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GLOSSARY OF TERMS 
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BEE Black Economic Empowerment 

BBBEE Broad Based Black Economic Empowerment 

CSI Corporate Social Investment 
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1. Introduction and Preamble 

1.1 Introduction 

This Social and Labour Plan (SLP) for Bushveld Vametco Holdings, Mining Right Reference Number 
NW/30/5/1/2/5/2/08 MR, is a submission in terms of the requirements of Regulation 10(1) (g) and Regulation 42(1) 
(a) of the Mineral and Petroleum Resources Development Act (MPRDA) Regulations.  
 
The objectives of the SLP as contemplated in Regulation 41 are to: 
 

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

• Contribute to the transformation of the mining industry; 

• Ensure that holders of mining rights contribute towards the socio-economic development of the areas in which 
they operate; and 

• Utilise and expand the existing skills base for empowerment of HDSA. 
 

Bushveld Vametco is located within Ward 20 and 18 of the Madibeng Local Municipality, Bojanala District Municipality, 
North West Province. Bushveld Vametco lies about 6.5 Km to the North East of Brits, 1 km of Mothutlung, 5 km North 
West of Garankuwa and 4 km South of Lerulaneng (Rabokala).   

 
The Mine, operated under the name "Vametco", started - as a single mining operation in 1967 on two farms called 
Krokodilkraal and Uitvalgrond located in the Brits District, Province of North-West RSA.   
 
These farms have been co-owned by a large group of HDSA persons since 1912, and this is still the case today. The 
then “UCAR” entered into lease agreements with the co-owners in 1988 for a period of 25 years. 
 
At start-up in 1967, the business was owned, and the Mine was operated by Union Carbide (USA Company) and was 
known as UCAR Minerals Corporation. In 1986, the Mine was taken over by Strategic Minerals Corporation (USA) 
(SMC). The company was then known as Vametco Minerals Corporation (a fully owned American subsidiary of SMC). 
 
In November 2006, Vametco Minerals Corporation converted to a South African Company under the name Vametco 
Holdings (Pty) Ltd. A total of 75% of Vametco Holdings was owned by SMC and 25% was owned by BEE partners (with 
AVACAP being the lead partner). In 2011 the Company changed its name to Evraz Vametco Holdings, Alloys and 
Properties. 
 
In 2017 April, Bushveld Minerals acquired a 27% effective interest in Vametco. The Company name then changed to 
Vametco Holdings. In December 2017, Bushveld Minerals increased its effective interest to 59%. In September 2018, 
Bushveld Minerals increased the effective interest to 74% through a series of transactions.  
 
Bushveld Vametco Alloys (Pty) Ltd is a fully owned subsidiary of Bushveld Vametco Holdings (Pty) Ltd.  
 
Bushveld Vametco mines vanadium bearing magnetite ore from an opencast mine situated 6.5km north east of Brits, 
in Wards 14 and 18 of the Local Municipality of Madibeng, in the North West Province. Extensive processing is required 
to produce saleable vanadium products. 
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Bushveld Vametco applied for conversion of an old Order Mining Right over certain portions of the farms Krokodilkraal 
426JQ and Uitvalgrond 431JQ in the Local Municipality of Madibeng, in mid-2004. The new order mining right was 
executed in April 2013 and the approval of the Social and Labour Plan. 
 
Bushveld Vametco has been seriously affected by the recent decreased commodity pricing. Sales volumes and sales 
prices in 2016 has been the lowest in the last 15 years dating back to the early 2000’s. Production had to be optimised 
with further organisational restructuring performed.  
 
The company has been marginally profitable during the last 5 years after it had to repay the debt incurred during the 
2009 / 2010 financial years. The company had to exercise very strict cash management during 2011 to 2016 to survive.  
 
Considering the above financial constraints and community dynamics, the company has managed to honour its 
commitments within the approved SLP submitted during 2011 which formed part of the New Order Mining Right 
Execution.  

 
Figure 1: Ownership Structure of Bushveld Vametco Holdings 
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1.2 Preamble 

 
Table 1:  Company Information 

 

Name of Company: Bushveld Vametco Holdings 

Name of Mine: Bushveld Vametco Alloys 

Physical Address: 

Main Mothotlung Road 

Mothotlung 

Brits, 0250 

Postal Address: 
P. O. Box 595 

Brits 0250 

Contact Person(s) at the 
Mine: 

Primary Contact Person: 

Bertina Symonds – General Manager: Bushveld Vametco Holdings 

E-mail address: bsymonds@bushveldvametco.co.za 

Telephone Number:  +27 12 318 3209 

 

Secondary Contact Person: 

Thabisile Mchunu – Transformation & Stakeholder Engagement Manager  

E-mail address: tmchunu@bushveldvametco.co.za 

Telephone Number: +27 12 318 3237 

 

Company Telephone 
Number: +27 12 318 3200 

Location of Mine: 

Portions of farms: 

Farm Krokodilkraal 426 JQ and Uitvalgrond 431 JQ,  

Madibeng Local Municipality (MLM)  

Bojanala District Municipality  

North West Province 

( See figure 2 below) 

mailto:bsymonds@bushveldvametco.co.za
mailto:tmchunu@bushveldvametco.co.za
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Commodity 

Vanadium bearing magnetite ore 

Products: Vanadium products comprising of Nitrovan (Vanadium Carbonitride)  

and MVO (Modified Vanadium Oxide)  

or else referred to as V2O3 

Life of Mine: 20 Years 

Financial Year: December 

1.3 Locality 

 
Bushveld Vametco is located within Ward 20 and 18 of the MLM, Bojanala District Municipality, North West 
Province. Bushveld Vametco lies about 6.5 Km to the North East of Brits, 1 km of Mothutlung, 5 km North West of 
Garankuwa and 4 km South of Lerulaneng (Rabokala). 
 
The company is operating within MLM, Brits Town, Bojanala District in the North West Province. Bushveld Vametco 
mining communities are Rabokala (Uitvalgrond), Rankotea (Krokodilkraal), Mothotlung (Ward 20 & 21), Mmakau  
(ward 17, 18 & 19) and Damonsville. 
 

Figure 2:  Map Showing – Bushveld Vametco Holdings 
 
 

 
 



  

Reference Number DMRE REF: NW/30/5/1/2/5/2/08 SLP 

Report Type Social and Labour Plan 

Bushveld Vametco Holdings Report Period Jan 2018 to Dec 2022 

   

 

12 
 

1.4 Mining Methodology  

 

Bushveld Vametco Alloys has a processing plant which is situated inside the mine. Vametco employs the standard 
salt roast and leach process to produce a trademark VCN product called Nitrovan. The process involves the following 
stages: 

• Step 1: Mining which include drilling and blasting; 

• Step 2: Crushing, milling and magnetic separation to produce a magnetite concentrate with average grades 

of approximately 2% V2O5 in magnetite; 

• Step 3: Salt-roasting of concentrate, involving roasting of the concentrate with sodium salts in a kiln at 

approximately 1,150°C to form a water-soluble sodium vanadates material; 

• Step 4: Leaching and purification involving dissolution of roasted vanadium concentrate in water, purification 

and precipitation of vanadium through the addition of ammonium sulphate followed by drying and then 

processing in a reducing environment to produce an Modified Vanadium Oxide product; and 

• Step 4: Nitrovan production: the Modified Vanadium Oxide is briquetted and fed into a shaft induction 

furnace in a nitrogen atmosphere to produce Nitrovan, a trade-mark vanadium product used in the steel 

industry, and Modified Vanadium Oxide. 
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1.5 Labour Plan 

 
Bushveld Vametco has a total number of five hundred and twenty (520) employees excluding the core contractors. 
Table 2 to Table 4 below presents the planned workforce at Bushveld Vametco and fixed term contractors for the next 
five (5) years. The majority of the Bushveld Vametco’s permanent workforce constitutes of Paterson C and B band 
employees.  
 
Table 2:  Function and Associated Employees 

Mining Operation/ Contractor Service Provided to the Mine BEE Classification 
Number of 

Employees 

Bushveld Vametco Holdings  Core Mining  520 

    

Total : 520 

 
Table 3: Summary of Workforce of Mine Employees at Bushveld Vametco for 2018 -2019 Current Status 

Occupational Level FY19 

Top management (F)  7 

Senior management (E) 8 

Professionally qualified and experienced specialists and middle management (D) 25 

Skilled technical and academically qualified workers, junior management, supervisors, foremen and 
superintendents (C)  

171 

Semi-skilled and discretionary decisions making (B) 238 

Unskilled and defined decision making (A) 0 

Total Permanent 449 

Non-permanent 71 

TOTAL 520 
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1.6 Labour sending areas and Local Recruitment 

 
The majority (77, 91 %) of Bushveld’s permanent employees currently live in the Madibeng Local Municipalities.   
Table 4 below presents a summary of Labour Sending Areas for Mine employees, with Appendices outlining a detailed 
breakdown of the Labour Sending Areas. 
 
Table 4:  Local Recruitment Undertaking Summary and Strategic Action Plan (excluding contractors)  

 
 
 

• Current Total Workforce is 520  

Sending Area  Count  
Percen-

tage

102 19,62%

164 31,54%

56 10,77%

38 7,31%

6 1,15%

11 2,12%

7 1,35%

1 0,19%

4 0,77%

3 0,58%

1 0,19%

3 0,58%

3 0,58%

1 0,19%

8 1,54%

2 0,38%

1 0,19%

4 0,77%

2 0,38%

1 0,19%

6 1,15%

2 0,38%

1 0,19%

1 0,19%

1 0,19%

1 0,19%

1 0,19%

1 0,19%

5 0,96%

1 0,19%

2 0,38%

2 0,38%

1 0,19%

63 12,12%

4 0,77%

2 0,38%

3 0,58%

1 0,19%

1 0,19%

1 0,19%

1 0,19%

1 0,19%

520 100,00%

In-Province

Inter-Provincial

Gauteng

Letlhabile

Mpumalanga

Limpopo

Klerksdorp

Koster

Makapanstad

Majaneng

Kwaggafontein

Ga-Matimpula

Zwelihle

Nelspruit

Emalahleni

North West

Uitvalgrond

Province

North West

Johannesburg

Hebron

Gezina 

Centurion

Bronkhorstspruit

Potchefstroom

Rosslyn

Johannesburg

Pretoria

Midrand 

Mabopane

Karen Park

Rankotea

Damonsville

Rustenburg

Modderspruit

Roodekopjes

Kgabalatsane

Bethanie

Jericho

Hartbeespoort

Mooinooi

Mamogaleskraal

Maboloka

Bapong

Oukasie

Rabokala

Ntswapilong

Local

Town  

Brits

Mothotlung

Mmakau



  

Reference Number DMRE REF: NW/30/5/1/2/5/2/08 SLP 

Report Type Social and Labour Plan 

Bushveld Vametco Holdings Report Period Jan 2018 to Dec 2022 

   

 

15 
 

 
The following Section (Section 2), outlines the Human Resource Development focus areas at Bushveld through which 
a strategy will be implemented to support the local recruitment initiative, as well as, deliver required skills 
development programmes to ensure efficient and cost effective production at the operation during the life of mine.  

2. Human Resource Development Plan 

2.1 Introduction 

 
The primary objective of the Human Resource Development (HRD) Plan is to enable transformation and empowerment 
of the workforce; in particular, the Historically Disadvantaged South African (HDSA) employees to progress to higher 
levels of employment in the organisation. This section will outline Bushveld’s HRD Programmes as required by Section 
46 (b) of the Regulations to the MPRDA. 
 
The purpose of the Human Resource Development Plan is to ensure that every effort is made to provide on-going and 
relevant training for employees at Bushveld Vametco. This process also includes all staff and contractors ensuring that 
they are competent to be on the mine. 
 

2.2 Skills Development Plan 

 
The purpose of the Skills Development Plan is to provide skills development for employees through the creation of a 
skills base necessary for the achievement of Bushveld’s business strategies and objectives. This includes the proactive 
development of individuals, including career planning and continuous benchmarking to ensure best practice, as well as 
alignment with current legislation.  
 
The objectives for skills development are: 

• Developing and growing the existing internal talent pool to meet current and future business needs with a 
strong emphasis on transformation and redressing past practices; 

• Establishing a cachè of skilled workers that can potentially fulfil the Company’s hard-to-fill vacancies and 
transformation requirements; 

• Allowing new entrants into the labour market to gain relevant work experience; 
• Improving the quality of life of employees; 
• Providing core and critical skills opportunities to improve and enhance employees’ capabilities and 

competencies in line with their responsibilities. 
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Table 5 below provides Bushveld Vametcos’ SETA registration details as proof of the Mine’s compliance with the 
relevant skills development regulatory requirements. 
 
Table 5:  Compliance with Skills Development Legislation – Bushveld Vametco 

 
SETA Information Required SETA Details 

Name of SETA: MQA 

Registration Number with relevant SETAs: L080757893 

Skills Development Facilitator: Moipone Magdeline Mtileni 

Proof of submission of Workplace Skills Plan and date of submission 
L080757893 (Vametco Alloys) 
26/04/2019 

2.3 Adult Education and Training 

 
Bushveld Vametco will continue providing Adult Education Training (AET) to increase Bushveld Vametco’s and its local 
community’s literacy and numeracy levels.  Successful candidates engaged in AET will be offered the opportunity to 
progress into advanced skills training programmes leading to the attainment of registered qualifications and access to 
career paths, thus creating an opportunity for individuals to realise their potential in terms of career advancement and 
life-long learning.   
 
Table 6 below presents Bushveld Vametco’s Implementation Plan for the AET Programme, Table 7 reports on Form Q 
for Bushveld as at October 2019, Table 8-10 reports on the targets set against various AET programmes at Bushveld. 
 
 
Table 6:  AET Undertaking Summary and Strategic Action Plan 

Programme Description: The AET Programme offers literacy training opportunities to Mine employees with an education level less than 
Grade 9. The purpose of the AET training programme is to raise overall levels of literacy of employees, thereby raising employment 
potential and developing literacy and numeracy skills. 

Undertaking 
Summary: 

Bushveld is committed to ensuring that all employees become functionally literate and numerate through AET 
programmes. Further, in respect of the community AET programme, Bushveld intends to utilise the community 
skills development programmes to create a pool of appropriately skilled workers from which the mine can recruit. 

Person accountable for the overall AET: Human Resources Development Manager Person Responsible Timeframe 

1. Plan the AET Programme for SLP 3 
a. Confirm targets for each training course. 

b. Determine suitability of current AET providers aligned to procurement strategy.  

Human Resources 
Development Manager 

Continuous 

2. Promote the AET Programme to all qualifying employees 
a. Identify the target audience. 

b. Develop a programme communication plan. 

c. Use staff engagements such as meetings and performance discussions to create 

awareness of programme to identified potential candidates.  

d. Encourage participation in the programmes. 

e. Obtain signed letters of declination from uninterested potential candidates. 

Human Resources 
Development Manager 

Continuous 
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3. Deliver the AET Programme 
a. Ensure that training is delivered by the contracted service provider. 

b. Keep accurate records of attendance and results. 

c. Provide monthly status reports. 

Human Resources 
Development Manager 

Continuous 

4. Report, review and revise the AET Programme 
a. Compile SLP compliance report of progress and achievements and submit to the DMRE. 

b. Evaluate the implementation against targets for the current year. 

c. Identify critical success factors and lessons learnt from the current year. 

d. Revise the action plan for the following year. 

Human Resources 
Development Manager 

Continuous 

 

 

Table 7:  Form Q – Bushveld Workforce literacy as at October 2019 

 

 

African Coloured Indian White African Coloured Indian White Male Female

No Schooling 2 2 0

Grade 0 / Pre school 0 0

Grade 1/ Sub A 0 0

Grade2/ Sub B 7 7 0

Grade 3/ Std1/ABET 1 2 2 0

Grade4/ Std 2 1 1 0

Grade 5/ Std 3/ ABET 2 6 6 0

Grade 6/ Std 4 0 0

Grade 7/Std 5/ABET 3 9 9 0

Grade 8/ Std 6 8 1 1 9 1

1

Grade 9 /Std 7/ ABET 4 / N1 

General Education and Training

Certificate / Some National

Certificates 

5 1 2 6 2

2

Grade 10/ Std 8/ N2

 Some Certificates / Some National

Certificates

32 1 3 33 3

3

Grade 11/ Std 9/ N3

Some Certificates / Some National

Certificates

52 2 4 16 58 16

4

Grade 12/ Std 10/ N4

Further Education and Training

Certificates / National Certificate:

Vocational / National Senior

Certificate / Some other National

Certificates

128 15 34 1 143 35

5

2 year National Diplomas / 1 year

Higher Certificates / N4, N5 & N6

National Certificates 

66 35 15 101 15

6

3 year National & Higher

Diplomas / Some other 2-3 year

Diplomas / Advanced Certificate

16 6 11 1 2 22 14

7
3 year Degrees / Higher or

Advanced Diplomas
9 3 9 4 12 13

8
4 year Degrees and Honour's

Degrees 
1 1 0 2

9 Master's degrees 1 1 2 2 2

10 Doctorates 0 0

TOTAL 344 2 0 67 91 2 0 10 413 103

Higher 

Education 

and Training 

(HET)

Male Female Total

General 

Education 

and Training 

(GET)

Further 

Education 

and Training

BAND NQF LEVEL OLD SYSTEM
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Table 8: AET Needs and Processes followed to Identify AET Learners: 

 
AET 

Level 
AET 

Need 
Background on Employees and Process Followed to Determine AET Intake Target: 

Basic 2 
One (1) learner on the program, and 
The other employee. 

AET 1 7 Seven (7) learners on the program.  

AET 2 3 Three (3) learners on the program. 

AET 3 6 Six (6) learners on the program. 

AET 4 19 
Only one (1) learner out of the 19 that were registered continued with the training. Letters were signed 
by other employees not interested in the programme. 

 37  

 
 
 
Table 9: AET Targets for Employees at Bushveld Vametco for the period 2018 to 2022 

Employees  FY18 FY19 FY20 FY21 FY22 Total 

Pre-AET 0 0 0 0 0 0 

AET Level 1 0 0 0 0 0 0 

AET Level 2 0 2 0 0 0 2 

AET Level 3 0 0 1 0 0 1 

AET Level 4 2 0 3 3 0 8 

AET Learners 2 2 3 3 0 10 

BUDGET R 2 000,00 R 2 500,00 R 4 300,00 R 4 800,00 0 R 13 600,00 

NB: Bushveld Vametco will use the 27 employees that need AET training according to the Form Q in the Social and 
Labour Plan 2018 -2022 to address the old Social and Labour Plan 2012 to 2017 targets shortfall. The 2012-2017 action 
plan commitments will be implemented in parallel with the 2018-2022 targets. 
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2.4 Community AET Programme 

Bushveld Vametco aims to have a positive effect on the socio-economic climate within the local communities by 
continuing affording community members the opportunity to become functionally literate and numerate through its 
Community AET Programme. The objectives of providing AET to the community are: 
 

• Affording the previously illiterate and innumerate community members with an opportunity to access 
further education or employment opportunities either with Bushveld Vametco or elsewhere; and 

• Creating a pool of candidates within the host communities from which Bushveld Vametco can recruit 
future employees  

 
Table 10:  AET Community Undertaking Summary and Strategic Action Plan 

Undertaking Summary 
Bushveld will ensure that the literacy levels of the local communities are improved through AET for 
the community. 

Responsible Position Strategic Plan Timeframe 

Human Resources 
Development Manager 

Bushveld will offer AET training to interested community members to 
create a sufficient pool of literate potential employees.  

Continuous 

Human Resources 
Development Manager 

If Bushveld employees decline AET opportunities to fulfil AET targets, the 
AET training opportunities will be offered to the Communities. 

Continuous 

 

2.5 Learnerships  

 
The purpose of the 18.1 learnership is to equip employees with skills to obtain a trade certificate and assist them in 
undertaking their responsibilities more efficiently, which may allow their progression into other positions at Bushveld 
Vametco, where a need exists. Bushveld Vametco will continue to increase its learnership programme and will offer 
learnership in disciplines that are relevant to its operation and develop skilled people for the Bushveld Vametco 
operation.  
 
The purpose of the 18.2 learnership program is to focus on skills development to equip unemployed youth with 
transferable skills to enter the labour market.  Every effort is made to ensure an 80/20 ratio in respect of HDSA 
participation in the learnership programme, with emphasis being placed on recruiting women into the various 
learnerships. 
 
 
The specific Learnership programmes offered have been informed by both the skills requirements of the Mine (in line 
with the WSP, Hard-to-Fill Vacancies and the business plan) as well as the forecasted skills scarcity within the mining 
industry over the next five (5) years.  
 
Table 11 below illustrates the implementation plan for the Learnership Programme at. Table 12 to Table 13 below 
show the targets committed to by Bushveld Vametco for the period 2018 to 2022 on the Learnership programme for 
both Section 18.1 and section 18.2 learnerships. 
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Table 11:  Learnership Plan Undertaking Summary and Strategic Action Plan 

 

Undertaking Summary 
Bushveld Vametco is committed to offering Learnership opportunities to employees and 
interested community members that meet the requirements. Learnership opportunities on offer 
will be in line with the Bushveld Vametco and Mining Industry’s Hard to Fill Vacancies. 

Responsible Position Strategic Plan Timeframe 

Human Resources 
Development Manager 

Learnership Programmes will be informed by the Hard to fill vacancies at the 
Mine in order to create a pool of potential employees within the company and 
within local communities. 

Continuous 

Human Resources 
Development Manager 

Plan the Learnership Programme 
a. Finalise the annual programme, including confirming future skill needs for 

the mine, targets, enrolment criteria, selection process, facilitators, 
facilities, resources, timeframes and budgets. 

b. Review the previous year’s Intake training schedule and develop the next 
year’s training schedule accordingly. Arrange the necessary logistics. 

Continuous 

Human Resources 
Development Manager 

Implement Learnerships 
a. Ensure that training is delivered by the contracted service provider. 
b. Keep accurate records of attendance, scores and outcomes (e.g. 

Performance appraisals). 
c. Provide monthly status reports to programme sponsor. 

Continuous 

Human Resources 
Development Manager 

Report, review and revise the Learnership Programme 

a. Compile SLP compliance report of progress and achievements and submit 

to the DMRE. 

b. Evaluate implementation against targets for current year. Identify critical 

success factors and lessons learnt from current year. 

Revise the action plan for the following year, incorporating recommendations. 

Continuous 
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Table 12:  Learnership Targets (18.1) for Bushveld Vametco for 2018 – 2022 

Learnership 
(18.1) 

Programme  

Length of 
Programme  
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Fitter 3 Years   0     1       1   1 1 1   1   

Boilermaker 2 Years   0     2     1 2 2 1 1 1 1 1 1 

Electrician 3 Years   0           1     1 1     2 1 

Diesel 
Mechanic 

2 Years   0                             

Total 0 0 0 0 3 0 0 2 3 2 3 3 2 1 4 2 

Total Learnerships at the Mine 0 0     3     5     6     5     

Budget 
  

R 0,00   R 272 250,00   R 499 125,00   
R 658 

845,00 
  

R 603 
941,25 

  

 

Table 13:  Learnership Targets (18.2) for Bushveld Vametco for 2018 – 2022 

Learnership 
(18.2) 

Programme  

Length of 
Programme  
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Fitter 3 Years   3     3 3   2 6 3 2 5 3 2 4 2 

Boilermaker 2 Years   2     2 2 2 3 2 2 2 3 3 3 2 2 

Instrumentation 3 Years   1     2 1   2 3 1 3 4 2 2 5 2 

Rigger 2 Years   1     0 1 1 0 0   0     0     

Electrician 3 Years   2     2 2   2 4 2 2 4 2 2 4 2 

Total   9 0 0 9 9 3 15 15 8 9 22 13 9 15 8 

Total Learnerships at the Mine   9     18     30     31     27     

Budget 
  

R 675 
000,00 

    
R 1 485 
000,00 

    
R 

2 722 
500,00 

    
R 

3 094 575.00 
    

R 
2 964 803.50 
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2.6 Core Business Skills Programme 

 
Programme Description:  The Skills Development Programmes offer employees the opportunity to acquire the necessary 
skills and competencies to successfully implement their employment responsibilities, either via on-the-job training or 
formal accredited training. These programmes are also designed to equip employees with the required capacity and skills 
to progress to higher levels of employment within Bushveld Vametco, in line with mentorship programmes and HDSA 
participation (employment equity). 
 
Skills development is planned on an annual basis and documented in the form of the Workplace Skills Plan (WSP) as 
required by the Mining Qualification Authorities (MQA). The Workplace Skills Plan is compiled in consultation with all 
relevant interested stakeholders and signed off by the relevant skills development consultative committee.  
  
The planning and training of skills for individuals are based on following factors: 

• Requirements for the relevant job (as per job description); 

• Health, Safety and legal requirements; 

• Candidates capabilities;  

• Employment equity requirements; and 

• Individual development. 
 
All legal and safety training requirements are determined by company policy, e.g. renewal of licenses to drive heavy 
earthmoving machinery or fist aid certification. This is also included in the WSP. Most training conducted at Bushveld 
Vametco is outcomes-based training and complies with the MQA and NQF requirements. Skills programmes and 
learnerships are conducted internally and externally. For external training the procurement system ensures that the 
service providers are reputable and accredited. The Core Business Skills Training Programmes is outlined in Table 14 to 22 
which detail the targets for Core Business Skills Training at Bushveld Vametco for the period 2018 to 2022. 
 
 
Table 14: Core Business Skills Training Programme at Bushveld Vametco: 

Undertaking 
Summary 

Bushveld Vametco is committed to ensuring that all employees involved in all the core 
occupancies at Bushveld Vametco are given regular training to enable them to perform 
their duties competently. 

Responsible Position Strategic Plan Timeframe 

Human Resources 
Development Manager 

1. Determine the skill development needs  

• Review Training Needs Analysis to determine the current and 
skills gaps for each employee within their current role.  

• Consider future roles, career goals and employment equity 
requirements when compiling the final workforce plan and 
training requirements. 

Continuous 

Human Resources 
Development Manager 

2. Plan annual Skills Development Programme 

• Develop a Skills Development Plan which: 
o Details the initiatives, targets, employees, facilitators, 

facilities, resources, career paths, mentorships, 
timeframes and budgets. 

• Meets the specific guidelines and targets for HDSAs in 
Management. 

• Integrates Core Contractors into the skill development plan as 
per the MPRDA (Act No 28 of 2002). 

• Addresses training requirements for training plans 

Continuous 
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Human Resources 
Development Manager 

3. Deliver Annual Skills Development Programme 

• Ensure that training is delivered by the contracted service 
provider or in-house personnel. 

• Use the tracking tools to keep accurate records of attendance, 
scores and outcomes. 

Continuous 

Human Resources 
Development Manager 

4. Report, review and revise Annual Skills Development 
Programme 

• Compile SLP compliance report of progress and achievements 
and submit to the DMRE. 

• Evaluate implementation against targets for current year.  

• Identify critical success factors and lessons learnt. 
 

Continuous 

 
 
Table 15 below shows the targets for Core Business Skills Training for the five (5) years. 
 
Table 15:  Core Business Skills Training Targets for Employees at Bushveld Vametco for FY 2018 - 2022 

Training Course 
Target 

Enrolment 
FY18 

Target 
Enrolment 

FY19 

Target 
Enrolment 

FY 20 

Target 
Enrolment 

FY 21 

Target 
Enrolment 

FY 22 

Leadership / Management Skills Training 10 10 10 10 10 

Human Resources Disciplinary Code and Procedure 
Training 

38 38 38 38 38 

HIV/AIDS Awareness 466 418 418 418 418 

First Aid General and Advance Training 127 127 127 127 127 

SHE Representative Training 3 3 3 3 3 

Rigging Training Courses 19 19 19 19 19 

Earth Moving Equipment Training 20 20 20 20 20 

Area Process Knowledge Training 8 8 8 8 8 

Employee Health and Safety Training 466 418 418 418 418 

HIRA (Hazard Identification & Risk Assessment) 127 127 127 127 127 

QA Auditing  3 3 3 3 3 

Overhead Crane Operator Training 63 63 63 63 63 

Metallurgy Training 10 10 10 10 10 

Total 13960 1264 1264 1264 1264 

Budget: 
R 2 154 

500 
R 2 199 

050 
R 2 406 

455 
R 2 509 

455 
R 2 885 

561 
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2.7 Portable Skills Programme 

 
The primary objective of Bushveld Vametco’s skills development strategy will be to ensure that employees have the 
necessary skills to support business operations. Given the nature of the operation and the skills and competencies 
required, many of the mining related skills are portable beyond the mining industry. In addition to developing skills 
required for the Bushveld Vametco, will be the provision of skills that can be portable beyond the Mining industry. 
 
Bushveld Vametco is committed to training employees and local community members in both mining and non-mining 
related skills.  It is a reality that many employees, after working at Bushveld Vametco will not be able to find employment 
in the formal sector. These employees need to gain skills which they can utilise in the informal sector to gain income.   
 
Table 16 below outlines the Portable Skills Action Plan:- 
 
Table 16:  Portable Skills Training Undertaking Summary and Strategic Action Plan 

Undertaking Summary 
Bushveld Vametco is committed to training employees in both mining and non-mining 
related skills. 

Responsible Position Strategic Plan Timeframe 

Human Resources 
Development Manager 

Assess possible portable skills training courses through an 
assessment of the potential opportunities in the area. 

Annually 

Human Resources 
Development Manager 

Advertise and communicate the Portable Skills Training 
opportunities to employees. 

Annually 

 
Table 17 below outlines the Portable Skills Training Targets for the five (5) years; 
Table 17:  Portable Skills Training Targets for Communities for FY 2018 - 2022 

Training Course 
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Basic Computer Skills 9 9 9 9 9 

Basic Bricklaying 15 15 15 15 15 

Basic welding 9 9 9 9 9 

Basic Plumbing 15 15 15 15 15 

Tiling 5 8 7 5 5 

Plastering 10 10 10 10 10 

Sewing/Embroidery 5 5 5 5 5 

Total 68 71 70 68 68 

Budget R544 000 R624 800 R677 600 R724 064 R796 470 
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Table 18:  Portable Skills Training Targets for Employees at Bushveld Vametco for FY 2018-2022 

 

Learning area 

Number of identified learners 
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Total five year 
Target 

Basic Computer Skills 0 3 3 3 3  12 

Basic Bricklaying  0 2 2 3 3 10 

Basic welding 0  1  4 2 3 10 

Basic Plumbing 0 0  2 3  2 7 

Tiling 0 0 3 3 5 11 

Total number  0 6 14 15 16 50 

Total Budget 0 R 48 000 R 119 000 R 135 000 R 152 000 R 454 000 

 

2.8 Hard-to-Fill Vacancies 

Form R reflects those vacancies that Bushveld Vametco finds difficult to fill for a period in excess of 12 months. All Hard 
to Fill vacancies will be recorded and reported on annually. 
 
Table 19:  Hard-To-Fill Vacancies Undertaking Summary and Strategic Action Plan 

 

Occupational Level

Top Management  

Senior Management  

Middle Management

Junior Management - C-Upper

Junior Management - C-Lower

Semi-skilled

None

None

None

None

Main Reason for Inability to Fill 

the Vacancy  

Skills not easily available and 

affordability of skil ls  

Interventions

1. Long term actions implemented including succession 

planning/career progression programmes (talent pool). 

Programmes include developing identified pool by providing 

mentoring and experience. Programmes also include developing 

identified pool by sending them for training/courses - especially 

focusing on leadership development.

2. Long term actions implemented including graduate recruitment 

and bursary programmes to feed the talent pool.  

3. Advertising in local newspapers and on an online portal.

4. Arrange a career day (inviting local schools to visit Bushveld 

Vametco - inspiring students/scholars to study Engineering).

5. Making use of recruitment agencies.

6. Referrals (head-hunting suitable individuals with the relevant 

skil ls/qualifications).

Job Title/Vacancy  

Engineering Manager

None
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2.9 Career Progression Plan 

 
The overall objective of the Career Progression Plan (CPP) is to ensure that all managerial and any other key posts within 
the organisation will at all times be filled by competent incumbents.  The availability of the appropriate people to achieve 
strategic objectives is central to this. Annexure A provides generic Career Paths specific to the different disciplines and 
operational activities at Bushveld Vametco.  
 
Bushveld Vametco recognises that, it is necessary to allow employees the opportunity to develop within their respective 
disciplines according to their individual ambitions and potential for them to remain motivated, stable and competent. 
Career progression paths were developed for all categories of employees within all disciplines. While each employee is 
encouraged to take ownership of his or her own career development, the Company communicates with all employees to 
create awareness on the available career paths and opportunities.  
 
Progression into upper levels is determined by performance, aptitude and enthusiasm, as well as the availability of career 
opportunities within a given occupation.  
 
The following criteria are considered:  

• Level of education / qualification; 
• Experience;  
• Job competencies; and 
• Approval by line management where service is provided. 

 
Individual development plans describe objectives and activities for the employee’s individual career development path. 
An IDP include all of the developmental assignments, activities, and training courses of the preceding year as well as any 
activity that is intended to improve performance of the employee’s present position or a target position, inclusive of the 
desired time frame for completion of the training. 
 
The career development initiatives will place emphasis on women in mining and HDSAs. Employees will be encouraged to 
take responsibility for planning their careers and development by assisting in establishing and meeting the objectives and 
performance requirements for their initial jobs and following through with their development plans. 
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Table 20 below outlines Career Progression Plan Action plan. 
 
Table 20:  Career Progression Plan Undertaking Summary and Strategic Action Plan 

Undertaking 
Summary 

Bushveld Vametco undertakes to develop structured programmes to create a suitable talent pool for 
managerial positions at different levels in the event vacancies arise. 

Responsible Position Strategic Plan Timeframe 

Human Resources 
Manager 

1. Talent pool and PDP development 
a. Communicate generic career paths and job profiles to all employees. 
b. Communicating the benefits and available career development opportunities to 

employees in line with the strategic objectives of Bushveld Vametco. 
c. Review the current talent pool candidates and Identify promising employees 
d. Earmark highfliers (specifically HDSA’s and women) 
e. Develop fast-tracking plans for succession of talent pool candidates 
Link talent pool and fast-track plans to hard-to-fill vacancies and leadership positions 

Continuous 

Human Resources 
Manager 

2. Review and update Career Plans Annually 
a. Assess the effectiveness of the fast-tracking plans for those HDSA employees (in talent 

pool) identified as having significant potential to progress to higher skilled and 
managerial roles within a short timeframe 

b. Amend the individual development plans as required 
c. Identify new candidates (including new employees over the past 12 months) for the 

talent pool 
Assess and refine the Career Progression paths for key roles (not only HDSAs), taking the latest 
business strategies into consideration 

Continuous 

Human Resources 
Manager 

3. Deliver support programmes for the Annual Career Development Programme 

a. Align the AET, FLC, skills development, learnership, mentorship and performance 
management plans to support the career progression of employees at the Mine. 

b. Continue to provide training and career advice to employees that have not been 
identified to have potential for further development, or who are not interested in 
further development 

Implement the aligned plans to support career progression paths and Individual 
Development Plans of employees. 

Continuous  

Human Resources 
Manager 

4. Report, review and revise the Annual Career Development Programme 

a. Compile SLP compliance report of progress and achievements, and submit to the DMRE 

b. Evaluate implementation against targets for current year. Identify critical success factors 
and lessons learnt from current year 

Revise the action plan for the following year, incorporating recommendations 

Continuous 
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Table 21: Career Progression Programme at Bushveld Vametco for the period 2018 to 2022 

 

 Gender Race 

Training 
programmes 

within 
career 

progression 
paths 

Position 
Starting 

From 

Development/Training 
Intervention 

Target 
Position 
working 
towards 

2018 2019 2020 2021 2022 

1 F A 
Process  
Engineer  

Chemist  
Management 
Development Program 
Acting Experiences 

Production 
Manager: 
Metallurgy 
 

X X X   

2 M A 
Production 
Manager 

Process 
Engineer 

Management 
Development Program 
Acting Experiences 
 

Works 
Manager  

X X X X 

 
 
 
 
 

3 M A 
Production 
Manager 

Process  
Engineer 

Management 
Development program 
Acting experience   

Production 
Manager: 
Metallurgy 
 

 X X   

4 M A 
Production   
Manager  

 
Production 
Foreman  

Tertiary Qualification 
Management 
Development Program 
Acting Experiences 

Production 
Manager: 
Metallurgy 
 

X X X   

5  M A 
Engineering 
Manager  

Section 
Engineer 

Management 
Development program 
Acting experience   

Engineering 
Manager 

  X X X 

6 M A 
Engineering 
Manager 

Section 
Engineer 

Management 
Development program 
Acting experience   

Engineering 
Manager 

  X X X 

7 M A 
Mining 
Manager   

Production 
Manager 

Management 
Development Program 
Acting Experiences 
 

Mine  
Manager  

X X X X 

 
 
 
 
 

8 F A HR Manager 
Training 
Manager 

Management 
Development Program 
Acting Experiences 
 

HR 
Manager 

  X X X 
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Table 22:  Summary of the Job Requirements for the Operation 

NQF level Job title Educational requirement  

Mining Department 

6 Mine Manager • Mining/Surveying degree and Opencast Mining Blasting 
Certificate and MSD 

5 Mine Foreman • Opencast Blasting Certificate & basic surveying and MSD 

5 Miner  • Opencast Blasting Certificate and MSD 

2 Mining Assistant • Grade 10 

Engineering Department 

6 Engineering Manager • Government Certificate of Competency (GCC) 

• Relevant Engineering Qualification 

• Senior managerial skills 

6 Section Engineer • Relevant Engineering Degree or equivalent tertiary 
qualification 

4 Foreman • Trade test 

• Minimum of N4 

• Supervisory skills 

4 Artisan • Trade test 

2 Engineering artisan aide • Grade 10 / N3 

Production Department 

6 Production Manager  • Tertiary Qualification 

• Senior managerial skills 

6 Process Engineer • Tertiary Qualification 

• Supervisory skills 

4 Plant Foreman • Grade 12 with Mathematics and Physical Science 

• Supervisory skills 

4 Shift Foreman • Grade 12 with Mathematics and Physical Science 

• Supervisory skills  

4 Process Controller+ Process 
Operator 

• Grade 12 with Mathematics and Physical Science.  Internally 
trained and qualified 
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NQF level Job title Educational requirement  

Procurement Department 

5 Procurement Controller  • National Diploma in Stores Management 

• National Diploma in Procurement or alternative suitable 
Tertiary qualification 

5 Buyer • National Diploma in Procurement or alternative suitable 
qualification 

4 Stores Receivers  • Grade 12 with Mathematics and Physical Science 

• Code 8 driver’s license  

Human Resources Department 

6 HR Manager • Tertiary Qualification specialising in HR / HRM / IR  

• Senior management skills 

5 HR Officer • National Higher Certificate in HR / IR 

4 HR Clerk • Certificate, Grade 12 

Financial Department 

6 Financial Manager • Tertiary Qualification in Accounting Senior Management skills 

5 Accountant • Tertiary Qualification in Accounting 

5 Cost Accountant • Relevant National Higher Certificate 

4 Creditors Clerk • Grade 12 

SHEQ Department 

6 SHEQ Manager • Tertiary Qualification in SHEQ SAMTRAC 

• Senior Management skills 

5 Chief Safety Officer • Tertiary Qualification in Safety & Health 

• SAMTRAC 

4 Quality Officer • Relevant National Higher Certificate 

• SAMTRAC 

4 Safety Officer • Relevant National Higher Certificate 
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Table 23 illustrates the primary talent pool established.  

Bushveld Vametco will review the detailed pool of individuals comprising exceptional performers, as well as potential 
management candidates with potential at various levels. The targets on the career progression are employees who will be 
tracked and placed into a talent pool for succession and accelerated development.  

Progression into upper levels is determined by performance, aptitude and enthusiasm, as well as the availability of career 
opportunities within a given occupation. 

 
 
Table 23: Talent pool per department 

 

Training category 

Workforce 

Total 
African Coloured Asian White 

M F M F M F M F 

Mining Department 0 1 0 0 0 0 0 0 1 

Production 13 13 0 0 0 0 0 0 26 

Engineering 6 6 0 0 1 0 
 

0 13 

 Human Resources 3 5 0 0 0 0 0 0 8 

Total 22 25 0 0 1 0 0 0 48 

2.10 Mentorship Plan 

 
Bushveld Vametco believes that the expected development outcomes of the Learnership, CPP, Bursary and internship 
programmes is supported by a robust Mentoring Plan. This mentoring process will be run by experienced managers and 
supervisors who provide guidance and training to the junior employees and facilitate in their personnel development. 
 
Mentorship is a key process and tool in support of people development, HRD planning, performance management and 
employment equity. It is a formal relationship between a mentor and a mentee and is established to enhance the mentee's 
career by building skills and knowledge. A mentorship programme is a process to foster a continuous mentorship 
relationship between the mentor and the mentee. The objective is to ensure that the maximum potential of the mentee 
is unlocked for the mutual benefit to the mentee, mentor and the mine. 
 
Internal mentorship refers to “in-house” mentorship, whereby lower level employees are paired with higher level 
employees in order that enhancement of skills and sharing of experience may take place. External mentorship refers to 
the coaching of Bushveld Vametco’s BEE partners, with specific focus on the communities that will have an interest in the 
Company. 
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The Bushveld Vametco Mentorship Plan represents a carefully planned and professional intervention to facilitate a larger 
initiative to support skills development and employment equity within the operation. The Company believes that newly 
appointed and/or promoted employees should be assisted to reach full productivity in the shortest possible time. 
Mentorship, therefore, is part of this developmental process and can take the form of either formal or informal 
mentorship. 
 
The tables below present the Implementation plan and the mentorship targets, respectively at Bushveld Vametco for the 
period 2018 to 2022. 

 
 

Table 24:  Mentorship Plan Undertaking Summary and Strategic Action Plan 

Undertaking 
Summary 

Bushveld Vametco is committed to ensuring that an effective mentorship programmes are implemented 
at Bushveld Vametco. 

Responsible Position Strategic Plan Timeframe 

Human Resources 
Manager 

1. Review of current Mentorship Plan 
a. Interview the current Mentors and Mentees to determine level of satisfaction with 

current programme. 
b. Revise plan based on outcome of review of current programme. 
c. Revise contract and procedures of mentorship relationships to be more effective. 

Ongoing 

Human Resources 
Manager 

2.  Plan Annual Mentorship Programme 
a. Plan annual mentorship activities. 
b. Assign mentors to “highflyers” from the talent pool of employees, as identified in the 

career progression programme. Match mentor with mentee. 

Ongoing 

Human Resources 
Manager 

3. Deliver annual Mentorship Programme 
a. Develop a measurement system to measure the effectiveness (deliverables) of the 

mentoring process.  
b. Monitor progress and keep record of mentee-mentor engagements. 
c. Provide evidence that the required mentorship activities took place 

Ongoing 

Human Resources 
Manager 

4. Report, review and revise Mentorship Programme annually 
a. Compile SLP compliance report of progress and achievements and submit to the DMRE. 
b. Evaluate implementation against targets for the current year.  
c. Identify critical success factors and lessons learnt from current year. 
d. Review and revise mentorship policies and procedures to align with most recent company 

strategy.  
e. Revise the action plan for the following year, incorporating recommendations 

Ongoing 
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Table 25 below shows the targets on Mentorship for the SLP based on the different mentoring programmes at Bushveld 
Vametco.  
 

Table 25:  Mentorship Targets at Bushveld Vametco for 2018 – 2022 

 

  Number of Employees in Mentorship Programmes 

Employee Categories FY18 FY19 FY20 FY21 FY22 

Learnerships 9 21 29 31 29 

Bursaries 11 19 27 30 20 

Internships 5 4 5 4 5 

Career Progression Plans  4 5 8 5 3 

Total 29 49 69 70 57 

Number of Mentors 5 6 6 6 6 

 
 

2.11 Internship and Bursary Plan 

 
Bushveld Vametco is aware of the need not only to assist its own employees with development opportunities, but also to 
provide opportunities for members of the local community and surrounding areas to access tertiary education 
opportunities (bursaries) and experiential work opportunities (internships). The bursary and internship plan links in with 
developing individuals to supply the operation with its required skilled people.  Apart from business related qualifications, 
the Company is also aware of the need to develop qualified individuals from communities, affected by the operation, in 
other sectors of the economy. In line with the Portable Skills Programme, Bushveld Vametco will equip its employees with 
skills which are portable to other sectors of the economy upon downscaling or closure. 
 
Bushveld Vametco will continue to provide tertiary education bursaries to qualifying learners to pursue courses in various 
fields of study, whether at university or university of technology, and to employees and their dependents as well. The 
bursaries are awarded based on professional qualifications required within the business. Bushveld Vametco has an 
extensive bursary system where young South Africans are afforded full bursaries in areas determined by the Company as 
a means of closing the skills gap. Bushveld Vametco is also aware that it is over-investing for its own requirements in this 
area, but this is a contribution to South Africa as well as building up a talent pool towards reducing the existing critical 
skills shortage in South Africa. 
 
Bushveld Vametco will ensure that mentors are assigned to mentor the students on bursaries while studying at their 
tertiary institutions as well as when they are on the mine for experiential training. 
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Table 26:  Bursary and Internship Plan Undertaking Summary and Strategic Action Plan 

 

Undertaking 
Summary 

Bushveld Vametco is committed to ensuring the training and development of skilled 
personnel at all levels through the provision of Internships and Bursaries. 

Responsible Position Strategic Plan Timeframe 

Human Resources 
Manager 

Preference will be given to students from local communities. Annually 

Human Resources 
Manager 

Bursaries and Internships will be advertised in the local media 
(newspaper and radio) as and when they become available. 

Annually 

Human Resources 
Manager 

Bursaries and Internships will be offered in the Core skills Areas of 
Bushveld Vametco and in alignment with the Hard to Fill Vacancies. 

Annually 

 
 
Table 27, 28 and table 29 below show the bursary and internship targets respectively for Bushveld Vametco. 

 
Table 27:  Bursary Targets (Internal) and Budgets at Bushveld Vametco for 2018 – 2022 

 
 
Table 28:  Bursary Targets (External) and Budgets at Bushveld Vametco for 2018 – 2022 

 
 
 

Bursaries / Study assist

for employees
4 years 0 7 4 7 4 11 5 15 7 5 13 4

0 7 0 0 4 7 0 4 11 0 5 15 7 5 13 4

0 7 11 15 20 13

Bursaries for employees will not be broken down in terms of fields or area of learning. Applications will inform the learning areas

R 1 633 500,00 R 2 395 800,00 R 1 712 997,00
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Table 29:  Internship Targets and Budget at Bushveld Vametco for 2018 – 2022 

 

2.12 Employment Equity Plan 

 
Bushveld Vametco is committed to the principles set out in the Employment Equity Act, Act 55 of 1998 as well as the 
provisions outlined in the revised mining charter scorecard, September 2018. 
 
Bushveld Vametco fully subscribes to the principles of the Mining Charter and strives to achieve more than the minimum 
requirements. The mine believes that Employment Equity is an integral part of building an effective and representative 
workforce and to ensuring equality for all employees. 
 
Bushveld Vametco will, through a skills assessment and performance management process, identify a pool of individuals 
who have the potential to be trained or equipped with skills that may service the needs of the mine.  This talent pool will 
be provided with sufficient capacity to serve the mine and its employment needs, with the main focus on increasing the 
participation of HDSAs and women in mining. 
 
Bushveld Vametco will also utilise the Senior Leadership Team to identify and mentor the talent pool of employees at 
supervisory and management levels. The Mine will maintain focus on the identified talent pool by implementing 
interventions to fast track the development of these employees.  

 
 

Table 30:  Employment Equity Plan Undertaking Summary and Strategic Action Plan 

Undertaking 
Summary 

Bushveld Vametco is committed to creating and maintaining a workforce that will promote the objective 
of the Employment Equity Act. 

Responsible Position Strategic Plan Timeframe 

Human Resources 
Manager 

Bushveld Vametco will promote the recruitment of HDSAs, especially females, into core 
positions within Bushveld Vametco. 

Continuous 

Human Resources 
Manager 

Bushveld Vametco will encourage HDSAs and Female employees to participate in Career 
Development programmes, such as, Learnerships, bursaries, internships, among others. 

Continuous 

 

Mining 2  Years 1 0 1 1 1 0 0 1 1 1 0
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Table 31:  Form S as at October 2019 
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2.13 Participation of Historically Disadvantaged People/Person  

Bushveld Vametco is committed to promoting HDP in its management structure by instituting a framework geared towards 
human resources development. The HDP and Women in Management Targets for the five (5) years  in the Mining Charter 
III will be addressed will be addressed as planned in Table 32 and Table 33. 
 
Table 32 below shows the HDP in Management Targets for the five (5) years aligned to the Mining Charter. 
 
Table 32:  HDP in Management Targets (2018 - 2022) 

 
 
 

 
 
 
 

 

TOTAL 

MANAGE-

MENT

HDP %

Top Management (F) 50% 7 3 43% 3 0 7 43%

Senior Management (E) 60% 3 1 33% 1 0 3 33%

Middle Management (D) 60% 19 10 53% 10 0 19 53%

Junior Management (C-Upper) 70% 25 11 44% 11 0 25 44%

Total HDP in Management 54 25 25 0 54
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TOTAL 
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MENT

HDP %

Top Management (F) 50% 7 3 43% 3 0 7 43%

Senior Management (E) 60% 3 1 33% 1 0 3 33%

Middle Management (D) 60% 19 11 58% 11 0 19 58%

Junior Management (C-Upper) 70% 29 15 52% 15 0 29 52%

Total HDP in Management 58 30 30 0 58
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 2021 HDP 

Occupational Level 

H
D

P
 M

C
II

I F
IV

E 

Y
EA

R
 T

A
R

G
ET

 CURRENT STATUS 
H

D
P

 B
V

A
 L

A
B

O
U

R
 

P
LA

N
 T

A
R

G
ET

 

2
0

2
1

 H
D

P
 

A
P

P
O

IN
TM

EN
T 

P
LA

N
 T

O
 A

D
D

R
ES

S 

TA
R

G
ET

 

TO
TA

L 

M
A

N
A

G
EM

EN
T

 

H
D

P
 B

V
A

 

A
C

H
IE

V
ED

 

TA
R

G
ET

 

TOTAL 
MANAGE-

MENT 
HDP % 

Top Management (F) 50% 7 4 57% 4 0 7 57% 

Senior Management (E) 60% 11 6 55% 6 0 11 55% 

Middle Management (D) 60% 24 17 71% 18 1 25 72% 

Junior Management (C-Upper) 70% 32 19 59% 24 5 37 65% 

Total HDP in Management   74 46   52 6 80   
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TOTAL 
MANAGE-

MENT 
HDP % 

Top Management (F) 50% 7 4 57% 4 0 7 57% 

Senior Management (E) 60% 11 6 55% 8 2 13 62% 

Middle Management (D) 60% 25 18 72% 18 0 25 72% 

Junior Management (C-Upper) 70% 37 24 65% 30 6 43 70% 

Total HDP in Management   80 52   60 8 88   

TOTAL 

MANAGE-

MENT

HDP %

Top Management (F) 50% 7 4 57% 4 0 7 57%

Senior Management (E) 60% 8 3 38% 6 3 11 55%

Middle Management (D) 60% 24 17 71% 17 0 24 71%

Junior Management (C-Upper) 70% 27 14 52% 19 5 32 59%

Total HDP in Management 66 38 46 8 74
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2.14 Participation of Women 

 
Bushveld Vametco is committed to offering women an equal opportunity to participate in its operations at all levels. Local 
recruitment initiatives will provide the opportunity for women to enter the mining environment. Provision is made for 
females within the company’s skills development and training programmes, with a view of developing the pool of female 
talent within the industry. These will include opportunities for females within core training programmes, Learnership 
programmes, Bursary schemes and Internships.   
 
Bushveld Vametco is also mindful of the physical working environment and the necessary provisions that must be made 
for female facilities at the operations. Bushveld Vametco is further committed to implementing a diversity management 
plan, aimed at sensitizing the workforce on race and gender issues and to ensure that women are integrated into the 
predominantly male environment.  Table 33 below reflects the target for Women in Mining at Bushveld Vametco.  
 
Table 33:  Women in Mining Targets Bushveld Vametco for 2018 – 2022 
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TOTAL 
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HDP % 

Top Management (F) 50% 7 3 43% 3 0 7 43% 

Senior Management (E) 60% 3 1 33% 1 0 3 33% 

Middle Management (D) 60% 19 10 53% 10 0 19 53% 

Junior Management (C-Upper) 70% 25 11 44% 11 0 25 44% 

Total HDP in Management   54 25   25 0 54   
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TOTAL 
MANAGE-

MENT 
Women % 

Top Management (F) 20% 7 1 14% 1 0 7 14% 

Senior Management (E) 25% 3 0 0% 0 0 3 0% 

Middle Management (D) 25% 19 6 32% 6 0 19 32% 

Junior Management (C-Upper) 30% 29 6 21% 6 0 29 21% 

Total Women in Management   58 13   13 0 58   
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  2020 Women 
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TOTAL 
MANAGE-

MENT 
Women % 

Top Management (F) 20% 7 2 29% 2 0 7 29% 

Senior Management (E) 25% 8 2 25% 3 1 11 27% 

Middle Management (D) 25% 24 9 38% 9 0 24 38% 

Junior Management (C-Upper) 30% 27 5 19% 9 4 32 28% 

Total Women in Management   66 18   23 5 74   
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TOTAL 
MANAGE-

MENT 
Women % 

Top Management (F) 20% 7 2 29% 2 0 7 29% 

Senior Management (E) 25% 11 3 27% 3 0 11 27% 

Middle Management (D) 25% 24 9 38% 9 0 25 36% 

Junior Management (C-Upper) 30% 32 9 28% 12 3 37 32% 

Total Women in Management   74 23   26 3 80   
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TOTAL 
MANAGE-

MENT 
Women % 

Top Management (F) 20% 7 2 29% 2 0 7 29% 

Senior Management (E) 25% 11 3 27% 4 1 13 31% 

Middle Management (D) 25% 25 9 36% 9 0 25 36% 

Junior Management (C-Upper) 30% 37 12 32% 14 2 43 33% 

Total Women in Management   80 26   29 3 88   
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3 Local Economic Development Programme 

3.1 Introduction 

 
LED Projects are aimed at ensuring poverty eradication, job creation and community up-liftment in the area within which 
the mining operation is situated as well as in areas from which most employees are sourced. These are identified in 
consultation with the local authorities and flow from the Integrated Development Plans (IDPs) of the respective Local and 
District Municipalities of the host communities. Bushveld Vametco is situated 8km northeast of the town of Brits; within 
the North West Province, in the Bojanala District Municipality under the Madibeng Local Municipality. 

3.2 Socio-Economic Background of the identified areas 

 
The Socio-Economic Analysis is based on a desktop study of existing socio-economic information and development 
strategies contained in the provincial, district and local databases (Statistics South Africa: Census 2011 and Community 
Survey 2016) This SLP, particularly LED, has been aligned to the district and local municipalities' lDPs to ensure effective 
integration in the identification, planning and implementation of projects with economic impact and sustainability.  
 
The tables below depicting the social background and service delivery (population, dwelling type, toilet facilities, water 
access, refuse removal and energy sources) of the area within which the Mine is situated are based on the Community 
Survey 2016 from Statistics South Africa.
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Table 34: Socio-Economic Profile of Surrounding Region - Population  

Population 
North West Bojanala District Municipality Madibeng Local Municipality 

Female Male Total 
%age 

Population 
Female Male Total 

%age 
Population 

Female Male Total 
%age 

Population 

Black African 
1683151 1749228 

3432379 91,57% 
733364 821362 

1554726 93,82% 
228761 263311 

492072 91,79% 
49,04% 50,96% 47,17% 52,83% 46,49% 53,51% 

Coloured 
30166 30844 

61010 1,63% 
3852 4554 

8406 0,51% 
1816 1784 

3600 0,67% 
49,44% 50,56% 45,82% 54,18% 50,44% 49,56% 

Indian/Asian 
5750 10936 

16686 0,45% 
1947 3953 

5900 0,36% 
549 1556 

2105 0,39% 
34,46% 65,54% 33,00% 67,00% 26,08% 73,92% 

White 
119778 118582 

238360 6,36% 
41296 46820 

88116 5,32% 
17710 20621 

38331 7,15% 
50,25% 49,75% 46,87% 53,13% 46,20% 53,80% 

Total 
Population 

3748435 1657148 536108 

Percentage of 
Males 

50,94% 52,90% 53,58% 

Percentage of 
Females 

49,06% 47,10% 46,42% 

Size of Households 

1 - 3 Members 32,58% 36,52% 36,12% 

4 - 6 Members 44,26% 43,94% 44,30% 

7 - 10 
Members 

18,92% 16,74% 16,84% 

More than 10 4,24% 2,80% 2,74% 

Analysis 

The information provided above reveals that in the North West Province, the population is mainly dominated by the Black African ethnic group with a percentage 
of 91,57% of the population. Throughout the District and Local Municipalities, there are more males than females which can be explained by the dominant 
economic sectors which are mining and agriculture; these two (2) sectors are largely male dominated and most males have migrated to the Bojanala District in 
search for job opportunities. The Madibeng Local Municipality is fairly small contributing just 14% of the total population of Bojanala District Municipality. The 
Local Municipality compares well with the District Municipality in terms of the size of households as most of the households have between four (4) and six (6) 
members followed by household with one (1) to three (3) members. It is a cause for concern that 16,84% of households within the Local Municipality have 
between seven (7) and ten (10) members suggesting overcrowding within households. 2,74% of the households have more than 10 occupants. There is a need 
to evaluate the availability of housing infrastructure in order to accommodate everyone adequately as most household facilities and services may be 
overstretched to cater for a lot of people. 
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Table 35: Socio-Economic Profile of Surrounding Region - Dwelling Type  

  North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 

Formal dwelling/house or brick/concrete block structure 
on a 

73,09% 65,10% 59,04% 

Traditional dwelling/hut/structure made of traditional 
mater 

2,01% 0,95% 0,67% 

Flat or apartment in a block of flats 0,86% 0,60% 0,50% 

Cluster house in complex 0,25% 0,29% 0,32% 

Townhouse (semi-detached house in a complex) 0,52% 0,51% 0,52% 

Semi-detached house 0,45% 0,24% 0,54% 

Formal dwelling/house/flat/room in backyard 6,40% 8,19% 7,34% 

Informal dwelling/shack in backyard 6,35% 9,36% 12,29% 

Informal dwelling/shack not in backyard (e.g. in an 
informal 

8,27% 12,75% 17,39% 

Room/flatlet on a property or larger dwelling/servants’ 
quart 

0,34% 0,36% 0,35% 

Caravan/tent 0,01% 0,01% 0,00% 

Other 1,43% 1,60% 0,99% 

Unspecified 0,02% 0,04% 0,04% 

Analysis 

The most dominant type of dwelling throughout the Province, District Municipality and Local 
Municipality is the Formal dwelling/ house or brick/ concrete block structure which may suggest 
developing and developed semi-urban communities. Within the Local Municipality this is followed 
by Informal dwelling/shack not in backyard (e.g. in an informal with 17,39% occupying such 
dwellings. Most Mining towns are characterised by migrant labour which leads to sprouting of 
informal settlements due to overcrowding. Informal settlements may seem like a cheaper option to 
formal housing, but they lead to social ills such diseases and crime due to lack of service delivery. 
There is a need to focus on eradicating informal dwelling structures and formalising housing within 
the Local Municipality in order to provide decent housing for all. The increase in informal dwellings 
maybe because of migrant workers moving into the area for employment purposes. The private 
sector and the Local Municipality must work to ensure that the employees and all community 
members are accommodated adequately and decently. 
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Table 36: Socio-Economic Profile of Surrounding Region - Toilet Facilities  

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 

Flush toilet connected to a public sewerage system 43,30% 33,16% 27,43% 

Flush toilet connected to a septic tank or conservancy tank 3,69% 5,25% 6,02% 

Chemical toilet 0,96% 0,86% 0,26% 

Pit latrine/toilet with ventilation pipe 18,82% 18,21% 10,18% 

Pit latrine/toilet without ventilation pipe 28,36% 38,10% 52,54% 

Ecological toilet (e.g. urine diversion; enviroloo; etc.) 0,35% 0,41% 0,07% 

Bucket toilet (collected by municipality) 0,11% 0,04% 0,04% 

Bucket toilet (emptied by household) 0,40% 0,53% 0,16% 

Other 1,06% 1,37% 1,50% 

None 2,95% 2,06% 1,80% 

Analysis 

The statistics given above on toilet facilities suggest various patterns on the provision of toilet facilities for the Province, 
District and Local Municipality. The provision of toilet facilities through the province suggests a more formalised system 
with Flush toilets being the most dominant while in the Local Municipality, the most dominant toilet facility is the pit 
latrine, either with the ventilation pipe or without the ventilation pipe with a combined percentage of 62,72%. The use of 
the pit latrines may be due to the nature of the communities which are rural or semirural communities. 2,06% of 
households within the District Municipality still have no access to any toilet facilities. There is a need to improve the toilet 
facilities for those that still use undignified toilet facilities such as the Bucket toilet as well as provide facilities for those 
that do not have access as it impacts on the health of the communities and individuals.  

 

Table 37: Socio-Economic Profile of Surrounding Region - Portable Water Access 

 North West 
Bojanala District 

Municipality 

Madibeng Local 
Municipality 

Piped (tap) water inside the dwelling/house 23,45% 19,83% 16,81% 

Piped (tap) water inside yard 39,72% 45,59% 45,00% 

Piped water on community stand 9,53% 5,90% 5,94% 

Borehole in the yard 4,43% 4,67% 5,25% 

Rain-water tank in yard 0,34% 0,61% 0,52% 

Neighbours tap 4,57% 5,26% 5,65% 

Public/communal tap 8,86% 6,91% 4,71% 

Water-carrier/tanker 5,00% 5,54% 6,15% 

Borehole outside the yard 2,55% 3,40% 6,19% 

Flowing water/stream/river 0,17% 0,23% 0,67% 

Well 0,07% 0,11% 0,00% 

Spring 0,03% 0,01% 0,00% 

Other 1,29% 1,95% 3,11% 

Analysis 

Most households (45,00%) within the Madibeng Local Municipality have access to piped (tap) water inside the yards while 
16,81% have access to piped water inside their houses. More than 10% sources its water from borehole in or outside the 
yard. Only a small percentage of 0,67% accesses water from unprotected sources such as Flowing river or stream which 
may be due to the communities’ rural settings. Clean and safe water has been made accessible to communities depending 
on the type of area they live in hence the sources range from taps to boreholes as well as water carriers. It is important to 
ensure that water remains an accessible source to all communities to avoid negative impact on the quality of life for all 
households. 
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Table 38: Socio-Economic Profile of Surrounding Region - Refuse Removal  

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 
Removed by local authority/private company/ community members 
at least once a week 

54,99% 59,60% 35,63% 

Removed by local authority/private company/ community members 
less often than once a week 

2,94% 4,55% 4,07% 

Communal refuse dump 2,87% 2,83% 4,22% 

Communal container/central collection point 0,96% 1,36% 1,27% 

Own refuse dump 33,75% 27,10% 50,34% 

Dump or leave rubbish anywhere (no rubbish disposal) 3,20% 3,18% 3,41% 

Other 1,29% 1,38% 1,07% 

Analysis 

The most prevalent refuse removal method in the Local Municipality is own removal of refuse with 50,34% of 
households using such method. This is followed by removal by local authority once a week which can be explained 
by the nature of communities, some are largely rural with no refuse removal services available for them. Refuse 
Removal is a very important service necessary for most if not all households in order to curb health risks within 
communities. There is a need to establish ways in which the communities that do not have disposal methods can 
do so without being exposed to health hazards such as recycling initiatives.  

 
 

Table 39: Socio-Economic Profile of Surrounding Region - Energy Source used for Cooking 

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 

Electricity from mains 85,10% 86,56% 87,44% 

Other source of electricity (e.g. generator; etc.) 0,20% 0,12% 0,13% 

Gas 1,90% 1,20% 1,74% 

Paraffin 5,39% 6,95% 7,19% 

Wood 6,94% 4,82% 3,01% 

Coal 0,04% 0,04% 0,07% 

Animal dung 0,06% 0,02% 0,01% 

Solar 0,03% 0,04% 0,02% 

Other 0,09% 0,08% 0,14% 

None 0,24% 0,15% 0,17% 

Unspecified 0,02% 0,04% 0,08% 

Analysis 

85,10% of households throughout the North West Province have access to electricity for cooking purposes 
while in the Local municipality 87,44% of the households use electricity for the same purpose. Paraffin is also 
quite significant source for cooking within the local municipality after electricity at 7,19%. It is worth noting 
that some households use animal dung, and some have no source of energy available to them. Generally, 
electricity is an expensive source of energy and households may opt for cheaper alternatives such as wood or 
paraffin; however, there is still a need to improve access to energy sources for all households especially in 
areas where have no access to any source of energy. The municipality can consider the use of Solar (as some 
households are already doing) as an energy source that is much cheaper and efficient. 
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Table 40: Socio-Economic Profile of Surrounding Region - Energy Source used for Heating  

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 

Electricity from mains 83,35% 84,95% 87,51% 

Other source of electricity (e.g. generator; etc.) 0,15% 0,13% 0,15% 

Gas 0,70% 0,51% 0,73% 

Paraffin 4,43% 5,84% 5,33% 

Wood 8,80% 6,42% 4,46% 

Coal 0,05% 0,04% 0,02% 

Animal dung 0,07% 0,01% 0,01% 

Solar 0,28% 0,18% 0,24% 

Other 0,27% 0,22% 0,29% 

None 1,76% 1,52% 0,98% 

Unspecified 0,14% 0,16% 0,28% 

Analysis 

Electricity seems to be the most dominant energy source for heating at various percentages 
throughout the Province and the Municipalities. Other popular and widely used energy sources include 
paraffin and wood although wood seems to be the second most dominant energy source throughout 
the province. 0,98% of households in the Local Municipality still have no access to any source of energy 
for heating. It might be useful to explore other cheaper and environmentally friendly methods of 
providing energy such as solar energy to ensure that most, if not all the households have access to an 
energy source. 

 
Table 41: Socio-Economic Profile of Surrounding Region - Energy for Lighting 

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 

Electricity from mains 91,38% 91,15% 91,07% 

Other source of electricity (e.g. generator; etc.) 0,22% 0,16% 0,19% 

Gas 0,13% 0,10% 0,19% 

Paraffin 2,13% 3,13% 2,38% 

Candles 5,42% 4,76% 5,34% 

Solar 0,17% 0,21% 0,32% 

Other 0,16% 0,11% 0,17% 

None 0,22% 0,19% 0,14% 

Unspecified 0,16% 0,18% 0,21% 

  100,00% 100,00% 100,00% 

Analysis 

More than 90% households have access to electricity for lighting purposes throughout the Province as 
well as in the Municipalities. The above statistics suggest that more households have access to 
electricity; however, most of them prefer to use cheaper methods for heating and cooking probably 
in an effort to avoid higher electricity tariffs. Candles are also a widely used source of lighting which 
suggests that they are the preferred option where households do not have access to energy for lighting 
and in areas that are rural or semi-rural with no access to electricity as an energy source. 
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The tables below depicting the education and the economic background (education, employment, individual income and 
Sectorial Employment) of the area within which the Mine is situated is based on the Census 2011 from Statistics South 
Africa. 
 
Table 42: Socio-Economic Profile of Surrounding Region - Educational Profiles 

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 
Brits 

No schooling 8,41% 5,94% 6,25% 3,08% 

Some primary 25,69% 22,07% 21,25% 14,47% 

Completed primary 5,11% 5,11% 5,05% 3,59% 

Some secondary 26,95% 29,78% 30,89% 23,35% 

Grade 12/Std 10 15,96% 19,22% 18,65% 26,82% 

Higher 4,72% 4,77% 5,07% 13,71% 

Unspecified 0,15% 0,17% 0,17% 0,41% 

Not applicable 13,00% 12,94% 12,67% 14,58% 

 Analysis 

Overall statistics at district and local levels indicate poor educational profiles with most of the population having 
completed some secondary or some primary education. In the local municipality and in particular Brits, only 18,65% 
and 26,82% of the population; respectively, have attained a Grade 12 qualification and only 13,71% in the Brits area 
only have higher qualifications (post high school).  This results in a shortage of educated labour which is a critical 
throughout South Africa. Provision for the extension of education and training will be essential to provide the skills 
required for a growing regional, district and local economy. 

 
Table 43: Socio-Economic Profile of Surrounding Region – Employment 

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 
Brits 

Employed 24,03% 28,97% 31,36% 42,21% 

Unemployed 11,04% 12,81% 13,72% 6,84% 

Discouraged work-seeker 3,63% 2,74% 2,48% 0,86% 

Other not economically active 26,03% 23,77% 21,68% 22,83% 

Age less than 15 years 0,00% 0,00% 0,00% 0,00% 

Not applicable 35,28% 31,72% 30,77% 27,26% 
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Analysis 

While the province and district municipality all show levels of employment that are less than 30% of the people within 
the economically active population, more than 40% of people in the Brits area are employed which can be explained by 
the availability of opportunities in the mining, agriculture and tourism industries within the area and surrounds. When 
compared to the educational levels the employment rate of the population is closely linked to the educational 
qualifications. Improved educational levels will lead to increased employment. The employment status of individuals is 
also related to the income distribution across the various areas in the North West Province and more needs to be done 
to create a sustainable economy to help eradicate poverty; such as skills development initiatives or local economic 
development projects. 

 

 

Table 44: Socio-Economic Profile of Surrounding Region – Individual Monthly Income 

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 
Brits 

No income 42,63% 43,72% 43,25% 34,02% 

R 1 - R 400 18,21% 12,69% 13,06% 3,26% 

R 401 - R 800 3,40% 2,86% 2,99% 1,35% 

R 801 - R 1 600 12,92% 11,61% 12,84% 6,41% 

R 1 601 - R 3 200 5,35% 6,92% 7,86% 7,35% 

R 3 201 - R 6 400 4,75% 6,89% 6,87% 7,84% 

R 6 401 - R 12 800 3,06% 3,64% 3,33% 8,61% 

R 12 801 - R 25 600 1,79% 1,93% 1,78% 7,55% 

R 25 601 - R 51 200 0,58% 0,72% 0,73% 3,09% 

R 51 201 - R 102 400 0,15% 0,19% 0,24% 0,62% 

R 102 401 - R 204 800 0,08% 0,08% 0,11% 0,25% 

R 204 801 or more 0,05% 0,05% 0,07% 0,22% 

Unspecified 5,51% 6,76% 5,27% 13,59% 

Not applicable 1,51% 1,94% 1,60% 5,85% 

Analysis 

Quite a large percentage (43,25%) of the population within the Local Municipality receive no income at all which 
resembles the individual income profile of the Province and District Municipality. Most of the population survives on 
a monthly income of less than R1 600 per month or less which shows how a significant number of people survive 
below the minimum wage. The statistics for individual monthly income are complimentary to those of employment 
status in the Brits area; Brits shows a higher employment rate and a lesser percentage for individuals with no monthly 
income. Less than 15% of the population earns above R6 400 per month within the Local Municipality. Improved 
employment rates will also improve the individual monthly income. Both employment and income are heavily reliant 
on improved education and skills. Education needs to be improved so that people can get better qualifications to 
enable them to access career opportunities. 

3.3 Key Economic Activities 

Table 185: Sectoral Contribution to the GDP within the Surrounding Region in 2011 

 North West 
Bojanala District 

Municipality 
Madibeng Local 

Municipality 
Brits 
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In the formal sector 16,69% 20,89% 21,84% 31,81% 

In the informal sector 3,65% 3,91% 4,49% 3,77% 

Private household 3,60% 3,90% 4,68% 5,85% 

Do not know 0,52% 0,68% 0,84% 1,78% 

Unspecified 0,00% 0,00% 0,00% 0,00% 

Not applicable 75,55% 70,61% 68,16% 56,79% 

Analysis 

16,69% of individuals are employed in formal sectors throughout the North West region, with less than 5% of 
individuals being employed in informal sectors. Due to the semi-urban nature and available industry opportunities 
a larger percentage (31,81%) of working individuals in the Brits area are employed in the formal sector. It is 
important to establish under which sectors most of the population falls so that the distribution of wealth and access 
to resources can be assessed. Effort must be made by both the public and private sector to promote initiatives 
within the communities that will improve their economic life so that they contribute positively to their own local 
economic development. 

3.4 Provincial Development Plan: North West Province 

The North West province shares its border with Gauteng (east), Limpopo (north-east), Botswana (north), Free State (south) 
and the Northern Cape (south west). The capital of the province is Mahikeng. The North West PDP focused primarily on 
the province by incorporating the characteristics and opportunities of each district municipality and by implication, each 
local municipality. The province consists of four district municipalities namely1: 

• Bojanala Platinum District Municipality (BPDM) 

• Ngaka Modiri-Molema District Municipality (NMMDM) 

• Dr. Ruth Segomotsi Mompati District Municipality (DRSMDM) 

• Dr. Kenneth Kaunda District Municipality (DKKDM) 

Of all the key development priorities identified in the National Development Plan, North West Province identified eight of 
those as the Province’s key development areas. The selected key priorities are as follows; 

• Economy and employment 

• Economic infrastructure 

• An integrated and inclusive rural economy 

• Human settlement and spatial transformation 

• Improving education, training and innovation 

• Building a capable and developmental state 

• Fighting corruption 

• Transforming society and uniting the province 
 
The above areas have been identified as the most important areas slowing down growth in the North West Province. The 
Province is mostly rural in nature; therefore, focus will not just be on the urban but also the rural economy such that the 
growth and development of the economy is overall and has the potential to sustain employment. The North West is largely 
a mining province and due to the challenges presented with housing and living conditions in mining communities; 
transformation of human settlements will be prioritised including the eradication of corruption. 

 
1 North West Planning Commission. North West Provincial Development Plan, Page 10. 
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3.5 Local Economic Development Planning: Integrated Development Planning: Bojanala District 
Municipality2 

The Bojanala Platinum District Municipality is a Category C municipality situated in the North West Province. It is bordered 
by the Waterberg District Municipality to the north, Dr Kenneth Kaunda District Municipality to the south, City of Tshwane 
Metro to the east, West Rand District Municipality to the south-east, and Ngaka Modiri Molema District Municipality to 
the west. It is one of four district municipalities in the province and comprises five local municipalities: Kgetlengrivier, 
Madibeng, Moses Kotane, Moretele and Rustenburg.3 
 
The priority areas reflected in the list below are the District Priorities as a cumulative priority of local municipalities4.  

1) Infrastructure 
a. Water & sanitation  
b. Roads & Storm water  
c. Electricity 

2) Economic Issues 
a. Economic Development 

3) Development and Planning 
a. Land Use planning & Housing 

4) Social Infrastructure 
a. Community facilities (halls, sport grounds & libraries) 

5) Financial Management 
a. Financial Management 

 
The BDM’s strategic objectives on Local Economic Development identified are as follows;5 
 

Objectives Strategies 

Local Economic Development 

• Promote agriculture 

• Support Enterprise Development 

• Promote Rural Development 

• Promote Enterprise Development 

• Support Tourism and Marketing development 

• Support Job Creation initiatives 

 

 
2 Bojanala District Municipality, Draft Review Integrated Development Plan 2019/2020. 
3 https://municipalities.co.za/overview/139/bojanala-platinum-district-municipality 
4 Bojanala District Municipality, Draft Review IDP, Page74 
5 Bojanala District Municipality, Draft Review IDP, Page 98 
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3.6 Integrated Development Planning: Madibeng Local Municipality6 

Madibeng Local Municipality is classified as a category B Municipality, functioning through the Executive Mayoral System. 
Madibeng consists of several urban and rural areas, villages, farm portions, as well as a proper established and serviced 
industrial area. One of the advantages of Madibeng is its central location in the North West Province, with Pretoria, 
Johannesburg, Rustenburg and Krugersdorp as bordering neighbours. As the neighbouring towns are easily accessible 
through road networks, residents are not confined to employment in the Madibeng jurisdiction alone but can easily 
commute to workplaces in the cities and other towns.7 
 
The Main Priorities for the Madibeng Local Municipality are as follows; 

• Priority 1: Water and Sanitation 

• Priority 2: Roads and Storm water 

• Priority 3: Electricity 

• Priority 4: Social Services 

• Priority 5: Land and Housing 

• Priority 6: Local Economic Development 
Although the above priorities may differ from ward to ward in terms of sequence, they are common throughout Madibeng 
Local Municipality areas. The following development strategies have been identified by the Madibeng Local Municipality 
under Local economic development:  

 

 
6 Madibeng Local Municipality, IDP Review 2018/2019. 
7 https://www.madibeng.gov.za/about-madibeng/index.html 
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Table 46:   IDP Issues, Strategies and Outcomes for Madibeng Local Municipality 

Issues Strategy Short Term Outcomes  Long Term Outcome 

• Youth unemployment  

• Industries shutdown due to poor 
economic performance 

• ineffective investment scheme  

• Negative development of SMMÉ’s 

• Poor performance in tourism, 
agricultural output  

• Research on investment incentive scheme 

• Development of Investment attraction policy  

• Support of SMMEs through training 

• Link SMMEs to established businesses 

• Empowered Cooperatives through LED 
initiatives 

• Facilitation of Tourism events 

• Development of Strategy for street/ informal 
traders 

• Increased capacitation and support 
provided to SMMEs 

• Stimulation and promotion of tourism 
development 

• Formalised and capacitated street/ 
informal traders 

• Increased economic 
growth, enhanced 
tourism, Capacitated 
SMMEs and Well 
Administered Economic 
Activities 

• Integration of Municipal projects in the SLPs of 
Mining Houses 

• Creation of temporary jobs 

• Development of a feasibility study and 
business plan. 

• Facilitation of agricultural development 
projects 

• Signed MOUs with Social Economic 
Development Partners and local businesses 

• Facilitation of projects on the STR Programme. 

• Improved implementation of Projects 
with the Mining Industry aligning the SLP 
to IDP Projects 

• Increased implementation of Madibeng 
Brick Factory 

• Increased implementation of the Small-
Town Regeneration Programme 

• Research on Madibeng Vegetable Market and 
development of business plan 

• Facilitation of agricultural projects 

• Development of Business Plan for SMME 
Incubation 

• Development of Incubation Centre 

• Facilitation of tourism workshops 
 

• Increased implementation of Madibeng 
Vegetable Market to grow agriculture 
and food security 

• Increased implementation SMME 
incubation centre to support and 
develop emerging business 

• Increased Implementation of integrated 
contractor development strategy (ICDS) 
to rationalise SMME’s 



    

53 
 

3.7 Bushveld Vametco’s Infrastructure Development and Poverty Alleviation Programmes 

 
The Mine will participate in local economic development through the established IDP frameworks within its available 
financial means. The projects will be monitored, and progress recorded on a regular basis indicating information such as, 
the number of jobs created, the number of beneficiaries and the financial expenditure on the projects and reported in the 
Mine’s Annual SLP Report to be submitted to the regional DMRE. Table 46 below shows a record of Stakeholder 
Engagement with regard to LED projects and socio-economic impact of the Mine. The SLP LED Projects as identified by 
Bushveld Vametco in alignment with the IDP as well as consultations with various stakeholders are as shown below in 
Table 48 to 54.  
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Table 47: Bushveld Vametco Record of Stakeholder Engagements for LED Project Identification 

 
 

Record of Stakeholder Engagement 

Objectives of Meeting Name of Stakeholder Date of attendance Name & Position of Attendees Minutes of Meeting Received 

SLP Consultation 

MLM EDTA  See the attached 
attendance register 

Mr Mnisi – EDTA Director Received 

Ward 21 Ward councillor See the attached 
attendance register 

Cllr W Motlhasedi – Ward Councillor Received 

Ward 20 Ward councillor See the attached 
attendance register 

Cllr Chris Seabi - Ward councillor Received 

Ward 35 Ward councillor See the attached 
attendance register 

Cllr  N Maqakamba -Ward Councillor Received 

Rankotea Co Owners & community 
Representatives 

See the attached 
attendance register 

Task Team & community representatives 
Received 

 
All Signed attendance registers are attached to the SLP as Appendix B. 
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Table 48: Bushveld Vametco LED Project Summary 

  Expected Financial Contribution Expected No. of Beneficiaries 

Expected 
No. of Jobs 

to be 
created N

o
. Name of Identified 

Project 

Fo
cu

s 
A

re
a 

St
ar

t 
D

at
e

 

En
d

 D
at

e
 

Lo
ca

ti
o

n
 

2019-
2020 

2020-
2021 

2021-
2022 

2022-
2023 

Total Expected 
Contribution 
per project  

M
al

e
 

Fe
m

al
e

 

1 
High Mast Lights in 3 
Wards( 20, 21 & 35) 

Rankotea, 
Switch-
Thetele & 
Mothotlung 4

th
 Q

u
ar

te
r 

2
0

1
9 

3
rd

 Q
u

ar
te

r 

2
0

2
2 

M
ad

ib
en

g 
Lo

ca
l 

M
u

n
ic

ip
la

it
y 

1.5 m 3.2 m  4.7 m 
Communities from Switch-Thetele, 
Rankotea & Mothotlung 

TBC 

2 
Roads and Storm 
Water 

Ward 21, 
Rankotea & 
Switch -
Thetele 

2
n

d
 Q

u
ar

te
r 

2
0

1
9

– 

4
th

 

Q
u

ar
te

r2
0

2
2

 

M
ad

ib
en

g 
Lo

ca
l 

M
u

n
ic

ip
la

it
y 

1.2 m 1.8 m 3.0 m 
Communities from Switch-Thetele, 
Rankotea & Mothotlung 

TBC 

3 
Sports Facility 
(Cluster 2) 

Mothotlung 
Ward 20 

Q
u

ar
te

r 
3

 
2

0
1

9 

4
th

 Q
u

ar
te

r 

2
0

2
1 

M
ad

ib
en

g 
Lo

ca
l 

M
u

n
ic

ip
la

it
y 

600 000 2.4 m 3.0 m 
Communities from Switch-Thetele, 
Rankotea & Mothotlung 

TBC 

4 
Provision of Clean 
Water to Rankotea 
Community 

Rankotea 

Q
u

ar
te

 2
 

2
0

2
1 

Q
u

ar
te

r 
4

 

2
0

2
2 

K
ro

ko
d

ilk
ra

a
l f

ar
m

, 

M
ad

ib
en

g 

2.0 m  2.0 m Rankotea Community 

TBC 

5 Sports Ground Rankotea 

Q
u

ar
te

r 
3

 
2

0
2

0 

Q
u

ar
te

r 
2

 

2
0

2
1 

K
ro

ko
d

ilk
ra

a
l f

ar
m

, 

M
ad
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en

g 

500 000  500 000 Rankotea community 

TBC 

6 
Mmakau Heritage 
Site 

Mmakau 

Q
u

ar
te

r3
 2

0
2

1
 

Q
u

ar
te

r3
 2

0
2

2
 

K
ro

ko
d

ilk
ra

al
 

fa
rm

, M
ad

ib
en

g 

 300 000 400 000 
Mmakau  and the nearby communities 
(Mothotlung, Moumong, Swiych 
Thetele, etc) 

TBC 

7 

STR-Brits Town 
Regeneration 
(Widening of the 
walk way-Murray 
Avenue) 

Brits 

   

400 000  400 000 Madibeng Local Municipality 

TBC 

  Total Expected Contribution all projects 14.3 m   
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Table 49: Infrastructure: Project 1 - Infrastructure: Solar High Mast Light in three (3) wards 

Project Name Installation of Mastlights 
FY of Project 

Sheet 
 

Background to project 

The project is in the Madibeng Local Municipality’ IDP.  
It is a need in all of Bushveld Vametco affected communities, being Rankotea -3 Mastlights,  
Rabokala/Uitvalgrond -2 Mastlights, Switch -1, Thetele -1 Mastlight , Mothotlung 1, Mothotlung 
Extension 1 & 2 and Damonsville – 2 Mastlights. 

Project start 
date 

4th  Quarter 2019 

Project End 
Date 

3rd Quarter 2022 

Project Partners MLM & BUSHVELD VAMETCO,  
Information 
Valid as at: 

October 2019 

Project Incorporated into which IDP Madibeng Local Municipality IDP 
Beneficiaries 
(Community 
Specific) 

Mothotlung, Ext 1 & 2, Damonsville,  Rankotea, 
Uitvalgrond/Rabokala, Switch Thetele  

IDP Reference Number of Project Total Expected 
Number of Jobs to 

be created 

Male Female  Youth Disabled 

Geographical 
Location of 

Project 
Ward 20, 21 & 35  

tbc tbc tbc tbc 

Spin off 
employment 
opportunities 

Male Female  Youth  Disabled 

To be confirmed 

Total Employment Opportunities Created: 

Short Term Medium Term Long Term 

Output 

   

Responsible Entity 

Activity Timeframe  

KPA (key 
performance area 

KPI (key performance 
indicator 

2018-2019 2019-2020 2020-2021 2021-2022  Budget 
Allocation 

Installing 2  High Mast light in Ward 35 in 2019 to 
2020 -Rankotea – 2,  

MLM & BVA 

Rankotea   1.2 m    1.2 m 

Installing 2  High Mast light in Ward 35 in 2019 to 
2020 Rabokala/Uitvalgrond –1,Switch – Thetele 1,  

    900 000   900 000 

Installing 2  High Mast light in Mothotlung -1, 
Mothotlung Extension - 1 & 2 & Damonsville - 1 

    1.1 m   1.1 m 

Installing 3 High Mast light in Ward 35 in 2021 to 
2023: Rankotea 1, Switch Thetele -1 
Uitvalgrond/Rabokala - 1 

 
1.5 m 

 
 1.5 m 

Total Budget R4.7 mil 
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Table 50: Project 2 - Roads and Storm water in 2 wards 

Project Name Roads and Storm Water 
FY of Project 

Sheet 
 

Background to project 

Project is in the IDP of the Municipality. It has been a challenge that has been discussed quiet often in the meetings 
we held with communities of the affected areas. 
 
To address the storm water that is flooding into residential areas during rainy periods. There are no roads that lead 
to the residential areas which also makes it more difficult for communities to reach their homes during rainy periods. 
This will end the frequent request to scrape the roads almost every week.   

Project start 
date 2nd  Quarter of 2019  

Project End 
Date 

4th  Quarter of 2022 

Project Partners MLM & Bushveld Vametco Alloys 
Information 
Valid as at: 

 

Project Incorporated into which IDP MADIBENG LOCAL MUNICIPALITY IDP 
Beneficiaries 
(Community 
Specific) 

Switch, Thetele (Ward 35) Mothotlung Extension 1 & 2 (Ward 
21) 

IDP Reference Number of Project Total Expected 
Number of Jobs to 

be created 

Male Female  Youth Disabled 

Geographical 
Location of 

Project 
 Ward 21 and 35  

To be confirmed when project start 

Spin off 
employment 
opportunities 

Male Female  Youth  Disabled 

To be confirmed when project start 

Total Employment Opportunities Created: 

Short Term Medium Term Long Term 

Output 

   

Responsible Entity 

Activity Timeframe  

KPA (key 
performance 

area 
KPI (key performance indicator 2018-2019 2019-2020 2020-2021 2021-2022 

 
Budget 

Allocation 

Paving of ward 35 internal roads and 
storm water drainage  

BVA &MLM Switch Thetele 
1 KM of roads paved and storm 

water drainage done 
 

600000 
 

 
600000 

 
 

Paving of ward 21 internal roads and 
storm water drainage 

BVA & MLM 
Mothotlung 

Ext.1 & 2 

1 KM of roads paved and storm 
water drainage done 

 
 
 

600000 
600000 

 

Paving of Internal Roads in Rankotea 
BVA, MLM & CO 

Owners Association 
Rankotea 1 km of roads paved in Rankotea    600000  

Total Budget R3 mil 



 

58 
 

 
Table 51: Project 3 - Cluster sports facility in ward 20 

Project Name Cluster sports facility  
FY of Project 

Sheet 
 

Background to project 

The project is in the IDP of the Municipality and it has been subject of discussion in our meeting with 
ward councillors. The project will be in the centre of the schools as it is aimed at being used by school 
kids during their sports activities. All the primary and high schools for all the wards are in Mothotlung. 
The facility will be used by all wards/ cluster 2 
To encourage and give school kids and youth opportunity to participate in sports activities which will 
keep children busy by participating in different sporting and be away from substance abuse, etc 

Project start 
date 

3rd  Quarter 2019 

Project End 
Date 

4TH Quarter 2021 

Project Partners MADIBENG LOCAL MUNICIPALITY & BUSHVELD VAMETCO 
Information 
Valid as at: 

 

Project Incorporated into which 
IDP 

MLM IDP 
Beneficiaries 
(Community 
Specific) 

WARD 20, 21, 35 (CLUSTER 2) 

IDP Reference Number of Project Total Expected 
Number of Jobs to 

be created 

Male Female  Youth Disabled 

Geographical 
Location of 

Project 
Ward 20   

To be confirmed  

Spin off 
employment 
opportunities 

Male Female  Youth  Disabled 

 

Total Employment Opportunities Created: 

Short Term Medium Term Long Term 

Output 

   

Responsible Entity 

Activity Timeframe  

KPA (key 
performance 

area 

KPI (key performance 
indicator 

2018-2019 2019-2020 2020-2021 2021-2022  Budget 
Allocation 

Sports facility  BVA & MLA Ward 20 Complete sports facility  600000 1 200 000 1 200 000  3 000 000 

          

Total Budget R3 mil 
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Table 52: Project 4 – Provision of Clean Water for Rankotea Community 

Project Name Provision  of Clean Water to the Rankotea   Community 
FY of Project 

Sheet 
 

Background to project 

Rankotea village falls under Ward 35 in Madibeng Local Municipality. The project is in the Integrated 
Development Plan of the Madibeng Local Municipality.The Rankotea Community has serious water 
access challenges. In line with the required developmental needs in the area, Bushveld Vametco in its 
commitment to improve community living conditions, will support the Rankotea community by 
installing boreholes, steel tank reservoir(s), and communal taps. This will ensure that community 
members have access to clean water at all times. 

Project start 
date 

3rd  Quarter 2020 

 Project End 
Date 

4TH Quarter 2022 

Project Partners 
MADIBENG LOCAL MUNICIPALITY, BUSHVELD VAMETCO, DEPARTMENT OF WATER & SANITATION & 
RANKOTEA COMMUNITY 

Information 
Valid as at: 

 

Project Incorporated into which 
IDP 

The Project is in the Integrated Development Plan of Madibeng Local 
Municipality.  

Beneficiaries 
(Community 
Specific) 

WARD 35 (Rankotea) 

IDP Reference Number of Project Total Expected 
Number of Jobs to 

be created 

Male Female  Youth Disabled 

Geographical 
Location of 

Project 
Ward 35 ( Rankotea )  

To be confirmed  

Spin off 
employment 
opportunities 

Male Female  Youth  Disabled 

 

Total Employment Opportunities Created: 

Short Term Medium Term Long Term 

Output 

   

Responsible Entity 

Activity Timeframe  

KPA (key 
performance 

area 

KPI (key performance 
indicator 

2018-2019 2020 2020-2021 2021-2022  Budget 
Allocation 

Clean Water supply / reticulated to 
the community through Communal 
Taps   

Dept Of Water & 
Sanitation, BVA & 

MLM 

Ward 35 
(Rankotea) 

Boreholes, Steel Tank 
Reservoir and Communal 

Taps 
 400 000 800 000 800 000  2.0 m 

          

Total Budget 2.0 m 
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Table 53: Project 5 – Sports Ground in Rankotea 

Project Name Sports Ground in Rankotea   
FY of 

Project 
Sheet 

 

Background to project 

There is an existing sports ground which is close by the school. It is the only sports facility in the area used 
by the community and the school. 
The project is not in the IDP of the Municipality and it has been discussed in our meetings with Rankotea 
Community Representatives and the Co owners representatives. BVA will inform the Municipality of the 
project even though its not in the IDP for acknowledgement. 
The request is that BVA plant the lawn and put stands and goal posts and tracks. 
 

Project start 
date 

3rd  Quarter 2020 

Project End 
Date 

2nd  Quarter 2021 

Project Partners MADIBENG LOCAL MUNICIPALITY, BUSHVELD VAMETCO, CO OWNERS ASSOCIATION 
Information 
Valid as at: 

 

Project Incorporated into which 
IDP 

Privately owned land, Project agreed to by the Co owner representative 
and community representatives.. 

Beneficiaries 
(Community 
Specific) 

WARD 35 (Rankotea) 

IDP Reference Number of Project Total Expected 
Number of Jobs 

to be created 

Male Female  Youth Disabled 

Geographical 
Location of 

Project 
Ward 35 ( Rankotea )  

To be confirmed  

Spin off 
employment 
opportunities 

Male Female  Youth  Disabled 

 

Total Employment Opportunities Created: 

Short Term Medium Term Long Term 

Output 

   

Responsible 
Entity 

Activity Timeframe  

KPA (key 
performance 

area 

KPI (key performance 
indicator 

2018-2019 2019-2020 2020-2021 2021-2022  Budget 
Allocation 

Sports ground, Lawn planted, track 
fields and stands erected and goal 
posts 

Co Owners 
Association, BVA 

& MLA 

Ward 35 
(Rankotea) 

A complete sports ground 
with lawn planted, stand 

erected, tracks and goal post 
 500 000    500 000 

Total Budget 500 000 
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Table 54: Project 6 – Tourism: Heritage Site 

Project Name FENCING OF THE MMAKAU HERITAGE SITE 
FY of Project 

Sheet 
 

Background to project 

 
The Mmakau Heritage is the Century Tswana Settlement Site Situated at the Swartkoppies mountain on 
the farm Hoekfonetin 432 JQ. The Hoekfontein sites cover an area of about 1000 hectors. This is most 
probably one of the oldest and richest late Iron Age sites in the NorthWest Province. The reconstruction 
of the site includes historic houses, stone circles, stone walls, chief’s fire place, tswana traditional houses, 
amongst other. The Madibeng Local Municipality’s Local Economic Development department presented 
the project to Bushveld Vametco and requested that the company allocate a portion of the budget to 
fence a 16 hectare site. From a heritage point of view, the area can be developed into an educational and 
tourism facility to make the South African Public and other Tourists aware of the importance of this 
archaeological site and all its rich history. This project is part of the Madibeng Local Municipality’s 
Integrated Development Plan (IDP). Bushveld Vametco is committed to participate and invest in this 
important and historical project and its partnership with the Madibeng Local Municipality. 

Project start 
date 

3rd  Quarter 2020 

Project End 
Date 

2nd  Quarter 2022 

Project Partners 
MADIBENG LOCAL MUNICIPALITY, BUSHVELD VAMETCO, DEPARTMENT OF TOURISM, MMAKAU 
COMMUNITY, ALL SURROUNDING COMMUNITIES. 

Information 
Valid as at: 

 

Project Incorporated into which IDP Project is in the Madibeng Local Municipality IDP 
Beneficiaries 
(Community 
Specific) 

WARD 17, 18, & 19) 

IDP Reference Number of Project Total Expected 
Number of Jobs to 

be created 

Male Female  Youth Disabled 

Geographical 
Location of 

Project 
Ward 17,18 & 19 (MMAKAU)  

To be confirmed  

Spin off 
employment 
opportunities 

Male Female  Youth  Disabled 

 

Total Employment Opportunities Created: 

Short Term Medium Term Long Term 

Output 

   

Responsible Entity 

Activity Timeframe  

KPA (key 
performance 

area 

KPI (key performance 
indicator 

2018-2019 2020 2020-2021 2021-2022  Budget 
Allocation 

  MmakauHeritage site fencing 
BVA, MLM & Dept 

of Tourism 
Ward 17, 18, 19  

Fencing 16 hacters which 
is part of this site, Train 

youth- tourist guide,  
 

 200 000 250 000 250 000  700 000 

Total Budget 700 000 
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S T R PROJECTS FOR BRITS TOWN – CBD REGENERATION 
 
Table 55: Project 7 – Widening of walkway – Murray Road 

Project Name WIDENING OF WALKWAY – MURRAY ROAD, BRITS FY of Project Sheet  

Background to project 

The project is from the Municipality Small Towns Regeneration, wherein the Municipality is requesting the 
mining companies in the Madibeng Local Municipality to participate. The reason for the STR is to address 
poverty in small towns, address economic marginalisation, to address imbalances created by spatial 
deficiencies and build more inclusive society and economy. The objective is to develop infrastructure and 
reduce unemployment through infrastructure and Local Economic Development initiatives. 

Project start date 

To be guided by the Master plan 
from DMRE 

Project End Date 

Project Partners 
MADIBENG LOCAL MUNICIPALITY & MINING COMPANIES IN MADIBENG LOCAL MUNICIPALITY – 

BUSHVELD VAMETCO FOR WIDENING OF WALKWAY – MURRAY ROAD, BRITS 

Information Valid as 
at: 

Project Incorporated into which 
IDP 

STR – A MUNICIPAL DOCUMENT (MLM) 
Beneficiaries 
(Community 
Specific) 

WARD 35 (Rankotea) 

IDP Reference Number of Project Total Expected 
Number of Jobs to 

be created 

Male Female  Youth Disabled 

Geographical 
Location of Project 

BRITS TOWN  

To be confirmed  

Spin off 
employment 
opportunities 

Male Female  Youth  Disabled 

 

Total Employment Opportunities Created: 

Short Term Medium Term Long Term 

Output 

   

Responsible Entity 

Activity Timeframe  

KPA (key 
performance 

area 

KPI (key performance 
indicator 

2018-2019 2019-2020 2020-2021 2021-2022  Budget 
Allocation 

WIDENING OF WALKWAY – 
MURRAY ROAD, BRITS 

MLM & BVA Brits A green prosperous town      400 000 

Total Budget 400 000 
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3.9 Housing and Living Conditions 

Bushveld Vametco remains committed to developing Housing and Living Conditions (HLC) Plan aimed at ensuring 
compliance with the requirements of the Mining Charter. Currently, employees at Bushveld Vametco receive Home 
Ownership Subsidies and Housing Allowances as outlined in Table 56 below: 
 
Table 56: Current Status of Housing and Living Conditions of Employees at Bushveld Vametco 

 

Number of Employees 
Accommodated in 

Single Units 

Number of Employees 
Accommodated in 

Family Units 

Number of 
Employees 

Receiving Rental 
Subsidies 

Number of 
Employees Receiving 

Homeowners 
Subsidies 

Number of 
Employees 

Housing 
Allowances 

Total Number 
of Employees 

N/A N/A N/A 28 Employees 412 Employees 520 

 
 Accordingly, Bushveld Vametco will continue to undertake the following: 
 

1. Establish measures for improving the standards of housing and the promotion of homeowner options for its 

employees; 

2. The Company has started with a strategy for facilitation of Homeownership.  

3. Provide education and awareness on where to access suitable houses, the benefits of home ownership, 

accessing bonds, paying rates and taxes, etc.; 

4. Establish measures for improving access to basic services, specifically health care, sanitation and water supply; 

5. Establish measures for improving the nutrition of Bushveld Vametco’s employees. 

6. Report on the company’s progress in this regard 
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3.10 Health Care and Nutrition Plan 

Regulation 46 (c) (v) requires that mines put measures in place to ensure that employees have adequate access to a well-
balanced diet and meals. Bushveld Vametco will assess various measures regarding the healthcare of its employees and 
will implement those that yield a high impact.  
 
Bushveld Vametco has engaged in the following general measures regarding healthcare: 

1. Catering services provider (Fedics) utilise their dietician to set up the meal options, inclusive of healthy options 
and light lunches; 

2. HIV-Aids Awareness Campaign;  
3. Voluntary Counselling and Testing (VCT) programme;  
4. EAP Programme through which Bushveld Vametco enables financial provisions for potential future medical costs 

and employee support programmes;  
5. Assist HIV positive employees, as well as Aids patients to develop and adhere to supportive diets through an 

HIV/Aids programme; and  

6. Assess the quality, cost and appropriateness of medical services available to the employees.  

Bushveld Vametco commits to assessing the following general measures regarding nutrition, and implement those that 
yield a high impact on the employees: 

• Create awareness around the importance of a balanced diet and what healthy eating is; and 

• Assess the nutritional intake of employees and explore the idea of opening a subsidized canteen. 
 

3.11 Procurement Progression Plan 

 
Regulation 46 C (vi) requires the inclusion of a procurement progression plan and its implementation for HDSA 
companies in terms of goods and services  
 
Table 57: Targets for Inclusive Procurement at Bushveld Vametco for the period 2018 to 2022 

 
 

 
 
 
 
 
 
 
 
 
 

 

 

 

Category 
Current 
Target 
2018 

2019 2020 2021 2022 

Goods: Inclusive Procurement of total 
Mining goods procurement spend 
(Excluding non-discretionary 
expenditure) from South African 
Based Companies 

10% 20% 35% 50% 70% 

Services: Inclusive Procurement of 
total Services procurement spend 
(Excluding non-discretionary 
expenditure) on South African 
Manufactured Goods 

70% 80% 80% 80% 80% 
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Bushveld Vametco will strive to meet the inclusive procurement targets as contemplated by the Mining Charter; 
however, with the following concerns and provisions; 

• That SABS is able to verify Bushveld Vametco local content on all SA manufactured items by end of 2021. 

• That support from government and industry to establish competitive local manufacturing industry where 
it does not currently exist. 

• That permissible use of affidavits since no new generation BEE certificates are available. 

• That the stability of SA manufacturers supplying Bushveld Vametco remains. 
 
In order to identify the prospective entrepreneurs for development and inclusion in the Company supply chain, Bushveld 

Vametco Holdings will implement the following action plan: 

1. Identify procurement opportunities in the current value chain to make accessible to local host community 

members for participation; 

2. Focus to be on women and youth from Mothotlung, Rankotea (Krokodilkraal), Mmakau (Ward 17, 18 & 19) 

Damonsville, Rabokala ( Uitvalgrond) & Switch and Thetele in the Madibeng Municipality; 

3. Develop and implement an Enterprise and Supplier development strategic plan/process; 

4. Identify strategic partners in specialised services/ goods to partner with local black owned companies; 

5. Ring fence Enterprise Development & Supplier Development exclusively for businesses within the local host 

municipality with preferences to youth and women owned residing and historically connected to Mothotlung, 

Rankotea (Krokodilkraal), Mmakau (Ward 17, 18 & 19) Damonsville, Rabokala ( Uitvalgrond) & Switch and Thetele 

communities; and 

6. Enterprise Development Specialist contracted in, whom will set up contractual obligations and define performance 

criteria’s and benefits to local communities. 

As per Table 58, the following supply chain opportunities have been identified in the preliminary assessment. 

3.11.1  Area of development of prospective Entrepreneurs with clear timelines 

 

Prospective Entrepreneurs 

• Equipment Hire 

• Tailing Dam Rehabilitation 

• Information Technology & Training 

• Construction, Civil Works and Plumbing 

• Core-Mining/Plant Operators 

• Cleaning & Catering Services 

• Ring Fence opportunities included in current tender contracts with generic suppliers: 

o Diesel and Petroleum Product 

o Maintenance 

o Hydroponics 

o Brickmaking 
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Table 58: Breakdown of development plan for prospective Entrepreneurs with respect to monetary and time 
contributions 

 
Prospective 

Entrepreneurs 
Development Plan 

Supplier Development  

Equipment Hire 

Y1 - Set up Supply Development Contract with CM Workshop, Mining Goods; Ring-Fence 

Opportunities 

Y2 – Incubation, Business Skills and Operational Skills Training and Mentorship; Market Develop 

Y3 – Monitoring and Support 

Y4 – Diversify to Non-mining Businesses – guided by the outcomes tabled in the Socio-Economic 

Baseline Study E.g. surrounding companies 

Y5 –Develop Exit Strategy with limited monitoring and support 

Tailings Dam 

Rehabilitation 

Y1 - Set up Supply Development Contract with Bokatumi Projects Rehabilitation of Tailings Dam; Ring-

Fence Opportunities 

Y2 – Incubation, Business Skills and Operational skills Training and Mentorship; Market Develop 

Y3 – Monitoring and Support 

Y4 – Diversify to other mining Businesses - guided by the outcomes tabled in the Socio-Economic 

Baseline Study E.g. surrounding companies 

Y5 –Develop Exit Strategy with limited monitoring and support 

Information Technology 

& Training 

Y1 - Set up Supply Development Contract with Mers Connection; Ring-Fence IT Training Opportunities 

Y2 – Incubation, Business Skills Training and Mentorship; Market Develop 

Y3 – Monitoring and Support 

Y4 – Diversify to Non-mining Businesses - guided by the outcomes tabled in the Socio-Economic 

Baseline Study E.g. surrounding companies 

Y5 –Develop Exit Strategy with limited monitoring and support 

Diesel and Petroleum 

products 

Y-1 Approach current service providers to jointly develop strategic plan for local black owned 

business. Identify area of opportunities for Yule Trading and Maetane Energy 

Y2-Incubation, Business Skills Training and Mentorship; Market Develop 

Y3 – Monitoring and Support 

Y4 – Diversify to Non-mining Businesses 

Y5 –Develop Exit Strategy with limited monitoring and support 

Cleaning and Catering 

Y1- Set up Supply Development Contract with Tshemelelo; Cleaning and Catering; Ring-Fence 

Opportunities 

Y2-Incubation, Business Skills Training and Mentorship; Market Develop 

Y3 – Monitoring and Support 

Y4 – Diversify to Non-mining Businesses - guided by the outcomes tabled in the Socio-Economic 

Baseline Study E.g. surrounding companies 

Y5 –Develop Exit Strategy with limited monitoring and support 

Core-Mining/Plant 

Operations 

Y1- Set up Supply Development Contract with MJMA; Core-Mining/Plant Operations; Ring-Fence 

Opportunities and Further Development 

Y2-Incubation, Business Skills Training and Mentorship; Market Develop 

Y3 – Monitoring and Support 

Y4 – Diversify to other Mining Businesses - guided by the outcomes tabled in the Socio-Economic 

Baseline Study E.g. surrounding companies 

Y5 –Develop Exit Strategy with limited monitoring and support 
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Prospective 

Entrepreneurs 
Development Plan 

Human Resources 

Sourcing (Specialised – 

Core) 

Y1- Set up Supply Development Contract with Uvuyelwauvuyisile PTY LTD;  

Y2-Incubation, Business Skills Training and Mentorship; Market Develop 

Y3 – Monitoring and Support 

Y4 – Diversify to other Mining Businesses - guided by the outcomes tabled in the Socio-Economic 

Baseline Study E.g. surrounding companies 

Y5 –Develop Exit Strategy with limited monitoring and support 

Enterprise Development   

Paving Bricks & Shotcrete Y1 to focus on preliminary research and feasibility assessments to determine appropriate programme 

and deliverables; Alignment to Mentor, business skills training, set up of offices (not construction of 

offices – possibly a container) equipment within office. 

Y2 - Developing identified service providers to ensure readiness for take on. E.g assist with example 

of scope of work and request for quote to local business – mine, roads and storm water project, local 

municipality etc. 

Y3 – Supply too identified service providers 

Y4 – handing over project to business forum 

Y5 – BVA exit but in the background monitor progress and report internally on investment 

 

Hydroponic Tunnels Y1 to focus on preliminary research and feasibility assessments to determine appropriate programme 

and deliverables; Alignment to Mentor, business skills training, set up of offices (not construction of 

offices – possibly a container) equipment within office. 

Y2 - Developing identified service providers to ensure readiness for take on. e.g. assist with example 

of scope of work and request for quote to local business – Woolworths, Spar, Pick & Pay, Checkers, 

Offices and Canteen on the mine. 

Y3 – Supply to identified service providers 

Y4 – handing over project to business forum 

Y5 – BVA exit but in the background monitor progress and report internally on investment 

 

3.11.2 Facilitation of funding to obtain permit and licenses by prospective entrepreneurs  

 

Funding and other support for qualifying entrepreneurs to be finalised as part of the Enterprise and Supplier Development 

Strategy and Plan to be developed for each qualifying beneficiary. 

3.11.3 Indication of expected outcome 

 

• Increased procurement spends on localised and black suppliers as a result of the inclusion of Entrepreneurs in the 

supplier database and improved spend with local black owned businesses.  

• Improved spend across the Mining Charter III spend categories for women and youth.  
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4 Downscaling and Retrenchment 
 

4.1 Introduction 

This section deals with the management of downsizing and retrenchments. It is Bushveld Vametco’s intention to abide by 
the guidelines as set out in the Labour Relations Act. The Downscaling and Retrenchment Plan will seek to implement 
measures, which may mitigate the adverse social impacts caused by eventual downscaling, retrenchment and Mine 
closure.  
 
The following key strategies have been established and are focused on ensuing sections: 

1. Establishment of a Future Forum; 
2. Mechanisms to save jobs and avoid downscaling and retrenchment; 
3. Measures during downscaling and retrenchment; 
4. Alternative livelihood opportunities and integration with the IDP. 

 
The continual investment in Human Resource Development and facilitation of training during the lifetime of Bushveld 
Vametco has the purpose to sustain skills that will support employment of the workers beyond life of the Mine. The Mine 
intends to comply with the Basic Conditions of Employment Act in respect of specific skills development directed at 
facilitating the further acquisition of skills that will be of value to employees at the Mine at the time of downscaling and 
retrenchment.  The Mine will preside over the portable skills development initiatives. 
 
The applicable authorities and employees will be notified of the planned retrenchments in accordance with legislative 
requirements. Negotiations with regards to retrenchment packages will be carried out in line with applicable legislation 
and company's Human Resource's policies for retrenchment. In addition, provisions for downscaling and retrenchment 
will be finalised in the Future Forum when the need arises. 
 
 
Table 59: Downscaling and Retrenchment Plan Undertaking Summary and Strategic Action Plan 

Undertaking 
Bushveld Vametco is committed to putting together strategies measures in preparation 
for any downscaling and retrenchment on Bushveld Vametco.  

Responsible Position Strategic Plan Timeframe 

Human Resources Manager 
Use Bushveld Vametco Future Forum as a platform to manage the 
impacts of downscaling and retrenchment. 

Continuous 

Human Resources Manager 
Ensuring that the business remains viable by keeping the cost structure 
as low and competitive as possible. 

Continuous 

Human Resources Manager 
Ensuring a productive and skilled workforce through training and 
motivation. 

Continuous 

Human Resources Manager 
Making continuing adjustments to production methods to remain 
competitive. 

Continuous 

Human Resources Manager 
Continuously seeking ways of growing and extending the business to 
ensure enhanced future sustainability. 

Continuous 

Human Resources Manager Sound labour and succession planning in line with the Mine Work Plan. Continuous 

Human Resources Manager Recruitment Policy and practices that will support the labour plans. Continuous 

Human Resources Manager 
The continuous monitoring and evaluation of natural attrition 
(retirements; resignations etc.). 

Continuous 
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Undertaking 
Bushveld Vametco is committed to putting together strategies measures in preparation 
for any downscaling and retrenchment on Bushveld Vametco.  

Responsible Position Strategic Plan Timeframe 

Human Resources Manager 
Continuous consultation with Organised Labour (through the Future 
Forum) to identify and implement strategies and initiatives to avoid job 
losses and a decline in employment.  

Continuous 

Human Resources Manager 
Contractors will be encouraged to place workers on other sites within 
their company in the event of downscaling or closure. 

Continuous 

 
Bushveld Vametco recognizes to successfully downscale or close a Mine, a trilateral consultation and problem-solving 
process is required between Bushveld Vametco, relevant government departments and the local communities surrounding 
the area of operation.   For communities, closure can cause severe distress due to the threat of economic and social 
collapse.  As South Africa is a developing country, Bushveld Vametco will take note of the following regeneration focus 
areas where planning for Bushveld Vametco closure is concerned: 

 

• Restoration of ecological functioned mined land; 

• Efficient alternative use of mine infrastructure should be encouraged where economically justified; 

• Job creation through education and stimulation of the economic activity; 

• Skills and literacy training for community members and employees. 
 

4.2 Future Forum 

A Future Forum has been established by Bushveld Vametco chaired by the General or Mine Manager of Bushveld Vametco. 
The Future Forum collaborates with unions and provides the capability to monitor progress and implementation of the 
SLP against the backdrop of the role and responsibilities of the Group Social Plan Forum.  The Future Forum manages the 
following areas: 
   

a) Promote ongoing discussions between employee representatives and employers, about the future of Bushveld 

Vametco; 

b) Examines future scenarios to identify problems, challenges and possible solutions, with regard to productivity and 

employment; 

c) Identifies production and employment turn-around strategies;  

d) Implements strategies which are discussed by both the employer and employee parties; and 

e) Considers interventions which will benefit the community within which Bushveld Vametco operates. 

 

This forum will operate as per its terms of reference. 

 

4.3 Communication with authorities 

In compliance with Section 52 (1) of the MPRD Act, on identifying the need to reduce mining operations, should the profit 
revenue ratio of the relevant operation be less than 6% on average for a continuous period of 12 months or should 10% 
or more of the workforce (or more than 500 employees) have to be retrenched, a comprehensive consultation process 
with the relevant trade union structures or affected employees will commence in compliance with Sections 189 and 189(A) 
of the Labour Relations Act, 1995 (As Amended) through the established Future Forum structure.  
 
As planning for the Social Plan and its associated job loss and retrenchment management programmes commences, the 
DoL and the DMRE will be notified. The government authorities will be given notice of the timeframe for the closure 
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process as well as the ongoing consultation and Social Plan through the Future Forum structure. Regular progress reports 
will subsequently be distributed to the necessary departments, Compliance to the Board’s directive will be adhered to in 
order to meet the corrective measures as stipulated by the Board. 

4.4 Mechanisms to Save Jobs and Avoid Job Losses and a Decline in Employment 
In order to ensure long term sustainability, production must be sustained and as such the retention of skilled staff is 
paramount. In the event that skilled staff cannot be accommodated at Bushveld Vametco, the employees will be offered 
the opportunity to be reabsorbed into other operations. Further strategies for avoiding job losses and a decline in 
employment are as follows: 

▪ Ensuring that the business remains viable by keeping the cost structure as low and competitive as possible; 
▪ Ensuring a productive and skilled workforce through training and motivation; 
▪ Making continuing adjustments to production methods to remain competitive; 
▪ Continuously seeking ways of growing and extending the business to ensure enhanced future sustainability; 
▪ Sound labour and succession planning in line with the Mine Work Plan; 
▪ Recruitment Policy and practices that will support the labour plans; 
▪ The continuous monitoring and evaluation of natural attrition (retirements; resignations etc.); and 

▪ Continuous consultation with Organised Labour (through the Future Forum) to identify and implement 
strategies and initiatives to avoid job losses and a decline in employment such as:  

▪ Job sharing 
▪ Abolish and/or reduction of overtime  
▪ Moratorium on new recruitment 
▪ Redeployment of current employees 
▪ Termination of temporary employees and contractors (based on their contractual agreements) 
▪ The termination of non-core production contracts 

 

4.5 Mechanisms to provide alternative solutions and procedures for creating job security where job 
losses cannot be avoided 

To address employee needs in preparation for and during periods of downscaling and Bushveld Vametco closure to be 
able to meet these needs where practicable and possible will include the following actions as set out in Table 60. 

 
Table 60: Plan of Action to Provide Alternative Solutions and Procedures for Creating Job Security 

Mechanism Action  

Provision of financial security until a 
new means of income is established 

Severance benefit to provide employee with sufficient income for a 1-month period to 
be re-establish. 

Access to training 
▪ Skills training whilst employed. 
▪ Provision for skills training upon exiting a job to prepare for an alternative career. 

Access to advice 
▪ Financial advice to employees to plan for retrenchment/ retirement. 
▪ Financial advice upon termination of service to deal with capital and income 

preservation adequately. 

Access to job opportunities 
▪ Access to alternative employment opportunities inside the Mine. 
▪ Access to employment opportunities when new jobs are created (recall provisions). 
▪ Access to employment opportunities in open market. 

Access to state assistance 
▪ UIF. 
▪ DoL training and employment opportunities. 
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4.6 Mechanisms to ameliorate the social and economic impact on individuals, regions and 
economies where retrenchment or closure of the operation is certain 

 
To ameliorate the social and economic impact on individuals, regions and economies where retrenchment or closure of 
the operation is certain, Bushveld Vametco management, together with the Future Forum, will assess in advance the 
impact that will be caused by the retrenchment and/or closure of its operations. This will be communicated to the affected 
individuals and communities involved so as to make all affected parties aware of what the outcome of the retrenchment 
and/or closure will be. Proposals to lessen the impact on the socio-economic situation of the area concerned will be 
considered. In order to assess this impact a socio-economic impact analysis (SEIA) will be carried out by specialist 
consultants prior to the development of detailed closure management plans. Such an impact assessment will incorporate 
interaction with both the Future Forum and relevant community structures. Bushveld Vametco will implement the 
mechanisms below (Table 61 below). 

 
Table 61: Plan of action to Ameliorate the Socio-Economic Impact of Retrenchments and/or Closure 

Mechanisms to Ameliorate Socio-Economic Impact Strategic Action Plan Responsible Department 

Psychological counselling to be provided to employees. 
Human Resources 

Department 
Portable skills training interventions to be uplifted and to include comprehensive self-employment 
opportunities.  

Human Resources 
Department 

 In conjunction with the DoL, the Mine to facilitate retrenched employees in the completion of UIF 
claim forms at the Mine premises. 

Human Resources 
Department 

Bushveld Vametco to ensure that sufficient financial provisioning is in place for the implementation 
of all plans relating to the process of downscaling and retrenchments. 

Human Resources 
Department 

4.7 Post-Closure Planning 

Management strategies for the post-closure period will also be developed with local stakeholders within the closure 
planning process. Strategies that avoid dependency amongst the social intervention beneficiaries and promote 
independence amongst individuals and businesses in the community will be developed to ensure post-closure 
sustainability. Ongoing consultation and advisory roles facilitated through the Future Forum structure will be utilised to 
ensure that the programmes and plans continue to deliver sustainable and effective benefits. The continued contribution 
and ongoing management role of local government in this respect will be essential to this post-closure management 
process.  
  
Table 62: Social and Labour Plan (SLP) Communication Plan 

Responsible 
Department 

Action Timeframe 

Mine Manager 
Bushveld Vametco and the core contractors will be responsible for 
communicating SLP related matters to their employees at Bushveld Vametco 

Ongoing 

Mine Manager 
Each party will be required to hold dedicated meetings on an annual basis to 
provide feedback to its employees with regards to the progress made within the 
SLP 

Ongoing 

Mine Manager 
Feedback sessions must be presented in an appropriate format which will be 
understood by all employees and may include verbal, face-to-face 
communications with the assistance of interpreters 

Ongoing 

Mine Manager 
Further communication structures to be set up by Bushveld Vametco and its 
contractors and will be utilised as a mechanism to address all SLP related issues 

Ongoing 

Mine Manager Distribute a copy of the SLP to all the shareholders of Bushveld Vametco  Ongoing 
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Responsible 
Department 

Action Timeframe 

Mine Manager 
Presentation to be conducted to Bushveld Vametco’s Future Forum and the 
employee representatives on the Social and Labour Plan process and 
requirements. 

Ongoing 

Mine Manager 
Bushveld Vametco’s Annual SLP Report will be presented and reported to the 
Future Forum and the employee representative structures. 

Ongoing 
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5 Financial Provision 

5.1 Introduction 

 
In terms of Section 23(1) (e) of the MPRDA “The Minister grants a mining right if the applicant has provided financially and 
otherwise for the prescribed Social and Labour Plan”.  This section intends to outline the manner in which Bushveld 
Vametco aims to provide financially for each component of the Social and Labour Plan.  
Table 63 provides a summary of the financial commitment by the Mine for the next 5 years.  
 
 

Table 63: Summary of Financial Provision for Key Elements of Bushveld Vametco's SLP for 2018 - 2022 

SLP Programme 2018 2019 2020 2021 2022 
Total  

(2018 to 2022) 

Human Resource Development 
Programmes 

R5 278 497 R8 253 293 R10 880 309 R12 300 429 R11 405 339 R48 117 867 

Local Economic Development 
and Infrastructure Programmes 

R1 800 000 R1 800 000 R1 800 000 R1 800 000 R1 800 000 R 13 900 000 

Closure & Retrenchment 
Management 

R3 650 042 R4 015 047 R4 416 551 R4 858 206 R5 344 027 R22 283 874 

STR Projects Brits Town 
Regeneration 

  R 400 000   R400 000 

Total R10 728 539 R14 068 340 R17496 860 R18 958 635 R18 549 366 R84 701 741 

 

 

5.2 Human Resources Development Programmes  

Section 2 outlines the Human Resources Development (HRD) Programmes to be adopted by Bushveld Vametco.  However, 

based on current planning, Bushveld Vametco has provided for approximately 5% of the total wage bill per annum for 

expenditure on HRD programmes. 

 

Table 64: Summary of Financial Undertakings in respect of the Bushveld Vametco's Human Resources Development 
Programmes 

 

HRD Budget FY18 FY19 FY20 FY21 FY22 

Learnership (18.1) R0,00 R272 250,00 R499 125,00 R658 845,00 R603 941,25 

Learnership (18.2) R675 000,00 R1 485 000,00 R2 178 000,00 R2 495 625,00 R2 635 380,00 

Core Business R 2 029 500,00 R 2 074 050,00 R 2 281 455,00 R 2 509 600,50 R 2 760 560,55 

AET Training  R 70 000,00 R 77 000,00 R 84 700,00 R 93 170,00 R 0,00 

Portable Skills R 704 000,00 R 800 800,00 R 871 200,00 R 937 024,00 R 1 030 726,40 

Bursaries (Internal & External)) R 1 151 997,00 R 2 237 393,40 R 3 528 349,11 R 4 024 936,01 R 2 635 380,00 

Internships R 648 000,00 R 1 306 800,00 R 1 437 480,00 R 1 581 228,00 R 1 739 350,80 

Total Budget R 5 278 497,00 R 8 253 293,40 
R 10 880 
309,11 

R 12 300 
428,51 

R 11 405 339,00 
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5.3 Local Economic Development Programmes  

Section 3 details the integrated LED programme initiated by Bushveld Vametco. Table 65 provides a summary of the 

financial provision for LED programmes for the next 5 years.  

 

Table 65: Summary of Financial Undertakings in respect of the Bushveld Vametco's Local Development Programmes 

  
Expected Financial Contribution 

N
o

. 

Local Economic Development  Project 2019-2020 2020-2021 2021-2022 2022-2023 
Total Expected 

Contribution per 
project  

1 High Mast Lights in 3 Wards( 20, 21 & 35) R 3.2 m R 1.5 m R 4.7 m 

2 Roads and Storm Water R 1.2 m R 1.8 m R 3.0 m 

3 Sports Facility (Cluster 2) R 0.6 m R 2.4 m R 3.0 m 

4 
Provision of Clean Water to Rankotea 
Community 

R 0.4 m R 1.6 m R 2.0 m 

5 Sports Ground R 0.5 m - R 0.5 m 

6 Mmakau Heritage site R 0. 3 m R 0.4 m R 0.7 m 

7 STR-Brits Town Regeneration R 0.4 -                R 0.4     

 Total For Five Years       R 6.6  m R 7.7 m R 14.3 m 

 
 

5.4 Management of Downscaling and Retrenchment Management Programmes  

The ongoing investment in HRD Programme and facilitation of training during the life of Bushveld Vametco are intended 

to support the acquisition of skills that will provide employability to the workforce beyond the life of the operations.  

Negotiations with regard to retrenchment packages will be carried out at the time these take place. Such negotiations and 

consultation will be in line with prevailing legislation and best practice. Provision for downscaling and retrenchments is 

included within Table 66.  

 

Table 66: Summary of Financial Undertakings in respect of the Bushveld Vametco's Closure and Retrenchment 
Management Programmes 

SLP Programme 2018 2019 2020 2021 2022 
Total  

(2018 to 2022) 

Closure and 

Retrenchment 

Management 

R3 650 042 R4 015 047 R4 416 551 R4 858 206 R5 344 027 R22 283 874 
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6 Statement Of Undertaking 
 

 
I  ________________________________________________ the undersigned and duly authorized thereto by Bushveld 

Vametco Holdings undertake to adhere to the information, requirements, commitments and conditions as set out in the 

SLP, and to communicate the SLP once it has been accepted by the DMRE to all relevant stakeholders and to further report 

on progress achieved on an annual basis to these stakeholders.   

 
 
Signed at _________________________________  

 

 

On this _________________ day of ____________________________________ 2019. 

 

 

Signature of responsible person _____________________________________ 

 

 

Designation ______________________________________________________ 
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ANNEXURE A: CAREER PROGRESSION PLAN CAREER PROGRESSION ENGINEERING HELPER TO ARTISAN 

  

Position Grading  Grade 4 to artisan level Time frame and 
requirements 

Mentor/Coach 

  Artisan  
• Forman is coach 

Artisan (C2) 
• Trade assessment section 28 (subject to 

MQA 7 step process) 

• N2 x 4 subjects 

• ± 6-8 months 

• Formal evaluation 

report 

• Master artisan is coach 

• Trade training Centre 

Maintenance 
operator (artisan 
level) 

(C1) 
• Practical training 

• Preparation for section 28 trade 

assessment (subject to MQA 7 step 

process) 

• N1 x 4 subjects 

•  Experience (3 years 

working in trade) 

•  Medical 

• Artisan is coach 

• Technical college 

• Trade training Centre 

  Grade 10   

Maintenance 
operator (artisan 
level) 

(B5) 
• Grade 10 technical college 

• Practical training 

• Theoretical training 

• 1 year 

• ± 6 months 

• ± 4 months 

• Technical college 

• Trade training Centre 

  Grade 9 (ABET 4)   

 NQF 1 
• ABET level 4 (8 learning areas) 

• ABET level 3 

• ABET level 2 

• ABET level 1 

• Mother tongue 

• Course hours ± 

1920 plus 

additional for 8 

learning areas ABET 

4   

• Facilitator of ABET is 

coach 

• Supervisor is mentor 

• Development officers are 

mentors 

• Mine management are 

mentors 

Maintenance 
helper 

(A4) Grade 4  
• Artisan is coach 

Total timeframe from Grade 4 to artisan ± 5,5 years 
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ANNEXURE B: ENGINEERING ARTISAN TO MANAGEMENT LEVEL  

  

Position Grading  Negotiation to management category artisan 
to manager engineering 

Time frame and 
requirements 

Mentor / Coach 

  Manager engineering   

Manager 
engineering 

(E1) • Practical experienced 

• Government Certificate of Competency 
(GCC)) 

• Requirement for professional registration 
(ECSA) 

• Management qualification 
(MEM/MPM/MBA) 

± 5-6 years Group manager engineering 
is coach 

  Assistant manager engineering   

Assistant 
manager 

engineering 

(D4) • Government Certificate of Competency 
(GCC)) 

• Requirement for professional registration 
(ECSA) 

± 3 years Discipline manager 
engineering is coach 

  Maintenance engineering   

Maintenance 
engineering 

(D3) • Application for engineering ticket 
(Government Certificate of Competency 
(GCC)) 

• Requirement for professional registration 

• Engineering qualification 
(BTech/BSc/BEng) in electrical or 
mechanical engineering 

• ± 3 years • Manager engineering is 
coach 

  Head maintenance   

Head 
maintenance  

(D2) • National “N” diploma 

• (12 subjects above 50%) 

• N6 

•  ± 3 years • Assistant resident 
engineer coach 

• Formal mentorship 
system exists 

  Foreman   

Foreman (C5) • N5 

• N4  

(Technical college) 

• ± 2 years Head maintenance is coach 

  Artisan   

Artisan (C2) • N3 

• N2 

 Foreman master artisan is 
coach 

Total timeframe from artisan to manager engineering is ± 10 years 
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ANNEXURE C: ENGINEERING GENERAL WORKER TO ARTISAN 

Position Grading  General worker to artisan level Time frame and 
requirements 

Mentor / Coach 

  Artisan  
• Forman is coach 

Artisan  
(C-Lower) • Trade assessment section 28 (subject to 

MQA 7 step process) 

• Registered learnership 

• N2 x 4 subjects for single trades and N3 x 4 

subjects for double trades such as 

millwrights (specified) 

• ± 18 months through 

formal learnership  

• Formal evaluation 

reports 

• Master artisan is coach 

• Trade training Centre 

Maintenance 
operator (artisan 
level) 

 
(B-upper) • Practical training 

• Preparation for section 28 trade 

assessment (subject to MQA 7 step 

process) 

• N1 x 4 subjects (specified) 

•  Experience (4 years 

working in trade as 

helper) 

N1 x 4 subjects (comply 
to requirements) 
Psychometric evaluation 

• Artisan is coach 

• Technical college / Trade 

training Centre 

  Maintenance operator   

Maintenance 
operator  

 
(B-lower) • Grade 10 / N1  

• Practical training 

• Theoretical training 

• 3-5 years • Technical college / Trade 

training Centre 

  Maintenance helper / General worker   

Maintenance 
helper / General 
worker 

 
(A-band) • NQF 1 / ABET 4 

• ABET level 4 (8 learning areas) 

• ABET level 3 

• ABET level 2 

• ABET level 1 

• Mother tongue 

• Course hours ± 

1920 plus additional 

for 8 learning areas 

ABET 4   

• Facilitator of ABET is 

coach 

• Supervisor is mentor 

 

Total timeframe from general worker / maintenance helper to artisan ± 5,5 years depending on the potential of the employee, availability of 
positions and the selection process. 
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ANNEXURE D: GENERAL WORKER TO MINER 

Position Grading  Grade 8 to pit  worker level Time frame and 

requirements 

Mentor / Coach 

  Pit worker / Miner   

Pit worker / 

Miner 

 

 

  

(C-lower) 

• Trade assessment section 28 

• N3 x 4 subjects in mining at Technicon. 

• ± 3-5 years 

• Formal evaluation 

report 

• Diploma in mining 

• Blasting certificate 

• Foreman is coach 

 

Operator Grade 1  

 

 

(B-upper) 

• Theoretical training 

• Practical training 

•  Must be P6 

• Experience and 

knowledge of pit. 

• Evaluation 

 

• Supervisor is 

    coach 

  Grade 10   

Operator Grade  

2 and Grade  3 / 

Driver tractor 

 

 

 

(B-lower) 

• Grade 9 / ABET 4 

• Practical training 

• Theoretical training 

• 1 year 

• ± 1 month 

• ± 1 month 

• Pit worker / Miner is 

coach 

 

  Grade 9 (ABET 4)   

General worker / 

Drilling helper / 

Blaster assistant 

(A-band) • ABET level 4 (8 learning areas) 

• ABET level 3 

• ABET level 2 

• ABET level 1 

• Mother tongue 

• Course hours ± 

1920 plus additional 

for 8 learning areas 

ABET 4   

• Facilitator of ABET is 

coach 

• Supervisor is mentor 

 

Total timeframe from A-band to pit worker / miner is ± 5 years for high potential candidates depending on availability of positions and 

selection processes. 
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ANNEXURE E: MINER TO MANAGEMENT LEVEL 

Position Grading  Pit worker / Miner to manager mining Time frame and 

requirements 

Mentor / Coach 

  Manager mining / Underground / Production 

manager 

  

Manager 

mining 

department 

(E-lower) • Government ticket and / or 

• BSc engineering degree 

• Requirement for registration as professional 

engineer 

• Practical experience as pit superintendent 

 

• 8-12 years’ experience 

applicable experience 

• Mine manager / General 

manager / Business unit 

manager 

  Pit superintendent / Senior mining engineer   

Pit super-

intendent / 

Senior mining 

engineer 

(D-upper) • Government ticket and / or 

• BSc engineering degree 

• Requirement for registration as professional 

engineer 

• Practical experience 

• ± 5-6 years previous 

experience of the 

mine 

• Manager mining is coach 

  Head production / Mine overseer   

Head 

production / 

Mining 

engineer 

 

 

(D-lower)  • Mine overseers’ certificate 

• Grade 12 

•  ± 3 years • Assistant resident 

engineer coach 

• Formal mentorship 

system exist 

  Foreman / Shift boss   

Foreman (C-upper) • Blasting certificate 

• Grade 12 / Mining diploma 

• ± 2 years • Head maintenance is 

coach 

  Pit worker / Miner   

Pit worker / 

Miner 

(C-lower) • N2 

 

• 2 years • Foreman / Miner is coach 

Total timeframe from pit worker / miner to manager mining is ± 10 years for high potential candidates. Employees will be promoted when 

positions are available, and the employee is successful as applicant for the position. 
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ANNEXURE F: GENERAL WORKER TO SENIOR PROCESS CONTROLLER 

Position Grading General Worker to Senior Process 
Controller level 

Time frame and 
requirements 

Mentor / Coach 

  Senior process controller   

Senior process 
controller 

 

(C-middle band) 

• Skills programme as learner 
completed 

• N3 / Grade 12 with mathematics 
and science 

• Psychometric evaluation 

• ± 3-5 years 

• Formal evaluation 
report 

• Foreman is coach 

 

Process controller 

 

 

Process operator 

 

(C-lower) 

 

(B-middle band) 

• Skills programme as learner 
completed 

• N3 / Grade 12 with mathematics 
and science 

• Psychometric evaluation 

• N1 / Grade 9 / ABET 4 

•  Minimum 18 months 
training as learner. 

 

• 12-24 months 

• Foreman is mentor 

 

 

• Process controller is 
coach 

  General worker    

General worker (A Band) • NQF level 1 / Grade 9 

• ABET level 4 (8 learning areas) 

• ABET level 3 

• ABET level 2 

• ABET level 1 

• Mother tongue 

• Course hours ± 1,920 
plus additional for 8 
learning areas ABET 
4   

• Facilitator of ABET is 
coach 

• Supervisor is mentor 

 

  Plant skills programme   

Learner 

(Not employee of 
Bushveld) 

 • N3 / Grade 12 with mathematics 
and science 

• Psychometric Tests 

• No experience 
required 

• Senior training officer 
(plant) 

• Foreman 

Total timeframe from general worker to senior process controller is ± 6 years for candidates with high potential depending on the availability 
of positions and selection of candidates for specific positions 
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ANNEXURE G: SENIOR PROCESS CONTROLLER TO MANAGER PLANT 

Position Grading  Senior process controller to manager plant Time frame and 

requirements 

Mentor / Coach 

  Manager plant   

Manager plant  

(E-lower) 

 

• BSc degree – metallurgy / chemical 

• BTech degree 

• 8 -10 years  

• experience 

• General manager is the 

mentor 

Chief engineer 

process 

development 

 

(E-lower) 

• BSc degree – metallurgy / chemical 

• BTech degree 

• 8 years  

• experience 

• Manager plant is the 

mentor / coach 

Senior engineer / 

Plant 

superintendent 

 

 

 

(D-upper) 

• BSc degree – metallurgy / chemical 

• BTech degree 

• Applicable experience 

as head 

• 8 years 

• Manager plant is the 

mentor / coach 

  Head production   

Head production 

/ Head laboratory 

 

 

 

(D-lower) 

• National “N” diploma 

• N4 

• Advanced coal preparation  

• Skills programme as learner completed 

•  ± 6-8 years • Superintendent is coach 

 

  Foreman   

Foreman  

(C-upper) 

• N4 skills programme as learner completed 

• N3 / Grade 12 with mathematics and 

science 

• Basic management programme 

• First line management programme 

• Coal preparation 

• ± 6 years • Head production is coach 

  Senior Process Controller   

Senior process 

controller 

 

(C-middle 

band) 

• Skills programme as learner completed 

• N3 / Grade 12 with mathematics and 

science 

• Psychometric evaluation 

• 3-5 years • Foreman master artisan is 

coach 

Total timeframe from senior process controller to plant manager is ± 10 years if employee has potential to be developed and positions are 

available. 
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ANNEXURE H: CLEANER TO GENERAL WORKER/GENERAL WORKER TO ACCOUNTANT/PRACTITIONER/BUYER 

Position Grading  Cleaner to accountant / Practitioner / Buyer 
level 

Time frame and 
requirements 

Mentor / Coach 

  HR practitioner / Buyer / Accountant   

HR practitioner   
(C-middle 
band) 

• Grade 12 N3 technical college 

• Practical training 

• Theoretical training 

• Microsoft qualification 

• Diploma / Certificate 

•  Experience (3-4 years 

applicable  

 

• Supervisor is coach 

  Clerk / Administrative assistant / 

Bookkeeper 

  

Clerk / 
Administrative 
assistant / 
Bookkeeper 

 
(B-upper) 
 

• Grade 12 N3 technical college 

• Practical training 

• Theoretical training 

• Microsoft qualification 

• 1 year 

• ± 6 months 

• ± 4 months 

 

• Technical college 

• Supervisor 

 

  Cleaner / General worker   

Cleaner / General 
worker 

 
(A-band) • NQF 1 / Grade 9 

• ABET level 4 (8 learning areas) 

• ABET level 3 

• ABET level 2 

• ABET level 1 

• Mother Tongue 

• Course hours ± 

1920 plus additional 

for 8 learning areas 

ABET 4   

• Facilitator of ABET is 

coach 

• Supervisor is mentor 

 

Total timeframe from general worker / cleaner to practitioner / buyer level depending on the potential of the employee, positions available 
and the selection of candidates for the position when more than one applied. 
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ANNEXURE I: PRACTITIONER TO DEPARTMENTAL MANAGER 

Position Grading  Practitioner to department manager Time frame and 

requirements 

Mentor / Coach 

  Departmental manager   

Departmental 

manager  

 

(E-lower) 

• Applicable BA / BCom degree 

• BTech degree 

• First line management programme 

• Middle management programme 

•  Application for (government ticket) 

• ± 8-10 years’ relevant 

experience 

• General manager is 

coach and mentor 

Senior business 

partner/ Senior 

accountant  

 

(D-upper) 

• Applicable BA / BCom degree 

• BTech degree 

• First line management programme 

• Middle management programme 

• ± 5-8 years’ 

experience. 

• Trained as graduate 

in training in the 

specific field of 

expertise 

• Departmental manager 

  Head of section / HR consultant / accountant   

Head of section / 

HR business 

partner / 

Accountant  

 

(D-lower) 

 

• Applicable BA / BCom degree 

• BTech degree 

• First line management programme 

•  ± 2-5 years’ 

experience 

• Trained as graduate in 

training  

• Manager organizational 

performance 

• Supervisor 

  Senior buyer / Senior training officer / 

Subject expert 

  

Senior buyer / 

Senior training 

officer  

 

(C-upper) 

• Applicable diploma / certificate  

• Basic management programme 

• ± 4 years • Consultant / Supervisor 

is coach 

  HR Practitioner / Buyer / Accountant   

HR practitioner   

(C-middle 

band) 

• Grade 12 N3 technical college 

• Practical training 

• Theoretical training 

• Microsoft qualification 

• Diploma / certificate 

•  Experience (3-4 years 

applicable  

 

• Supervisor is coach. 

Total timeframe from practitioner to department manager is ± 8-10 years depending on the potential of the employee, positions available 

and the selection of candidates for the position when more than one applied. 
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ANNEXURE J: ATTENDANCE REGISTER PUBLIC PARTICIPATION 
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                                                                                                         26 July 2018 

 

Bushveld Vametco 

P.O.Box 595 

Brits 

 

 

Dear Sir / Madam 

 

CONFIRMATION OF PROPOSED PROJECTS FROM IDP BY WARD 21  

 

The above mentioned councilor and SLP & Stakeholder manager have met and confirmed that the below 

mentioned projects are prioritized and should be included in the Social & Labour Plan. 

 

Roads and Stormwater 

High mast light 

 

Yours service delivery 

 

CLR M.W MOTLHASEDI 

(WARD COUNCILLOR) 
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1. MINUTES OF ENGAGEMENTS 
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Meeting held between Bushveld Vametco and the Rankotea, Interim Committee (KKK) 

on the 17th October 2017; Bushveld Vametco  

Attendees: 

See the attached attendance Register 

  

Welcome: 

Mr Mtileni welcomed the interim committee. 

BACKGROUND 

Bushveld Vametco was invited to a meeting held at Madibeng Local Municipality. Department of 

Mineral Resources, Krokodilkraal Interim Committee was also present. The meeting was chaired by 

the Regional Manager, North West. 

Different issues were discussed including Social and Labour Plan. The approved SLP document shows 

that the LED/ Infrastructure project that is still outstanding is Protected Agri business project which 

was supposed to be implemented in Rankotea and Rabokala. The Committee stressed that the budget 

for the remaining projects must be spent. The Regional Manager gave an instruction that the company 

and the Committee must have a meeting where the SLP commitment and progress thereof can be 

discussed and come up with a way forward and that copy of the minutes be sent to DMR Klerksdorp, 

Regional Manager’s attention. 

During the meeting of the 17th October 2017, progress on commitments in the approved SLP was 

presented. The committee raised issues on what we have done for Mothotlung and have not done for 

them. But the company referred the committee to the approved SLP which was only focusing on Co – 

owners.  

The committee raised issues of communication siting that there is no communication between them 

and the Company, and this leads to mistrust. Vametco built an Industrial place for 

Mothotlung/Mmakau and it is now demolished. Also a sports facility was done and it is now vandalised 

but nothing for Rankotea. The response was the two projects mentioned were implemented before 

the SLP and they don’t form part of the SLP.  

ITEMS RAISED 

A request for assistance with Abet :  

- Company assist with facilities and facilitator 

- The Ramadikela School can be used for the Abet learners 

- Revive the school by putting up sports facilities, Computer lab,  etc 

- Engage with the Department of Education and SGB. 

The company asked how will the parents of the school kids who are attending schools outside 

Rankotea be convinced to bring back their kids to Ramadikela. This will be discussed with the 

community and feedback will be submitted to company. The advice was, cash must not be injected 

into this initiative before the school roll increase. 
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ANNEXURE K: LETTER OF SUPPORT FROM THE LOCAL MUNICIPALITY 
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