Parties agree that the proposed housing solution must include at least the following: 

• The Employees will forfeit the HOA and LOA from a date and in a manner proposed by the 

Committee and approved by the Board in accordance with clause 9.4, it being the intention of 

the Parties for the HOA and the LOA not to be paid directly to Employees any longer, but into 

a housing fund. 

• Employees will contribute between 8% (eight present) and 12% (twelve present) of their basic 

salary or total package structure per month with effect from a date determined by the 

Committee and approved by the Board in accordance with clause 9.4; and 

• If, necessary, agreement from those employees employed at the Operational Units who are 

not Employees, to participate in and contribute to the housing solution. 

Should an agreed housing solution not be found within a period of eighteen months from the Signature 

Date the Parties agree that the Committee shall be dissolved, and the HOA and LOA will continue to 

be paid to the Employees as agreed. 

3.9.3  Progress Report of the IMPALA-BAFOKENG HIC 
 

In 2018, 419 houses for lower levels to Supervisors (A – D1) were constructed on the identified land 

parcel i.e., Waterkloof Hills Extension. The Houses were sold to Impala-Bafokeng employees (BRPM, 

Styldrift Mine and Maseve Mine) from January 2019 and occupation commenced in 2019.The Target 

was 2677 houses, thus far only 1575 houses were built for BRPM, Styldrift and Maseve based on the 

demand from employees who have taken up the offer of home ownership.  

 

The decision to continue with the building will be informed by the demand from the employees. 

Strategy of Home Ownership Allowance and Living out Allowance will be continuing for employees 

who have not taken up homeownership offers. 

 

A total investment made is R1 197 742 773,00 (R 1.9 billion) since 2014 against the target of R 2.7 

billion.  In 2018 alone 419 houses were built at a total investment of R 285 900 824. 

Third Generation Social and Labour Plan (SLP 3) – Styldrift



68 | P a g e  
 

3.9.4  Supporting Green Infrastructure 
 

Impala-Bafokeng will over the next five years investigate the feasibility of establishing a solar farm 

alongside the project to provide electricity to Waterkloof Hills Estate and further to this will investigate 

the possibility of establishing a Water treatment Works that is capable of recycling at least 60% of the 

water that transports the effluent back to portable water standards for re-use by the community. 

 

Impala-Bafokeng’s ambition is to accommodate all its emplo ees in a safe, decent, and affordable 

accommodation over the next ten years. 

 

 

Figure 22: IMPALA-BAFOKENG Home Ownership Scheme 
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3.9.5  Measures to Improve Nutrition 
 

The pro ision of ade uate nutrition for mine emplo ees is an essential component of the  ine’s abilit  

to maintain a healthy, productive workforce. The Company has developed a high-quality nutrition plan 

for its existing operations. Created by a consulting dietician, it will be monitored on a regular basis. 

While the current food plan is meeting the nutritional requirements of the mineworkers, the Company 

will constantly strive for improvement in all facets of its operations. Consequently, it will formulate new 

plans to further enhance its current dietary programme and commits to continuous dietary 

improvement. 

 

A mid-shift sustenance will be provided to every underground employee daily at company cost. This 

is issued, under the supervision of Protection Services employees, to every employee as he/she 

proceeds underground. The nutritional value of the sustenance is 1 500 kJ. Styldrift has applied for 

and received exemption from meal intervals in all underground operations. Styldrift will continue to 

provide the mid-shift sustenance to underground employees and the same will apply at Styldrift Mine. 
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3.2 Strate y and Objectives  

Styldrift will develop strategies that will enable the Mine management to introduce appropriate 

measures to prevent job loss in the event of circumstances threatening guaranteed employment. The 

most direct and appropriate intervention is for Styldrift to intervene to help employees who could be 

retrenched in securing alternative employment. Styldrift will put several mechanisms in place to 

mitigate the impact of job losses in the event of downscaling or closure of the Mine. Certain processes 

will be followed when prevailing economic conditions cause the profit-to-revenue ratio of Styldrift to 

drop below 6% on average for a continuous period of 12 months. These processes will include: 

a) Consultations – the consultation process in terms of Section 52 (1) of the MPRDA. 

b) Implementing Section 189 of the Labour Relations Act. 

c) Notification to the Minerals and Mining Development Board – the notification process to the 

Board in terms of Section 52 (1) (a) of the Act MPRDA. 

d) Compl in  with the  inister’s directi e and confirmin  how correcti e measures will be ta en. 

e) Providing training for proxy earners. 

f) Re-skilling of workers for other jobs on the Mine, or for jobs outside the mining sector. 

 

3.3 Providin  Trainin   or Pro y Earners  

Styldrift will develop polices to ensure that a proxy income earner is equipped to replace the income 

generated by the ex-mineworker. In line with the community skills development programme covered 

under poverty eradication in Regulation 46 (c) (iii), Styldrift will introduce programmes for re-skilling 

wor ers and s ills trainin  for wor ers’ families at the  ine. This strate   is a pre-emptive measure 

against the loss of employment and is aimed at diversifying the source of household income before 

mine retrenchment takes place. Initiatives of this nature will continue to be developed in conjunction 

with labour representatives. 
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3.4 Re Skillin  o  Employees  or Internal and E ternal 
Employment  

4.4.1  Opportunities 
 

One of the objectives of multi-skilling workers is to increase the opportunity for alternative employment 

either in a different occupation on the Mine, or in a job outside the mining sector. In pursuit of this 

aim, Styldrift will provide alternative skills training to workers to enable them to be in a better position 

to seek work in a greater variety of positions or occupations. The focus of this training is on 

subsistence, life skills and entrepreneurial activities. In addition, Styldrift intends to: 

a) Apply for technical assistance and support from the National Productivity Institute (NPI) through 

access that is  i en to the Department of  abour’s Ad ice Centres and Social  lan Centres. 

b) Appl  to the  QA, which is the minin  sector’s education and trainin  authorit  for applicable 

grants in terms of the Skills Development Act, 97 of 1998 and its regulations. 

c) Identify and consider SMME initiatives that have the potential of creating future employment 

opportunities in the event of large-scale retrenchment. 

 

In the life skills education programme, Styldrift intends to address critical retrenchment and retirement 

planning issues such as: 

a) Collection of mine pensions. 

b) Access to state benefits for pensioners. 

c) Financial planning for retirement. 

d) Possibilities for supplementing pension income. 

• Possibilities for supplementing pension income. 

 

3.5 Mec anisms to Provide Alternative Solutions and 
Procedures  or Creatin  Job Security,   ere Job Losses 
Cannot be Avoided   Re ulation 46 d (iii) 

One of the requirements of the Operational Unit Partnership Forum (OUPF) is to have structures in 

place to facilitate the consultation processes so that management and recognised trade union 

representatives can meet monthly to discuss workplace issues. The intention is to provide a formal 

vehicle where all affected parties can consult and discuss challenges and possible solutions to 

Third Generation Social and Labour Plan (SLP 3) – Styldrift



73 | P a g e  
 

problems facing the workplace that may have the potential to lead to large scale retrenchment in the 

future. 

In line with the requirements of Regulations 46 (d) (iii), Styldrift will develop turnaround or 

redeployment strategies to attempt to provide alternative solutions for creating job security should job 

losses become unavoidable at Styldrift. 

3.5.1  Support for SMMEs 
 

There may be people affected by downscaling operations who are keen to start their own enterprises. 

In this context, Styldrift will consider the following options, which have been suggested by the 

Department of Labour: 

 

a) Facilitate links with a Local Business Service Centre and other appropriate support 

institutions. 

b) Provide business support services to workers while they are still at work and can explore their 

options. 

c) Give assistance and mentoring in feasibility studies and the development of business plans. 

d) Include business and technical training for self-employment. 

e) Provide time off so that workers can undergo such training before they leave their workplace. 

f) Identify opportunities for SMMEs to supply Styldrift with goods or services. 

g) Engage with banks and other lending institutions to explore and facilitate arrangements for 

workers who want to use all or part of their retrenchment packages as collateral security for 

business loans. 

3.5.2  Retrenchment of Redundancy Compensation 
 

There is a diverse range of circumstances in which retrenchment of workers eventually becomes the 

only appropriate solution to the economic viability of Styldrift Retrenchment of employees generally 

arises out of changing operational requirements and is only pursued after all other avenues of 

alternative employment have been investigated. Before any measures are taken, Styldrift will consult 

with all registered trade unions whose members may be affected by the retrenchments/redundancies. 

On retrenchment or redundancy, employees receive benefits from either the Retirement Fund to 

which they belong or the Provident Fund. For employees belonging to one of the Retirement Funds, 

the benefit is a cash lump-sum e ual to the emplo ee’s contributions to an elected portfolio. 

Employees who are members of the Provident Fund receive a cash lump sum equal to the 
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contributions the Company has made towards their retirement benefits, regardless of the number of 

years the employee has been a member of the fund. 

 

Styldrift will request statutory facilitation at the start of any consultation process with relevant 

stakeholders. Mine management would approach the Department of Labour for the utilisation of its 

resources and support services, such as counselling services, and placement services offered by its 

Labour Centres. The consultation process calls for effective communication between the prospective 

retrenches, who could be affected by the large-scale retrenchment, and mine management. An 

important aspect that would receive consideration is the impact that such retrenchments would have 

on those employees who remain at the workplace and are not retrenched. Styldrift plans to offer 

prospective retrenches at Styldrift: 

a) Skills assessments and written recognition of their prior learning, experience, and 

qualifications. 

b) Assessment of potential and actual career planning. 

c) Referrals to accredited training providers. 

d) Consideration for bursary initiatives. 

e) Step-by-step guidelines on starting an own business. 

f) Job-hunting tips. 

g) Assistance in identifying labour market opportunities, local economic development initiatives 

plus any other employment opportunities. 

3.5.3  Retirement Policy 
 

In its Conditions of Employment, Styldrift will make provision for pension plans for each of its 

employees. All employees of the Company are required to become members of a Retirement, 

Pension or Provident Fund as provided for in their individual Conditions of Employment. Membership 

is generally determined by both the Paterson Band into which the employee falls and, if applicable, 

the bargaining unit. The Pension Funds no longer admit new members. On retirement, all 

contributions by the member and the Company, plus profit and interest but less tax, are paid out to 

the member as soon as possible after retirement. On retiring at normal retirement age, the member 

receives a benefit equal to their contributions. A maximum of one third of the benefit at retirement 

may be taken in cash; the balance is then used to purchase a pension annuity from a registered 

insurance Compan  of the emplo ee’s choice. 
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3.5.4  Medical Repatriation Compensation 
 

Where medical repatriation is necessary because of occupational injury or debilitating disease, 

Styldrift will ensure that: 

a) Appropriate care is available through an agent in the labour-sending area to which the worker 

returns. 

b) Workers who need medical repatriation will undergo re-skilling programmes in disciplines 

appropriate to their disability; and 

c)  ensions will be  i en to the affected wor er in line with St ldrift’s pension policies about 

medical boarding. 

 

3.6 Mec anisms to Ameliorate t e Social and Economic Impact 
on Individuals, Re ions, and Economies   ere 
Retrenc ment or Closure o  T e Mine is Certain   Re ulation 
46 (d) (iv) 

3.6.1  Introduction 
 

This section considers the impacts of downsizing and closure on the mine community and the labour-

sending areas. Planning for closure and downsizing takes place throughout the life cycle of the Mine, 

from exploration through to post-closure rehabilitation. Styldrift intends to ensure that the livelihoods 

of its mineworkers, residents and families are sustained despite the downsizing or closure of the Mine. 

3.6.2  Strategy and Objectives 
 

At the end of the life of the Mine, Styldrift shall, subject to the provisions of the Environmental 

Management Plan Report (EMPR) and the Closure Certificate: 

a) Not demolish or remove immovable improvements on the Mining Area unless requested to do 

so, in writing, by Impala-Bafokeng. 

b) Remove all debris, whether resulting from mining operations or the demolishing of the buildings 

and structures, as well as any other objects which Impala-Bafokeng may require the Mine to 

remove. 

c) Restore the Mining Area in accordance with the EMPR. Styldrift closure plan considers the 

optimum use of mine land and infrastructure during the operational phase, as well as the 

closure phase of the mining life cycle. This plan will be a focus area of Styldrift LED strategy to 

diversify the economy and will consider the potential social benefits of utilizing the existing land 
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and infrastructure. Of importance is the consideration of alternative uses of the physical 

infrastructure in the event of mine closure, which will require an amendment to the existing 

EMPRs in consultation with the Department of Minerals and Energy. Note that the Styldrift 

Environmental Management Plan (EMP) has not been completed as this Social and Labour 

Plan forms part of the application of a new mining right with the EMPR process to commence 

thereafter. 

 

While the Social and Labour Plan is geared towards mitigating the impact of mine-closure on the mine 

community, specific planning is required regarding the concurrent and post-mining use of the physical 

assets of Styldrift for potential community development purposes. These physical assets include: 

a) Land holdings by the Mine. 

b) Physical infrastructure. 

c) Social infrastructure. 

d) Commercial and industrial infrastructure. 

e) Administrative infrastructure. 

 

All infrastructure and mine management programmes on Projects will be conceived and implemented 

within the context of the accepted standards of sustainable development. Styldrift will make every 

effort to ameliorate the social and economic impact on individuals, regions, and economies where 

retrenchment and closure is certain. These initiatives will focus on: 

a) Assessment and counselling services for affected individuals. 

b) Comprehensive self-employment training and re-employment programmes. 

c) Training and mentorship of community members. 

d) Closure planning. 

 

3.6.3  Assessment and Counselling Services 
 

The Company will consider providing counselling through professional counsellors. Requests for such 

counselling are to be directed to the Manager Human Resources. 
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Financial Provisions – Regulation 46(e)  

 

3.7 Styldri t   HRD Financial Provisions  

 

Section 23(1) (e) of the   RDA state that “The  inister must  rant a minin  ri ht if the applicant has 

provided financially and otherwise for the prescribed social and labour plan.” St ldrift will pro ide 

adequate finances for the implementation of its SLP programmes and projects. It will commit the 

amounts described in the Budget for funding its HRDP and the LEDP over a 5-year period. Funding 

for Downscaling and Retrenchment has been included in the operational cost of the Mine, which falls 

under the funding arrangements and policies of Styldrift. The following assumptions apply to the 

financial mechanism: 

• The financial year end is December, thus the SLP Cost Schedule has been structured from 1 

January (month beginning after financial year end) until 31 December for each year and will 

be initiated from 1 January 2020. 

▪ Any SLP money not spent during the financial year will be added to the ensuing 

 ear’s S   bud et, i.e., mone  not spent will be accumulated. 

• The SLP amount will be increased every financial year to reflect increases in inflation, as well 

as  rowth in the  ine’s size and economic sustainabilit . 

• Funds claimed back from the MQA in terms of the Skills Development Levy Claim Backs, will 

be added to the Styldrift SLP funding mechanism and used for the implementation of the 

HRDP. 

• Due to the capital investment nature of establishing LEDP projects and the costs involved in 

their initial sustainability period, Styldrift may elect to spend money budgeted for future annual 

periods within an earlier, or later, annual period, e.g., SLP funds allocated for the 2019 period 

may need to be spent in the 2018 period of the Mine. 

• Styldrift reserves the right to exercise full decision making and discretionary powers for SLP 

spending, or amendment, as contemplated in this SLP as per the financial viability of its 

activities; and 

• At the end of the 5-year forecast period (31 December 2024), a new SLP financial provision 

will be calculated. 

 

Note that funds indicated under “ ana ement of Downscalin  and Retrenchment” will onl  be spent 

by Styldrift in unforeseen scenarios. As the sustainability and life of the Mine prove long term and 

advantageous, this event is highly unlikely over the next 5 years. Therefore, although an estimated 

cost appears and is included in the annual SLP budget, it does not mean that these funds will be 
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