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OPERATING
PILLARS
AFFECTED

Safety,
health and
well-being

STAKEHOLDERS

ORGANISED
LABOUR

Better
lives

Costs

Quality

EMPLOYEES
Upliftment

Total
returns

EMPLOYEES

GOVERNMENT

ORGANISED
LABOUR

CUSTOMERS

COMMUNITIES

OUTCOMES
DESIRED

Membership

WHAT WE
DID IN 2020
SUCCESSES

Fast-tracked leadership
development through online
development conversations
Managing vulnerable employees,
the well-being of employees and
the return to work processes
Total percentage of female
employees increased to 13.3% (2019:
12.6%) with female board members
increasing from 18% to 25%
No industrial action recorded across
the Group in 2020
SA gold operations, SA PGM
operations and SA Integrated
Services, were given provisional
accreditation by the SABPP, with SA
PGM operations taking top honours
in the awards in recognition of true
transformation in HR strategy
and services. The SA gold
operations were also nominated in
this category

CHALLENGES

Adjusting to living and
working with COVID-19 and the
impact of the lockdown and
pandemic on the employee morale
GOOD
GOOD
ZERO
HEALTH
HEALTH
QUALITY
QUALITY
GOOD
NOHEALTH
NONO
GENDER
GENDER
QUALITY
ZERO
ZERO
ZERO
and availability
of labour
AND
AND
WELL-BEING
HUNGER
WELL-BEING
EDUCATION
EDUCATION
ANDPOVERTY
WELL-BEING
EQUALITY
EQUALITY
EDUCATION
HUNGER
HUNGER
HUNGER
POVERTY
POVERTY
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Better
lives

CARES

ENVIRONMENT

about our...

Upliftment

Safety,
health and
wellness

Socioeconomic
stability

Benchmarks

Socioeconomic
stability

COMPANY

SHAREHOLDERS
Clean
water/
air/
land

Assured
product

SUPPLIERS

Costs

Economic
value

Fair
market
access

Membership

Volume

GOVERNMENT

Economic
value

Quality
Volume

Status

Page reference

In progress

Refer to page 191

50% representation of historically disadvantaged
persons at Board and Group Exco level by 2023

In progress

Refer to page 193

60% representation of historically disadvantaged
persons at senior and middle management level
by 2023

In progress

Refer to page 193

20% of historically disadvantaged people who
are female at Board and Executive level by 2023

In progress

Refer to page 191

23% of historically disadvantaged people who
are female at middle management level by 2023

In progress

Refer to page 191

30% of historically disadvantaged people who
are female at junior management level by 2023

In progress

Refer to page 191

Representation of employees with disabilities to
be 1.5% by 2023

In progress

Refer to page 193

Human resource development expenditure
increased to 5% of the total payroll expenditure
by 2023

In progress

Refer to page 197

Evaluate implementation of Learning
Management System

In progress

Refer to page 195

Complete succession plan down to
superintendent level

Completed

Refer to page 196

Create a Women-in-Mining chapter that include
research opportunities in benefits to support
diversity efforts

In progress
Added infertility benefits
to health plans

Refer to page 192

Group
30% of the Group’s entire workforce to be
women by 2025
SA operations

US operations

SDGs reflected in this section:
CLEAN
CLEAN
GENDER
WATER
GOOD
WATER
GOOD
GOOD
HEALTH
HEALTH
HEALTH
CLEAN
QUALITY
QUALITY
WATER
QUALITY
AFFORDABLE
AFFORDABLE
AND
AND
AND
AND
SANITATION
EQUALITY
SANITATION
AND
AND
WELL-BEING
AND
WELL-BEING
WELL-BEING CLEAN
AND
EDUCATION
SANITATION
EDUCATION
EDUCATION
CLEAN
ENERGY
ENERGY

GENDER
GENDER
GENDER
DECENT
DECENT
AFFORDABLE
WORK
WORK
AND
AND
AND
EQUALITY
EQUALITY
EQUALITY
ECONOMIC
ECONOMIC
CLEAN
GROWTH
ENERGY
GROWTH

CLEAN
CLEAN
CLEAN
WATER
WATER
WATER
INDUSTRY,
INDUSTRY,
DECENT
INNOVATION
INNOVATION
WORK
AND
AND
AND
SANITATION
AND
SANITATION
SANITATION
ANDAND
INFRASTRUCTURE
ECONOMIC
INFRASTRUCTURE
GROWTH

REDUCED
REDUCED
INDUSTRY,
AFFORDABLE
AFFORDABLE
AFFORDABLE
INNOVATION
AND
AND
AND SUSTAINABLE
SUSTAINABLE
REDUCED
DECENT
DECENT
CITIES
DECENT
CITIES
WORK
WORK
WORK
AND
AND
AND RESPONSIBLE
RESPONSIBLE
SUSTAINABLE
INDUSTRY,
INDUSTRY,
INDUSTRY,
INNOVATION
CITIES
INNOVATION
INNOVAT
COMMUNITIES
INEQUALITIES
INEQUALITIES
AND INFRASTRUCTURE
CLEAN
CLEAN
CLEAN
ENERGY
ENERGY
ENERGY ANDAND
INEQUALITIES
COMMUNITIES
ECONOMIC
ECONOMIC
ECONOMIC
GROWTH
GROWTH
GROWTH CONSUMPTION
CONSUMPTION
ANDAND
COMMUNITIES
AND
INFRASTRUCTURE
AND
INFRASTRUCTURE
INFRASTRUCTU
ANDAND
PRODUCTION
PRODUCTION

SETTING THE SCENE WHAT DRIVES US ACCOUNTABILITY DELIVERING ON OUR STRATEGY AND OUTLOOK ANCILLARY INFORMATION

APPROACH
Sibanye-Stillwater is a labour-intensive
business, employing and contracting more
than 84,000 people at its SA and US
operations in a wide variety of trades and
professions. Employees, therefore, play
an integral part in the achievement of our
operational targets and, ultimately, in the
delivery of our strategy to create superior
value for all stakeholders. It is only when
our workforce is motivated and productive
that our strategy can be most effectively
accomplished.
It is our objective to equip and empower
our employees with the right skills and
resources so that they are able to perform
at their peak. Culture and values has been
identified as one of our material focus
areas and we strive to instil a values-based
workforce that is committed, accountable
and respectful – all key values in our CARES
value proposition. For more information,
refer to Our material issues section.
Diversity, in all its forms, is considered a
great source of strength and is materially
important for the Group and vital to
driving and achieving superior value
creation for all stakeholders. It is also a
key agenda of the Organisational growth
strategy to promote greater diversity and
inclusivity across the Group.
We aim to recruit and retain a highly
qualified, skilled and diverse workforce.
We pay competitive salaries that, in
addition to a basic wage, include
significant variable incentives and other
benefits, which enable our employees to
provide for their families and indirectly, the
broader community (see Remuneration
report and Social upliftment and
community development). SibanyeStillwater provides employment and
rewarding career growth opportunities
as well as opportunities for personal
development (refer to page 196 on Talent
management and career growth). In an
effort to retain our employees we provide
opportunities for a rewarding career as
well as learning and skills development.

mining supports 10 direct dependants and
for every job in mining at least two more
jobs are created up and downstream 1.

sets out which future-ready leadership
characteristics are required to move the
organisation forward.

This suggests that Sibanye-Stillwater’s
business in South Africa benefits well over
one million people.

Growth will not occur spontaneously or be
sustained without formal interventions and
re-enforcement. It is for this reason that the
Organisational Growth department was
established. This department adopted a
purpose that by 2025, the Organisational
Growth team will co-create an integrally
informed, values-based global leader in
mining that delivers sustainable value
through engaged stakeholders.

Minerals Council South Africa: Putting SA
back on the global mining map –
06 September 2019

1

ORGANISATIONAL GROWTH
Sibanye-Stillwater has undergone
significant growth and geographical
diversification over the last few years.
The 2017 HR strategy, ‘People@SibanyeStillwater’ was re-envisioned and the
Organisational Growth department was
established in 2019 operating on the
philosophy of “integral, inclusivity and
interconnectedness”.
Proactive leadership is required to guide
the Group through this growth period
and anticipate, prevent and prepare for
any negative impacts on the operations
and our employees. This creates the need
for future-ready leadership, an agile and
responsive leadership style that provides
and translates a clear and transformational
vision, while taking all strategic, operational
and interpersonal elements into account.
Leadership has to be role-models of the
desired values-based decision-making
culture and have future-ready leadership
characteristics. This requires deep
introspection and growth in all leaders and
their respective teams. The pictorial below

Strategic human resources were repositioned
with an emphasis on future ready leadership
and values-based decision making, while
incorporating employee wellness and
employee learning and development. The
capacity in this area was built to focus on
the optimisation of individual, group and
organisational behaviour in the context of
the society in which we operate. Leadership
development will continue to drive the
leadership agenda in 2021.
Talent, performance and leadership
development have been clustered under the
function of the Organisational Development
department – a deliberate shift to an
integral synthesis of concepts resulting in a
pro-active leadership management pipeline,
the ability to use psychometric assessments
to determine return on investment of
individuals and collective growth and
the ability to build the employee value
proposition of the Group.

Future ready dialogue: Defining future leader characteristics

To support the Group’s social performance
objectives of the ESG strategy, our
approach is to prioritise local recruitment
so that these employees can not only
provide for their families but also facilitate
economic upliftment of the broader
community. It is estimated that in South
Africa specifically, each person employed in
Sibanye-Stillwater Integrated Report 2020 183
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EMPLOYEE VALUE PROPOSITION
• Purpose and ethics

• SOHO

• Transparency

• Humanistic

• Investments in

workplace

people

• Visionary, inclusive
leadership

Trust and leadership
credibility

Growth
opportunities
through focused
career pathing

Enabling and
engaging work
environment

• Coaching and

and dynamics

mentoring

• Programmes from
• Systematic
enablement

• Fair

• Clear goalsetting

• Team mechanics

all directions

• Culture of inclusivity

Integral talent,
leadership and
performance
management

Shared vision and
purpose and CARES
values

• Development of
Supportive
management

• Autonomy

• Employee assistance
Integral
well-being

Strategy in
Action and virtual
engagement across
boundaries

• Levels of work
Meaningful work

INTEGRAL COMMUNITIES

Employees working at the SA PGM Precious metals refinery
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development

• People culture fit

vaccination

well-being

• Leadership

• People job fit

• COVID-19

• Nine areas of

managers

• Question of
existence
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Accountability, governance and assurance
GOVERNANCE

ACCOUNTABILITY
Board

• Remuneration Committee
• Audit Committee
• Social, Ethics and Sustainability
Committee

• The Health and Safety Committee
of the Board

• Nominating and Governance Committee
Executive Committee

• Executive Vice President –
Organisational Growth

• The ESG committee of the Group
Executive Committee

RELEVANT LEGISLATION AND
REGULATIONS

• UN Global Compact Principles
• International Labor Organization (ILO)
Conventions on Labor Standards
South Africa

• Revised Broad-Based Black Socio-Economic
Empowerment Charter for the South African
Mining and Minerals Industry (Mining
Charter III), 2018

• The Labour Relations Act
• Employment Equity Act
United States

• Montana Human Rights Bureau

• Transformation Committee

• Fair Labor Standards Act

Operational

• National Labor Relations Act

• Human Resouces (HR) Transactional

• Civil Rights Act

Service Centres are de-centralised

• Equal Pay Act

• Operational heads are supported by

• Age Discrimination in Employment Act

the Senior Vice Presidents (SVP) for
human resources and organisational
development at the operations

ASSURANCE
Sibanye-Stillwater’s human resources
performance is monitored and audited
by several external agencies such as the
Department of Employment and Labour
(and in the US by the Department of Labor
and Industry) and the Department of
Mineral Resources and Energy. The South
African Commission on Gender Equality as
well as the Human Rights Commission also
externally review certain practices.
South African Board of People Practices
audited our Human Resources practices
during 2020.
Employment equity key performance
indicators are externally assured by PwC
(page 307).
South African business policy and
procedures audits were conducted forming
the baseline for the business human
resources service delivery framework.
The project will continue to review
processes in the employee life cycle.

• Vice President (VP) for transformation
supports and drives transformation

• Employment Equity committees at each
mining right area with a centralised
employment equity oversight committee

• Gender-related matters are progressed
through the various women in mining
committee structures within the business.
All operations have set up gender working
groups to address gender equality

• Under the tree sessions to engage with
the employees

Key supporting policies and policy statements
CARES values, Human Rights policy statement, Management of Diversity policy statement, Child labour policy statement,
Code of Ethics, Leave policy that includes the maternity aspects, Sexual harassment policy statement, Overtime policy and Remote
working policy
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CULTURE GROWTH PROGRAMME
Sibanye-Stillwater has experienced
significant growth and change over the
last few years on the back of several valueaccretive acquisitions. The consolidation
resulted in the combination of various
cultures and behaviour characteristics of
the acquired companies.
To address this and to build a united
organisational culture across the Group,
Sibanye-Stillwater launched the Culture
growth programme in November 2019.
The objective of this programme is to
transform the culture of the organisation
to be more inclusive and one on our
CARES values. It also seeks to create a
values-based decision-making culture
and facilitate future ready leadership
competencies. For more information as it
relates to safe production in an enabling
environment, empowering our people and
implementing and maintaining systems,
refer to Continuous safe production,
page 207.
Initiatives managed by the Organisational
Development department are designed to
support the culture growth programme
and are categorised as diagnostics, design,
and delivery.

result in improved safety performance and
productivity issues. While the spread of the
COVID-19 pandemic impeded progress,
the programme was rejuvenated and the
approach adjusted during the third and
fourth quarters of 2020.
Another objective of this process is to
create a benchmark of BeQTM measures
across the various operations which can
be used to track the impact of the culture
transformation programme over time.
This an ongoing initiative and further
engagements are planned for 2021 in
other operations of the organisation,
including the US PGM operations.

No. of participants: Under the tree sessions
56
473
SA PGM operations
SA gold operations
SA integrated services

3,822

Mirror assessments (values as well as
leadership competencies)
A 360-degree assessment was developed
in-house to measure how employees live
the CARES values and Sibanye-Stillwater
leadership competencies. The first pilot
assessments were initiated in October
2020 and by December 2020,
58 assessments were completed on
E- and D-band level employees. An
additional 407 manager, peer and
subordinate assessments were completed
as part of this ongoing process. The
results are also used for team and
individual development purposes.

Design
The formulation of an Organisational
Development philosophy in 2020
was an important step in the culture
transformation journey. This philosophy
seeks to ensure awareness of self and
others, creating trust and enabling
interconnectedness across organisational
boundaries. An ultimate focus is to create
organisational identity, where the values
of the individual align with organisational
values to enable a safe and productive
work environment.

Diagnostics
The first step of the Culture growth
programme, being the extensive employee
engagement phase, began in earnest at the
start of 2020 through what is known as
“Under the tree” sessions at the SA PGM
operations. These sessions, consisting of
focus groups and in-depth interviews, were
initiated to understand how employees
feel about Sibanye-Stillwater and the
Marikana (formally Lonmin) integration.
We conducted 148 focus groups and 240
individual interviews to inform operational
specific initiatives to improve the level of
employee engagement. It also assessed
the level of employee engagement by
means of the Behavioural emotional
intelligence training model (BeQTM) model.
This model measures underlying beliefs
and assumptions to achieve organisational
goals. Results are also used to identify
opportunities to build trust and to
understand the underlying beliefs that may
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At the US PGM operations’ Columbus Metallurgical facility in Columbus
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Specific emphasis was placed on designing
online delivery capability, a database to
track online interventions, online and faceto-face team mechanics sessions, online
and face-to-face team dynamics sessions,
dynamic capability to deal with executive
recruitment and the adaptation of a
philosophy to measure culture.

collective leadership conversation and
embedded our new way of doing business.
A supervisory (C-band) virtual academy
(named Conversation zone or C-zone) was
initiated in March 2021.

An Organisational change management
framework was also developed to provide
this capacity across functionality and
operations.

Based on individual interviews with
several leaders, it is evident that this
initiative has contributed significantly to
building resilience in our leadership group
to effectively and efficiently deal with the
impact of the COVID-19 pandemic in
our operations.

Delivery

21-day leadership dialogue (Henley)

A structured organisational development
strategy was developed and implemented
at the start of the COVID-19 lockdown
in South Africa in March 2020. It largely
focused on the interplay of interventions
on individual, group and leadership level.

An initiative was developed and delivered
in collaboration with Henley Business
School, consisting of key topics from
distinguished thought leaders focusing on
various aspects related to leadership agility
over 21 days. A total of 141 leaders were
acknowledged in a virtual graduation in
July 2020.

Individual leadership development
journeys and group interventions were
implemented to alleviate behavioural
reactions to the changes resulting from
COVID-19 and enable employees to
move through the emotional change
curve quicker. Initiatives also focused on
providing leadership with ways to focus on
the optimal level of work. Organisational
learning initiatives were aimed at formal,
facilitated, leadership interventions.

Virtual academy for collective
leadership development
The ‘Virtual academy’ was established as
one of the initiatives in response to the
COVID-19 lockdown, with the purpose of
collapsing boundaries between operations,
regions and levels, and to build collective
leadership. Emphasis is placed on exposing
the Group to many different styles and
perspectives to create an inter-related
network of approaches that is mutually
enriching (integral), diverse, inclusive and
interconnected. Various international
thought leaders contributed to the
capacitation of our future readiness and
strategic leadership capability in 57 virtual
sessions over the year, with an average
participation of 110 leaders from all
operations per session. The Virtual academy
supported the Small Office, Home Office
(SOHO) transition, created an integrated

Focused interventions to build talent
During the COVID-19 lockdown emphasis
was placed on the execution of individual
development plans to counter the expected
negative impact of the pandemic on the
adaptive capability of leaders in the system.
As is the practice since 2019, the BarOn
EQ-i and the Change State Indicator
(CSI) are used in performance ratings of
E-bands and higher at Sibanye-Stillwater.
A deliberate effort was made to develop
emotional intelligence, by definition
“ways in which our leaders deal with
environmental demands”. This became
important due to the human reaction
to change implications of COVID-19.
Seventeen leaders participated in an EQ-i
journey pilot and the result perceived to
be successful. This will continue in 2021.
The initial analysis of the pre- and postEQ-i scores indicated that:
• Executive vice presidents recorded a
growth in score from 111EQ-i in 2016
to 119EQ-i in 2020. This is indeed
significant as 2.5% of EQ-i’s globally fall
in the category higher than 115
• Senior vice presidents and vice
presidents indicated a growth in the
pre- and post-EQ-i scores from 105 and
106 respectively in 2016 to 112 and
114 respectively in 2020

These scores fall in the leadership range
and are considered very high. Considering
the challenging conditions posed by the
COVID-19 pandemic and the leadership
response to these, it is evident that
interventions focused on maintaining and
growing individual functioning in this
category had the desired effect.
In 2020, an online version of Adaptive
Intelligence as described by Spiral
Dynamics Level 1 training was rolled out
in collaboration with Mandala Consulting,
allowing individuals to attend the same
sessions from different locations via an
online platform. This intervention resulted
in a containing environment where
interconnectedness was created, trust
relationships across the business built and
deep bonds were formed. It addressed
the way in which people adjusted to
SOHO and COVID-19 realities directly.
Furthermore, a common language was
created to deal with diversity of thought.
At the SA operations a total of 85
individuals completed the Spiral Dynamics
Level 1 training, while 12 people from
the US PGM operations successfully
completed this initiative and certified in
Spiral Dynamics Levels 1 and 2. A new
narrative of dealing with diversity of
thought has been introduced and the
initiative will continue in 2021.

Accelerated Development
Initiative (ADI)
The programme is focused on accelerating
the development of our senior talent
pipeline according to the individual
development plans and enhancement
of our employee value proposition. This
initiative caters exclusively for future talent
development and focuses on Stratified
Systems levels 4 mode 5. Thirty-six
leaders participated in four intakes during
2020. A second phase of the journey is
envisioned for 2021 where the focus will
be on systems thinking, design thinking
and digital transformation. To ensure
that we manage our leadership pipeline,
the Enhanced leadership development
initiative was developed and implemented
in March 2020.
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Leadership development programmes

Cultural programmes by operation

A learnership for supervisory leaders
will be implemented to support middle
management through the Da Vinci
Institute for Innovation and Technology
with the first intake in March 2021.
Further, a longer-term relationship with
Henley Business School will provide
internationally accredited programmes on
various NQF levels.

Operation specific culture transformation
strategies have been co-designed and
initiated at all the operations.

At our US PGM operations, the Leadership
Development 2.0 initiative was continued
during the course of 2020 albeit at a
reduced rate on account of COVID-19
restrictions. This is the second round
of modules of our leadership training
programme and is geared towards
providing tools for employees to use in
their day-to-day work activities to continue
growing our values-based culture.
At the organisational level, there
continues to be an effort to develop an
organisational structure that supports the
right work being done at the right level
by employees capable of doing that level
of work.
Psychometric assessments are playing a
larger role in this development effort as
access to that material becomes more
available. Assessments are now routinely
being conducted with all senior managers
as well as high potential employees
that have been identified lower in the
organisation. These assessments help
to confirm observed performance and
indicated potential, as well as guiding
career paths as appropriate.

HR SYSTEMS
The COVID-19 pandemic accelerated the
digitalisation of Sibanye-Stillwater’s HR
system, a process that was completed at
all the SA operations in 2020. This has
resulted in streamlined and standardised
HR reporting, which, in turn, has
facilitated increased responsiveness and
a greater ability to facilitate management
decision-making.
The digitalisation of employee self-service
related transactions has streamlined
many of the day-to-day HR functions
and transactions. It has also created
an enabled environment for both
employees and line managers as they

have full accessibility and oversight of
these processes. Furthermore, it has
strengthened our ability to manage legal
compliance aspects such as overtime,
induction and medical certificates of
fitness. An overtime policy is in place
and manages excessive working hours,
according to relevant legislation.
A comprehensive review of the entire
onboarding process was undertaken in
2020. A roadmap has been adopted
to automate the associated business
processes to achieve greater efficiencies
and improve the overall experience.
Sibanye-Stillwater recognises the strategic
importance of socialising employees and
contractors into our business. It is with this
in mind that an automated recruitment
and onboarding system will become a key
focus area for implementation in 2021.

SABPP Audit awards
During 2020, the SA operations participated in the South African Board of
People Practices (SABPP) audit project in accordance with the stated objective
of professionalising our HR practices and ensuring the credibility of our HR
solutions. These audits go beyond compliance, linking HR systems and services to
organisational objectives and the business needs of employees.
All three areas audited, including SA gold operations, SA PGM operations, and SA
Integrated Services, were given provisional accreditation.
Sibanye-Stillwater’s SA PGM operations took top honours in the awards in
recognition of true transformation in HR strategy and services. The SA gold
operations were also nominated in this category.

Team establishment workshops,
consisting of team mechanics and
team dynamics
The team mechanics workshops focus
on translating organisational values in
a team context and linking to SibanyeStillwater’s strategic objectives, valuebased decision making and working
together better as a team. This process
was initiated at all operations from an
executive team level in 2020, rolling
down to the level of mine management
teams during 2021. Twenty-seven
workshops have been delivered since
September 2020 and 129 workshops will
be delivered across all operations.
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Underground drilling at the US PGM operations
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OUR WORKFORCE PROFILE
The composition of our workforce both in South Africa and the US is outlined below. There were no forced retrenchments at our
operations during 2020.

Workforce by operation at December 2020
2020
1

Employees

2

2019

Contractors

Total

1

Employees

2018

Contractors

Total

1

Employees

Contractors

Total

SA operations
Beatrix

6,577

1,579

8,156

6, 374

735

7,109

7,329

929

8,258

Driefontein

8,609

1,537

10,146

8, 547

1,164

9,711

10,576

1,072

11,648

Kloof

9,549

2,055

11,604

9,858

1,271

11,129

9,776

1,160

10,936

98

33

131

103

23

126

114

66

180

Burnstone

480

426

906

493

353

846

486

260

746

25,313

5,630

30,943

25,375

3,546

28,921

28,281

3,487

31,768

Cooke
SA gold operations

5,489

3,155

8,644

5,445

1,904

7,349

5,673

2,617

8,290

Rustenburg 7

12,378

3,047

15,425

11,458

1,704

13,162

13,023

2,354

15,377

Marikana

18,461

3,855

22,316

20,200

3,385

23,585

n/a

n/a

n/a

SA PGM operations

36,328

10,057

46,385

37,103

6,993

44,096

18,696

4,971

23,667

2,682

1,852

4,534

2,748

2,617

5,365

2,251

1,239

3,490

2,368

1,043

3,411

1,720

806

2,526

Kroondal (100%)

Group and Integrated
services 3

64,323

17,539

81,862

67,594

14,199

81,793

50,948

10,503

61,451

1,163

462

1,625

1,090

480

1,570

962

280

1,242

East Boulder

446

264

710

436

239

675

411

45

456

Columbus
Metallurgical Complex

217

233

450

196

149

345

186

54

240

55

2

57

67

4

71

67

5

72

0

0

0

0

0

0

2

0

2

1,881

961

2,842

1,789

872

2,661

1,628

384

2,012

71

67

–

67

55

0

55

84,775

69,450

15,071

84,521

52,631

10,887

63,518

SA operations – total
US PGM operations

Stillwater

Regional services 4
Other 5
US PGM operations –
total

Corporate office 6

71

Group – total

66,275

18,500

1

Employees include permanent and fixed term employees

2

 ontractors exclude ‘fee’ contractors who receive a fee for service irrespective of the number of contractor employees on site (not compensated on
C
a fee-per-head basis but a fee for the service or work performed)

3

 revious years data was split between Regional services and SA other. From 2020 figures are combined with the Property employees incorporated
P
in the operations. Regional services includes executive management of the SA operations and employees providing a service to all SA operations

4

Regional services in the US includes executive management located in Columbus and Montana offices

5

 ther represents two employees at Marathon, Canada (no contractors at 31 December 2018). Altar employees are included with Aldebaran from
O
2018 (non-managed)

6

Blue Ridge included

Workforce by age
2020
1

Employees Contractors

2019
Total

%

Employees Contractors

7,234

9

3,458

2018
Total

% Employees Contractors

Total

%

6,352

10

SA operations
18<30 years

2,823

4,411

30-50 years

47,187

11,102 58,289

71

>50 years

14,384

2,026 16,410

20

19<30 years

265

265

30-50 years

994

>50 years

622

3,261

6,719

8

3,402

2,950

49,530

9,222 58,752

72

37,230

6,492 43,722

71

14,606

1,716 16,322

20

10,316

1,061 11,377

19

14

246

246

14

194

194

12

994

53

990

990

55

904

904

55

622

33

553

553

31

530

530

33

US PGM
operations 2

1

Employees include permanent and fixed term employees

2

Ages of contractors at US PGM operations not available
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EMPOWERING OUR WORKFORCE CONTINUED
EMPLOYEE TURNOVER
The annual turnover for management level
employees at the SA operations in 2020 was
0.20% (2019: 0.36%), including 0.10% of
HDPs (2019: 0.16%) and 0.03% of women
in management (2019: 0.05%). The total
turnover for the Group was 8.6% (2019:
12.8%), with 8.1% and 8.8% recorded at
the SA gold and PGM operations, respectively
(2019: 6.1% at the gold operations and 6.3%
at the PGM operations). Of our total turnover
rate 1% were women. The higher turnover
rate at the SA operations could be ascribed
to employees opting for voluntary medical
separation as a result of increased vulnerability
and the impact of COVID-19.
Annualised attrition in the US PGM operations
in 2020 was 8.39% while the attrition rate
among mineworkers was 6.11% (2019:
9.44% and 7.17% respectively).

ABSENTEEISM
The year-on-year trend in absenteeism,
particularly at our SA operations, was greatly
impacted by the COVID-19 pandemic.
However, there was no negative impact to
absenteeism in 2020 specifically as most
employees who were recalled back to work
once lockdown restrictions began to be
eased were eager to start work. Nevertheless,
absenteeism continued to be monitored on
a monthly basis by means of an attendance
management programme.
The Organisational Development department
and the various operating segments are

focused on planning and delivering culture
initiatives as part of segment specific
transition journeys that will improve the level
of employee engagement in our system.
Scientific research has shown that there is a
reduction in absenteeism when employees
are engaged, and that they are inspired to
go above and beyond the normal call of
duty in order to exceed organisational goals.
Assistance to employees with the impact of
personal and work-related concerns was also
offered through the Employee Assistance
Programmes (EAPs) in an effort to reduce
absenteeism that might occur as a result of
personal or work issues.

PERFORMANCE
Our relationship and engagement with
our employees in 2020 was shaped and
characterised by uncertainty stemming from
the COVID-19 pandemic and associated
lockdown. In turn, their productivity and
performance was equally influenced by the
pandemic with most being uncertain of
their future, both from a personal and work
perspective. (For more specific details refer to
COVID-19 – impact and response.)
While employees did endure some
hardship during a period of unpaid
leave – the length of which varied
substantially depending on employees and
operations – Sibanye-Stillwater did not
initiate forced retrenchments at any of its
operations. Moreover, the Group used this
unprecedented opportunity to increase its
engagement and interaction with employees,

particularly through more digitalised
platforms, so that they were kept constantly
informed of the latest developments. This
was largely effected through the WeAreOne
mobile application (app), which was
developed in early 2020. It was launched
just prior to the implementation of South
Africa’s national lockdown on 27 March
2020 and proved a vital tool to engaging
with employees in the midst of uncertainty.
Through this app leadership and operational
engagement in the form of information
briefs, posters or alert sms’s are circulated
to employees. Surveys are also conducted
through this mechanism and it is also used to
create awareness on various matters such as
heritage and activism against gender-based
violence. The application saw over 6,600
surveys on measuring various aspects being
completed through the WeAreOne app.
The most popular content that was viewed
by users through the app related to the
COVID-19 vaccines. At the time of writing,
more than half of all employees are users of
the application.
It is in this context that Sibanye-Stillwater
experienced a strengthening of its employee
relationship during the period under review.
It was inevitable, however, that many of
our employee-related programmes and
initiatives that had originally been planned
to commence or continue in 2020 were
hampered by the outbreak of COVID-19.

SA operations: shifts not worked including absenteeism (%)
25

20

20

15

15
10
10
5

5
0

0
SA Operations 2020

SA PGM 2020
Absent without permission
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PROMOTING GENDER DIVERSITY
AND INCLUSIVITY

Work from home – Small office –
home office (SOHO) implemented

A particular focus of 2020 was the promotion
of gender diversity driven by our CEO as the
Minerals Council South Africa’s Women-inMining co-champion. It is the CEO’s stated
objective that, by 2025, 30% of the Group’s
entire workforce will comprise women.
The overall female representation for the
Group 2 increased from 12.6% in 2019 to

Sibanye-Stillwater has launched an
exciting initiative called “SOHO” or
“Small Office, Home Office”. This
initiative aims to provide employees who
are office based with the opportunity
to continue working from home and
become “full-time” home-based
employees. “Hot Desks” will be available
for those times when an employee needs
to be in the office. Work is ongoing to
make this initiative a success.

13.3% in 2020. Furthermore, female board
representation 2 increased from 18% to 25%
year-on-year and further to 30% in early
2021. (Refer to Corporate governance, pages
110-111 for more information).
Thirty percent of promotions approved
in 2020 were women while 31% of new
recruits were also women.
Includes foreign female employees for
South African operations

2

Two surveys were conducted to gain
input from employees on the possibility of
working from home with the first survey
receiving 587 responses and the second
survey receiving 913 responses. The
survey was aimed at those that were able
to work from home and excluded our US
PGM operations.
68% of employees indicated that they
are very satisfied to work from home
and 71% indicated that they are more
productive working remotely. With
the implementation of SOHO, 37% of
participants would make use of the small
office once a month with 17% using it
once a week. Challenges mentioned in
the surveys included long hours, work life
balance and social isolation.

Employees being trained on COVID-19 protocols during 2020 at the start of the pandemic

Gender diversity per employee level in 2020
Female (number) excluding
foreign employees

%

Female (Number) including
foreign employees

%

Board

2

16.7

3

25.0

Executive

5

14.7

5

14.7

Senior management

7

17.9

7

17.9

Middle management 1

20

14.0

21

14.7

Junior management 1

236

23.6

240

24.0

Core and critical skills 1

5,562

10.0

5,779

10.4

Non-core

2,530

34.1

2,593

34.9

1

1

1

South African operations

Gender diversity of permanent employees (2020)
2020

2018

%

Male

%

Female

%

Male

%

Female

%

Male

%

8,645

13

55,749

87

8,588

13

59,006

87

6,751

13

44,197

87

SA gold operations

3,126

12

22,187

88

2,783

11

22,592

89

3,003

10

26,229

90

SA PGM operations

4,536

12

31,792

88

4,235

11

32,868

89

2,742

15

15,954

85

983

36

1,770

64

1,601

77

3,582

123

1,032

80

2,043

120

171

9

1,710

91

167

9.3

1,622

90.7

139

9

1,487

92

8,816

13.3

57,456

86.7

8,786

12.6

60,664

87.4

6,916

13.1

45,713

86.9

SA operations

Regional services
and other
US PGM operations 2
Group
2

2019

Female

Includes services and other
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EMPOWERING OUR WORKFORCE CONTINUED
Women leadership programme
A crucial initiative connected with the
promotion of gender diversity has been
the women’s leadership programme
launched in July 2017 in partnership with
Duke Corporate Education. The objective
is to provide short leadership development
sessions to empower women leaders within
Sibanye-Stillwater at junior to middle
management level. The first phase of the
programme covered personal mastery,
growth mind-set, community outreach,
personal finance and women in mining.

Stillwater that will facilitate or impede
the implementation of the initiative and
to ascertain the risks associated with the
intervention. This was done through in-depth
ethnographical research that rendered rich
data, insights, and a theory of change. The
study explored employees’ perceptions and
experiences of working for Sibanye-Stillwater
and identified deep underlying patterns in
our organisation and in our different societies
that contributes to gender inequality. These
issues will be actively addressed in the years
to come through the WiM initiative, thereby
supporting the diversity and inclusivity drive.

The first session of the programme,
undertaken in November 2019, focused
on feedback from the employment equity
barriers audit. It also looked at developing
an internal framework based on the UN
HeforShe campaign, a global solidarity
movement for gender equality. Men were
invited to the event as they are seen as
pivotal in building a cross-gender alliance for
advancing women within the Group.

PwC Consulting was appointed to do a
quantitative analysis of Sibanye-Stillwater’s
baseline and develop a roadmap of activities
focused on reaching the 30% target.
This roadmap will also support the UN
Sustainable Development Goal 5.1 and
strengthen sound policies for the promotion
of gender equality (SDG 5.6c).

Similarly, this issue continued to be
addressed in employee ‘return from leave’
refresher induction training. Our sexual
harassment policy statement governs
procedures to be followed in dealing with
sexual harassment. A sexual misconduct
unit of Protection Services handles all
reported sexual harassment cases with
information from anonymous tip-offs or HR
managers, and counselling is provided to
affected employees.

As a first step towards policy strengthening,
the Group reviewed the maternity policy to
make provision for paternity leave. Refer
to page 220 of our health coverage on the
progress our US PGM operations made to
include reproductive health as part of the
medical coverage.

During 2020 the US PGM operations
continued with harassment awareness
and training; also in an effort to reduce
inappropriate graffiti in the underground
environment. Twenty audits were performed
across the US PGM operations and a
significant decrease of graffiti was noted.

In April 2021, the US PGM operations
partnered with Women in Mining USA
(WIM USA) as the first ever Platinum level
Corporate member.

For other areas addressing gender please
refer to page 237 on human rights.

Women-in-Mining
A gender working group and subsequently
a Women-in-Mining (WiM) initiative was
established which aims to accelerate diversity
efforts with the objective of championing
women in all levels of the organisation and
increasing gender representation across the
board. The specific objectives of the WiM
Initiative are to:

• increase the number of women in
positions of leadership at SibanyeStillwater, including at senior
management and executive level
• cultivate and promote a culture of
gender inclusion and equality amongst
the workforce
• position Sibanye-Stillwater as an
attractive employment option for
female graduates
• develop policies and promote a culture
that aims to support the attraction,
onboarding and retention of women in
the workplace
• identify interventions and programmes
for employees related to diversity and
inclusivity
• provide high-potential women
with access to leadership and
mentorship programmes to assist
career advancement and leadership
development
Infusion Consulting was engaged to
identify the contextual factors at Sibanye192 Sibanye-Stillwater Integrated Report 2020

Gender-based violence
Key challenges to driving gender diversity
in the organisation are sexual harassment
and gender-based violence (GBV). Sexual
harassment or GBV is not tolerated as it
violates our values. While no cases of sexual
harassment or GBV were recorded in 2020 at
the SA operations, this is not to say that both
are not prevalent in Sibanye-Stillwater. It is
rather a case that women may be reluctant
to report such incidents.
In 2020, we continued our regular sexual
harassment campaigns to create awareness
in the aim to eliminate all forms of violence
against women as per objective of the UN’s
SDG 5.2. The UN Secretary-General’s UNiTE
by 2030 to End Violence Against Women
campaign was promoted by the 16 Days
of Activism against Gender-based Violence
between 25 November and 10 December
2020. The campaign also formed the centre
point of the government’s comprehensive
365 Days of Activism for No Violence Against
Women and Children. Sibanye-Stillwater
participated in this campaign through daily

virtual workshops, renowned external
speakers, podcasts from each of the Exco
members and numerous other senior leaders
and Sibanye-Stillwater role models. The
campaign culminated in a final session with
Dr Mamphela Ramphele about the impact of
GBV in society and the workplace. More than
4,800 employees participated in the various
online sessions during the 16 days campaign.
The focus on GBV is an ongoing initiative in
support of our diversity and inclusivity focus.

Pay parity
In 2020, a pay parity audit was conducted
for senior officials and the findings indicated
that disparities in salary levels across gender
and race are linked to longer lengths of
service. The analysis indicated that the
disparities are due to legacy issues, namely
mergers and acquisitions which had an
impact on the demographics and distribution
of pay in the company due to the variation in
pay philosophy and pay practices. The status
of pay parity will be tracked and corrected
where required annually and the model
refined accordingly. For further information
please refer to the Remuneration report.
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DISCRIMINATION
Two complaints of age discrimination were
received at the US PGM operations of which
one case also alleged sex discrimination.
Cases were investigated and the Montana
Human Rights Bureau concluded that no
discrimination occurred in either case. The
Group has a grievance procedure for its
employees in place that is communicated
during initial onboarding of an employee and
annually during refresher training. General
communications of the process are also
distributed on a regular basis.
Grievance processes are in place allowing
employees to lodge a complaint formally
or informally. Discrimination cases deemed
to be part of the priority misconduct will
be referred to a Dispute Resolution Unit
(DRU), which will subsequently appoint an
investigator. An employee can lead their
own grievance or it can be led by the DRU.
A presiding chairperson makes a ruling to be
ratified by management.

DIVERSITY AND TRANSFORMATION
(ALIGNED WITH MINING CHARTER III)

Employment Equity

Sibanye-Stillwater is committed to
transforming and diversifying its workforce.
This is particularly important in South Africa,
a country that is still redressing the historical
disadvantages in employment experienced
by certain groups of the population. Diversity
training is provided during onboarding of
employees as well as refresher training when
an employee returns from leave.
Our transformation journey in South Africa
is guided and determined by the Mining
Charter. The main objectives of the Mining
Charter are to deracialise ownership of the
industry, expand business opportunities for
HDPs, redress the imbalances of historical
injustices, and enhance the social and
economic welfare of employees and mine
communities. The third iteration of the
Mining Charter came into effect in 2019,
containing transformation targets to be
achieved by 2023.

Mining Charter III has increased employment
equity targets across all divisions and includes
a clause reserving 1.5% of jobs for people
with disabilities. A significant feature of the
new Charter is the focus on women and
of increasing the representation of women
across the entire workforce.
While every effort is being made to comply
with the new targets, in 2020, SibanyeStillwater experienced a slight regression
in its employment equity status due to a
number of appointments of white males
in senior management. The main shortfall
in our compliance stems from the under
representation of women at middle
management level and above.

SA operations employment equity by category as at 31 December 2020
Actual achieved
SA operations
(Mining Charter III)
2

Target for 2023

Target for 2020 year

Actual achieved
SA operations

Board: 50%

50%

41.67%

41.67%

Executive management: 50%

50%

41.18%

41.18%

1

Measure

Representation of historically
disadvantaged persons (HDP)

Representation of HDP women as %
of total HDPs

Employees with disabilities
1

Includes Integrated Services

2

Excludes Integrated Services

Senior management: 60%

60%

41.03%

41.03%

Middle management: 60%

36%

48.25%

46.24%

Junior management: 70%

50%

54.15%

53.54%

Core and critical skills: 60%

74%

73.84%

73.85%

Board: 20%

20%

40%

40%

Executive management: 20%

20%

35.71%

35.71%

Senior management: 25%

25%

43.75%

43.75%

Middle management: 25%

7%

28.99%

28.99%

Junior management: 30%

15%

43.54%

36.64%

1.5%

1.7%

0.16%

0.16%

People with disabilities

LOCAL EMPLOYMENT

Meeting the 1.5% target by 2023 of
employing people with disabilities remains
a challenge. The difficulty stems from the
definition of disability, which in this instance
is a long-term chronic illness that has an
impact on your ability to do your job. The
Group is in the process of exploring various
possibilities of encouraging employees with
long-term chronic illnesses, such as diabetes,
to disclose these.

Some 79% of our SA workforce is made
up of South African citizens (2019: 79%),
and of those 29.08% were employed from
our doorstep communities. The remaining
21% is sourced from our Southern African
countries of Lesotho, Mozambique,
Eswatini, Botswana, Zimbabwe. Our local
recruitment policy stipulates that priority is
given to persons from the local community,
women as well as persons with disabilities
should the position be suitable for a person
with disabilities.

In the US, the majority of the workforce
is made up of local residents of Montana.
The supervisory roles and specialised skill
positions are, however, filled by individuals
who come from more far afield and with the
states of Nevada, Washington, Alaska being
the most dominant.
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SA operations: origin of employees (2020)
Province
Eastern Cape
Free State
Gauteng
KwaZulu-Natal
Limpopo
Mpumalanga
North West
Northern Cape
Western Cape
Non-South African
Total

Gold
7,447
2,928
3,387
2,563
747
573
664
48
21
6,935
25,313

PGMs
9,830
1,271
3,311
781
1,861
705
11,740
401
26
6,388
36,328

Services
399
302
1,164
211
136
52
287
10
9
183
2,753

Total
17,676
4,501
7,862
3,555
2,744
1,330
12,691
459
56
13,506
64,394

%
27
7
12
6
4
2
20
1
0
21
100

Gold
1
193
2
0
0
0
0
2,991
2
3,110
1
0
0
620
0
2
13
0
0
6,935

PGM
0
21
4
1
0
0
1
2,053
0
4,180
2
1
0
82
1
5
37
0
0
6,388

Services
0
6
2
0
1
0
1
91
1
46
0
0
0
24
2
2
5
1
1
183

Total
1
220
8
1
1
0
2
5,135
3
7,336
3
1
0
726
3
9
55
1
1
13,506

%
0
2
0
0
0
0
0
38
0
54
0
0
0
5
0
0
0
0
0
100

PGM

Gold

PGM

Gold

PGM

Gold

Appointments

937

1,271

992

1,190

659

1,931

Local recruits

411

542

971

968

650

1,726

44

43

97.9

81.3

98.6

89.4

SA operations: citizenship of non-South Africans (2020)
Country
Australia
Botswana
DRC
Germany
Ghana
Hong Kong
India
Lesotho
Malawi
Mozambique
Namibia
Nigeria
Peru
Eswatini
United Kingdom
Zambia
Zimbabwe
Poland
United States of America
Total non-South African

SA operations: local 1 community recruitment
2020

%
1

2019

2018

Within a 50 kilometre radius of the mines

Employment of local communities decreased compared to 2019 due to the lockdown period as a result of COVID-19 that required the
business to be halted and restarted over a period of time with an overall moratorium on recruitment. During the lockdown period a
force majeure notice were issued to all non-essential service contractors further limiting opportunities to source local labour.

US operations: employee distribution by county (Montana)
2020

2019

2018

Stillwater

596

571

561

Yellowstone

623

540

457

Sweet Grass

152

180

167

Park

166

172

165

Carbon

158

138

133

Other locations

186

188

143
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UPSKILLING OUR WORKFORCE

US PGM operations

TRAINING AND DEVELOPMENT

At our US PGM operations the primary
focus has been the move towards
e-learning capability and modernised
learning. During the course of the year,
an agreement was signed with LinkedIn
Learning to enable salaried employees
access to a range of focused e-learning
programmes and capabilities. The next
phase of e-learn enhancement will be
the implementation of a full learning
management system that will allow
for access to multiple external learning
sources and provide internally created
content that can be presented to
employees. This system will also allow for
detailed tracking for compliance training
as well as automated delivery of content
when employees assume new roles.

SA operations
In 2020, we followed a risk-based
approach to prioritise the review and
enhancement of our training and
development programmes. The analysis
of the health and safety performance
indicators completed during the year
identified rock mass management as the
most significant risk exposure. Refer to
the Continuous safe production for more
about safety related training.

Overcoming the language barrier
One of the legacy challenges that
continues to confront the mining industry
is the language barrier. Employees in
the South African mining industry speak
numerous different languages: among
them English, isiZulu, isiXhosa, Sesotho,
Setswana, Portuguese and Afrikaans.
To overcome this language barrier the
lingua franca of Fanagalo has been used
by most miners in the South African mines
since the late 19th century. Despite its
usefulness, the continued use of Fanagalo
has become highly politicised and
undesirable. More importantly, delivering
industry-specific training to a multi-lingual
population is inevitably challenging.
Unfortunately, a pilot initiative undertaken
in 2020 to provide function-based English
language training to employees was
unsuccessful, however it did provide
critical learnings, which provided the
foundation for developing a new strategic
approach to this challenge.
One of the key learnings of this pilot was
that that the phasing out of Fanagalo is an
infeasible target, and that this is a multifaceted problem, rooted in a multi-lingual
workforce and as such will require a multitiered solution.
Instead, Sibanye-Stillwater is reevaluating the language that is used in
the various training and development
programmes, while at the same time
investigating new vocabularies, to make
it easier to understand by employees
whose first, or even second language,
may not be English.

The LMS was successfully launched at the
Marikana operation during October 2020,
post the go-live of the Symplexity HRMIS
at Marikana and all new functionalities of
the system were tests conducted. With
the infrastructure and dedicated server
capacity in place the team will commence
the full roll out to all major Learning and
Development campuses across the SA
operations.
Other initiatives associated with the fourth
industrial revolution include:
• Desktop induction
	Induction information can be accessed
by anyone on the Group network who
has access to a company computer,
whether in the office or remotely
from home.

A new leader training programme was
also introduced to support the increased
number of new supervisors and managers
that have been onboarded recently. This
programme provides initial training on roles,
expectations, and general Group HR policy.

• Academy e-Library or S-Tube portal

TRAINING AND THE FOURTH
INDUSTRIAL REVOLUTION

• Electronic assessment tools (tablets)

Despite the influence of COVID-19 we
progressed various initiatives to bring
about the modernisation of the learning
and development programmes while
adopting a two-tier implementation
approach.
The first tier involves the implementation
of a learner management system (LMS)
platform which does not just store
training records but enables employees
to login to the system and access their
coursework. The formal e-learning
courses are linked to their job profiles,
running concurrent with the development
of technology enhanced methodologies
for facilitated learning and integrated
with stand-alone e-learning modules
accessed via the company IT network.
The second tier will see further
application of technology to evolve the
facilitated e-learning programme into
pure online e-learning programmes
accessible via smart phone technology
directly, with the option to download/
upload from the LMS for offline
application.

	The Academy S-Tube online went live in
August 2020 providing access to videobased learning, simulated job specific
training and videos containing learnings
from previous fatalities.

	Learner assessment using tablets linked
via wi-fi was tested at the SA PGM
operations during 2020 for all practical
assessments within the simulated
mining environment.
• Audience Response Tools (clickers)
	The Clicker systems are used for
formative assessment during facilitated
learning programmes as well as
summative assessments post training.
The Clicker seamlessly feeds results,
real time, to the smart learning hub
platform to update learner records,
while also feeding Qlikview via
Symplexity to allow real time reporting.
	The Clicker has been fully introduced
across the SA PGM operations training
campuses and is currently being piloted
for the SA gold operations, as part of
the Trigger Action Response Procedure
(TARP) training which was started in
October 2020.
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EMPOWERING OUR WORKFORCE CONTINUED
TALENT MANAGEMENT AND
CAREER GROWTH
SA operations
In 2020 further impetus was provided to
this area with the development of a new
talent management framework model,
which was shared with the SA operations
in the last quarter of the year.
When attracting employees to fill vacant
positions, we ensure that our internal
talent pool is reviewed and that all
possible successors are interviewed so that
we can achieve 80% self-sufficiency with
a blend of external hires.
The career growth model and career
paths embed the philosophy that career
development is a series of interventions
aimed at developing a career through
skills training, lateral critical experiences,
moving to higher job responsibilities and
cross-functional positions within the same
organisation.
One factor that is making SibanyeStillwater’s talent management efforts
increasingly vital is the dire shortage
of critical mining skills in South Africa.
With the limited availability of skills,
competition for talented individuals is
becoming increasingly fierce, particularly
in the occupations relating to engineering,
mining, rock engineering, surveying and
geology. In particular, competitors are
approaching HDP employees with higher
remuneration offers and promises of rapid
promotional opportunities. This is resulting
in a higher turnover of HDP senior staff,
which, in turn, is negatively impacting our
employment equity targets. Our career
development, progression and promotion
targets are set and incorporated as part of
the Social and Labour Plans (SLP).

are identified for individual employees
and employees showing both high
performance and potential are then
assigned to a high potential track where
they work with sponsors to create
individual development plans and
specialised resources are made available
to them. The ultimate outcome of this
effort is to ensure that there is a pool of
viable candidates available to fill vacancies
throughout the organisation, reducing our
dependence on outside recruitments to fill
key positions.
During 2020, clarity of expectations for
each role and defining performance
criteria remained a focus and this was
successfully achieved, creating a better tie
to pay for performance. Training specific
to work levels began with modules
for new supervisor training. In 2021,
General Foreman specific training will be
introduced.
Improvements have been made to
our system to screen our internal
database for specific talent. Through
the Drive Applicant Tracking System
(ATS) talent pools of approximately
17,000 applications can be screened
using a particular keyword or TAG. The
system helps us to identify geology and
metallurgy candidates. We have also
added 11 new employees this year to our
High Potential Programme.

HUMAN RESOURCE DEVELOPMENT
Human resource development (HRD) refers
to formal and explicit activities aimed at
equipping all individuals with the requisite
training and qualifications to perform their
work efficiently, effectively and in a safe
manner and for enhancing the capability
of all individuals to reach their full working
potential.
Mining Charter III requires companies to
spend 5% of their total payroll on the
essential skills and HR development of
employees and communities. Owing to
challenges associated with the COVID-19
pandemic there was a shortfall in
achieving this target with HRD spend
across the SA operations amounting to
3.7% of total payroll in 2020.

Employee operating equipment
underground (photo taken pre-COVID-19

SA operations: talent pool 1
Talent pool size (A-D band)
Successors promoted
1

2020

2019

2018

3,186

2,205

1,787

403

172

131

Employees identified as potential leaders for development

US PGM operations
In the US, talent is managed through an
iterative series of assessments. The first
is a typical performance management
assessment, completed annually and then
reviewed with employees on a quarterly
basis. Following tabulation of performance
results, management employees are then
reviewed by site and regional leadership
to evaluate potential for advancement
in addition to performance. From this
exercise, development opportunities
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Sibanye-Stillwater sanitizing at a local minibus taxi rank to reduce the risk of
spreading COVID-19
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SA operations: Human resource development (R million)
2020

2019

2018

2017

SLP
financial
provision

Actual
training
expenditure

% of
Payroll

SLP
financial
provision

Actual
training
expenditure

% of
Payroll

SLP
financial
provision

Actual
training
expenditure

% of
Payroll

SLP
financial
provision

Actual
training
expenditure

% of
Payroll

120

100

5.70

74

88

5.30

113

77

4.30

74

73

4.00

16

4

1.40

2

0

1.30

5

1

2.30

2

–

3.50

0

1

0.80

20

2

1.30

13

1

0.90

20

23

1.00

Driefontein

113

102

4.40

144

98

4.90

138

135

5.30

144

132

5.30

Kloof

108

114

4.50

104

129

5.40

113

143

6.20

104

111

5.00

Total gold
operations

357

321

3.40

344

317

3.60

382

357

3.80

344

339

3.80

Operation
Beatrix
Burnstone
Cooke

Kroondal

51

79

4.60

68

77

4.20

45

69

4.10

–

59

3.90

Rustenburg

136

165

4.30

102

155

4.00

96

133

3.50

131

134

3.50

Marikana

172

228

3.60

186

197

2.70

103

164

1.80

97

151

1.80

Total PGM
operations

359

472

4.10

356

429

3.60

244

366

3.10

228

344

3.00

Total

716

793

3.70

700

746

3.60

626

723

3.50

572

683

3.40

The COVID-19 pandemic significantly shaped learning and development delivery during 2020, effectively resulting in a loss of six months
training time for employees on longer-term learnerships and a reduction in attendee per course to allow for social distancing protocols. In
addition, a high percentage of trainer time had to be redirected to ensure our employees had proper training to understand the COVID-19
risk and to be able to apply the various precautionary measures put in place to mitigate this risk in the work environment.
The net effect of this has been a drop of 54,426 learning opportunities for the year. Total opportunities for 2020 was 99,327 (down
from 153,753 opportunities in 2019) and despite regaining momentum during the last half of the year, most operations were prevented
by the restrictive effects of COVID-19 from addressing their SLP commitments for the year. Sibanye-Stillwater has made provision for an
HRD budget in excess of R1 billion for 2021 to ensure these outstanding commitments can be achieved, which will address the Mining
Charter HRD deficit.

SA operations: Human resource development 1
Total training hours
(number of learners x
average training days
per learner) Average/learner

Group: Human resources
development 2020

Expenditure
(R)

Internships 1

78,537,799

304

33.9

612,864

2,016

Bursaries 1

22,945,245

479

39.5

965,664

2,016

AET (employees)

114,785,814

870

10.8

313,200

360

AET (community)

3,339,305

294

63.3

132,300

450

Engineering learnerships

97,509,953

454

23.3

915,264

2,016

Mining learnerships

85,338,721

819

19.9

1,651,104

2,016

LO A-Stream

11,509,402

41

31.7

82,656

2,016

3,742,953

238

30.3

11,424

48
96

Portable skills (employees)

Number of
learners

Female
learners
(%)

Portable skills (community)

1,203,353

81

49.4

7,776

Leadership development

6,400,180

1,019

21.6

40,760

40

334,109,206

70,746

12.4

4,527,744

64

Core skills training
Cadet training

3,092,508

300

52.7

19,200

64

Coaches/mentorship training

1,110,702

2,185

14.3

17,480

8

Employee indebtedness (CARE for iMali)

2,308,128

4,234

17,2

33,872

8

0

0

–

0

–

6,762,287

0

–

0

–

Other

17,167,124

17,263

11,7

138,104

8

Total:

789,862,679

99,327

13.2

9,469,412

95

Community maths and science
Support and research (METF)

The numbers include new bursars and internships that are still part of the programmes from previous years as education programmes
are multi year

1
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EMPOWERING OUR WORKFORCE CONTINUED
Sibanye-Stillwater has awarded bursaries
to twelve top matriculants from
disadvantaged schools from around our
SA operations. The Group launched
this bursary scheme in 2019, which
specifically provides top performers
from disadvantaged schools in its host
communities with full scholarships to
pursue tertiary education at institutions in
areas of their choice. This bursary scheme
considers the challenges faced by these
learners to access opportunities and
unlock their potential. It has benefited
21 learners (12 male and 9 female) since
its inception.

SA operations: Adult education and training

Adult education and training

Union representation at SA operations (2020)

Sibanye-Stillwater offers an adult
education and training (AET) programme
for employees and other doorstep
community beneficiaries who are
functionally illiterate. The programme
equips participants with basic
competencies, including the ability to
read, write, communicate effectively,
and solve problems in their homes,
communities and workplaces. The AET
centre for the PGM operations that had
been planned for 2020 is now operational
and is accommodating full-time AET
learners from Marikana, Kroondal and
Rustenburg operations. As much as AET is
part of the HRD requirement of the social
and labour plans, this programme also
progresses the UNs SDG 4.6 which aims to
ensure youth and substantial proportion
of women and men achieve improved
literacy and numeracy rates.
Statistics of this programme in 2020
include:

Number of
employees
trained

Year

Gender

Gender

Female

Male

Female

Male

566

73

493

202

101

101

768

2019

969

118

851

213

122

91

1,182

2020

870

94

776

294

186

108

1,164

LABOUR RELATIONS
Each Sibanye-Stillwater employee has freedom of union association and the right to
participate in collective bargaining. This is a central pillar in our Employment relations and
Union relations toolkit.

Membership
Representation (%)

Gold

PGMs

Services and
other

Total

24,231

32,727

2,232

59,190

95.73

90.09

81.08

91.92

In 2020, 91.9% (2019: 93%) of our total permanent workforce at the SA operations was
represented by four recognised unions including AMCU, NUM, Solidarity and UASA.
Historically, union rivalry at the SA operations, particularly between AMCU and NUM,
has posed a risk to the business. However, much progress has been made over the years
to foster a culture of multilateralism and tolerance at our operations. In Rustenburg and
Kroondal operations where AMCU and NUM co-exist side by side the risk is lower as
they see each other as opponents and not enemies. At Marikana, AMCU enjoys over
80% majority and is the only recognised union. Currently the risk is low for union rivalry,
but when that status quo is threatened, proper risk evaluation and assessment will be
undertaken, and appropriate mitigation measures put in place accordingly.
At our US PGM operations, a total of 75% (2019: 75%) of employees were members of
the United Steel Workers International Union (USW). Transparency with union employees
has been increased through our monthly union company meetings at all operations
sites providing the union with information on the status of the business, safety issues,
and production plans. Quarterly discussions are held between unions and the executive
committee of the US PGM operations.

• The literacy level at the SA gold
operations in 2020 was 69% (2019:
71%) and 47% (2019: 40%) at the SA
PGM operations
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Total
number
trained

2018

• 58% (2019: 54%) of employees in
the SA operations had qualifications
equivalent to adult education and
training level 3 and higher (literate)
while 18% are semi-literate and 24%
have undefined qualifications

• Similarly, 24 employees who had
attended adult education and training
successfully moved into a mining
learnership programme (2019: 31)

Number of
community
members
trained

Ore from the SA PGM operations

SETTING THE SCENE WHAT DRIVES US ACCOUNTABILITY DELIVERING ON OUR STRATEGY AND OUTLOOK ANCILLARY INFORMATION

SA operations: Membership by union
2020

Total

Gold

2019

PGMs

Services
and
other

Total

Gold

2018

PGMs

Services
and
other

PGMs

Services
and
other

1,028 25,830 13,651 13,469

406

2,302 18,192 11,992 13,236

1,798

Total

Gold

Membership
AMCU

37,463 11,650 25,592

NUM

16,825 11,146

4,156

221 39,921 11,810 27,083
1,523 17,364 11,170

3,892

UASA

3,336

902

2,111

323

3,512

949

1,811

752

3,236

853

1,113

277

Solidarity

1,427

533

729

165

1,629

531

763

335

1,319

564

717

164

139

0

139

0

143

–

143

–

–

–

–

–

5,204

1,082

3,601

521

5,025

915

3,411

699

2,371

1,528

697

375

5,116 50,948 28,588 29,232

3,020

CEPPWAWU
Non–unionised
Total

64,394 25,313 36,328

2,753 67,594 25,375 37,103

Membership
representation (%)
AMCU

58

46

70

8

59

47

73

20

20

51

46

64

NUM

26

44

11

55

26

44

10

45

45

36

45

17

UASA

5

4

6

12

5

4

5

15

15

6

4

10

Solidarity

2

2

2

6

2

2

2

7

7

3

2

2

CEPPWAWU

0

0

0

0

0.2

–

0.4

–

–

–

–

–

Non–unionised

8

4

10

19

7

4

9

14

14

5

2

7

100

100

100

100

100

100

100

100

100

100

100

100

Total

Union representation at US PGM operations in 2020

USW
Non-unionised

Total

Stillwater (including
Blitz)

Columbus
Metallurgical Complex

East Boulder

1,302

808

150

344

0

579

355

67

102

55

Wage negotiations and
industrial action
There were no industrial actions recorded at
any of the Group’s operations in 2020. The
South African national minimum wage is
R21.69 per hour and on average our entry
level employees earn R51.29 per hour which
excludes benefits. At our US PGM operations
the minimum wage of Montana is $8.75 per
hour and we pay 6.34 times more than the
minimum wage.

SA PGM operations
On 23 October 2020 Sibanye-Stillwater
concluded a three-year wage agreement for
its Kroondal mine, which forms part of its
SA PGM operations. It was signed with the
NUM and AMCU, in respect of wages and
conditions of service for a three-year period
from 1 July 2020 to 30 June 2023.
The basic wage increase for Category 4-9
surface and underground employees for
the first year, is 5% or R1,000 per month
(whichever is higher) for each of the
three years.

Miners, artisans and officials will also receive
5% or R1,000 per month (whichever is
higher) per year over the three-year period.
The successful negotiation of this agreement
is an encouraging sign of the maturing
relationship between management and
organised labour as discussions proved
constructive without any disruption or
industrial action. The outcome is in line
with our vision and purpose and results in
competitive remuneration for our employees
while taking into account the longer-term
sustainability of our Kroondal operation.

Administrative
support staff

SA gold operations
The three-year wage agreement in place at
the SA gold operations expires in mid-2021
and the focus towards the end of 2020 was
on ensuring that all matters have been fully
implemented by the start of the new review.

SALARIES AND WAGES
Key salary and wage metrics – (end December 2020)
Employee wages and benefits paid
Average salary per employee
Annual training spend

SA

US

R19.8 billion

US$217.1 million

R20,511 cost to company for
entry level employee

US$115,417

R793 million

US$5.65 million
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EMPOWERING OUR WORKFORCE CONTINUED
We pay competitive wages and our
employees in South Africa have access to
financial and non-financial benefits exceeding
those specified in the Basic Conditions of
Employment Act. These include:

• Retirement or provident funds for
all employees
• Care for iMali financial literacy training
• Medical insurance
• Housing ownership help desk
• Employee assistance programme
Sibanye-Stillwater continued to pay the
employees’ full contributions to the
various retirement funds, medical aid
funds as well as the related risk insurance
premiums, during the COVID-19 lockdown
so that cover is in place. Please refer to the
Remuneration report for further detail on
employee payments and contributions made
during the COVID-19 period.

Employee share ownership
programme
The Group’s principal employee share
ownership programme (ESOP) is the
Thusano Trust. It was established in 2010
when employees of Gold Fields acquired
13,524,365 Gold Fields shares, in terms of a
collective agreement between NUM, UASA,
Solidarity and GFI Mining South Africa (a
wholly-owned subsidiary of Gold Fields).
With the unbundling of Gold Fields and the
creation of Sibanye Gold in 2013, employees
of Sibanye Gold at the time were allocated
an equal number of shares in each company.
Following the rights issue in 2017 and the
capitalisation share allocations, Thusano
now holds 19,233,755 Sibanye shares with
17,177 active participants as at 31 December
2020. Participants will receive income from
dividends to be paid by the Group in future.
The Thusano Trust will be wound down in
2025 as per the original Trust agreement.
On the back of the PGM acquisitions
undertaken over the last few years, SibanyeStillwater inherited additional ESOPs.
With the acquisition of the Rustenburg
operations in 2016, Sibanye-Stillwater
concluded a 26% broad-based BEE
transaction through a subsidiary. In terms
of this transaction, 26% of the Rustenburg
entity is held jointly by the Rustenburg Mines
Community Development Trusts (24.8%); the
Rustenburg Mine Employees Trust (30.4%);
Bakgatla-ba-Kgafela Investment Holdings
(24.8%); and Siyanda Resources (20%).
The distribution of dividends for the
beneficiaries of the Rustenburg ESOP and the
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Rustenburg Mines Community Development
Trusts has been finalised. A total of
12,156 employees received their dividend of
R1,054.41 on 31 July 2020. Investec was used
as the administrator to distribute the dividend.
The distribution of the LonPlats ESOP
dividends for the 19,324 beneficiaries saw
R6,704.15 paid to each beneficiary.
A team was established in 2019 to review
each of the governance arrangements and
verify the BEE status of each of the Trusts.
The report has currently been finalised and a
draft BEE scorecard has been finalised.
There is no share ownership programme
equivalent at our US PGM operations.

Tackling employee indebtedness
Financial over-indebtedness is, unfortunately,
a burden born by many of our employees at
our SA operations. It is a personal stress that
has the potential to cause emotional strain
and can have a negative impact on overall
individual well-being and the ability to work
safely and efficiently. It is in this context that
Sibanye-Stillwater offers the financial literacy
programme, Care for iMali, to make a
difference in people’s lives and help alleviate
financial stresses.
For more information see the Care for iMali
fact sheet at https://www.sibanyestillwater.
com/newsinvestors/reports/annual.

HOUSING AND LIVING CONDITIONS
The improvement of the housing and living
conditions of the mining workforce is a
fundamental requirement to not only fully
transform the South African mining industry
but to also address the legacies of the past.
While this is a requirement of the Mining
Charter, the standards governing housing and
living conditions are stipulated in the Housing
and Living Conditions Standard for the
Minerals Industry. At the time of writing, these
standards were in the process of being revised
by the Department of Mineral Resources and
Energy (DMRE). In 2020, Sibanye-Stillwater
participated in the Mineral Council South
Africa’s Living Conditions Task Team and
provided contributions to the DMRE’s review
of the standards.
Another significant focus in 2020 was the
development of a new housing strategy
for the SA operations. As a first step in
this integrated programme, a survey was
undertaken in the latter part of the year to
understand the needs and requirements of
our employees. This survey was conducted at
all SA gold and SA PGM operations except
Marikana, which already has a developed

Housing and Living Conditions Strategy and
associated responses as required by the new
Housing and Living Conditions Standard.
Once the results of the survey have been
captured and analysed, we will be in a
better position to devise long-term housing
solutions matching the needs and abilities of
our employees against effective demand.
While Sibanye-Stillwater’s housing programme
was hampered by the COVID-19 pandemic,
some progress was made and outlined below.

SA gold operations
The focus remained on the reduction of
both the family and single accommodation,
an initiative that will reduce the overhead
costs associated with this service. In 2020,
a project to relocate employees of the Kloof
operation to hostels closer to their place of
work was undertaken. This resulted in the
closure of the Nkululeko hostel complex at
Kloof, which was subsequently used as a
quarantine facility following the spread of
COVID-19 to these areas.
We also continued with the home ownership
strategy, although this was negatively
affected as a result of the pandemic. In
2020, a total of 114 houses were sold
compared to the 179 sold in 2019. The SA
gold operations have approximately 4,000
family accommodation units in proclaimed/
municipal areas and another 2,000 units on
un-proclaimed land. A further 16 low-cost
houses were built for employees in the
Beatrix region in 2020, which formed part of
a project within our SLP.
An agreement was negotiated with
organised labour to outsource catering
at Driefontein and Beatrix, similar to
the model currently implemented at the
Kloof operation. In ongoing efforts to
benefit our host communities as much as
feasibly possible, in 2020 we concluded an
agreement with the Rand West City Local
Municipality to donate 278 houses.

SA PGM operations
Our ongoing footprint reduction programme
continued to gain momentum in 2020.
Extensive engagement was undertaken
with the regulator concerning the structural
deformities in five of the 44 infill apartment
blocks, detected in 2019 at Marikana
(these five blocks were built by Lonmin).
The outcome of discussions and through
consultation with various stakeholders
is that these apartment blocks are to be
demolished. The 150 employees who were
impacted by this disruption have been
successfully re-accommodated in units that
subsequently became available as a result of
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the workforce reduction process. In addition,
two infill apartment blocks (comprising
60 infill apartments) have been built in a
different location to those which suffered
from structural deformities. Further to the
additional infill blocks, we also converted
two previous AET classroom blocks into 30
living units. The housing and living conditions
commitments as part of the Marikana SLP
Generation II have all been met.

Sibanye-Stillwater has supported and
capacitated the Rustenburg Local
Municipality with the implementation of
the Integrated Residential Development
Programme (IRDP) specifically for Marikana
Ext.13. The support to the Rustenburg Local
Municipality included the following:

During 2020 we continued our support
towards the government-led projects around
the Marikana operations. These projects
emanate from the Revitalisation of Distressed
Mining Towns programme overseen by the
National Department of Human Settlements,
Water and Sanitation.

• Donation of land parcels in close proximity

Sibanye-Stillwater has previously reported
that we entered into partnership agreements
with the Housing Development Agency
(as mandated by the National Department
of Human Settlements, Water and
Sanitation) working closely with the two
local municipalities being, Madibeng and
Rustenburg. These efforts remain aligned with
the respective spatial development frameworks,
housing sector plans as well as integrated
development plans of both municipalities.
It is further noteworthy to appreciate that
these projects (wherein we opted to partner
with government, the first of its kind in the
industry) had uncalculated key strategic drivers
of our social investment and subsequent
commitments within the Generation III SLP
for our WPL and EPL mineral rights.
The focus with Madibeng Local Municipality
has been to support and capacitate the
implementation of the Upgrading of Informal
Settlements Programme (UISP) specifically for
Nkaneng informal settlement. The support
included the following:

• Technical capacitation with professionals

At the Rustenburg operations the
momentum seen in 2019 continued and
we realised another 172 home ownership
transactions concluded with another 28
lodged for transfer. COVID-19 severely
impacted on home ownership transactions
given the overall economic downturn and
uncertainties seen during 2020.

• Provisioning of access to existing Sibanye-

Challenges

owned bulk services and infrastructure
to Marikana Ext.13
Land consolidation for Marikana Ext.13
project progressed while awaiting finalisation
of purchase agreements with private
landowners. The Housing Development
Agency (assisting the Rustenburg Local
Municipality) is applying for grant funding
towards bulk link infrastructure and
upgrading of municipal water reservoirs. A
technical committee between the Rustenburg
Local Municipality and the Group is in place
for technical support as well as facilitate
infrastructure grant applications.
The Klipfontein Village, consisting of 107
vacated houses on un-proclaimed land,
has also been earmarked for closure, along
with one of the four high-density residence
hostels in the vicinity of the Rustenburg
operation. All accommodation units at the
mentioned locations have been unoccupied
for a period of time. While engaging with
various stakeholders to determine the
need for alternative use of these facilities,
despite our best efforts, unfortunately high
levels of poverty and unemployment fuelled
vandalism of these unoccupied units to
the extent where it is no longer viable for
housing purposes.

• Provision of additional water tanks

While reducing its footprint, Sibanye-Stillwater
has been focusing on the promotion of its
home ownership initiative. This involves
the sale of 1,455 houses to employees at a
discounted price. The programme has three
phases, phase one is only open to employees
who are currently residing in the houses, and
phase two is open to all other employees
including Kroondal operations while phase
three will be open to the secondary market.
To date, the home ownership programme has
cultivated keen interest from our employees
and were gaining significant momentum.

The Nkaneng project progressed with
various deliverables completed, inclusive of
functional technical engagement between
the Madibeng Local Municipality and the
Company, but was stymied by COVID-19.
It is envisaged that some elements of this
project (i.e. road grading and installation of
water tanks) will take place during 2021.

At the Marikana operations four home
ownership transactions were concluded with
another 53 home ownership transactions
lodged for transfer. An employee home
ownership help desk is still available at the
Marikana operations to facilitate the entire
spectrum of home ownership transactions on
behalf of employees.

• Facilitated stakeholder engagement –
provisioning of a dedicated resource
• Provision of ongoing technical support
in the form of professionals
• Assistance with in-situ town planning
• Facilitated enumeration survey
• Facilitated moving informal housing
(shacks)
• Grading of roads

There are challenges at both the SA gold
and PGM operations relating to living-out
allowances which are receiving attention at
the highest levels. These include the payment
of living-out allowances to employees who
then choose to live in poor conditions and
make savings, but who then compromise
their health and well-being. Another
significant challenge to both SA operations
of the business is ongoing property and land
invasions. In 2020, 104 houses were illegally
occupied in Rustenburg. These houses were
reserved for scarce skill employees who join
the Group to have accommodation offered
to them on as part of their onboarding
process. The Group is obtaining legal advice
for assistance in the matter and the process
remains ongoing. It remains concerning
that such criminal activities (at this scale)
are tolerated by the local authorities while a
community is left in fear of further invasions
and disregard of property rights.
As for land invasions, four were recorded
close to the SA gold operations, while seven
were recorded at the SA PGM operations.
A Leveraging Land for Impact Steering
Committee (LLISC) has been established to
respond and address issues pertaining to land
in a sustainable and responsible manner. The
overall objective of this review committee is
to guide the business in the classification of
land into three main categories, namely: land
suitable for integrated human settlement,
land suitable for agricultural projects and land
suitable for continued mining operations.
One positive outcome of this, however, is that
our partnership with the Gauteng Department
of Community Safety in relation to responding
to land invasions has strengthened
considerably. They have established a
programme to deal with land invasions across
the province. Regrettably, not all provinces in
which we operate respond to this challenge
in the same manner and it remains imperative
for Sibanye-Stillwater to engage with all
relevant stakeholders to find sustainable
solutions to this challenge.
Also refer to the Marikana renewal fact sheet
for information to the supply of houses to
the widows of the Marikana tragedy.
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EMPOWERING OUR WORKFORCE CONTINUED
SA operations: housing and accommodation
2019

2018

SA Total

2020
PGMs

Gold

Total SA

Total SA

Single accommodation complexes (mine employees)

9,051

1,421

7,630

8,659

11,650

Family accommodation (houses and on-mine residence)

9,796

4,600

5,196

5,573

7,512

42,781

30,294

12,487

14,689

20,769

Total

290

176

114

179

138

Employees

307

174

113

177

102

3

2

1

2

36

Total

1,699

730

969

855

676

Employees

1,225

581

644

531

354

474

149

325

324

322

Number of houses built during the year

16

0

16

0

0

Number of houses built since programme inception (2015)

52

0

52

36

36

Family

219

141

78

74

90

Single

92

53

39

40

47

Family

156

122

34

28

50

Single

36

18

18

16

22

0

430

430

430

Number of employees living in

Private/other (balance of total workforce)
Number of company-owned houses sold

Private
Number of company-owned houses sold since programme inception (2015):
cumulative total

Private

Spend on accommodation maintenance/renovations 1 (Rm)

Spend on accommodation maintenance/renovations (excluding labour costs)
(Rm)

Single accommodation upgrade spend since programme inception (2015) (Rm)

430

2

The cost of accommodation maintenance and renovation is comprehensive (not only painting). Spend on maintenance and renovation of single
accommodation has decreased year-on-year as a result of planned closure of some of the units at Beatrix.

1

2

The SA PGM operations does not have a single accommodation programme

CARING FOR INJURED EMPLOYEES
AND THEIR DEPENDANTS
Sibanye-Stillwater, through the
Matshediso programme, Lonmin Memorial
Fund and the Sixteen-Eight Memorial
Trust, provides financial assistance to the
families and dependants of employees
who are severely disabled or fatally injured
in mine accidents.

Matshediso programme
Sibanye-Stillwater supported 314
Matshediso dependants in 2020 at a
total cost of R1.1 million. In addition, at
year-end, the families of South African
employees received vouchers to the value
of R1,500 per family while families living
in Mozambique, where the cost of living is
much higher, received R2,000 each.
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In addition to the Matshediso programme,
Sibanye-Stillwater undertakes home
adaptation and maintenance projects to
provide the families of severely disabled or
fatally injured employees with functional
housing.

In 2020, the construction of houses for
two employees with spinal cord injuries
and support to beneficiaries of three
employees that were fatally injured and
one special project was initiated for the
SA gold operations.

For paraplegics and quadriplegics (spinal
cord injuries), projects include:

For families of deceased employees, either
a new house is built (as above) or home
maintenance is undertaken.

• the building or renovation of houses
(56m2 with an open-plan kitchen/
lounge, two bedrooms and a bathroom)
• connection to electricity and water
supplies (if municipal infrastructure
is not available, two water tanks are
installed)
• the widening of doorways, ramps and
pathways installed and bathrooms
made wheelchair-friendly with suitable
toilets fitted

A total of 22 widows or beneficiaries
of the SA gold operations are on the
project list for renovations, adaptations
or a new home.
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Benefit
Host schools
Boarding schools
Uniform, stationery, text books and transport
Extra classes at host schools
Study opportunities
Christmas voucher or hamper
Total amount paid to beneficiaries

2020
2019
R7,000 (primary)
R7,000 (primary)
R15,000 (secondary)
R15,000 (secondary)
R18,000
R18,000
R3,000
R3,000
R2,160 per subject per year
R2,160 per subject per year
Bursary/internship awarded automatically for study of choice at recognised tertiary institution
(certain minimum requirements)
R1,500 per family
R1,500 per family
R1.16 million
R1.49 million

Lonmin Memorial Fund
Through the Lonmin Memorial Fund, Sibanye-Stillwater supported 89 dependants in 2020 at a total cost of R3.6 million. Five of these
dependants completed their final year of school in 2020 with nine at tertiary level.

Sixteen-Eight Memorial Trust
Sibanye-Stillwater, through the Sixteen-Eight Memorial Trust, continues supporting the 141 beneficiaries by providing counselling
support and educational assistance in the form of paying for school fees, uniform, stationery, textbooks, excursions, transport,
tertiary tuition fees, accommodation allowances and meal allowances. Sixteen beneficiaries are at tertiary level of education and three
completed school in 2020.
Refer to the Marikana renewal fact sheet online at https://www.sibanyestillwater.com/newsinvestors/reports/annual.

FUTURE FOCUS
• Finalise and implement the new Organisational growth strategy to replace ‘People@Sibanye-Stillwater’
• Continue focus on the culture growth programme to further transform the organisation
• Continue the digital transformation of the Human Resources (HR) functions
• Streamlining the HR function to minimise the waste of time and resources and reduce costs

SA
OPERATIONS

1

• Adjust the HR service delivery model to enhance the employee lifecycle
• Prioritise the mining and engineering learnerships for those employees who could not write or obtain
their blasting certificates as a result of COVID-19
• Focus on employment equity to ensure that the Mining Charter III targets are reached in 2021 with an
associated attention being given to effective succession planning
• Preparation work ahead of the SA gold operations wage negotiations
• Launch the Induction Application for both initial and refresher training within the first half of 2021
• Entrench an automated learning and development administration functionality through our smart
learning hub
• The launch of virtual and augmented reality capabilities at our SA PGM operations
• Continue with the implementation of digital learning
• Implementation of BeQ organisational engagement survey
• Intensive training of new and existing operations supervisory personnel to ensure clarity of role
expectations and proficiency in use of available tools to achieve role expectations.

US PGM
OPERATIONS

• Continued focus on the culture growth programme to further transform the organisation

2

• Continue the digital transformation of the HR functions
• Focus on streamlining the HR function to minimise the waste of time and resources and reduce costs
• Adjust the HR service delivery model to enhance the whole employee lifecycle
• Preparation work ahead of the US PGM East Boulder operation’s wage negotiations
• Expand diversity and inclusion efforts to align with SA’s goals for the organisation
• Continue to promote the SOHO model and provide resources to employees and managers in support
of this shift in how we work
• Ongoing efforts to mitigate the risks associated with COVID-19 to include exploring ways in which we
can facilitate a vaccination programme for employees and their families
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