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FOREWORD 

This Skills Plan is a ground-breaking document in the Mining and Minerals Sector partly because of its 
extensive involvement of key role players in its formulation and partly because of its comprehensive 
scope which covers all training disciplines and all occupational levels.  Indeed everyone in the sector 
will be affected by the provisions and implications of this plan.  The prevailing spirit of partnership will 
be more needed during its implementation. 

 

This document is essential reading for every decision maker in the industry whether they are from 
management, trade unions, government, learning provider or professional body.  It should inform and 
guide the processes for skills planning in every workplace as specified in this document. 

 

It should be noted that once again the need for training in Health and Safety has been identified as 
one of the top priorities virtually for all commodities and work process in this sector, which re-inforces 
the importance of implementing the skills strategy in view of the provisions of the Mine Health and 
Safety of 1996.  It should also be noted that the skills strategy should be implemented in the context 
of the Employment Equity Act of 1998. 

 

As sector stakeholders we are indebted to all the MQA staff members and the COO who committed 
long hours in preparation of this plan.  However, given the time constraints under which this 
document was prepared, it should be stressed that a process to improve and review this document is 
already underway at the MQA.  This four year plan will be reviewed and updated annually based on 
lessons from implementation. 

 

In conclusion, companies are urged to plan their skills development initiatives around the skills 
priorities indicated in this plan in order to benefit from the skills grants.  Everyone, especially the 68% 
in our sector who have no recognised basic education and training, is encouraged to take advantage 
of opportunities which are now opening up throughout the sector in particular the learnership system. 

 

Ms M. Hermanus 

MQA Chairperson 
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EXECUTIVE SUMMARY 
BACKGROUND TO THIS SSP 

The Mining Qualifications Authority (MQA) was established by the Mine Health and Safety Act of 1996, 
and was registered as a Sector Education and Training Authority (SETA) in terms of the Skills 
Development Act (Act 97 of 1998).  Section 10(1)(a) of the Skills Development Act requires all SETAs 
to prepare Sector Skills Plans for their respective Sectors.  In 2004 the MQA prepared a Sector Skills 
Plan (SSP) for the Mining and Minerals Sector (MMS) for the period April 2005 to March 2009.  
According to the requirements of the Department of Labour, this SSP was updated and changed 
according to revised guidelines in 2005 and now covers the period April 2005 to March 2010. 

The original SSP was developed through a broad-based consultative process.  Consultation started 
with a number of research processes in which information was collected on training priorities, skills 
needs and problems experienced in specific subcomponents of the MMS.  The preparation of this SSP 
document furthermore involved a series of workshops with stakeholders in the industry.  In the 
preparation of the SSP achievements that resulted from the previous SSP as well as the weaknesses 
and lessons learned from the previous SSP development process were reviewed and were taken into 
consideration.  The current update consisted of a revision of all statistical information.  Stakeholder 
consultation took place through the MQA’s SSP committee, it EXCO and its Board.  

PROFILE OF THE SECTOR 

The MMS is an important contributor to GDP, exports and formal employment in South Africa.  The 
Sector currently employs almost half a million workers.  The largest proportion of workers is employed 
in the Gold Mining and PGM Mining Subsectors, and is based in the Gauteng and North West 
Provinces.  The majority of workers in the Sector are African men.  Plant and Machine Operators and 
Assemblers and Labourers and Related Workers form the largest occupational categories. 

The MMS is currently facing dramatic challenges and transformation issues.  One of the most alarming 
realities that the Sector has to contend with is the run-out of economically minable gold reserves and 
export quality coal reserves.  The profitability of mining operations hinges on a combination of factors 
such as the quality and depth of deposits, the total cost of production, international commodity prices 
and the exchange rate.  In recent years a relatively large percentage of mining operations have 
become marginal as a result of changes in these factors and they may close if market conditions don’t 
improve substantially.  This may have a profound effect on employment in the Sector.  Although 
growth in other Subsectors such as PGMs Mining and some of the other subsectors may counter this 
effect, it is unlikely that downscaling in gold will not affect total employment in the MMS.  The closure 
of certain mining operations may continue in the planning period. 

The Sector is furthermore undergoing an intense transformation process. Despite the predominance of 
Historically Disadvantaged South Africans (HDSAs) in the workforce of the MMS, until recently HDSAs 
have been largely excluded from ownership of mining operations.  This has lead to the various 
legislative interventions by government aimed at the equitable distribution of the benefits derived 
from the country’s mineral resources.  Probably the most important of these interventions was the 
promulgation of the Mineral and Petroleum Resources Development Act in 2002 and the Broad-Based 
Socio-Economic Charter for the South African Mining Industry (Mining Charter) that was a direct 
requirement of the Act.  The Charter, which was accepted by all the social partners is binding on the 
Sector and has become a major driving force for change.   

The danger inherent in mining activities has lead to this Sector being highly regulated by health and 
safety legislation.  This includes regulations regarding the competencies that workers in different 
position should possess as well as general health and safety training required on a regular basis.  This 
means that certain elements of training in this Sector are prescribed and that the Sector has to give 
preference to them.  This is reflected in the qualifications developed for and in the training priorities 
set by the Sector. 

Technological advancements affect the sector in different ways.  On the one hand mechanisation and 
other labour-saving technologies reduce the use of labour.  On the other hand it facilitates exploration 
and mining in areas that otherwise would have been impossible.  Technology also plays a role in 
extending the lifespan of some mines. 
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HIV/AIDS and other occupational diseases are serious issues with which the MMS has to deal.  At this 
stage the HIV infection rate in the Sector is estimated to be around 30%.  Although the effect of 
HIV/AIDS on employment may, to some extent, be contained by the preventative interventions and 
treatment provided by  some employers, loss of productivity, increased mortality and permanent 
incapacity is expected to have a profound effect on the cost of production and the need to replace 
and train workers in the Sector. 

THE DEMAND FOR SKILLS IN THE SECTOR 

The demand for skills in the MMS is first of all analysed by looking at current employment.  The 
occupational structure of current employment provides insight into the types of skills employed in the 
Sector, while the population group and gender distributions bear evidence of the transformation that 
has taken place in the Sector and the transformation needs that still exist.  This Sector is relatively 
labour intensive and employs large numbers of workers with low educational levels.  The majority of 
its workforce is Black men.  However, the Managerial, Professional and Technician levels are still 
dominated by white men.  Thus, the future demand for labour in these categories will of necessity be 
racially biased.  The Sector also needs to look constructively and creatively at the employment of 
larger numbers of women. 

The possibility of a further decline of employment in the Sector is a reality that needs to be faced and 
that needs to be addressed in the skills development strategies of the Sector.  In the Mining Charter 
the MMS has already acknowledged its responsibility to train people for employment beyond the 
mining industry.   

Between 2% and 3 % of the workforce will reach retirement age during the four-year period covered 
by this SSP.  The number of people who will have to be replaced due to illness and mortality is 
difficult to estimate and depends on the effectiveness of HIV/AIDS prevention and treatment 
programmes.  The SSP provides some estimates of the number of positions that need to be filled 
under different scenarios. 

In terms of qualitative changes in the demand for skills, there is an overall need for higher levels of 
education in the Sector.  This has been prompted by changes in technology, changes in work 
organisation that require workers to become multi-skilled and by more stringent health and safety 
requirements. 

THE SUPPLY OF SKILLS 

The supply of skills to the sector consists of the workers currently in the labour market – both 
employed and unemployed - and new entrants to the market.  The workers who are currently in the 
labour market consist of those who are employed as well as those who are currently unemployed but 
who have work experience in the Sector.  The downsizing that occurred in the MMS since the middle 
of the nineteen eighties has left more than a hundred thousand workers unemployed.  Although the 
number of unemployed mine workers declined in 2002 and 2003, the surplus labour capacity remains 
a considerable 20 % of employment in the Sector.  However, this surplus labour does not include a 
large amount of professional and technician skills.  Professional skills are scarce resources and 
professionals and technicians seem to find employment more easily after retrenchment than workers 
with lower skills level do. 

The number of higher education qualifications awarded in the fields of study relevant to this Sector 
varies in terms of growth and decline.  Overall growth in these fields – especially in the engineering 
fields – has been moderate and not sufficient to support a growing economy.  Some fields even 
experienced a decline in qualifications awarded – a situation that impacts on the scarcity of these 
skills in the total economy and therefore also in the MMS.  The racial profile in these fields is also 
changing very slowly and the lack of qualified Black professionals will hamper the transformation of 
the MMS over the short to medium term. 

The skills development provision of the MMS is comprehensive and covers many aspects.  An 
important development is the registration of skills programmes which provide workers (especially 
those at lower educational levels) with the opportunity to obtain credits towards unit standards that 
are registered on the NQF.  Eventually this may to the building up of credits towards whole 
qualifications. 
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The uptake of learnerships in the Sector has been disappointing.  Although learnerships registered by 
the MQA in the last few years cover a much wider spectrum of occupational categories than the 
previous apprenticeships, the uptake of learnerships remains relatively low.  This is obviously linked to 
the downscaling of the industry and the availability of trained artisans.  However, a concerted effort is 
required to increase the number of learners in the Sector – not only to provide in the long-term needs 
of the Sector, but also to contribute to government’s objective to afford new entrants to the labour 
market the opportunity to gain qualifications and practical experience. 

SCARCE AND CRITICAL SKILLS 

Chapter 4 of this SSP provides and overview of the scarce skills and critical skills needs experienced in 
the MMS as well as other training priorities that inform the strategic planning processes of the MQA.  
Information on scarce skills and on critical skills needs was obtained through a Sector-wide study 
commissioned by the MQA in 2006. 

This study found that the skills shortages or scarce skills in the Sector are mainly to be found in the 
occupational categories Professionals, Technicians and Associate Professionals and Craft and Related 
Trade Workers.  In the categories Professionals and Technicians and Associate Professionals scarce 
skills mainly occur in the Engineering and Natural Science Occupations.  These occupational categories 
also need to change in terms of racial representivity.  In the category Craft and Related Trade 
Workers there is an insufficient supply of artisans.   

The critical skills needed by employees in the Sector include advanced technical skills, machine 
maintenance, health and safety, communication, artisan skills, sales and marketing skills and 
engineering skills.  A relatively large proportion of the workers also need to undergo adult basic 
education and training. 

Other skills development priorities identified for the period 2005 to 2010 emanate from the factors 
that impact on the Sector, the labour demand and supply analysis undertaken as part of the SSP 
development process, the skills development needs and responsibilities that originate from the Mining 
Charter and the National Skills Development Strategy, the Mining Sector’s obligations in respect of the 
agreements reached at the Growth and Development Summit and its obligations in respect of the 
health and safety legislation that control the work environment in the Sector.   

SMALL BUSINESS AND ENTREPRENEURIAL OPPORTUNITIES IN THE SECTOR AND OTHER 
NSDS PRIORITIES 

This document concludes with a short description of small business and entrepreneurial opportunities 
in the Sector, support for small and medium sized enterprises and a few other NSDS priorities.  The 
four main areas of entrepreneurial development in the MMS are: 

 Outsourced functions such as cleaning, catering and transport services, payroll and benefit 
administration and IT support; 

 Small-scale mining 

 Jewellery manufacturing and 

 Entrepreneurial opportunities outside the MMS that utilise skills that can easily be acquired by 
mine workers such as brick making, building and artisan-type skills. 

As much as 70 % of the organisations in the MMS employ fewer than 50 people.  Most of the small 
organisations are in the CLAS and jewellery manufacturing subsectors.  The MQA supports small 
organisations in numerous ways in will continue to do so in the period covered by this SSP.  Other 
skills development support functions discussed in the last chapter of the SSP are ABET, support for 
the achievement of a national standard of good practice in skills development and capacity building of 
stakeholders. 
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INTRODUCTION 
The Mining Qualifications Authority (MQA) was established by the Mine Health and Safety Act of 1996, 
and was registered as a Sector Education and Training Authority (SETA) in terms of the Skills 
Development Act (Act 97 of 1998).  Section 10(1)(a) of the Skills Development Act requires all SETAs 
to prepare Sector Skills Plans for their respective Sectors.  Accordingly the MQA has prepared a Sector 
Skills Plan(SSP) for the Mining and Minerals Sector for the period April 2005 to March 2009.  In 2005 
the Department of Labour announced that it would require SETAs to update their SSPs annually.  This 
document is an update of the SSP and will be submitted to the DoL on 31 August 2005. 

PROCESS AND METHODOLOGY 
This original SSP was developed through a broad-based consultative process.  This consultation 
started with various research projects that were aimed at identifying the training priorities, skills needs 
and problems experienced in specific subcomponents of the MMS, namely the Jewellery Manufacturing 
Subsector, the Cement Lime Aggregates and Sand (CLAS) Subsector and in Small Scale Mining.  Each 
of these research projects included interviews with stakeholders in the Sector-components as well as 
workshops in which research findings and the interpretation of research data were verified.  In 
addition to these research processes, the information provided by employers in their Workplace Skills 
Plans (WSPs) and Annual Training Reports (ATRs) were analysed annually.   

The development of the SSP itself involved a consultative process in which the analysis component of 
the SSP was presented to and debated by stakeholders and in which stakeholders made inputs with 
regard to the content of the actual plan.  This process involved three workshops with the MQA’s 
Sector Skills Planning Committee and four workshops with representatives from the various 
subsectors.  The process also involved consultation with the Department of Minerals and Energy who 
signed off on this SSP.  Finally the SSP was scrutinized and debated by the MQA Board. 

In this update all statistical information was updated.  The SSP was also re-written to satisfy the DoL’s 
new requirements (e.g. the inclusion of a list of scarce and critical skills).  Consultation in the Sector 
took place through the SSP committee, the EXCO and Board of the MQA. 

REVIEW OF THE FIRST SSP 
The original SSP development process involved a critical evaluation of the first SSP (April 2001 to 
March 2005).  The intention was to build upon the experience gained through the first process, to 
identify the strengths and weaknesses of the first process and of the first SSP document and to 
improve the second SSP accordingly.  This review revealed that some of the targets set in the first 
SSP were reached fairly early in the planning cycle.  This was especially true of participation of large 
and medium-sized organisations in the grant schemes.  The bursary scheme was also successful and 
targets were exceeded fairly early in the period.  Specific projects and interventions varied in terms 
successfulness. 

A major weakness of the first SSP development process was that although a great deal of information 
on the Sector was collected in a very short period of time before submitting the first SSP, this 
information was not properly digested and utilised in the setting of objectives and targets for the 
period 2001 to 2005.  This resulted in unrealistic targets being agreed upon and an inability on the 
part of the Sector and the MQA to deliver on those targets.   

The assessment of the actual impact of the interventions that took place or that were started in the 
period 2001 to 2005 are currently underway. 

OUTLINE OF THE CURRENT SSP 
The SSP for the period 2005 to 2010 is based on an assessment of the Sector profile as well as factors 
that impact on the Sector in general and more specifically on skills development.  Chapter 1 therefore 
starts with a short description of the profile of the Sector and an analysis of the factors that influence 
change in the Sector. 
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In the Chapter 2 the demand for skills in the Sector is analysed.  This analysis includes a more in-
depth analysis of the employment profile of the Sector as well as employment trends.  Chapter 3 deals 
with the supply of skills to the Sector, starting with the current supply (people employed in the Sector 
and those who are unemployed) and continuing with the supply of new skills and the training and 
development of the current workforce. 

Chapter 4 brings together the demand and supply analysis of the previous chapters and lists the skills 
that are scarce in the Sector as well as the critical skills needs of the current labour force.  Chapter 5 
outlines possible small business and entrepreneurial opportunities in the Sector and other NSDS 
priorities. 
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1 PROFILE OF THE SECTOR 

1.1 INTRODUCTION 
The Mining and Minerals Sector is a core component of the South African economy.  Although the 
primary sectors (Mining and Agriculture) have declined relative to the secondary and tertiary sectors 
over the past two to three decades, the Mining Industry remains a large contributor to the 
development of South Africa.  In 2003 the Mining Industry’s contribution to total fixed investment was 
11,9 %.  Mining fixed investment grew by 19.8% to R22.6 billion in 2003 while the industry has 
approved capital projects of about R90 billion for 2004 to 2008.1  In 2004 the Mining Industry’s 
contribution to gross domestic product (GDP) was 6,6 %.2  If the indirect multiplier effects that the 
Mining Industry has on the rest of the economy are taken into consideration then the contribution to 
GDP is closer to 11 %.  The Mining Sector dominates the Johannesburg Securities Exchange and by 
the end of 2003 it accounted for approximately 39% of total market capitalisation.  In 2003 mineral 
exports accounted for 30 % of the value of total South African merchandise exports.3   

The MMS also remains a major provider of formal employment in the country.  In September 2004 it 
employed approximately 6,4 % of the workers in the formal sector of the economy.4  The 
development of its workforce does not only benefit the Sector, but also contributes to the general 
upliftment of the skills base of the South African workforce.  

This chapter provides an overview of the Mining and Minerals Sector as it has been defined for the 
purposes of the Skills Development Act (Act 97 of 1998).  It describes the industrial coverage of the 
Sector and the employers and the employees that fall within the Sector.  The chapter also discusses 
some of the most important factors that influence change in the Sector.   

1.2 INDUSTRIAL COVERAGE 
The MMS, as demarcated by the Department of Labour (DoL) in 1999 for the purpose of the skills 
development legislation, encompasses all mining activities covered by the Standard Industrial 
Classification (SIC) codes 21000 to 29000, as well as a small component of manufacturing, namely the 
manufacturing of cement, lime and plaster (SIC code 34240), jewellery manufacturing (SIC code 
39210) and the cutting and polishing of diamonds (SIC code 39212) and of other precious and semi-
precious stones (SIC code 39219).   

In order to facilitate the analysis of data covering such a wide spectrum of SIC codes, organisations in 
the Sector have been categorised into the following nine subsectors: 

 Coal Mining 

 Gold Mining 

 Platinum Group Metals (PGMs) Mining 

 Diamond Mining 

 Other Mining 

 Cement, Lime, Aggregates and Sand (CLAS) 

 Services Incidental to Mining  

 Diamond Processing and 

 Jewellery Manufacturing  

                                                
1 Chamber of Mines, Annual Report , 2003/2004. 
2 Calculated from Statistics South Africa, Statistical Release PO441, First Quarter 2005. 
3 Chamber of Mines, Annual Report, 2003/2004. 
4 Calculated from: Statistics South Africa, Quarterly Employment Statistics, Statistical Release PO277.1, Dec 2004.  
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The SIC codes included in each of the subsectors can be seen in Annexure A. 

Although the Department of Labour has defined the sectors to be served by the respective SETAs, 
organisations have some choice regarding the SETA with which they want to register.  A number of 
organisations not strictly involved in mining activities as such, but closely associated with the Sector, 
have chosen to register with the MQA.  They include organisations involved in research and 
development in the field of mining and mineral extraction, and organisations that render services to 
mining houses, for example catering services, payroll services, the hiring of equipment and shaft 
sinking.  All these organisations are grouped in the Subsector “Services Incidental to Mining”. 

1.3 PROFILE OF EMPLOYERS IN THE SECTOR5 

1.3.1 Total number of employers in the Sector 
The total number of “employers” in the Sector can be defined and calculated in various ways.  One 
indication of the number of employers is the total number of organisations that are registered for and 
that pay the Skills Development Levy (SDL).  In the 2004/2005 financial year 2 011 organisations6 
paid levies to the MQA7.  However, the number of levy-paying organisations reflects only the larger 
and more formal components of the Sector as many smaller organisations are exempted from paying 
the SDL.  Furthermore, the SDL reflects the way in which organisations have structured themselves 
for tax purposes.  This structure does not necessarily correspond with the physical operations in the 
Sector.  One physical operation may be registered under various SDL numbers while some companies 
may register several physical operations under one SDL number. 

Other data sources that were used in the development of this sector profile define organisations 
differently and may therefore lead to a different calculation of the total number of employers in the 
Sector.  The database of mining operations held by the Department of Minerals and Energy (DME) 
defines organisations in terms of physical operations.  By the end of 2004 the Department had 738 
active mining operations on their database.8  

A study commissioned by the MQA estimated the total number of jewellery manufacturers to be 2 
350.  This estimate was based on the number of gold licenses issued for jewellery manufacturing in 
SA by the South African Police Service.9  However, there is no information available on the holders of 
these gold licences.  For the purpose of this sector profile only jewellery manufacturers who paid the 
SDL to the MQA were considered.  This includes 395 organisations. 

There are about ten cement manufacturing plants in South Africa10.  A total of 42 organisations 
(defined in terms of SDL numbers) that render services to the MMS have paid levies and have 
submitted WSPs to the MQA in the 2004/2005 and are therefore considered to be part of the Sector.  
These organisations have 280 physical operations.  

For the purpose of this SSP the total number of employers and employees was estimated by 
combining various data sources.  The data sources used and the way in which the estimates were 
done, are described in Annexure B.  The total number of physical operations estimated from these 
calculations is 1 426.  Sections 1.3.2 and 1.3.3 look at the geographical and size distributions of these 
operations.  
                                                
5 The profile presented in this chapter is based on information obtained from a variety of data sources.  All available data 
sources have been evaluated and those that provide the best information on each subsector have been selected.  In many 
instances it was necessary to use combinations of data sources to arrive at the best estimates of the sector.  The data sources 
and methods used are discussed in more detail in Annexure B. 
6 In this particular context the term “organisation" refers to an entity registered under one SDL number. 
7 Information obtained from the MQA financial system as on 24 December 2004. 
8 Mining operations are obliged to submit information to the Department of Minerals and Energy on a quarterly basis.  These 
submissions contain information on employment and earnings of workers in the sector and are considered the most accurate 
and reliable source of information on employment in the Mining Sector. 
9Human Sciences Research Council and Povey Mulvenna and Associates, A Skills Analysis of the Jewellery Manufacturing and 
Gemstone Processing Industries in South Africa, MQA and GTZ, Johannesburg, May 2003. 
10 Human Sciences Research Council, A Skills Analysis of the Cement, Lime, Aggregates and Sand (CLAS) Sector in South Africa, 
MQA, Johannesburg, 2004. 
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1.3.2 Geographic distribution of operations 
The geographic distribution of operations can be seen in Table 1.1.  The majority of coal mines are 
situated in Mpumalanga (81 %).  Diamond mining is concentrated in the Northern Cape (64 %) and 
gold mining in Gauteng (46 %), Mpumalanga (19 %), North West (16 %) and the Free State (16 %).  
The mining of PGMs is largely limited to the North West (50 %) and Limpopo (41 %) provinces.  The 
mining of other metals and enterprises involved in the production of cement, lime, aggregates and 
sand (CLAS) are spread across all provinces.  The operations of organisations that provide services 
incidental to mining are concentrated in the North West Province (40 %), and in Gauteng (23 %).  
The majority of jewellery manufacturers are based in Gauteng (46 %) and in the Western Cape 
(41 %). 

 

Table 1.1  Provincial distribution of operations according to subsector 
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Total

N 0 2 0 6 2 44 0 0 0 54 
Coal Mining 

% 0 4 0 11 4 81 0 0 0 100 

N 0 6 17 1 0 7 0 6 0 37 
Gold Mining 

% 0 16 46 3 0 19 0 16 0 100 

N 0 0 1 0 9 1 0 11 0 22 
PGM Mining 

% 0 0 5 0 41 5 0 50 0 100 

N 0 5 1 0 4 0 54 7 14 85 
Diamond Mining 

% 0 6 1 0 5 0 64 8 16 100 

N 4 2 6 4 17 18 26 17 12 106 
Other Mining 

% 4 2 6 4 16 17 25 16 11 100 

N 56 21 75 56 35 31 15 36 109 434 
CLAS 

% 13 5 17 13 8 7 3 8 25 100 

N 1 21 50 2 31 16 8 89 2 220 
Services Incidental to Mining 

% 0 10 23 1 14 7 4 40 1 100 

N 0 2 51 2 3 0 3 5 7 73 
Diamond Processing 

% 0 3 69 3 4 0 4 7 9 100 

N 32 0 181 11 0 0 0 11 160 395 
Jewellery Manufacturing 

% 8 0 46 3 0 0 0 3 41 100 

N 93 59 382 82 101 117 106 182 304 1426
Total 

% 7 4 27 6 7 8 13 7 21 100

Sources: Calculated from: DME Database of Mining Operations; 
HSRC,  A Skills Analysis of the Cement, Lime, Aggregates And Sand (CLAS) Sector in South Africa, 2003; 
MQA database of companies that paid levies and that submitted WSPs. 

1.3.3 Size distribution of operations 
Operations in the MMS range from very large operations with more than 20 000 employees to very 
small ones with one or two employees.  The Gold, Coal and PGM Mining Subsectors consist mainly of 
large organisations (with more than 150 employees).  Diamond Mining, CLAS, Diamond Processing 
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and Jewellery Manufacturing on the other hand, consist mainly of small organisations.  The subsector 
Other Mining consists of a more even mix of small, medium and large operations. (See Table 1.2.) 

 

Table 1.2  Size distribution of operations according to subsector 

Operation size (number of employees) 
Subsector 

1-49 50-149 150-4999 5000+ 
Total 

N 3 6 44 1 54 
Coal Mining 

% 6 11 81 2 100 

N 3 1 20 13 37 
Gold Mining 

% 8 3 54 35 100 

N 1 1 11 9 22 
PGM Mining 

% 5 5 50 41 100 

N 58 10 17 0 85 
Diamond Mining 

% 68 12 20 0 100 

N 49 18 39 0 106 
Other Mining 

% 46 17 37 0 100 

N 393 27 14 0 434 
CLAS 

% 91 6 3 0 100 

N      
Services Incidental to Mining* 

%      

N 62 9 2 0 73 
Diamond Processing 

% 85 12 3 0 100 

N 327 58 10 0 395 
Jewellery Manufacturing 

% 83 15 2 0 100 

N 896 130 158 23 1206
Total 

% 74 11 13 2 100

*There is no information available of the size of operations in the subsector Services Incidental to Mining.  For this reason the 
total number of operations included in this table does not correspond with the total number of operations included in Table 1.1. 

Sources: Calculated from: DME Database of Mining Operations; 
HSRC,  A Skills Analysis of the Cement, Lime, Aggregates And Sand (CLAS) Sector in South Africa, 2003; 
MQA database of companies that paid levies and that submitted WSPs. 
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1.4 PROFILE OF EMPLOYEES IN THE SECTOR11 

1.4.1 Employment according to subsector 

 

By the end of 2004 the MMS 
employed approximately 
497 000 people.  The 
distribution of employees 
across the different 
subsectors can be seen in 
Figure 1.1.  The majority of 
employees work in the Gold 
and PGM Mining Subsectors – 
37 % and 31 % respectively.  
The coal mines employ 11 % 
of the workers, diamond 
mines employ 4 % and 7 % 
are employed in the 
Subsector Other Mining.  
Employment in the CLAS 
Subsector comprises 2 % of 
all employees and Services 
Incidental to Mining 6 %.  
Diamond Processing is 
currently estimated at 0.3% 
of total employment and 
Jewellery Manufacturing at 
2 %.  However, information 
on Jewellery Manufacturing is 
incomplete, mainly because a 
substantial component of this subsector functions as informal operations.  Thus, the actual numbers 
of employees in this subsector may be somewhat higher. 

1.4.2 Employment according to organisation size 
Most of the workers in the MMS (64 %) are employed in very large organisations (i.e. organisations 
with more than 5 000 employees) and another 32 % are employed in organisations that employ 
between 150 and 4999 people.  Only 4 % of the Sector’s employees can be found in small and 
medium-sized organisations.  In all the subsectors the majority of workers are employed in large 
organisations (with 150 and more employees).  The exceptions are Diamond Processing and Jewellery 
Manufacturing in which 77 % and 76 % of employees belong to small and medium-sized 
organisations.  (See Table 1.3.) 

                                                

acco 004 

Figure 1.1 
 Total employment and distribution of employees 

rding to subsector: 2

Gold Mining
37%

PGM Mining
31%

Coal Mining
11%CLAS

2%

Jewellery 
Manufacturing

2%

Diamond Processing
0.3%Services Incidental 

to Mining
6%

Other Mining
7%

Diamond Mining
4%

 

Sources: Calculated from: DME Database of Mining Operations 2004; 
MQA database of companies that paid levies and that submitted WSPs Year 5. 

11 The employment figures and profile presented in the first SSP (for the period 2000 to 2005) cannot be directly compared with 
those presented in the second SSP (for the period 2005 to 2010), for the following reasons: 

 In the first SSP contractors had been excluded from the estimate of total employment.  In the second SSP contractors who 
had registered with the MQA are included and are reflected in the Subsector “Services Incidental to Mining”. 

 The estimate of total employment presented in the first SSP did not include the cement manufacturing component of the 
Cement, Lime, Aggregates and Sand (CLAS) Subsector.  Subsequent to the first SSP and before writing the second, the 
MQA commissioned a study specifically into this Subsector. 

 Estimates of employment in the Diamond Processing and Jewellery Manufacturing Subsectors were refined in the period 
between the two SSPs. 
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Table 1.3  Employment in different sized organisations according to subsector 

Organisation size (number of employees 

0-49 50-149 150-4999 5000+ 
Total 

Subsector 
N % N % N % N % N  

Coal Mining 74 0 568 1 42 295 83 7 859 15 50 796 100 

Gold Mining 67 0 88 0 20 615 11 159 701 88 180 471 100 

PGM Mining 16 0 122 0 23 712 16 126 778 84 150 629 100 

Diamond Mining 1 002 5 862 4 19 601 91 0 0 21 465 100 

Other Mining 1 037 3 1 969 5 34 008 92 0 0 37 014 100 

CLAS 710 6 2 960 25 8 168 69 0 0 11 838 100 

Services Incidental to Mining* 0  0  0  0  32 182 100 

Diamond Processing 849 50 451 27 398 23 0 0 1 698 100 

Jewellery Manufacturing 2 071 19 6 213 57 2 616 24 0 0 10 900 100 

Total 6 103 1 13 980 3 156 622 32 320 287 64 496 993 100 

*Information on size of organisations in the subsector “Services Incidental to Mining” not available. 

Sources: Calculated from: DME Database of Mining Operations 2004; 
 MQA database of companies that paid levies and that submitted WSPs in Year 5. 

1.4.3 Geographic distribution of employees 
 Figure 1.2 Geographic distribution of employees: 2004 

Free State
11%

Gauteng
22%

KwaZulu-Natal
2%

Limpopo
13%

Mpumalanga
12%

Northern Cape
6%

North West
33%

Western Cape
1%

Eastern Cape
0.3%

 

Sources: Calculated from: DME Database of Mining Operations; 
MQA database of companies that paid levies and that submitted WSPs. 

North West and Gauteng 
are the provinces with the 
largest concentrations of 
workers – 33 % and 22 % 
respectively.  This is 
followed by Limpopo 
(13%), Mpumalanga 
(12%), the Free State 
(11%) and the Northern 
Cape with 6 %.  Only small 
components of the Sector 
are located in the the 
Western Cape (1 %), 
KwaZulu-Natal (2 %) and 
the Eastern Cape (0.3 %). 
(See Figure 1.2.) 

The provincial distribution 
of employees in the nine 
subsectors can be seen in 
Table 1.4.   
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Table 1.4  Provincial distribution of employees according to subsector: 2004 
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N 0 2 605 6 2 111 3 817 42 257 0 0 0 50 796 
Coal Mining 

% 0 5 0 4 8 83 0 0 0 100 

N 0 48 651 86 728 12 46 8 993 0 36 041 0 180 471 
Gold Mining 

% 0 27 48 0 0 5 0 20 0 100 

N 0 0 1 665 0 44 739 222 0 104 003 0 150 629 
PGM Mining 

% 0 0 1 0 30 0 0 69 0 100 

N 0 1 317 2 596 0 1 651 0 14 554 1 110 237 21 465 
Diamond Mining 

% 0 6 12 0 8 0 68 5 1 100 

N 358 158 292 4 479 9 826 4 928 10 637 4 682 1 654 37 014 
Other Mining 

% 1 0 1 12 27 13 29 13 4 100 

N 976 314 1 854 1 215 1 042 932 1 385 2 701 1 419 11 838 
CLAS 

% 8 3 16 10 9 8 12 23 12 100 

N 16 1 429 9 532 91 3 997 740 1 026 15 226 126 32 182 
Services Incidental to Mining 

% 0 4 30 0 12 2 3 47 0 100 

N 0 480 553 233 0 0 432 0 0 1 698 
Diamond Processing 

% 0 28 33 14 0 0 25 0 0 100 

N 0 0 6 552 576 0 432 0 0 3 341 10 900 
Jewellery Manufacturing 

% 0 0 60 5 0 4 0 0 31 100 

N 1 350 54 954 109 777 8 717 65 118 58 504 28 034 163 763 6 776 496 993 
Total 

% 0 11 22 2 13 12 6 33 1 100 

Sources: Calculated from: DME Database of Mining Operations 2004; 
MQA database of companies that paid levies and that submitted WSPs Year 5. 

1.4.4 Population group and gender distribution of employees 
The population group and gender distribution of employees in the Sector are indicated in Table 1.5.  
The majority of workers in the Sector (81 %) are African men.  The second largest group is white men 
(11 %).  Africans constitute 83 % of the total workforce, whites 13 %, coloureds 3 % and Indians less 
than 1 %.  Only 5 % of the workers in the Sector are women.  Most of the subsectors employ mainly 
Africans.  The exceptions are Diamond Processing that employs a substantial number of coloured 
workers and Jewellery Manufacturing that employs relatively large numbers of coloured and Indian 
workers.  The population group composition of the subsectors is closely linked to the geographical 
areas where operations are located. 

1.4.5 Occupational distribution of employees 
The occupational distribution of employees is depicted in Table 1.6.  The majority of workers are 
employed in the two occupational categories Plant and Machine Operators and Assemblers (36 %) 
and Labourers and Related Workers (38 %). 

 



Table 1.5  Population group and gender distribution of employees according to subsector 

African Coloured Indian White Total 
Subsector 

M F Tot M F Tot M F Tot M F Tot M F Tot 

N 36 263 989 37 252 254 633 888 305 85 390 10 455 1 811 12 266 47 277 3 519 50 796 
Coal Mining 

% 71 2 73 1 1 2 1 0 1 21 4 24 93 7 100 
N 157 792 3 213 161 005 1 093 85 1 178 107 26 133 16 123 2 032 18 155 175 115 5 356 180 471 

Gold Mining 
% 87 2 89 1 0 1 0 0 0 9 1 10 97 3 100 
N 133 352 2 350 135 702 186 362 548 137 60 197 12 270 1 912 14 182 145 946 4 683 150 629 

PGM Mining 
% 89 2 90 0 0 0 0 0 0 8 1 9 97 3 100 
N 9 598 469 10 067 5 069 1 203 6 272 217 64 281 3 673 1 172 4 845 18 557 2 908 21 465 

Diamond Mining 
% 45 2 47 24 6 29 1 0 1 17 5 23 86 14 100 
N 29 326 636 29 961 1 238 218 1 456 105 32 137 4 755 704 5 460 35 423 1 591 37 014 

Other Mining 
% 79 2 81 3 1 4 0 0 0 13 2 15 96 4 100 
N 6 392 310 6 703 1 475 202 1 678 218 60 279 2 406 773 3 179 10 492 1 346 11 838 

CLAS 
% 54 3 57 12 2 14 2 1 2 20 7 27 89 11 100 
N 26 370 449 26 819 230 135 365 100 56 156 3 969 874 4 842 30 668 1 514 32 182 

Services Incidental to Mining 
% 82 1 83 1 0 1 0 0 0 12 3 15 95 5 100 
N 963 409 1 372 81 37 118 6 6 12 156 40 196 1 206 492 1 698 

Diamond Processing 
% 57 24 81 5 2 7 0 0 1 9 2 12 71 29 100 
N 1 566 1 610 3 176 2 192 1 774 3 966 298 343 641 1 834 1 282 3 116 5 890 5 010 10 900 

Jewellery Manufacturing 
% 14 15 29 20 16 36 3 3 6 17 12 29 54 46 100 
N 401 622 10 436 412 057 11 818 4 650 16 468 1 493 732 2 225 55 641 10 601 66 242 470 573 26 420 496 993 Total 

% 81 2 83 2 1 3 0 0 0 11 2 13 95 5 100 
Sources: Calculated from: DME Database of Mining Operations, 2004; 
MQA database of companies that paid levies and that submitted WSPs Year 5. 
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Table 1.6  Occupational distribution of employees according to subsector 
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Total 

N 2 176 1 432 3 748 3 356 623 85 10 754 19 018 8 830 775 50 796 
Coal Mining 

% 4 3 7 7 1 0 21 37 17 2 100 

N 697 2 745 8 042 4 415 2 205 0 15 371 71 803 74 783 410 180 471 
Gold Mining 

% 0 2 4 2 1 0 9 40 41 0 100 

N 1 910 3 015 4 682 3 378 3 546 3 15 279 45 742 72 629 444 150 629 
PGM Mining 

% 1 2 3 2 2 0 10 30 48 0 100 

N 227 1 273 2 197 1 517 1 280 12 3 221 7 359 4 004 374 21 465 
Diamond Mining 

% 1 6 10 7 6 0 15 34 19 2 100 

N 470 728 1 814 1 436 521 26 4 482 15 965 11 056 516 37 014 
Other Mining 

% 1 2 5 4 1 0 12 43 30 1 100 

N 705 402 852 1 196 234 0 1 033 4 552 2 735 129 11 838 
CLAS 

% 6 3 7 10 2 0 9 38 23 1 100 

N 2 639 915 1 517 1 189 437 64 1 769 12 634 10 880 139 32 182 
Services Incidental to Mining 

% 8 3 5 4 1 0 5 39 34 0 100 

N 58 4 20 83 33 0 307 576 611 6 1 698 
Diamond Processing 

% 3 0 1 5 2 0 18 34 36 0 100 

N 1 089 119 522 1 282 1 402 0 2 162 2 744 1 402 179 10 900 
Jewellery Manufacturing 

% 10 1 5 12 13 0 20 25 13 2 100 

N 9 972 10 633 23 393 17 853 10 281 190 54 378 180 392 186 929 2 972 496 993 
Total 

% 2 2 5 4 2 0 11 36 38 1 100 
Sources: Calculated from: DME Database of Mining Operations, 2004; 
MQA database of companies that paid levies and that submitted WSPs Year 5. 

 

 



1.5 ECONOMIC TRENDS IN THE SECTOR 
The Mining Sector experienced harsh economic conditions over the past decade.  The Industry 
contracted while the rest of the South African economy grew at a steady pace.  It is only in the last 
two years (2003 and 2004) that Mining output increased by more than 4% and the sector 
outperformed the rest of the economy.  The contraction of the industry was mainly the result of a 
decline in gold production, while the growth of the last few years can be attributed to growth of the 
PGM Subsector, Diamond Mining and Other Mining.  The growth or decline of this Sector is the result 
of the interaction between an intricate set of variables, including conditions in the international 
commodity markets, the exchange rate, the availability of mineral resources and production costs.  
These issues are discussed in more detail in the rest of this chapter.  The effect that these economic 
trends had on employment in the Sector is discussed in Chapter 2.   

Figure 1.3 Percentage change in GDP in mining and in the total economy 1994 

to 2004 
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Source: Calculated from  Statistics SA, Statistical Release PO441, First Quarter 2005 

1.6 FACTORS THAT INFLUENCE CHANGE IN THE SECTOR 

1.6.1 Policy and legislation 
The MMS is a relatively regulated environment with various policy documents and Acts of Parliament 
impacting on the way in which it operates.  Although the Sector is affected by the total legislative and 
policy environment, it is more directly affected by legislation and policies that regulate mineral rights 
and ownership of mining operations, employment equity and black economic empowerment, health 
and safety, environmental conservation and rehabilitation and education and skills development. 
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a) Mineral rights and ownership of mining operations 

In South Africa, ownership of mineral rights is currently held either by the State or by the private 
sector.  Government has stated that its long-term objective is for all mineral rights to be vested in the 
State, with due regard to constitutional ownership rights and security of tenure.12 

Mineral rights and ownership are regulated through the Mineral and Petroleum Resources 
Development Act, Act 28 of 2002.  The objectives of this Act very strongly emphasises the State’s 
custodianship of mineral and petroleum resources and government’s intention to ensure that these 
resources are utilised in the best interest of the country and its people.  The Act also gives effect to 
Government’s intention to transform the MMS – especially in terms of providing access to historically 
disadvantaged South Africans and spreading the benefits of mineral and petroleum resources in a 
more equitable manner”13 

The Mineral and Petroleum Royalty Bill was released by the National Treasury in March 2003.  This Bill 
deals with the financial implications of the Mineral and Petroleum Resources Development Act i.e. the 
State’s imposition of royalties on the extraction of minerals by private companies.  Another important 
Bill that deals with mineral rights and ownership is the Mining Titles Registration Amendment Bill that 
passed its second reading debate in the National Assembly in June 2003.14 

The new structuring and organisation of mineral rights and mine ownership will shape the industry in 
the years to come and will influence access and entry into the Sector.  An important requirement for 
the successful participation of a broader part of South African society in the MMS is the development 
of the human resources capacity and skills base of new entrants to the Sector.  

b) Black economic empowerment and employment equity 

The issue of Black economic empowerment and employment equity is an extension of the ownership 
issues discussed above.  Since 1994 a number of Acts pertaining to the issues of social 
transformation, the eradication of the effects of previous discriminatory legislation and practices, Black 
economic empowerment and employment equity have been promulgated.  This includes, for example, 
the Employment Equity Act (Act No 55 of 1998), the Preferential Procurement Framework Act (Act No 
5 of 2000) and the Broad-Based Black Economic Empowerment (BEE) Act (Act No 53 of 2003).  This 
legislation, together with the provisions of the Mineral and Petroleum Resources Development Act 
compels the MMS to change its profile and to substantially enhance equity in and access to the Sector.  
The latter Act goes further by declaring that: “To ensure the attainment of Government’s objectives of 
redressing historical, social and economic inequalities as stated in the Constitution, the Minister [of 
Minerals and Energy] must within six months from the date on which this Act takes effect develop a 
broad-based socio-economic empowerment Charter that will set the framework, targets and time-
table for effecting the entry of historically disadvantaged South Africans into the mining industry, and 
allow such South Africans to benefit from the exploitation of mining and mineral resources.”15   

The Broad-Based Socio-Economic Empowerment Charter for the South African Mining 
Industry (Mining Charter) was developed in 2002 and was, after an intense consultation process 
accepted by Government, employers and labour.  The Charter was accepted by Parliament in October 
2002.  The Charter covers a wide range of areas for transformation including human resources 
development, employment equity, migrant labour, mine community and rural development, housing 
and living conditions, procurement, ownership and joint ventures, beneficiation, licensing and 
financing.  Together with the Charter, a scorecard was developed for the measurement of companies’ 
progress towards the objectives set out in the Charter. 

                                                
12 Makwinzha, T P,  Mwape, P and Van Averbeke, N,  South Africa’s Minerals Industry – General Review, Department of Minerals 
and Energy, 2000. 
13 Section 2, Mineral and Petroleum Resources Development Act, Act 28 of 2002. 
14 Chamber of Mines, Annual Report, 2003. 
15 Section 100 (2)(a), Mineral and Petroleum Resources Development Act, Act 28 of 2002.  
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The Mining Charter states that the South African labour market does not produce enough of the skills 
required by the mining industry and that stakeholders should work together in addressing the skills 
gap.  The Charter then specifies the steps companies and the government should take to deal with 
the problem.  The first step is the formulation of comprehensive skills development strategies that 
include a skills audit.  The Charter also specifies that stakeholders should address the skills gap by 
undertaking to ensure provision of scholarships.  It furthermore sets the target of 5 000 learners on 
learnerships by March 2005.  The Charter also states that stakeholders through the MQA shall 
undertake to provide skill training opportunities to miners during their employment in order to improve 
their income earning capacity after mine closure and that companies should undertake to offer every 
employee the opportunity to become functionally literate and numerate.  In terms of employment 
equity it sets the target of 40 % historically disadvantaged South Africans (HDSAs) in management 
and to increase the participation of women in mining to 10 %. 

The human resources development objectives cited above are only illustrations of the overall 
transformation of the Sector that the Charter intends to bring about.  However, the overall spirit of 
the Charter will provide the impetus for skills development in the Sector over the period covered by 
this SSP.  The MQA has adopted a strategy to support the skills development objectives of the Mining 
Charter (See Annexure C for more detail on this strategy.) 

c) Occupational health and safety 

Mining is an inherently risky activity and the industry world-wide has a record of recurring accidents 
(and occasional disasters) and a high incidence of occupational disease. South Africa has very large, 
deep and labour-intensive mines, and a workforce with low levels of education and a high degree of 
illiteracy which has lead to relatively high accident rates. Until the early 1990s South Africa’s problems 
were compounded by a typically hierarchical and racial organisation of management on the mines, 
which hindered effective dialogue between management and workers around improvements in safety 
(and in productivity).16 

In the early nineteen nineties the National Union of Mineworkers (NUM) began to press for a 
commission of enquiry into health and safety. The new government supported the concept, and the 
Leon Commission was established. The resulting report had a lasting impact on the industry. It has 
resulted in the establishment of a new legal and regulatory environment governing health and safety, 
as well as of tripartite (government-labour-employer) structures and processes for implementation.   
The report also increased the pressures on companies and management to improve the health and 
safety record. The Leon Commission’s most important contribution was the identification of 
entrenched production practices as a critical stumbling block to progress on underground safety.  The 
report cited low skill levels, illiteracy, poor communication and workers’ lack of authority as problems.  
It also suggested that Fanagalo was unsuited as a means of communication other than for the 
transmission of commands. The richer kind of communication about conditions at the work place and 
potential hazards could not occur through this medium. The Commission strongly recommended the 
adoption of a uniform work place language and educational programmes for the lower skilled workers. 
It furthermore contended that the safety record would improve only if some responsibility and the 
attendant skills to deal with this were devolved down to the production worker, and if new and safer 
technologies were adopted. Many of the proposals of the Commission have become law.17 

The most important legislation in this regard is the Mine Health and Safety Act (Act 29 of 1996) and 
subsequent amendments.  The Act aims to provide for protection of the health and safety of 
employees and other persons at mines18. 

The emphasis on occupational health and safety in the MMS and the obligations imposed by the Mine 
Health and Safety Act (and subsequent amendments and regulations) compels the Sector to give 
preference to health and safety training as well as basic education and training to illiterate workers.  
This is clearly reflected in the training priorities of the Sector discussed in later chapters of this SSP.  

                                                
16 University of Cape Town, A Perspective on the South African Mining Industry in the 21st Century, www.bullion.co.za, p.24. 
17 Ibid. 
18 Preamble, Mine Health and Safety Act, Act 29 of 1996. 
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The regulations to the Act also specify the competency requirements for certain key positions in the 
Mining Industry.  These requirements form the basis of various unit standards developed for the MMS. 

d) Environmental conservation and rehabilitation 

Environmental conservation and the rehabilitation of areas where mining or exploration took place are 
regulated through various acts and government policies.  The Minerals Act (Act 50 of 1999) places the 
responsibility for rehabilitation on the holder of a prospecting permit or mining authorization.  The 
DME has specific policies regarding financial provision for rehabilitation upon the closure of a mining 
operation.19 

Although environmental protection is of paramount importance and is generally supported by the 
industry, it has an economic impact on the Sector – especially on small businesses operating in areas 
that are regarded as ecologically sensitive.  Environmental considerations may limit the lifespan of 
certain operations and rehabilitation costs can become the last cost factor that drives a company out 
of business.  In some instances there is an inherent conflict between the need for job creation 
through mining activities and the need to protect the environment. 

1.6.2 The availability of mineral resources 
A major factor in the future of the MMS is the availability of mineral resources.  It is well known that 
South Africa is richly endowed with mineral resources.  The country holds the world’s largest reserves 
of ores of manganese (80 % of the total world reserves), chromium (76 %), the platinum-group 
metals (56 %), gold (52 %), vanadium (44 %) and Alumino- silicates (51 %). It is also prominent in 
terms of reserves of fluorspar, phosphate rock, titanium, vermiculite and zirconium.  As a result of its 
large reserve base, South Africa is a major producer of alumino-silicates, chrome ore, ferrochrome, 
PGMs, vanadium and vermiculite. The country is not only the leading world supplier, but contributes in 
excess of 40 percent of the World’s total of these commodities.  Currently South Africa is also the 
foremost world producer of gold and contributes almost 17 % of world production. For many other 
commodities, namely the alumino-silicates, zirconium, titanium, manganese and ferromanganese it is 
one of the world’s leading producers.20 

As mineral reserves are non-renewable, the depletion of mineral resources may lead to contraction of 
the industry.  This may be specifically true of the gold mining industry that has been plagued by 
diminishing economic reserves and consequent cost controls.21  Annual gold production decreased by 
36 % over the period 1993 to 200222 and is bound to continue on a downward path as most of the 
remaining gold reserves occur at depths underground that prohibit the economical mining thereof.  
The economical mining of a commodity is obviously also linked to other factors such as available 
technology, the commodity price and the exchange rate.23   

The Coal Mining subsector is faced with a similar situation.  Coal deposits that are of export quality 
are limited and mining for the export market in the Witbank Highveld Coal Field may start to decline in 

                                                
19 Department of Minerals and Energy, Policy Concerning Financial Provision for the Rehabilitation of Land Disturbed by Mining 
Activities, www.dme.gov.za. 
20 T P Makwinzha, P Mwape, N van Averbeke,  South Africa’s Minerals Industry – General Review, Department of Minerals and 
Energy, 2000. 
21 South Africa Yearbook, 2003/2004. 
22 Calculated from Chamber of Mines, South African Mining Industry – Statistical Tables 2002. 
23 South Africa 's underground gold resource base is estimated to be 45 000 tonnes.  The Chamber of Mines developed some 
estimates of the future life of the gold mines in South Africa based on data from certain parts of the Witwatersrand basin where 
geological conditions are accounted for.  According to their estimates of this area, over the past decade the average cut-off 
grade was 4 grams per tonne which implies that some 35 per cent of the ore-body was uneconomic to mine.  If this information 
is applied to the total resource base of about 45 000 tonnes and assuming that about 20 000 tonnes of gold are uneconomic to 
mine because they are beyond the technology frontier of the industry (which is currently at 4 000 metres below the surface), 
then the total resource base underground is really 25 000 tonnes of gold.  Based on data for the past decade, some 65 per cent 
was economically recoverable, that means that about 16 250 tonnes can be mined. Taking cognisance of ore depletion and 
assuming no new mines are developed in the interim, at current rates of production the defined ore reserve will last for about 
40 years.  However, the cut-off grades are directly linked to market conditions and increase with decreases in the gold price 
(see Section 1.5.3).  Source: Chamber of Mines, Chamber’s Memorandum to the National Treasury on the Draft Mineral and 
Petroleum Royalty Bill, www.bullion.org.za. 
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a few years’ time.24  Given these two subsectors’ share in employment their decline will inevitably 
have a profound effect on total employment in the MMS. 

Despite the relatively negative outlook for gold and coal mining the total situation is not only negative.  
In terms of its total resource base some commentators contend that the South Africa is not over-
explored and that there remains considerable potential for the discovery of other world-class deposits 
in areas which have not yet been exhaustively explored.25   

A product that needs special attention is Platinum Group Metals (PGMs).  The PGM family consists of 
six chemically similar elements: platinum, palladium, rhodium, ruthenium, osmium and iridium. These 
metals have excellent catalytic qualities, resistance to corrosion, chemical inertness and high melting 
points.  Their special qualities make them ideal for a number of specialist applications and an integral 
part of everyday life. They are the unseen components in about one in every four manufactured 
products.  PGMs are extremely rare and occur mainly in three areas: South Africa, Russia and North 
America.  In 2002 South Africa produced 62 % of the world production.  The scarcity and the 
increasing demand have made PGMs one of South Africa’s most strategic commodities.26  The PGMs 
Subsector is probably the part of the MMS with the largest growth and employment creation potential 
as production tends to be very labour intensive.  Mechanisation in this subsector may stifle 
employment creation.  

 A major factor in the prevention of a run-out of mineral reserves is the development and 
implementation of new technologies in exploration, mining and mineral extraction.  Another factor is 
the more receptive foreign investment climate that has made it easier to prospect large and remote 
regions27.  

1.6.3 Commodity markets and prices and the exchange rate 
The MMS is highly sensitive for fluctuations in local and international economic and market conditions.  
The local markets for mining and mineral products are relatively small and for this reason most of our 
mining production is exported.  The profitability of operations is directly affected by world commodity 
prices, the exchange rate as well as input costs.  The volatility displayed by the rand in recent years 
has had a profound impact on export industries including the mining industry.  The weakening of the 
rand in 2001 obviously benefited the industry while the recovery of the rand between 2002 and 2004 
had an adverse effect.  During the first half of 2003 the rand appreciated by 23,6 % against the US 
dollar.  Despite the 10,2 % increase in the average dollar gold price in the period, the rand gold price 
declined by 13,6 %.  Similarly the platinum dollar price rose by 19,7 % in the period and the coal 
price by 17,4 %.  However, as a result of the strengthening of the rand prices of these two 
commodities dropped by 7,1 % and 12 ,2 % respectively.28  The exchange rate also affects the cost 
of production in dollar terms. 

                                                
24 Personal interview with Mr Johann Beukes, Manager Coaltech 2020, Miningtech, CSIR Johannesburg 04/08/2004. 
25Makwinzha, T P,  Mwape, P and Van Averbeke, N,  South Africa’s Minerals Industry – General Review, Department of Minerals 
and Energy, 2000. 
26 Chamber of Mines, Annual Report 2003. 
27 University of Cape Town, op cit.  
28 Chamber of Mines, op cit. 
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In the second quarter of 2003, 
when the rand was trading at 
more than R6 to the dollar it was 
estimated that, on average, the 
Gold Sector was loss making, that 
7 out of 12 South African mines 
were loss making and that some 
70 000 workers were employed on 
these loss making mines.”29  In 
2004 the Rand still gained in 
strength and the gold mining 
industry remained under pressure.  
The other subsectors also 
experienced pressure as a result of 
the strong rand, but this effect was 
countered by high commodity 
prices. 

The CLAS Subsector which includes 
the quarrying and processing of 

limestone, as well as the downstream manufacture of cement and lime products is only indirectly 
influenced by changes in the international arena, as its products are mostly sold into the domestic 
market.  This subsector is dependent on the local construction industry, which in turn is affected by 
interest rates and by infrastructural development by Government.  The Dimension Stone Industry 
exports the bulk of its production.30   

Figure 1.4  Rand dollar exchange rate: 2001 – 2004 
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For the Diamond Processing and Jewellery Manufacturing Subsectors the volatility of the local 
currency is particularly problematic as raw materials are bought at international (dollar denominated) 
prices and sold at a later stage.  Thus the risk of holding materials and stock is high for these 
businesses that are generally small in size.31 

1.6.4 Industry structure, work organisation and technology 
The MMS has seen dramatic changes in technology and work organisation in the past decade.  Many 
of these changes were the result of South Africa’s re-entry into the international arena.  The corporate 
and governance structures that had evolved over many decades were unacceptable to the 
international investment community who re-entered South Africa. Management and workplace 
practices were way behind international standards and the Sector experienced immense pressure to 
shed the image of association with an exploitative and racially discriminatory regime.  There was also 
an urgent need to modernise the industry.  Restructuring has taken place and/or is underway at 
several levels: mining house, mining company and workplace.  The aim of this restructuring is to 
develop a leaner, more focused and internationally competitive industry.32  The effect of restructuring 
on employment and skills needs requires further research and close monitoring in order to align skills 
development to changes in the industry. 

Part of the restructuring is the tendency to outsource non-core activities to other, often smaller, 
companies.  This has lead to the proliferation of smaller organisations that provide services to the 
mining industry.  In some instances even the core functions of mining are outsourced to other 
specialised mining companies. 

Technological changes have had a profound effect on the MMS and have greatly enhanced the 
efficiency of the industry.  Technological advancements impact on every aspect of the mining process.  

                                                
29 Baxter, R.  Strong rand batters mining industry (2), http//www.bullion.org.za 
30 Human Sciences Research Council, A Skills Analysis of the Cement, Lime, Aggregates and Sand (CLAS) Sector in South Africa, 
MQA, 2004. 
31 Human Sciences Research Council and Povey, Mulvenna and Associates, A Skills Analysis of the Jewellery Manufacturing and 
Gemstone Processing Industries in South Africa, MQA and GTZ, Johannesburg, May 2003. 
32 University of Cape Town, op cit.   
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For example, new technologies such as satellite imaging and information technology have 
revolutionised exploration. Electromagnetic spectrum analysis of the target landmass gathered from 
satellites is now the first stage of many exploration efforts, enabling geologists to home in on 
promising areas, which are then supplemented by geomagnetic information gathered from aircraft 
and, ultimately, exploratory drilling.  The general availability of electromagnetic and geological data 
has removed a massive scale barrier to exploration. The exploration business was transformed by the 
entry of a myriad of small exploration companies, or ‘juniors’, often consisting only of a few geologists 
and a small budget.  Exploration costs have fallen with the use of satellite images and information 
technology. Cost-effective and global exploration has led to deposits being found more quickly. Once 
core samples are gathered and analyzed, the raw data is manipulated via computer. Geographical 
information systems allow a wide range of geological and other attributes to be mapped accurately at 
dramatically reduced cost.33 

Engineering design has been revolutionised through computer-aided design and engineering 
techniques.  For example is has become possible to design and simulate an entire plant through 
three-dimensional modelling. 

Computer modelling of a mine and its geological features now enable a mine planner to minimise 
ground instability and maximise ore recovery. In the past the equations were so complex, and 
calculations took so long, that this technique could not be used for daily mine planning. Advances in 
computer technology now make these techniques feasible for daily problem-solving. The techniques 
have led to reduced rockburst problems and increased ore recovery rates. 

Advances in biotechnology, chemistry and mechanical engineering have cumulatively made reduction 
plants, where the mineral is extracted from the mineral-bearing rock, more efficient.  These 
improvements have been large enough to change the financial viability of projects spanning many 
minerals.34   

Technological developments have opposite effects on the demand for labour.  On the one hand the 
mechanisation and computerisation of processes may reduce the demand for labour.  On the other 
hand technology saves jobs, for example by improving exploration, facilitating mining at deeper levels 
and lengthening the lifespan of some of the mines.  

Small-scale Mining is fairly widespread in South Africa and has grown in the last ten years.  It 
therefore warrants special attention.  The term “Small Scale Mining” refers to small production 
companies, but it may also include special service companies.  Small-scale miners are involved in the 
mining of all mineral commodities but are distinguished on the basis of the scale of operations and the 
level of technology deployed.  The degree of participation of small-scale miners in the mining of a 
particular commodity depends on the availability of deposit, and the ease of mining, processing and 
extraction of the commodity.  Small-scale miners are attracted to small deposits that are unsuitable 
for exploitation by large mining companies as well as the reprocessing of tailing dumps left behind by 
large mining companies.  The uncomplicated processing requirements of commodities such as sand 
and clay for brick making also attract small-scale miners.35 

At this stage the level of technology deployed by small-scale miners is low and outdated and a 
substantial amount of work is required to raise operations to the level of profitable and properly 
managed operations.  It often involves the use of adapted or very old equipment.  Miners, particularly 
informal miners, often practice very unsafe mining and mineral extraction methods.36   

                                                
33 University of Cape Town, op cit. 
34 University of Cape Town, op cit. 
35 Human Sciences Research Council, Skills and Training Analysis in the Small-Scale Mining and Minerals Sub-Sector, MQA, 
2004. 
36 Ibid. 
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1.6.5 Social factors 
a) HIV/AIDS 

In the latest World Health Organisation report on the HIV pandemic it is estimated that worldwide the 
number of adults and children living with HIV/AIDS has reached 40 million. Large variations exist in 
the different regions with regard to the rate of infection.  According to this report Southern Africa is 
the most affected part of Africa37.  A study by the Human Sciences Research Council (HSRC) on the 
prevalence of HIV in South Africa estimates the infection rate of adults aged 25 years and above to be 
15,5 %38. 

The exact prevalence of HIV/AIDS and the quantitative impact of the infection on human resources in 
the MMS are still difficult to gauge.  It is estimated that up to 30 % of the industry’s workers are living 
with HIV/AIDS.39  The Sector is a high-risk environment.  The use of migrant labour, single-sex 
hostels and the severing of family structures contribute to the spread of the infection.  The hard 
physical work required of mine workers plus the risk of occupational disease may speed the onset of 
illness among HIV-positive workers.40 

In the long-term HIV/AIDS will impact on the profitability of organisations.  Cost will be driven up by 
increased medical costs and other employee benefits (e.g. death benefits), the cost of replacing 
employees who die or who retire on medical grounds and the training of new recruits.  Productivity 
may be affected by increased absenteeism, reduced ability of workers to perform physically strenuous 
work and sagging morale of workers who are affected by the illness and death of their colleagues.41 

The stakeholders involved in the MMS recognise the seriousness of the situation and the risks that the 
pandemic holds for the Sector.  In 2003 two important developments took place in the industry’s 
efforts to deal with HIV/AIDS. Major mining companies took a decision to provide anti-retroviral 
treatment to mineworkers with HIV/AIDS and, under the auspices of a Tripartite HIV/AIDS Committee 
for the Mining Industry, a summit was organised to consolidate and strengthen partnerships in the 
fight against HIV/AIDS42.  At the summit employers, labour and the state reaffirmed their 
commitment to strengthen strategies to prevent the disease and to put into place strategies (including 
medical treatment) in order to optimise the situation of those workers already infected. 

                                               

b) Occupational disease and injury 

It is not only HIV/AIDS that impacts on the health of mine workers.  The very nature of mining 
activities contributes to the development of occupational diseases such as tuberculoses.  Furthermore, 
work-related injuries occur frequently in the mining environment – between 4 000 and 5 000 workers 
are injured in mining accidents each year.43  Reduced work capacity and disability are often the result 
of work-related diseases or injuries.  These problems pose very specific challenges to the Sector such 
as the retraining and redeployment of these workers. 

c) Migrant labour 

The MMS is a sector that makes extensive use of migrant labour.  Labour is not only sourced from 
rural areas and poor parts of the country, such as the Eastern Cape, but also from neighbouring 
countries.  Lesotho and Mozambique are the largest providers of foreign labour to the MMS in South 
Africa.   In the Mining Charter stakeholders in the MMS undertook to ensure that no discrimination 

 
37 World Health Organisation, Weekly Epidemiological Record, December 2003. 
38 Human Sciences Research Council, Nelson Mandela/HSRC Study of HIV/AIDS, Pretoria, 2002. 
39 Chamber of Mines, Bringing the Underground AIDs Fight to Surface, www//http.bullion.org.za, published 2003/06/20. 
40 Elias, R. and Taylor, I. HIV/AIDS, The Mining and Minerals Sector and Sustainable Development in Southern Africa, MMSD, 
2002. 
41 Sunter, C. and Whiteside, A.  AIDS – The Challenge for South Africa, Human and Rousseau Tafelberg, Cape Town, 2000. 
42 Chamber of Mines, Annual Report, 2003. 
43 South African Yearbook, 2003/2004. 

 Page 17



occurs against foreign migrant workers.  This implies that these workers are entitled to the same 
training and development opportunities as local workers. 

The migrant labour system also created a unique relationship between the MMS and labour sending 
areas.  Many areas that are situated far from mining activities are essentially dependent on the MMS 
for economic survival.  These areas are severely affected by the contraction of the MMS.  This in turn 
has extended the mining companies’ social responsibility to these areas – especially if they are in 
South Africa.  In the Mining Charter stakeholders, in partnership with all spheres of government, 
undertook to co-operate in the formulation of integrated development plans for communities where 
mining takes place and for major labour-sending areas, with special emphasis on development of 
infrastructure.44 

d) Local community involvement 

Apart from labour sending areas far a field, companies in the MMS also have a close relationship with 
the communities surrounding mining activities.  In many areas, mining is the predominant economic 
activity. This leads to the communities’ dependency on a single activity that can be potentially 
disastrous should the mines close or downscale. Many mining towns have experienced economic 
collapse when mine closures occurred. This has lead to increased poverty and migration of people. 

On the positive side, many mining companies are involved in development projects and in supporting 
organisations in their surrounding areas.  This involvement include the development of basic skills for 
economic activity, support to schools and learners at school level, HIV/AIDS awareness programmes, 
ABET programmes and SMME development programmes, to name a few. 

Overall, many organisations in the MMS have developed a strong sense of social responsibility and 
remain committed to the development of local communities – also as part of their commitment to the 
Mining Charter (see 1.5.5 b above) 

1.6.6 Changes in the education and skills development environment 
Educational and skills development legislation and policy have become major forces in driving and 
steering skills development in the Sector.  The Skills Development Act (Act 97 of 1998), the Skills 
Development Levies Act (Act 9 of 1999) and the SAQA Act (Act 58 of 1985), together with other 
legislation and policy has brought about enormous changes in the way in which skills development has 
been handled in South Africa in general and specifically in the MMS.  Only a few aspects of the impact 
are highlighted: 

 The establishment of SETAs has created a platform where all stakeholders in the respective sectors 
can consider relevant issues, plan strategies and work together towards the attainment of mutual 
goals.  In the MMS the MQA with its tripartite structures (committees and subcommittees where 
employers, labour and government are represented) has become the conduit for a more 
coordinated approach to skills development. 

 The imposition of the Skills Development Levy and the introduction of the grant schemes through 
which levies can be reclaimed have compelled organisations to put in place systems and 
procedures to systematically plan and report on their training initiatives.  Although the number of 
organisations that claim grants from the MQA has remained relatively small, those that do 
participate in the grant system represent approximately 80 % of the workers in the Sector.45 

 A number of new qualifications have been designed for the MMS.  Most of these qualifications are 
at NQF levels 1 to 4 and provide for the upgrading of the formal qualifications of the bulk of the 
MMS’s workforce who is, for historical reasons, poorly educated.  Many of these qualifications and 
the attending training provision utilises the unit-standard basis of qualifications provided for in the 
NQF to cater for the special needs of employers and learners in the MMS.  One example of this is 
the development of skills programmes that are short enough to fit into the demanding work 
environment and that lead to credits that may incrementally build up to full qualifications. 

                                                
44 Mining Charter, Section 4.4. 
45 Independent Research Services, Analysis of Workplace Skills Plans and Annual Training Reports: Years 3 to 4, MQA, March 
2004. 
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 Many education and training providers have applied for accreditation with the MQA and by doing 
so ensure that the training provided in the Sector is of an acceptable standard to the industry. 

The initiatives cited above will continue over the next five years.  In addition to this, the National Skills 
Development Strategy (NSDS) for the period 1 April 2005 to 31 March 2010 is set to have a profound 
effect on skills development in the MMS and specifically on the way in which the MQA will support 
skills development.  Many of the NSDS objectives and targets have already been incorporated into the 
Sector’s skills development initiatives.  Specific aspects of the strategy that will result in change in 
the way in which the Sector approaches skills development are: 

 The need to systematically identify critical and scarce skills, to disseminate information and to 
support the development of these skills46 

Although the MMS over time has put in place systems for the development of critical and scarce 
skills (e.g. bursary schemes, apprenticeships and learnerships) the NSDS requires a systematic 
quantification and monitoring of these skills needs.  This requirement will compel the MQA to put 
in place research and monitoring processes and it will oblige employers to pay serious attention to 
their own skills needs and to feed information into the MQA system. 

 Alignment of skills development with EE, BBBEE and charter compliance47 

The sector’s own commitment to the Mining Charter and to EE and BBBEE has been discussed in 
previous sections of this chapter.  The NSDS links the WSP grant structure to these initiatives.  This 
means that the MQA will adapt its grant structure to specifically accommodate the changes 
required by the NSDS and that employers will have to adapt their skills development practices and 
reporting systems accordingly. 

 Support for small levy-paying companies and BEE firms 

The NSDS requires SETAs to reach out to small levy-paying organisations in their sectors and to 
support skills development in these organisations.  It also requires SETAs to increase the number 
of small BEE firms and BEE co-operatives supported by skills development.  Although the MQA has 
already instituted several initiatives to support small firms, especially BEE firms in the Sector, an 
even more concerted effort will be required in order to reach the NSDS target of 40% of small 
organisation supported. 

 Direct SETA support for Institutes of Occupational Excellence 

The NSDS requires SETAs to specifically identify and support institutional education and training 
providers that excel in their areas of provision or who have the potential to develop as centres of 
excellence.  These initiatives have the potential of having a very positive impact on the provision 
of education and training in the Sector. 

1.7 CONCLUSIONS 
Although the relative contribution of the MMS to the economy has decreased, the Sector remains an 
important contributor to GDP, exports and formal employment in South Africa.  The Sector currently 
employs almost half a million workers many of whom are employed in occupations that do not require 
high levels of education.  The Sector thus plays an important role in providing employment to 
members of the labour force (especially Black48 men) who haven’t had the opportunity to attain high 
levels of education.  However, the need for a better educated workforce has developed over time and 
this is posing very specific challenges that need to be addressed by the Sector. 

This chapter analysed the factors that influence change in the Sector.  One of the most alarming 
realities that the Sector faces is the run-out of gold reserves that can be economically mined and 
export quality coal reserves.  The profitability of mining operations depends on a combination of 
factors including the quality and depth of deposits, the total cost of production, international 
commodity prices and the exchange rate.  In recent years a relatively large percentage of gold mining 
                                                
46 Department of Labour, National Skills Development Strategy 1 April 2005 – 31 March 2010, March 2005, Objective 1. 
47 Ibid, Objective 2. 
48 Black refers to African, coloured and Indian. 
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operations have become marginal and may close if market conditions don’t improve dramatically.  This 
may have a profound effect on employment in the MMS.  Although growth in other Sectors such as 
PGMs Mining may counter the effect on total employment, the downscaling in gold production may 
lead to large-scale job losses in gold producing areas. 

The Sector is furthermore undergoing an intense transformation process. Despite the predominance of 
Historically Disadvantaged South Africans (HDSAs) in the workforce of the MMS, until recently HDSAs 
have been largely excluded from ownership of mining operations.  This has lead to the various 
legislative interventions by government aimed at the equitable distribution of the benefits derived 
from the country’s mineral resources.  Probably the most important of these interventions was the 
promulgation of the Mineral and Petroleum Resources Development Act in 2002 and the Broad-Based 
Socio-Economic Charter for the South African Mining Industry that was a direct requirement of the 
Act.  The Charter, which was accepted by all the social partners is binding on the Sector and has 
become a major driving force for change.  The Charter sets out specific human resources 
development objectives and therefore it directs skills development in this Sector.   

The danger inherent in mining activities has lead to this Sector being highly regulated by health and 
safety legislation.  This includes regulations regarding the competencies that workers in different 
position should possess as well as general health and safety training required on a regular basis.  This 
means that certain elements of training in this Sector are prescribed and that the Sector has to give 
preference to them.  This is reflected in the qualifications developed for and in the training priorities 
set by the Sector. 

A very important factor in the future of the MMS is the fact that it is an export industry and that it 
sources a large amount of its investment in the international capital markets.  This places the industry 
in the global environment and exposes it to external forces such as international competition in the 
commodity markets and in terms of attracting foreign investment, international (mostly dollar 
denominated) commodity prices and exchange rate fluctuations.  These forces tend to increase the 
pressure for productivity gains and to stifle the demand for labour. 

Technology plays a dual role in the MMS.  On the one hand mechanisation and other labour-saving 
technologies reduce the demand for labour.  On the other hand it facilitates exploration and mining 
that otherwise would have been impossible.  Technology also plays a role in extending the lifespan of 
some mines and in creating new mining opportunities and thus it stimulates the creation of 
employment. 

HIV/AIDS is a serious issue with which the MMS has to deal.  The effect of HIV/AIDS on employment 
will be, to some extent, contained by the preventative and curative interventions of the industry.  
HIV/AIDS has a dual effect on employment.  Loss of productivity and increased costs may affect the 
profitability and viability of operations, while increased mortality and permanent incapacity may 
increase the need to replace workers.  Other health issues that impact on the Sector is the occurrence 
of occupational diseases that result from mining activities and work injuries. 

Skills development in the Sector has been strongly influenced by the many changes in the education 
and training environment that took place over the last decade.  The newly introduced NSDS (for the 
period 1 April 2005 to 31 March 2010) spells out the skills development agenda for this period.  The 
strategy will specifically shape the way in which the Sector deals with the identification of scarce and 
critical skills, the way in which it aligns skills development with EE, BBBEE and Mining Charter 
requirements, the way in which it supports small levy-paying companies and BEE firms and its 
identification and support of Institutes of Occupational Excellence. 
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2 THE DEMAND FOR SKILLS IN THE SECTOR 

2.1 INTRODUCTION 
The demand for skills in the Mining and Minerals Sector is first of all analysed by looking at current 
employment.  The occupational structure of current employment provides insight into the types of 
skills employed in the Sector, while the population group and gender distributions bear evidence of 
the transformation that has taken place in the Sector and the transformation needs that still exist. 

This chapter also analyses historical employment trends with a view to identifying the direction in 
which employment is moving.  This trend analysis is based on statistical information collected by the 
DME and covers the largest part of the Sector.  (Unfortunately, there is no historical statistical 
information available on certain components of the CLAS subsector and the subsectors Services 
Incidental to Mining, Diamond Processing and Jewellery Manufacturing.)   

Vacancy rates are analysed with a view to identifying areas in which there is already an excess 
demand (or skills shortages).  Estimates of the numbers of employment positions that will have to be 
filled over the next five years are also presented in this chapter.  These estimates were developed 
taking into consideration a few possible growth scenarios and replacement demand.   

The chapter concludes with an exposition of critical skills areas and with a summary of the demand for 
labour in the specific occupational categories employed in the Sector. 

2.2 CURRENT EMPLOYMENT 
Total employment in the MMS is currently estimated at approximately 497 000 or 6,4 % of total 
formal sector employment in South Africa. 

2.2.1 Occupations in the Sector 
The occupational distribution of workers in the Sector has been indicated in Table 1.6 and is 
summarised again in Table 2.1.   

Table 2.1  Occupational distribution of employees in the 
MMS 2004 

Occupational category N % 

Senior Officials, Managers and Owner Managers 9 972 2 

Professionals 10 633 2 

Technicians and Associated Professionals 23 393 5 

Clerks 17 853 4 

Service Workers, Shop and Market Sales Workers 10 281 2 

Agricultural and Fishery Workers 190 0 

Craft and Related Trade Workers 54 378 11 

Plant and Machine Operators and Assemblers 180 392 36 

Labourers and Related Workers 186 929 38 

Apprentices and Section 18 (1) Learners 2 972 1 

Total 496 993 100 

Sources: Calculated from: DME Database of Mining Operations 2004; 
MQA database of companies that paid levies and that submitted WSPs Year 5. 

 

The demand for highly skilled workers is relatively low.  Only 9 % of the total workforce is employed 
in the managerial, professional and technician categories (i.e. occupations that mostly require a 
tertiary education).  The Sector employs approximately 2 % of the people with tertiary educational 

 Page 21



qualifications in the country49.  Although highly skilled workers form a relatively small component of 
the total workforce in the industry, their skills are critically important.  Professionals and Technicians 
are employed in the following technical skills areas:  Mining Engineering, Metallurgy, Chemical 
Engineering, Geology, Electrical Engineering, Mechanical Engineering, Analytical Chemistry, Mine 
Surveying and Jewellery Design and Manufacturing.  A new field of study that is becoming increasingly 
important to the MMS is Environmental Engineering (see discussion of environmental legislation and 
requirements in Section 1.6.1.(d).  Professionals are also employed in non-line function areas such as 
Accounting, Financial Management, Human Resources Management and Information Technology.   

Clerical Workers and Service Workers, Shop and Market Sales Workers constitute 6 % of the total 
workforce.  Craft and Related Trade Workers (including artisans) form 11 % of the total workforce of 
the MMS.  These workers are typically trained through Further Education and Training Institutions 
(Technical Colleges) and through apprenticeships and learnerships.  The artisan occupations that 
occur most frequently in the mining components of the MMS are:  Diesel Machanics, Electricians, 
Fitters, Fitters and Turners, Instrument Mechanicians, Millwrights, Plater/Boilermakers, Plater/Welders, 
Rigging Ropesmans.   

A very large proportion of the workforce (36 %) works as Plant and Machine Operators and 
Assemblers.  This category of workers includes a wide range of specific occupations that are linked to 
the technology and equipment used in the industry.  Training for this category of workers is shorter 
than that of artisans and is mostly done in the industry – either on-the-job or through specialised 
training providers.  Labourers and Related Workers constitute 38 % of the workforce.  These 
occupations do not require high levels of education, but industry-specific knowledge is necessary.  

2.2.2 Population group and gender 
Africans form the majority of the MMS’s workforce.  They are also the majority in all the occupational 
categories, with the exception of Senior Officials, Managers and Owner Managers where they 
constitute 27 % of the workers, Professionals (20 %) and Technicians and Associated Professionals 
(32 %).  These three occupational categories are dominated by whites. (See Table 2.2.)  

                                                
49 Total number of people with tertiary education qualifications employed in the MMS compared with the total number of 
employed people with tertiary education qualifications in the LFS September 2004. 
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Table 2.2  Occupational distribution of workers according to population group 2004 

Population group 

Occupational category African Coloured Indian White Total 
N 2 650 515 210 6 597 9 972 

Senior Officials, Managers and Owner Managers 
% 27 5 2 66 100 
N 2 169 381 285 7 798 10 633 

Professionals 
% 20 4 3 73 100 
N 7 479 1 410 314 14 191 23 393 

Technicians and Associated Professionals 
% 32 6 1 61 100 
N 9 340 1 686 313 6 513 17 853 

Clerks 
% 52 9 2 36 100 
N 7 002 944 307 2 028 10 281 

Service Workers, Shop and Market Sales Workers 
% 68 9 3 20 100 
N 152 6 0 32 190 

Agricultural and Fishery Workers 
% 80 3 0 17 100 
N 28 056 3 212 397 22 713 54 378 

Craft and Related Trade Workers 
% 52 6 1 42 100 
N 171 016 5 201 184 3 991 180 392 

Plant and Machine Operators and Assemblers 
% 95 3 0 2 100 
N 182 252 2 846 141 1 691 186 929 

Labourers and Related Workers 
% 97 2 0 1 100 
N 1 942 269 74 688 2 972 

Apprentices and Section 18 (1) Learners 
% 65 9 2 23 100 
N 412 057 16 468 2 225 66 242 496 993 Total 

% 83 3 0 13 100 
Sources: Calculated from: DME Database of Mining Operations 2004; 
MQA database of companies that paid levies and that submitted WSPs in Year 5. 
 

The nature of work in the MMS as well as certain past discriminatory practices has lead to women 
being underrepresented in the Sector.  The gender composition of the respective occupational 
categories can be seen in Table 2.3.  Only 10 % of Legislators, Senior Officials, Managers and Owner 
Managers are women.  In the category Professionals 16 % are women and 13 % of Technicians and 
Associated Professionals are women.  The only occupational category of which women form a 
substantial part, is Clerks (47 %).   
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Table 2.3  Occupational distribution of workers according to gender 

Male Female Total 

Occupational category N % N % N % 

Senior Officials, Managers and Owner Managers 9 007 90 964 10 9 972 100 

Professionals 8 914 84 1 719 16 10 633 100 

Technicians and Associated Professionals 20 250 87 3 144 13 23 393 100 

Clerks 9 396 53 8 457 47 17 853 100 

Service Workers, Shop and Market Sales Workers 7 345 71 2 935 29 10 281 100 

Agricultural and Fishery Workers 164 86 26 14 190 100 

Craft and Related Trade Workers 52 401 96 1 977 4 54 378 100 

Plant and Machine Operators and Assemblers 177 967 99 2 425 1 180 392 100 

Labourers and Related Workers 182 475 98 4 455 2 186 929 100 

Apprentices and Section 18 (1) Learners 2 654 89 318 11 2 972 100 

Total 470 573 95 26 420 5 496 993 100 

Sources: Calculated from: DME Database of Mining Operations 2004; 
MQA database of companies that paid levies and that submitted WSPs Year 5. 

 

The occupations in which the 
26 000 women in the Sector 
are employed, can be seen in 
Figure 2.1.  A third of them 
(32 %) work as Clerks, 17 % 
as Labourers and Related 
Workers, 9 % as Plant and 
Machine Operators and 
Assemblers and 12 % as 
Technicians and Associated 
Professionals.  Seven percent 
of the women in the Sector 
work are Professionals and 
another 7 % are Craft and 
Related Workers. 

A detailed breakdown per 
occupation, population group 
and gender can be seen in 
Annexure D. 

2.2.3 Educational levels 
The educational qualify-
cations of workers in the 
Sector to a large extent 
correspond with the 
occupational composition of 
the Sector.  The majority of workers (67 %) have left school at grade 9 or lower or have never 
attended school.  A substantial proportion of workers (25 %) have no formal schooling.  Fourty one 
percent have some formal schooling in the General Education and Training (GET) band.  Only 27 % 
have qualified in the Further Education and Training (FET) band and only 6 % have higher education 
qualifications. 

Figure 2.1  Occupations of women in the Sector 2004 
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Sources: Calculated from: DME Database of Mining Operations 2004; 
MQA database of companies that paid levies and that submitted WSPs Year 5 

 Page 24



Of particular interest to this Sector is the number of workers who can benefit from ABET.  If those 
who have already attained ABET level 4 or higher are excluded, then approximately 61 % of the total 
workforce are potential candidates for ABET.  

Table 2.4  Educational qualifications of the workforce 2004 

Qualification level N % NQF Band N % 

No Schooling 104 096 21 

Pre-ABET 22 252 4 
 126 349 25 

Grade 3/ABET 1 38 526 8 

Grade 4 25 728 5 

Grade 5/ABET 2 29 800 6 

Grade 6 22 284 4 

Grade 7/ABET 3 40 924 8 

GET 204 155 41 

Grade 8 22 927 5 

Grade 9/ABET 4 23 966 5 

Grade 10 40 337 8 

Grade 11 25 895 5 

Grade 12 68 613 14 

FET 134 845 27 

Diploma 18 821 4 

First Degree 8 516 2 

Honours Degree 2 289 0 

Masters and Doctoral Degrees 2 019 0 

HET 31 644 6 

Total 496 993 100  496 993 100 

Sources: Calculated from: DME Database of Mining Operations 2004 
MQA database of companies that paid levies and that submitted WSPs Year 5 

2.2.4 People with disabilities 
The MMS employs relatively small numbers of people with disabilities, partly because of the physical 
nature of the work.  In the 2000/2001 and in the 2001/2002 WSPs employers were required to report 
the number of disabled people employed.  In both years only 62 % of the organisations provided this 
information and on average disabled workers formed 1,3 % of the employees of these 
organisations.50 

2.3 EMPLOYMENT TRENDS AND PATTERNS 

e industry still employed more than 800 000 workers.  
By 2001 this figure has dropped to 400 000.51   

                                               

2.3.1 Mining 
Employment in mining started to decline in the middle nineteen eighties and continued on a 
downward path until 2001.  In 1986 and 1987 th

 
50 Human Sciences Research Council, Analysis of Workplace Skills Plans and Training Reports – Mining and Minerals Sector, 
MQA, March 2002. 
51 These figures exclude independent contractors unless these contractors were registered on the DME’s database. 
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Employment increased slightly 
from 2002 to 2004 (see Figure 
2.2.)  The massive decline in 
employment can be ascribed 
mainly to the decline in 
employment in the gold mining 
subsector.  In 1986 and 1987 
the gold mines employed more 
than 550 000 workers.  From 
1988 employment declined 
steadily to 180 000 in 2004.   

Although gold mining had the 
most dramatic effect on the 
total Sector, most of the other 
subsectors also shed labour 
since the early nineteen eighties 
(although many recovered 
slightly over the last two to 
three years).  The decline in 
employment in Coal Mining 
started in 1981 when the 

subsector employed 130 000 
workers.  This figure dropped 
to 47 000 in 2003, but 
increased again to 51 000 in 
2004.  Similarly, employment 
in Other Mining dropped from 
74 000 in 1980 to 36 000 in 
2003.  In 2004 employment in 
this subsector increased again 
to 37 000.  In Diamond Mining 
employment dropped from 23 
000 to 16 000 between 1980 
and 2002.  In 2003 and 2004 
it increased again to 21 000.  
The CLAS Subsector (cement 
manufacturing excluded) 
employed 13 000 people in 
1980.  Employment in this 
subsector declined to just 
more than 7 000 in 2002.  In 
2003 it started increasing 
again and in 2004 the 

subsector employed almost 11 000 people.  The only component of mining that has been growing 
steadily over the last two decades is PGM Mining.  This subsector employed only 77 000 people in 
1980.  By 2004 this figure had grown to 151 000. 

Figure 2.2  Employment trends in Mining: 1980 – 2004 
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Figure 2.3  Employment trends per subsector 1980 - 2004 
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The decline in employment experienced over the last two and a half decades can, to a large extent, 
be attributed to productivity gains and the introduction of labour saving technologies.    Figure 2.4 
illustrates the relationship between production and employment in four of the subsectors: Gold 
Mining, PGMs Mining, Coal Mining and Diamond Mining.  In Gold Mining production declined, but at a 
slower rate than employment.  In PGMs Mining employment increased with an increase in production.  
However, while coal production almost doubled in the period, employment declined to almost a third 
of what it was in 1980.  The output of diamond mines remained more or less the same between 1980 
and 1993, while employment declined substantially.  From 1994 to 2001 production and employment 
remained more or less the same while both production and employment increased substantially in 
2003 and 2004. 
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The steep productivity gains and the resultant job losses were necessitated by a combination of 
factors among which South Africa’s re-entry into the international arena and its concomitant exposure 
to international capital markets and international competition, changes in the demand for mining 
products and a decline in commodity prices.  The productivity gains were made possible by various 
changes in the Sector, for example flattened management structures and improved management 
practices, restructuring of mining houses and improved work organisation. (See Sections 1.5.3 and 
1.5.4.) 

 

Figure 2.4  Employment and production trends: 1980 - 2004 
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At this stage there are no statistical data available on the way in which these changes have impacted 
on the occupational and skills composition of labour demand in the Sector.  However, one of the 
changes that took place is the central (at mine house or group level) provisioning of high level skills 
such as engineering, geological, metallurgical, accounting, legal and treasury skills.  By centralising 
these skills mining companies are able to maximise their utilisation.  Thus, although large-scale 
productivity gains in a sector are normally associated with an increase in the demand for professional 
and technical skills, the MMS has to some extent contained this growth in demand.52 

                                                
52 It must be noted that some of the mining companies have elected to register their centralized professional services in the 
Financial and Accounting Services Sector.  This means that employment of professionals in the MMS is understated and that 
changes in the demand for professional services and skills shortages don’t reflect in the MQA data (e.g. in the WSPs.) 
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In terms of the operational management of mines several changes have been taking place over the 
last decade.  The traditional layers of management that previously existed in South African mines 
proved to be cumbersome and to impede communication.  Many mines have now flattened their 
hierarchical structures and have devolved a large amount of the responsibility for the day-to-day 
running of activities to the level of the work team.  An important new position that emerged is that of 
the “crew leader”.  This position is a combination of the qualified miner of the past and that of a team 
leader – the highest position that a Black worker could previously attain.  This position requires a 
blasting certificate as well as a considerable amount of leadership skill. 

The responsibilities of work teams have also increased.  One of the characteristics of the work team is 
that team members have multiple tasks and are multi-skilled.  This provides flexibility so that team 
members can utilise their time underground maximally: team members can monitor each other’s work 
and they can cope more easily with absences.  Teams also have much more autonomy and decision-
making responsibility in the execution of their tasks.  In general these changes necessitate higher 
levels of literacy of workers as well as higher levels of production and business skills.53 

Although the MMS traditionally demanded relatively low educational levels, this is changing quite 
rapidly.  Companies nowadays require at least some education from new recruits.  However, with the 
downscaling that has been taking place over the last two decades, very few new recruits are absorbed 
into the Sector.  For this reason the changes in the demand have to be provided for through the 
training and development of the existing workforce. 

2.3.2 Small-scale Mining 
Small-scale Mining has been growing over the last decade.  The growth of this part of the Sector is to 
some extent the result of survivalist activities undertaken by people who don’t find employment in the 
larger and more formal part of the Sector.  Although small-scale mining cannot become the panacea 
for the unemployment caused by the downscaling of large mines, it has the potential to absorb some 
of the labour shed by large mines and to give access to people previously excluded from the mining 
industry.   

2.3.3 CLAS 
In Section 2.3.1 it was pointed out that the CLAS Subsector (cement manufacturing excluded) 
employed 13 000 people in 1980 and that employment in this subsector declined to an all-time low of 
just more than 7 000 in 2002.  Over this 22-year period the Sector has experienced reduction in sales, 
fluctuations in the demand for its products and consequent rationalisation and closures of operations 
that resulted in these job losses.  Employment in this subsector increased again in 2003 and 2004. 

The viability of the CLAS Subsector is largely dependent on activities within the Construction and 
Building Industries.  These Industries are in turn sensitive to several factors such as government 
policies and spending on infrastructure, the economic cycle, interest rates and investor confidence.  In 
very recent times production increased again – largely helped by increased government spending on 
infrastructure development.  At this stage the subsector is optimistic about its future and expects 
South Africa’s winning of the bid to host the Soccer World Cup competition in 2010 to boost its 
growth.54  

2.3.4 Diamond Processing and Jewellery Manufacturing 
Diamond Processing and Jewellery Manufacturing constitute only about 3 % of employment in the 
MMS.  However, it is generally seen as a potential growth area.  Currently South Africa supplies about 
20 % of the world’s rough diamonds, but employs only 0,1 % of the diamond processing workers in 
the world.  South Africa produces 18,2 % of the gold sold in the world, but manufactures only 0,001% 
of the world’s gold jewellery.  During the nineteen nineties South Africa’s jewellery manufacturing 

                                                
53 University of Cape Town, op cit.  
54 Opinion expressed by participants in the SSP development workshop for the CLAS and Other Mining Subsectors. 
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grew on average by 5,4 % per year while jewellery manufacturing around the globe increased on 
average by 7,7 % per annum.55 

Several national interventions are underway to stimulate our jewellery manufacturing industry.  
However, at this stage no significant growth has yet realised.  In fact, participants in the HSRC study 
on this Subsector were of the opinion that major job losses occurred in the industry between 2001 
and 2003 – as much as 30 %.  This was confirmed by the participants in the SSP development 
workshop held with this Subsector.  Unfortunately there is no statistical information available to verify 
this opinion.  According to the HSRC study a major reason for this downturn is the September 11 
disaster in the United States (and presumably the effect that those events had on tourism in South 
Africa).  The participants in the SSP development workshop ascribed this downward trend to large-
scale mechanisation of jewellery manufacturing (especially by foreign owned companies) and the lack 
of co-ordination between and support for the small independent jewellery manufacturers in the 
country. 

2.4 VACANCIES 
Skills shortages or the scarcity of specific skills normally manifest in vacancies or positions for which 
employers cannot find suitable candidates.  These vacancies are reported annually in organisations 
WSPs.  Of the organisations that submitted WSPs to the MQA for the year 2003/2004 a third (33 %) 
reported that they had vacancies that they could not fill.  Together they reported 2 509 such 
vacancies – 0,74 % of their total employment.  The subsectors differed markedly in the percentage of 
vacancies reported with the subsector Services Incidental to Mining reporting 4,90 % and Gold Mining 
reporting 0,05%.  Of the 206 organisations that submitted WSPs for 2004/2005, 109 (53%) indicated 
that they had vacancies in their organisations for which could not find suitable candidates.  In total 
they listed 756 such vacancies.    The vacancies listed in 2004/2005 constituted only 0.23% of total 
employment.  (See Table 2.5.)   

 

Table 2.5  Long-term vacancies reported in the MMS 2003/2004 and 2004/2005 according 
to subsector 

Year2003/2004 Year 2004/2005 
Subsector 

Vacancies 
Vacancies as 

% of total employment* Vacancies 
Vacancies as 

% of total employment* 
Coal Mining 25 0.09 95 0.40 

Gold Mining 70 0.05 116 0.10 

Platinum Group Metals (PGMs) Mining 531 0.55 56 0.06 

Diamond Mining 23 0.31 43 0.41 

Other Mining 132 0.32 230 0.48 

Services Incidental to Mining 1 698 4.90 172 0.53 

Jewellery Manufacturing 30 1.03 44 2.04 

Total 2 509 0.74 756 0.23  
* Percentage of total employment only of organisations that submitted WSPs 
Sources: Independent Research Services Analysis of Workplace Skills Plans and Annual Training Reports Years 3 and 4 
and EE Research Focus, Analysis of Workplace Skills Plans and Annual Training Reports Years 4 and 5. 
 

The vacancy rates cited above may create the impression that there are no skills shortages in the 
MMS.  However, the vacancies are unevenly spread across occupational categories.  In 2004/2005 
most of the vacancies occurred in three occupational categories: Professionals, Technicians and 
Associated Professionals and Craft and Related Trade Workers.  In the category Professionals 
vacancies constituted 2.67% of employment.  In the other occupational groups it was less than 2%. 
(See Table 2.6.) 

                                                
55 Human Sciences Research Council, A Skills Analysis of the Jewellery Manufacturing and Gemstone Processing Industries in 
South Africa, MQA and GTZ, Johannesburg, May 2003. 
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In the WSPs employers are also asked to provide their perspectives on the reasons why they cannot 
find suitable candidates for their vacancies.  The majority of employers cited a combination of reasons 
for the scarcity of skills.  One of the most important reasons is the unavailability of historically 
disadvantaged individuals – not necessarily a general shortage of the specific skills.  However, some 
employers were of the opinion that the skills that they were looking for were generally in short supply, 
while others said that the geographical placement of their operations discouraged people to apply for 
positions in their organisations.56 

 

Table 2.6  Vacancies in the MMS in 2004/2005 according to 
occupational category 

Vacancies WSP Year 5 Vacancies 

Vacancies 
as % of 

employment 
Legislators, Senior Officials, Managers and Owner Managers 67 1.04 

Professionals 187 2.67 

Technicians and Associated Professionals 193 1.27 

Clerks 21 0.19 

Service Workers, Shop and Market Sales Workers 4 0.07 

Agricultural and Fishery Workers 0 0.00 

Craft and Related Trade Workers 198 0.57 

Plant and Machine Operators and Assemblers 49 0.04 

Labourers and Related Workers 9 0.01 

Apprentices and Section 18 (1) Learners 1 0.05 

Other 27  

Total 756 0.23 
 
Source: EE Research Focus, Analysis of Workplace Skills Plans and Annual Training Reports 
Years 4 and 5. 

 

                                                
56 EE Research Focus, op. cit., 2005. 
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Table 2.7 summarises the occupations in which 
the largest numbers of vacancies were 
reported.  From this list it is clear that skills 
shortages occur in the main technical 
occupations in the sector, namely engineering 
(all disciplines) technicians and artisans. 

The studies undertaken in the CLAS and 
Jewellery Manufacturing Subsectors and in 
Small Scale Mining also reflected some of the 
skills problems experienced in the Sector.  In 
Diamond Processing it was found that there is 
a scarcity of those skills that are not easily 
taught in the workplace.  These include the 
evaluation of rough diamond gemstones, 
marking and grading.  It was also found that 
more and more production activities are 
computerised and this increases the need for 
people with skills in information technology.57 

Overall there is a need for more in-depth 
research into the issues of skills shortages and 
scarce skills in the Sector. 

2.5 FUTURE EMPLOYMENT 

2.5.1 Growth in employment 
As indicated in Chapter 1 the future of many 
mines hinge on external factors such as 
international commodity prices and exchange 
rates of the rand.  If the rand retains or 
increases its current strength against the dollar 
and commodity prices don’t increase, the MMS 
may shed more labour.  The Gold Mining 
Subsector, which also faces the run-out of 

reserves that can be profitably mined, is specifically at risk and due to the large number of people that 
it still employs a further decline of this Subsector may result in a further overall decline in employment 
in the MMS.  The decline in gold production and in employment in the Gold Mining Subsector may be 
countered by growth in the other subsectors.  However, the rate at which the latter will grow is also 
largely dependent on external market conditions and the value of the rand. 

Table 2.7  Occupations in which the largest 
number of vacancies occurred 

Occupation Vacancies 

Technicians: Instrument 41 

Engineers: Unspecified 33 

Electricians 30 

Surveyors 28 

Artisans: Unspecified 25 

Technicians: Unspecified 25 

Geologists 23 

Mechanics: Instrument 23 

Miners 20 

Fitters and Turners 19 

Draughtspersons 19 

Overseers/supervisors 17 

Managers: Unspecified 16 

Mine overseers 15 

Engineers: Mechanical 15 

Engineers: Mining 15 

Diamond Sorters 13 

Metallurgists 12 

Boilermakers 11 

Riggers 11 

Millwrights 10 

Diamond/Stone Polishers 10 

Occupational Health and Safety Officers 10 

  
 
Source: Calculated from EE Research Focus, Analysis of 
Workplace Skills Plans and Annual Training Reports Years 4 and 
5. 

The smaller components of the MMS, namely Small-scale Mining and Jewellery Manufacturing may 
grow slightly.  However, these increases are small compared to the effect of changes in employment 
of the larger subsectors.  

2.5.2 Replacement demand 
The need to replace workers in the Sector stems from various factors.  The first is the age distribution 
and possible retirement of workers.  Between 2.3% and 3% of the workforce (between 12 000 and 
17 000 workers) will reach retirement age during the planning period.  A slightly larger proportion of 
managers are expected to retire (4%).58 

Workers will also have to be replaced because of death and permanent disability.  HIV/AIDS may play 
a significant role in this regard.  In Chapter 1 it was indicated that HIV infection in this Sector is 

                                                
57 Human Sciences Research Council, A Skills Analysis of the Jewellery Manufacturing and Gemstone Processing Industries in 
South Africa, MQA and GTZ, Johannesburg, May 2003. 
58 Calculations based on the age distribution of workers in the Mining Sector observed by Census 2001 and LFS September 
2004. 

 Page 31



estimated to be around 30 %.  It is furthermore estimated that 10 % of the people who are HIV 
positive are AIDS sick59.  That means that approximately 15 000 workers (3 % of the workforce) are 
already incapacitated as a result of the infection.  Mortality rates and replacement demand may soar 
over the next four years.  However, this will depend on the effectiveness of preventative and 
treatment programmes.  Replacement demand may also be increased by occupational diseases and 
work-related accidents. 

Replacement demand is lastly the result of workers moving out of the Sector to find employment in 
other sectors of the economy.  At this stage there are no sector-wide statistics available on labour 
turnover.  However, some participants in the SSP preparation workshops were of the opinion that the 
Sector tends to loose high level skills and that the replacement demand is especially high in the 
professional and technician occupational categories.  Other participants maintained that turnover 
tends to be high among HDSAs in these occupational categories but that it is relatively low among 
white professionals and technicians – a situation that hampers the transformation of the Sector. 

2.5.3 Positions that need to be filled 
As the discussions above indicate, it is very difficult to project the future demand for labour in the 
MMS.  However, despite all the uncertainties cited in the previous sections, rough estimates of the 
number of positions that will need to be filled under certain assumptions have been made.  Three 
possible scenarios were constructed for this purpose.  The three scenarios are: 

 A  positive scenario with high growth in the Sector and  relatively low mortality 

 A neutral scenario in which it is assumed that the Sector will not grow or decline over the 
projection period and that mortality rates will be moderate 

 A negative scenario that assumes that the Sector will contract and that mortality will be high.     

The assumptions used in the construction of three possible scenarios are summarised in Table 2.8 
below.  Two variables have been changed in the construction of the scenarios, namely the total 
employment growth in the Sector and mortality rates.  Mortality rates were assumed to increase as 
educational levels decrease.  They are also higher for workers who work underground or perform 
physical work in mining operations and who are therefore more exposed to accidents and to 
occupational diseases.60 

Vacancy rates in the various occupational categories were assumed to be as reported in the WSPs 
submitted in respect of the year 2004/2005.  The numbers of employees who will retire in the period 
were calculated on the basis of the ages of workers in the Mining Sector reported in the 2001 census.   

The results of the projections are summarised in Table 2.9. under the positive scenario the total 
number of positions that will have to be filled over the five-year period is 146 890 (29 380 positions 
per year).  Under the neutral scenario, there will be a need for 48 230 new entrants into the sector 
(9 650 per year) in order to replace workers who will retire or who may die.  Under the negative 
scenario there will be a need for 9 270 new workers (1 850 per year). 

Overall the projections should be regarded as relatively conservative.  They completely ignore the 
possibility that people may leave the Sector to find employment elsewhere – a situation which is 
believed to impact on the skilled occupations such as Professionals and Technicians.   

At this stage there is no information available on the specific occupations that make up each 
occupational category (e.g. the number of engineers in the specific disciplines, accountants etc that 
make up the category “Professionals”).  It is therefore not possible to give more detail with regard to 
the number of people that will be needed over the planning period. 

                                                
59 Chamber of Mines, The Contribution of the Mining Industry, 1994 – 2004, www//http.bullion.org.za.  15/04/2004.  
60 There are no mortality rates available for the different occupational groups.  However, based on figures reported by Statistics 
South Africa approximately 1.1% of the people of working age died in 2002.  (Statistics South Africa, Mortality and Causes of 
Death in South Africa 1997 to 2003, Statistical Release PO309.3, February 2005.)  The mortality assumptions were guestimates 
based on this figure.  
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Table 2.8  Assumptions used in the construction of employment scenarios 

 Scenario 

Assumptions Occupational category Positive Neutral Negative 

Total growth in employment  4% pa 0% pa -2% pa 

Legislators, Senior Officials, 
Managers and Owner Managers 3% 4% 5% 

Professionals 3% 4% 5% 

Technicians and Associated 
Professionals 3% 4% 5% 

Clerks 3% 4% 5% 

Service Workers, Shop and Market 
Sales Workers 4% 5% 6% 

Agricultural and Fishery Workers 4% 5% 6% 

Craft and Related Trade Workers 5% 6% 7% 

Plant and Machine Operators and 
Assemblers 6% 8% 10% 

Mortality over total period 

(Higher mortality rates assumed for 
occupations with lower educational 
levels who have higher exposure to 
HIV infections, who are more 
exposed to work-related accidents 
and to occupational diseases) 

 

Labourers and Related Workers 6% 8% 10% 

Vacancies Percentage reported in WSPs submitted for year 5 

Employees who will retire Percentage employees in sector who will reach retirement age in five-year period as 
reported in census 2001.  

Movement out of the sector No movement out of the sector assumed 

  

 

Table 2.9  Projections of the total number of positions that will have to be filled 2005 - 
2010 

 Scenario 

Positive Neutral Negative 

Number of positions to be filled Occupational category 

Total* Annual* Total* Annual* Total* Annual* 

Legislators, Senior Officials, Managers and Owner Managers 2 990 600 910 180 40 10 

Professionals 3 270 650 1 010 200 70 10 

Technicians and Associated Professionals 6 780 1 360 1 890 380 -160 -30 

Clerks 4 880 980 1 190 240 -350 -70 

Service Workers, Shop and Market Sales Workers 2 930 590 800 160 -90 -20 

Agricultural and Fishery Workers 50 10 10 0 0 0 

Craft and Related Trade Workers 16 060 3 210 4 760 950 50 10 

Plant and Machine Operators and Assemblers 53 610 10 720 18 120 3 620 4 390 880 

Labourers and Related Workers 56 310 11 260 19 550 3 910 5 330 1 070 

Total 146 890 29 380 48 230 9 650 9 270 1 850

* Figures rounded to the nearest 10 
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2.6 CRITICAL SKILLS  
The concept “critical skills” (also called skills gaps) refers to deficiencies in the internal labour market 
i.e. areas in which the current workforce need to be trained.  The training priorities determined by 
employers in their WSPs are at this stage the best indicators of the skills gaps in the MMS.  The three 
most important priorities identified for each occupational group in the WSPs submitted for 2004/2005 
can be seen in table 2.10.  From this analysis it is clear that occupational health and safety is one of 
the most important critical skills areas.  This skills need emanates from the regulatory requirements 
referred to in Section 1.6.1 (c) of this report.  Management, leadership and supervisory skills are 
needed by managers, professionals, technicians and associate professionals and clerical staff.  
Technical skills that are specifically linked to specific jobs are priorities in all occupational categories. 

Table 2.10  Skills priorities identified by employers 

Occupational category Skills priority 

% 
of workforce 

to receive training 
Management, leadership and supervisory skills 24.2 

Occupational health and safety and environmental awareness 22.7 

Legislators, Senior 
Officials, 
Managers and 
Owner Managers Technical skills 6.6 

Occupational health and safety and environmental awareness 42.6 

Management, leadership and supervisory skills 23.8 Professionals 

Technical skills 19.2 

Occupational health and safety and environmental awareness 44.8 

Technical skills 23.5 
Technicians and 
Associated 
Professionals 

Management, leadership and supervisory skills 14.7 

Occupational health and safety and environmental awareness 40.1 

Technical skills 13.7 Clerks 

Management, leadership and supervisory skills 12.5 

Occupational health and safety and environmental awareness 45.9 

Technical skills 19 
Service Workers, Shop 
and 
Market Sales Workers 

Other 13.6 

Occupational health and safety and environmental awareness 52.5 

Technical skills 31.9 
Craft and Related 
Trade Workers 

Other 9.9 

Occupational health and safety and environmental awareness 53.2 

Technical skills 21.7 
Plant and Machine 
Operators 
and Assemblers 

HIV/AIDS awareness 8.5 

Occupational health and safety and environmental awareness 34.5 

Technical skills 22.0 
Labourers and 
Related Workers 

Mining skills including blasting certificate and rock breaking 11.7 
 ABET 8.9 
 HIV/AIDS awareness 7.1 
   
Source: EE Research Focus, Analysis of Workplace Skills Plans and Annual Training Reports Years 4 and 5. 

The study undertaken by the MQA into the skills needs of the small-scale mining operations shed 
more light on the critical skills needs of this component of the Sector. The study revealed that small-
scale miners tend to have different skills needs from those of bigger mines.  Very small and informal 
miners and those at the margin identified the following critical skills: 

 business skills, i.e. drawing of business plans, running a business; 

 skills in obtaining finance and accessing product markets; 
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 skills in operating within the legal framework, especially the case for the informal miners; 
and 

 the ability to take advantage of and benefiting from the current black economic 
empowerment strategy. 

The formal, better-organised small-scale miners identified a whole host of skills that are and would 
continue to be in demand in the near future.  These skills relate to different business areas and 
commodities that are mined and are summarised below. 61, 
 

Core business area Skills Commodity 
Transport  Mining  
Environment  
Surveying  
Ventilation  
Ground stability 
Mine planning 
Safety  
Statutory requirements 
Sampling  

Sand stone, diamond, service 
providers and contractors, 
quarry, kaolin mining, copper 
recovery 

Recording income and expenditure Financial management 
Financial planning 
Developing budgets 
Stock control 

Marine diamond, salt mining, 
diamond mining 

Monitoring and motivating staff Human resources 
management Managing discipline 

Managing grievances 
Managing remuneration 

Copper recovery, sand stone 
mining, diamond mining 

Regulations compliance Marketing  
Product promotion 
Market assessment 

Salt mining, diamond mining, 
copper recovery 

Developing EMP Environment 
Managing EMP 
Statutory regulations 
Rehabilitating environment 
Awareness training 

Copper recovery, kaolin 
mining, sand stone mining, 
diamond mining, marine 
diamond mining 

Developing training 
strategy 

Literacy and numeracy 
(ABET) 

Implementing training 
Monitoring results 
Functional literacy 

Salt mining, gold ore mining 

Sampling Geology  Sand stone mining, kaolin 
mining, gold ore mining, and 
copper recovery. 

Chemical analyst  
Ore resource delineation 
Mapping  
Grade control 

 

2.7 SUMMARY OF DEMAND ACCORDING TO OCCUPATIONAL CATEGORY 
The demand situation with regard to each of the specific occupational categories is summarised in 
Table 2.11.  The table indicates the specific occupations in which long-term vacancies were reported 
by the Sector, the number of new entrants required annually under the negative and positive 
scenarios described in Section 2.5.3, special factors that influence the demand for people in the 

                                                
61 Human Sciences Research Council, Skills and Training Analysis in the Small-Scale Mining and Minerals Sub-Sector, MQA, 
Johannesburg, 2004. 
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specific occupational categories, the critical skills areas for each of the occupational categories and the 
percentage of people that will need training in each critical skills area. 

2.8 CONCLUSIONS 
This Chapter started with a description of current employment in the MMS.  The occupational and 
educational profile of workers reflects the nature of work in the Sector.  This Sector is relatively labour 
intensive and employs large numbers of workers with low educational levels.  The majority of its 
workforce is Black men.  However, the Managerial, Professional and Technician levels are still 
dominated by white men.  In Chapter 1 the Sector’s commitment to the targets set out in the Mining 
Charter has been emphasised.  The current profile of the Sector highlights the fact that future 
demand for labour will of necessity be racially biased.  That means that the demand for labour should 
not only be seen in terms of total numbers, but in terms of the numbers of Black people needed to 
attain employment equity targets.  Similarly, the Sector needs to look constructively and creatively at 
the employment of larger numbers of women. 

The MMS experienced two decades of contraction.  It is only in the last two years that most of the 
subsectors (with the exception of Gold Mining) have recovered and have started to increase 
employment.  Despite this recovery future job losses in some of the subsectors remain a possibility. 
Uncertainty about future employment stem from factors identified in Chapter 1, namely the availability 
(or run out) of mineral resources coupled with changes in commodity markets, commodity prices and 
the exchange rate.  Therefore, the possible decline of the Sector (or parts thereof) is a reality that 
needs to be faced and that needs to be addressed in the skills development strategies of the Sector.  
In the Mining Charter the MMS has already acknowledged its responsibility to train people for 
employment beyond the mining industry.  On the other hand, the recovery of the Sector in 2003 and 
2004 was quite remarkable.  If these trends were to continue, the demand for workers in the Sector 
may increase dramatically – under our most positive scenario the Sector may need to appoint almost 
30 000 workers per year. 

The effect of deaths and permanent incapacity as a result of illness and injury on the demand for 
labour can be quite dramatic.  The demand scenarios presented in this chapter show that, if factors 
such as HIV/AIDS are not contained, the Sector may need to employ up to 10 000 new workers per 
year to replace current workers – even if the Sector contracts by 2% per year.  

The critical skills identified in this chapter clearly reflect the effect of health and safety regulations on 
the Sector.  They also reflect other issues highlighted in Chapter 1, for example the need for ABET 
and HIV/AIDS awareness. 

 

 

 



Table 2.11  Summary of demand according to occupational category 

Positions to be filled 
annually Critical skills 

Occupational Group Vacancies 
Negative 
scenario 

Positive 
scenario 

Special factors influencing 
demand Critical skills area 

% to 
be 

trained 
Management, leadership and supervisory skills 24.2 
Occupational health and safety and 
environmental awareness 22.7 

 Managers (unspecified) 
 Mine overseers 

10 600 

 Replacement due to 
retirement 

 Need to change racial 
profile 

Legislators, Senior Officials, 
Managers and Owner 
Managers 

Technical skills 6.6 
Occupational health and safety and 
environmental awareness 42.6 

Management, leadership and supervisory skills 23.8 

 Engineers: Electrical 
 Engineers: Mechanical 
 Engineers: Mining 
 Geologists 
 Metallurgists 

10 650 

 Effective utilisation of 
professionals at mining 
house level 

 Need to change racial 
profile 

 Movement out of Sector 

Professionals 

Technical skills 19.2 

Occupational health and safety and 
environmental awareness 44.8 

Technical skills 23.5 

 Technicians: all engineering 
disciplines 
 Instrument Technicians 
 Mine Surveyors 
 Draughtspersons 

-30 1360 
 Need to change racial 

profile 
 Movement out of Sector 

Technicians and Associated 
Professionals 

Management, leadership and supervisory skills 14.7 

Occupational health and safety and 
environmental awareness 40.1 

Technical skills 13.7 

 No/few vacancies 

-70 980  Clerks 

Management, leadership and supervisory skills 12.5 
Occupational health and safety and 
environmental awareness 45.9 

Technical skills 19 

 No/few vacancies 

-20 590  Service Workers, Shop and 
Market Sales Workers 

Other 13.6 

Agricultural and Fishery 
Workers 

 No/few vacancies 
0 10  N/A 
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Positions to be filled 
annually Critical skills 

Occupational Group  Vacancies 
Negative 
scenario 

Positive 
scenario 

Special factors influencing 
demand Critical skills area 

% to 
be 

trained 

Occupational health and safety and 
environmental awareness 52.5 

Technical skills 31.9 
Craft and Related Trade 
Workers 

 Artisans (unspecified) 
 Electricians 
 Instrument Mechanics 
 Fitters and Turners 
 Boilermakers 
 Riggers 
 Millwrights 
 Diamond Sorters 
 Diamond/Stone Polishers 

10 3210  

Other 9.9 

Occupational health and safety and 
environmental awareness 53.2 

Technical skills 21.7 Plant and Machine Operators 
and Assemblers 

 No/few vacancies 

880 10720 

 High replacement demand 
due to mortality 
(occupational diseases, 
accidents, HIV/AIDS) 

 Higher levels of literacy 
required 

HIV/AIDS awareness 8.5 

Occupational health and safety and 
environmental awareness 34.5 

Technical skills 22.0 

Mining skills including blasting certificate and 
rock breaking 11.7 

ABET 

Labourers and Related Workers 

 No/few vacancies 

1070 11260 

 High replacement demand 
due to mortality 
(occupational diseases, 
accidents, HIV/AIDS) 

 Higher levels of literacy 
required 

HIV/AIDS awareness 7.1 
       

 

 

 

 



 

3 THE SUPPLY OF SKILLS TO THE SECTOR 

3.1 INTRODUCTION 
The main aim of this chapter is to describe the supply of skills to the Mining and Minerals Sector.  The 
supply of skills is viewed from different perspectives: First of all, a quantitative analysis is given of the 
current supply (the stock of skills available to the Sector).  This includes the people currently 
employed as well as those who are unemployed and available for work in the Sector.  As a result of 
the downscaling of the mining industry over the last two decades coupled with the unforgiving 
employment situation in the country, there is a substantial number of unemployed people who were 
previously employed in mining and who have some of the skills necessary for work in the MMS.  This 
issue is explored in this chapter. 

Secondly, the chapter also looks at the flow of new skills into the Sector.  Of particular importance is 
the education and training of Professionals, Technicians and Artisans.  In many instances the training 
of these occupational groups takes place before the learners take up permanent employment in the 
Sector.  It is therefore necessary to ensure that bursary schemes and other incentive schemes are 
sufficient to ensure an adequate flow of learners through the educational system.  The education and 
training of these occupational groups also take several years and it is therefore necessary to take a 
long-term view with regard to the development of these skills. 

A third aspect of skills supply that is dealt with in this chapter is the development of skills in the work 
environment.  The profile of the Sector sketched in the previous two chapters clearly indicates the 
predominance of the occupational categories Plant and Machine Operators and Assemblers and 
Labourers and Related Workers in the Sector.  These categories of workers are typically trained for 
their specific positions after entering into employment contracts.  Their training thus becomes the 
responsibility employers.  The same applies to Clerks and Sales Workers.  At the same time all 
categories of workers need to stay abreast with changes in the work environment and with health and 
safety regulations.  Consequently, in-service training is a large and critical aspect of the supply of skills 
to the MMS.  

3.2 CURRENT SUPPLY 

3.2.1 Current employment 
The stock of skills available to the Sector consists of the people currently employed as well as those 
that are unemployed but available for work.  The previous chapters gave an overview of the people 
currently employed in the MMS.  Most of the workers have relatively low educational levels - 25 % 
have no formal schooling, 41 % have some formal schooling in the General Education and Training 
(GET) band, 27 % have qualified in the Further Education and Training (FET) band and only 6 % have 
higher education qualifications. 

The changed organisation and nature of work referred to in Chapter 2 has brought about the need for 
a more educated workforce.  The educational composition of the workforce can be changed only 
through new recruitment and by engaging current employees in ABET programmes.   

Another aspect of the educational profile of the current workforce that needs to be mentioned is the 
fact that many workers have attained certain skills and literacy levels that are not reflected in their 
educational qualifications.  For this reason some employers are currently putting in place systems and 
processes for the recognition of prior learning.  The assessment of workers’ prior learning is a 
prerequisite for the long-term planning and monitoring of the impact of ABET programmes. 
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3.2.2 Unemployment 
 The decline in employment that took place 
over the last two decades created excess 
capacity in the labour market leaving large 
numbers of previous employees of the MMS 
unemployed.  The September 2001 Labour 
Force Survey recorded 150 000 unemployed 
mineworkers. 62   This figure declined to 
124 000 in September 2002 and to 103 000 in 
September 2003.  In 2004 it remained 
103 000. 

Table 3.1  Number of unemployed workers 
who previously worked in the MMS 

Various factors might have contributed to the decline in numbers that occurred between 2001 and 
2003: its is possible that some workers were 
re-absorbed into the MMS with the upswing 
in employment in the PGMs Subsector, some 
might have found employment in other 
sectors in the economy or might have 
engaged in informal sector activities.  It is 
also possible that deaths as a result of 
HIV/AIDS and other diseases have 
contributed to this decline.  Nevertheless, 
there still remains a large amount of spare 
capacity, in the form of experienced mine 
workers, in the labour market.  The 
characteristics of the unemployed 
mineworkers are depicted in the figures 3.1 
to 3.3 and in Table 3.1.   

The majority of unemployed mineworkers 
(89.4 %) are African men.  African women 
constitute 3.5% of the unemployed, 
coloured men 3.3%, coloured women 0.3% 
and white men 3.5%. The LFS did not find 
any unemployed Indians who previously 
worked in the Mining Industry. 

The provincial distribution of unemployed mineworkers reflects the fact that the mining industry still 
uses a large number of migrant workers and that the downsizing of the Industry has adversely 
affected areas outside the vicinity of the mining operations.   

                                                
62 The term “unemployed mineworker” refers to a person who is currently unemployed but whose previous work was in the 
Mining Industry.  The expanded definition of unemployment was used to determine unemployment figures among workers 
previously employed in this Industry.  This means that people who were not working and who were available for work but who 
were not actively looking for employment in the 4 weeks preceding the survey (i.e. discouraged work seekers) were included in 
the definition.  Sources: Statistics South Africa, Labour Force Surveys of September 2001, 2002 and 2003. 

Year 2001 2002 2003 2004 

Number 150 000 124 000 103 000 103 000 

     

Sources: Calculated from LFS September 2001, 2002, 2003, 
2004 

Figure 3.1  Population group and gender
of unemployed mine workers 

AM
89.4%

WF
0.0%

WM
3.5%

CF
0.3%CM

3.3%
AF

3.5%

 

Source: Calculated from the LFS, September 2004 
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Table 3.2  Provincial distribution of unemployed mineworkers 

2 001 2 002 2 003 2 004 
Province 

N % N % N % N % 

851 1 1 535 1 2 164 2 2 021 2 Western Cape 

42 888 29 38 866 31 20 486 20 26 816 26 Eastern Cape 

4 641 3 2 598 2 3 170 3 2 621 3 Northern Cape 

19 733 13 10 298 8 11 757 11 11 785 11 Free State 

17 164 11 11 552 9 10 747 10 6 416 6 KwaZulu-Natal 

25 061 17 29 149 23 26 037 25 24 207 24 North West 

14 974 10 11 578 9 12 770 12 9 556 9 Gauteng 

10 550 7 5 649 5 5 613 5 6 902 7 Mpumalanga 

14 223 9 13 094 11 10 447 10 12 517 12 Limpopo 

150 085 100 124 319 100 103 189 100 102 842 100 Total 

 

As Table 3.2 indicates, the Eastern Cape was most severely affected by retrenchments.  Although the 
mining component in this province is very small, in 2001 29 % of the unemployed mineworkers lived 
there.  This figure dropped to 20 % in 2003 and 26% in 2004.  Another province that has been 
severely affected by the downsizing of the Mining Industry is North West.   

 

The unemployed mine-
workers are mostly in their 
prime years of economic 
activity with 40 % of them 
between 36 and 45 years of 
age. 

Figure 3.2  Age distribution of unemployed mine workers 

The qualification levels of 
unemployed mineworkers 
broadly resemble the 
qualification profile of the 
workers employed.  Ten 
percent had no formal 
schooling, 59 % has some 
general education or training 
qualification and 29 % has 
qualifications that fall in the 
FET band.  The LFS found 
only a small number of 
unemployed (less than 1 %) 
with a post matric diploma or 
certificate.  None had 
university degrees.  That 

means that if university graduates are retrenched from the mines, they are relatively quickly employed 
elsewhere in the labour market. 
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Table 3.3  Qualification levels of unemployed mineworkers 

N % 
NQF 
Band % Qualification level 

 No schooling 10 303 10.0 

408 0.4 
 10.4 

 Grade R/0 

 Sub A/Grade 1 154 0.1 

 Sub B/Grade 2 3 740 3.6 

 Grade  3/Standard 1 5 546 5.4 

 Grade  4/Standard 2 6 468 6.3 

 Grade  5/Standard 3 6 194 6.0 

 Grade  6/Standard 4 5 705 5.5 

 Grade  7/Standard 5 12 888 12.5 

 Grade  8/Standard 6/Form 1 11 697 11.4 

8 229 8.0 

GET 58.9 

 Grade  9/Standard 7/Form 2 

 Grade 10/Standard 8/Form 3 10 634 10.3 

 Grade 11/Standard 9/Form 4 3 558 3.5 

 Grade 12/Standard 10/Form 5/Matric 15 097 14.7 

 Diploma/certificate with less than Matric 157 0.2 

480 0.5 

FET 29.1 

 Diploma with less than Grade 12 

 Certificate with Grade 12/Std 230 0.2 

377 0.4 
HET 0.6 

 Diploma with Grade 12/Std 10 

 Unknown 979 1.0   

Total 102 842 100.0  100.0 

 Source: calculated from the LFS, September 2004. 

3.3 THE SUPPLY OF NEW SKILLS TO THE SECTOR 

3.3.1 Higher education and training 
The fields of study relevant to this Sector have been identified in Chapter 2 as Mining Engineering, 
Metallurgy, Chemical Engineering, Geology, Electrical Engineering, Mechanical Engineering, Analytical 
Chemistry, Environmental Management, Mine Surveying and Jewellery Design and Manufacturing.   

Mining Engineering is offered at the Universities of the Witwatersrand and Pretoria and the 
Witwatersrand Technikon (now part of the University of Johannesburg) and Technikon SA (now 
amalgamating with UNISA).  Mine Surveying is offered at the Witwatersrand Technikon.  Jewellery 
design and manufacturing are offered at the University of Stellenbosch and at four universities of 
technology.  The other fields of study are each offered at a number of institutions.  The student 
output in entry-level engineering qualifications over the period 1999 to 2003 can be seen in Figure 
3.3.  More detail is given in Annexure F1.  

Large fluctuations occurred in all the fields over the time period.  However, fields that clearly 
increased are Chemical Engineering (15 %), Electrical Engineering (7 %) and Mechanical Engineering 
(4%).  However, these increases were not sufficient to alleviate the overall shortages experienced in 
these fields in the country.  The MMS competes with the rest of the economy for many of these skills, 
for example Mechanical and Electrical Engineering.  It is only Mining Engineering and Mine Surveying 
that are specific to the MMS. 
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Figure 3.3  Total number of entry-level qualifications awarded in the relevant fields of 
study 1999 to 2003. 
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1999 2000 2001 2002 2003 

Annual 
change 

(%)63
 

Chemical Engineering 305 433 511 488 541 15 

Electrical Engineering 1225 1025 1234 1417 1591 7 

Geology 97 74 67 76 59 -12 

Mechanical Engineering 531 456 594 590 614 4 

Metallurgical Engineering 79 85 108 77 100 6 

Mine Surveying 20 6 13 6 12 -12 

Mining Engineering 148 81 74 107 134 -3 
 
Source: Department of Education, HEMIS, Table 2.13, 1999 to 2003 

 

Another matter of great concern, is the speed with which some of these fields are changing in terms 
of racial representivity.  Annexure F2 illustrates the change in the population group composition of the 
pool of graduates available in the relevant fields.  All fields are still dominated by whites.  In 200164 
whites constituted more than 80 % of the university graduates in all fields, except in Physical and 
Chemical Sciences where Blacks have increased their share to 31 %.  At technikons65 the number of 
white learners who graduated decreased dramatically, while the numbers of Black learners increased 
steadily.  The overall availability of Black technikon graduates has been increasing much faster than 
that of university graduates.  However, with the exception of Chemical Engineering, whites are still in 

                                                
63 Unweighted percentage which does not take fluctuations into consideration. 
64 There is no information available on the changes in the profile of the total pool of graduates over the last four years. 
65 In this section the institutions are still referred to by their old names before the restructuring of institutions that started in 
2003.  The section uses historical data that refer to universities and technikons.  However, technikons are now known as 
universities of technology.  The 21 universities and 15 technikons have now been amalgamated into 21 institutions of higher 
education. 
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the majority in all fields of study.  These figures clearly explain why the MMS is finding it very difficult 
to change its racial profile in the Professional and Technician occupational categories.  Similarly, very 
few women qualify in these fields of study. 

Organisations in the MMS strongly support higher education.  In 2004/2005 a total of 36 organisations 
(17% of those who had submitted WSPs) indicated that they planned to provide 1 096 bursaries to 
people who were not in their employ.  The largest numbers of bursaries would be given for study in 
the fields of Mining Engineering (364 bursaries) and Metallurgy (218 bursaries).  Other fields that 
would also be supported with relatively large numbers of bursaries are Mechanical Engineering (139 
bursaries) and Exploration and Mining Geology (108 bursaries).66   

Employers also provide study assistance, in the form of bursaries and loans, to employees who want 
to improve their qualifications.  Of the organisations that submitted WSPs for 2004/2005, 65 (32 %) 
indicated that they have study assistance schemes and that they would provide bursaries and loans to 
1 635 employees in that particular year.67 

The MQA also has a bursary scheme for tertiary studies.  The bursaries awarded over the period 2002 
to 2005 in the respective fields of study can be seen in Table 3.4.68 

 

Table 3.4  Bursaries awarded by the MQA: 2002 to 2005 

Discipline 2002 2003 2004 2005 Total 

Analytical Chemistry 14 6 12 31 63 

Geology 16 6 25 51 98 

Electrical Engineering 13 11 17 77 118 

Mechanical Engineering 21 15 14 60 110 

Metallurgy 10 23 15 23 71 

Jewellery Design 33 7 18 11 69 

Electro Mechanical 0 1 3 7 11 

Mining Engineering 28 27 34 19 108 

Industrial Engineering 0 0 0 14 14 

Mine Surveying 0 0 0 1 1 

Environmental Engineering 0 0 1 11 12 

Total 135 96 139 305 675 

Source: Career Wise 

3.3.2 Apprenticeships and learnerships 
The MMS currently maintains two systems for the training of artisans.  On the one hand there are still 
a number of people who are receiving training through the old apprenticeship system.  However, the 
apprenticeships are being phased out while the new learnership system is being introduced.  The MQA 
has, to date registered 54 learnerships with the Department of Labour.  The learnership system 
provides for the training of much wider spectrum of workers: from operators to artisans.  Eleven of 
these learnerships are at NQF level 4, 31 are at NQF level 3 and 12 are at NQF level 2 (see 
Annexure G).   

By July 2005 there were still 252 apprentices registered under the old system.  Between April 2000 
and July 2005 2554 apprentices had passed their trade tests.69  The numbers of learners registered 

                                                
66 EE Research Focus, Ibid, 2005 
67 EE Research Focus, Ibid, 2005. 
68 Statistics provided by Career Wise, Institution contracted to administer the MQA’s Bursary Scheme, July 2005. 
69 Information provided by the MQA Learnership Division. 

 Page 44



and those who completed their learnerships between April 2002 and 13 July 2005 can be seen in 
Table 3.4.  In this period 602 employees were registered on learnerships (Section 18(1) learnerships 
and 167 completed it.  The intake of unemployed learners (Section 18 (2) learnerships) was much 
higher at 2 296 learners.  Only 334 learners had completed their learnerships by July 2005.  

Table 3.5  Learnership contracts registered and learnerships completed: 1 April 2002 to 
13 July 2005 

 01 April 2002 to 
31 March 2004 

01 April 2004 to 31 
March 2005 

01 April 2005 to 
13 July 2005 Total 

Section 18 (1) Learnerships 

New registrations 122 358 122 602 

Learnerships completed 1 49 117 167 

Section 18 (2) Learnerships 

New registrations 714 861 721 2296 

Learnerships completed 1 185 148 334 

     

Source: MQA Learnership Division. 

Overall the uptake of learnerships is slower than anticipated.70  There are a number of reasons for the 
slow uptake of learnerships, namely: 

 uncertainty among employers regarding learnerships in the period while apprenticeships were 
phased out and new learnerships were developed to replace them; 

 the long period of decline in employment in the Sector and the surplus of skilled workers created 
by retrenchments; 

 Uncertainty about future growth of the Sector and 

  the cost associated with learnerships (employers have to reduce workers’ responsibilities and 
allow them time off work to attend training).71   

3.4 TRAINING AND DEVELOPMENT OF THE CURRENT WORKFORCE 

3.4.1 Qualifications developed by the MQA 
By July 2005 the MQA had registered 26 qualifications with SAQA.  These qualifications range from 
NQF level 1 to level 5.  In addition to this, the MQA has developed implementation plans that guide 
the development and registration of qualifications, unit standards, learnerships and skills programmes 
with the attendant quality assurance mechanisms to address and support future regulatory 
requirements.  These requirements emanate from the new Regulations of the Mine Health and Safety 
Act that prescribes the competency requirements of people in certain positions in the Mining Industry.  
For the Industry it is imperative that the relevant mechanisms should be in place as soon as the 
Regulations become effective. 

3.4.2 Management and supervisory development 
Managers and supervisors in the MMS need a combination of industry-specific knowledge and 
understanding, technical knowledge of and skills in the functional area to be managed as well as 
supervisory and management skills.  In most instances managers and supervisors are drawn from the 
workforce (who already have the technical and functional knowledge) and are developed through 
combinations of formal training programmes such as MBA programmes, short courses, and in-service 
training.  However, in order to accelerate the transformation of the management cadre, the MQA has 
also instituted a special programme for managers who are appointed from outside the MMS to assist 

                                                
70 Refer to learnership targets set in the Mining Charter and those agreed upon at the GDS Summit. 
71 Comments by participants in the SSP development workshops. 
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them to become familiar with the mining environment.  A total of 98 managers have already been 
trained on this programme. 

3.4.3 Learnerships 
Section 18(2) learnerships is an important mechanism for the upskilling of existing employees (see 
Section 3.3.2. 

3.4.4 Skills programmes 
A skills programme is a structured training programme that comprises an agreed cluster of unit 
standards (credits towards a registered qualification.) It goes further than a qualification in that the 
design of the programme may specify the sequence in which the unit standards must be achieved and 
the practical (workplace) experience that forms part of the programme.  A skills programme, when 
completed, may constitute credit towards a NQF registered qualification.  This means that some or all 
of the unit standards in the skills programme form part of the list of unit standards comprising a 
qualification. Credits obtained during the course of a skills programme will thus constitute credits 
towards the qualification.72 

Skills programmes form an important part of the training and development of the occupational groups 
Plant and Machine Operators and Assemblers and Labourers and Related Workers.  By July 2005 the 
MQA had registered 27 skills programmes – many if which provide learning towards the competencies 
specified in the mine health and safety regulations.  In the period April 2002 to July 2005 the MQA 
had issued 61 712 certificates for skills programmes successfully completed.  (See Table 3.5) 

 

Table 3.6  Certificates issued for skills programmes completed in the period April 2002 to 
July 2005 

01 April 2002 to 31 
March 2004 

01 April 2004 to 31 
March 2005 

01 April 2005 to 13 
July 2005 Total 

25 665 32 826 3 221 61 712 

Source: MQA data system 

3.4.5 ABET 
The need for ABET in the MMS has been stated in the previous chapters.  The educational profile 
portrayed in Section 2.2.3 indicates that more than half (61%) of the workers in the Sector are at 
qualification levels lower than ABET Level 4.  These workers can benefit from ABET programmes. 

WSPs submitted to the MQA over the last four years show that employers in the Sector are very active 
in providing ABET to their workers.  The ATRs for submitted for 2001/2002 indicated that 14 550 
workers attended ABET and the WSPs submitted for 2002/2003 showed that employers planned to 
afford more than 19 000 workers the opportunity to attend ABET.  In the 2003/2004 WSPs 78 (36%) 
organisations indicated that they planned to provide their employees with ABET.  A total number of 20 
339 employees would benefit from ABET.  73  In Table the numbers of workers who would receive 
ABET in 2004/2005 are compared with the number of potential beneficiaries at each ABET level.  The 
potential beneficiaries have been calculated from the educational profile of workers presented in the 
WSPs.  Employers indicated that 10.8% of the potential beneficiaries of ABET (more than 20 000 
workers) would receive training in 2004/2005.  Relatively more of the people at lower educational 
levels would receive training than those at the higher levels, for example only 3.7% of the people who 
are at ABET level 3 and need training at level 4 would receive training, while 13.1% of those with no 
schooling or with schooling below ABET level 1 would participate in this training.   

 

                                                
72 http://www.mqa.org.za/division.asp?contID=54&mdivID=11 
73 Independent Research Services, Analysis of Workplace Skills Plans and Annual Trianing Reports: Years 3 to 4, MQA, March 
2004. 
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Table 3.7  Workers to receive ABET as percentage of potential beneficiaries: 
2004/2005 

Workers to 

receive ABET 

Potential 

Beneficiaries* % to benefit ABET Level 

Pre-ABET and ABET 1 9 956 76 157 13.1 

ABET 2 4 656 38 747 12.0 

ABET 3 3 653 33 478 10.9 

ABET 4 1 475 39 644 3.7 

Total 20 339 188 026 10.8 

*Potential beneficiaries in the organisations that submitted WSPs in Year 5 

Source:  EE Research Focus, Analysis of WSPs and ATRs Years 4 and 5, 2005. 

 

The MQA supports ABET through a special ABET 
grant.  By the end of July 2005 5 894 grants had 
been awarded.  These ABET learners were 
formally registered on the MQA’s electronic data 
system. 

Table 3.8  Number of ABET learners 
registered by the MQA by July 2005 

In addition to this 294 ABET practitioners had 
been enrolled in the two ABET practitioner 
learnerships. 

3.4.6 In-service training 
In-service training forms another very important 
component of skills development in the MMS.  In-
service training spans a wide array of skills areas 

and skills needs and take place through a variety of training methods that range from structured 
courses offered in classroom-type environments to informal on-the-job training.  In-service training is 
generally not linked to formal qualifications.   

The percentage of payroll spent on training is a good measure of the extent of employers’ 
involvement in training.  The organisations that submitted ATRs to the MQA indicated the in 
2001/2002 they spent, on average, 3,8 % of payroll on training.  In 2002/2003 the corresponding 
figure was 3,9 % and in 2003/2004 it was 3,2%.74 

The range of areas in which organisations in the MMS train their employees is reflected in the WSPs 
and ATRs submitted to the MQA.  In each WSP, employers are asked to identify the five most 
important strategic skills development priorities for their organisations.  These priorities are then used 
when they report on the training planned for and provided in the particular year.  Training priorities in 
the MMS include the following broad areas: technical skills in mining, technical skills in jewellery 
manufacturing, management, leadership and supervisory skills, health, safety and environmental 
awareness and skills, social skills, computer skills, business skills, administrative skills and human 
resources management and development.  If the total number of people trained in each subcategory 
is taken as an indicator of the importance of a skills priority area, then health and safety and 
environmental awareness is the most important priority in the Sector.  This is followed by technical 
skills in mining and management, leadership and supervisory skills. 

3.5 TRAINING AND DEVELOPMENT OF THE CURRENT WORKFORCE 
The supply of skills in respect of the nine main occupational categories is summarised in Table 3.9.  
The table highlights for each occupational category current employment situation and special issues 

                                                
74 These figures are conservative.  According to the WSP and ATR guidelines only direct expenditure on training may be 
included in the calculation of training costs.  Indirect costs such as the instructors’ and learners’ time and travel and 
accommodation costs are excluded. 

ABET Level Number of learners registered

ABET 1 2 566 

ABET 2 1 608 

ABET 3 1 565 

ABET 4 155 

Total 5 894 

Source: MQA datanet 
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that need attention (for example the need for transformation in specific occupational categories), the 
skills available in the labour market as reflected in the unemployment data analysed earlier in this 
chapter, the main sources of education and training and skills development support and factors that 
influence the supply of skills in the particular occupational category. 

3.6 CONCLUSIONS 
The downsizing that occurred in the MMS left more than a hundred thousand workers unemployed.  
Although the number of unemployed mine workers declined in 2002 and 2003, the surplus labour 
capacity remains a considerable 20 % of employment in the Sector.  This situation has several 
implications for skills development.  First of all it can be expected that if employers hire more workers, 
they will give preference to experienced people, which will limit the space for the employment of new 
entrants to the MMS.  This in turn may have an impact on employers’ involvement in the training of 
new recruits, for example through learnerships.  It may also slow down the pace at which the 
educational profile of the Sector changes and intensify the need to upgrade literacy and educational 
levels through ABET. 

The information presented in this chapter suggests that the surplus labour referred to above does not 
include a large amount of professional and technician skills.  This implies that professional skills are 
scarce resources and that employers hold on to them longer and/or that professionals and technicians 
find employment more easily after retrenchment albeit in other sectors of the economy.  The number 
of higher education qualifications awarded in the fields of study relevant to this Sector varies in terms 
of growth and decline.  Overall growth in these fields – especially in the engineering fields – has been 
moderate and not sufficient to support a growing economy.  The fact that some fields even 
experienced a decline in qualifications awarded impacts on the scarcity of these skills in the total 
economy and therefore also in the MMS.  The historical data presented in this chapter shows that the 
racial profile in these fields is changing very slowly.  The lack of qualified Black professionals will 
seriously hamper the transformation of the MMS for a long time. 

The skills development provision of the MMS is comprehensive and covers many aspects.  An 
important development is the registration of skills programmes.  These programmes provide workers 
(especially those at lower educational levels) with the opportunity to gradually work towards the 
attainment of full qualifications.   

The uptake of learnerships has been disappointing.  Although the newly registered learnerships cover 
a much wider spectrum of occupational categories than the previous apprenticeships, the current 
number of registered learners is still lower than the number of registered apprentices four years ago.  
The drop in learnerships is obviously linked to the downscaling of the industry and the availability of 
trained artisans.  However, a concerted effort is required to increase the number of learners in the 
Sector – not only to provide in the long-term needs of the Sector, but also to contribute to 
government’s objective to afford new entrants to the labour market the opportunity to gain 
qualifications and practical experience through learnerships. 
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Table 3.9  Summary of the supply of skills according to occupational category 

Occupational Group Current employment Skills available in labour market 
Main sources of education and 

training and support Factors that influence supply 

Legislators, Senior Officials, 
Managers and Owner Managers 

 Under-representation of 
HDIs including women 

 Limited number of people with 
combination of industry, 
technical and managerial skills 

 Tertiary education e.g. MBA 
courses 

 Management development 
courses 

 Special executive training 
programmes 

 Availability of HDIs with 
required skills combinations 

Professionals 

 Under-representation of 
HDIs including women 

 General shortage 
 No/very low unemployment (no 

spare capacity) 

 Higher education institutions 
 Existing employees supported 

by bursaries to obtain 
qualifications 

 New entrants supported by 
bursaries 

 Mathematics and science at 
school level 

 Slow change of racial profile 
 Relatively few women available 

in professional categories 
relevant to the Sector 

 High demand in other sectors of 
the economy limits supply to 
MMS 

Technicians and Associated 
Professionals 

 Under-representation of 
HDIs including women 

 General shortage 
 No/very low unemployment (no 

spare capacity) 

 Higher education institutions 
 Existing employees supported 

by bursaries to obtain 
qualifications 

 New entrants supported by 
bursaries 

 Mathematics and science at 
school level 

 Change in racial profile 
relatively slow 

 Relatively few women available 
 High demand in other sectors of 

the economy limits supply to 
MMS 

Clerks Main occupational group in which 
women are employed 

Over supply of people with matric  In-service training  

Service Workers, Shop and 
Market Sales Workers 

Relatively small numbers 
employed 

Over supply  In-service training  

Agricultural and Fishery Workers Very few workers employed Over supply   

Craft and Related Trade Workers   General shortage  Apprenticeships and 
learnerships 

 Relative slow uptake of 
learnerships by employers 

Plant and Machine Operators and 
Assemblers 

 Mainly African men. 
 Large-scale use of migrant 

labour. 

 Over supply 
 Large numbers of unemployed 

experienced workers available 

 Learnerships 
 Skills programmes 
 In-service training 
 ABET programmes 

Relative slow uptake of 
learnerships by employers 
High uptake of skills programmes 
Large uptake of ABET programmes 

 Mainly African men. 
 Large-scale use of migrant 

labour. 

 Over supply 
 Large numbers of unemployed 

experienced workers available 

 Skills programmes 
 In-service training 
 ABET programmes 

Relative slow uptake of 
learnerships by employers 
High uptake of skills programmes 
Large uptake of ABET programmes 

Labourers and Related Workers 
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4 SCARCE AND CRITICAL SKILLS 

4.1 INTRODUCTION 
The skills needs in the MMS emanate from the factors that impact on the MMS as described in Chapter 
1, the labour demand and supply analysis presented in Chapters 2 and 3, the skills development 
needs and responsibilities that originate from the Mining Charter and the National Skills Development 
Strategy, the Mining Sector’s obligations in respect of the agreements reached at the Growth and 
Development Summit and its obligations in respect of the health and safety legislation that control the 
work environment in the Sector.   

This chapter starts with a summary and interpretation of the supply and demand analysis presented in 
the previous two chapters.  It then continues with an outline of the skills development priorities of the 
Sector.  These priorities are first of all expressed in terms of the scarce skills of the sector and 
secondly in terms of the critical skills identified.  Other priorities that are not directly linked to scarce 
or critical skills are also highlighted.   

The chapter lastly identifies a few institutional and other constraints that have an effect on skills 
needs and that impact on skills development in the Sector.   

4.2 EVALUATION OF DEMAND AND SUPPLY 
The overall situation with regard to the demand for and supply of skills in the specific occupational 
categories is summarised in Table 4.1.  The table summarises the evidence of imbalances in the 
labour market found in the previous two chapters, the special factors that influence the demand for 
skills (over and above the growth or contraction of the industry and the replacement demand that 
results from retirement and death) and the main sources of education and training.  The table also 
contains comments on the overall responsiveness of the education and training system to the demand 
for skills and the problems that still remain. 

 



Table 4.1  Summary of demand for and supply of skills in the Sector 

Imbalances in the labour 
market 

Special factors influencing 
demand 

Main sources of 
education and training 

Responsiveness of 
supply to demand 

Problems that still 
remain Occupational Group 

Indications of shortages 
(Long-term vacancies and low 
unemployment) 

 Managers 
(unspecified) 

 Mine overseers 

 Replacement due to 
retirement 

 Need to change racial 
profile 

 Tertiary education and 
MBA courses 

 Management 
development courses 

 Special executive 
training programmes 

 Training opportunities 
sufficient 

 Availability of HDSAs 
with required skills 
combinations Legislators, Senior Officials, 

Managers and Owner 
Managers 

Indications of shortages 
(Long-term vacancies and low 
unemployment) 
Vacancies for 

 Engineers: Electrical 
 Engineers: Mechanical 
 Engineers: Mining 
 Geologists 
 Metallurgists 

 Effective utilisation of 
professionals at mining 
house level may contain 
the growth in demand 

 Need to change racial 
profile 

 Movement out of Sector 

 Higher education 
institutions 

 FET institutions for 
Jewellery Manufacturing 

 

 Total number of 
graduates insufficient 
for growing economy 

 Slow change of racial 
profile 

 Relatively few women 
available in professional 
categories relevant to 
the Sector 

  Existing employees and 
new entrants supported 
by bursaries to obtain 
qualifications 

 Mathematics and 
science at school level 

 High demand in other 
sectors of the economy 

Professionals 

Indications of shortages 
(Long-term vacancies and low 
unemployment) 
Vacancies for 

 Technicians: 
engineering 
disciplines 

 Instrument 
Technicians 

 Mine Surveyors 
 Draughtspersons 

 Need to change racial 
profile 

 Movement out of Sector 

 Higher education 
institutions 

 FET institutions for 
Jewellery Manufacturing 

 

 Total number of 
graduates insufficient 
for growing economy 

 Slow change of racial 
profile 

 Relatively few women 
available in professional 
categories relevant to 
the Sector 

 Existing employees and 
new entrants supported 
by bursaries to obtain 
qualifications 

 Mathematics and 
science at school level 

 High demand in other 
sectors of the economy 

Technicians and Associated 
Professionals 

Over supply of people with 
matric 

  In-service training   Clerks 

Service Workers, Shop and 
Market Sales Workers 

Over supply of people with 
matric 

  In-service training   

Agricultural and Fishery 
Workers 
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Occupational Group 
Imbalances in the labour 

market 
Special factors influencing 

demand 
Main sources of 

education and training 
Responsiveness of 
supply to demand 

Problems that still 
remain 

Craft and Related Trade 
Workers 

Indications of shortages: 
(Long-term vacancies in some 
occupations) 

 Artisans (unspecified) 
 Electricians 
 Instrument Mechanics 
 Fitters and Turners 
 Boilermakers 
 Riggers 
 Millwrights 
 Diamond Sorters 
 Diamond/Stone 

Polishers 

  Apprenticeships and 
learnerships 

 Transition from 
apprenticeships to 
learnerships stifled 
supply 

 Relative slow uptake of 
learnerships by 
employers 

 Long training periods 
inhibit responsiveness.   

 

 Mathematics and 
science at school level 

 

Plant and Machine Operators 
and Assemblers 

 Over supply 
 Large numbers of 

unemployed experienced 
workers available 

 High replacement demand 
due to mortality 
(occupational diseases, 
accidents, HIV/AIDS) 

 Higher levels of literacy 
required 

 Learnerships 
 Skills programmes 
 In-service training 
 ABET programmes 

 Skills programmes very 
suitable – address 
technical skills, 
workplace realities 
(little time for training) 
and health and safety 
requirements. 

 Large-scale uptake of 
skills programmes 

 Large-scale involvement 
of Sector in ABET 

 Need for assessment of 
qualification levels 
(RPL) 

 Impact of ABET is still 
slow.   

Labourers and Related 
Workers 

 Over supply 
 Large numbers of 

unemployed experienced 
workers available 

 High replacement demand 
due to mortality 
(occupational diseases, 
accidents, HIV/AIDS) 

 Higher levels of literacy 
required 

 Skills programmes 
 In-service training 
 ABET programmes 

 Skills programmes very 
suitable – address 
technical skills, 
workplace realities 
(little time for training) 
and health and safety 
requirements. 

 Large-scale uptake of 
skills programmes 

Large-scale involvement of 
Sector in ABET 

 Need for assessment of 
qualification levels 
(RPL) 

 Impact of ABET is still 
slow.   

      

 

 

 



 

4.2.1 Legislators, managers and owner managers 
In Chapter 1 (Section 1.5.1) the legislative provisions for the development of a more equitable 
distribution of the benefits of South Africa’s mineral resources have been described.  An important 
cornerstone of redistribution is a shift in ownership of companies to HDSAs.  However, the success of 
ownership depends on the combination of technical knowledge and understanding of the industry, 
entrepreneurial and business skills.  New participants in the Sector need to be skilled in at least two 
distinct areas, namely in the understanding of the MMS technical environment (e.g. mining methods) 
and in MMS business environment.  The development of these skills that support HDSA ownership in 
the MMS is a priority that will be addressed in the planning period.  

The Mining Charter sets the specific target of 40 % HDSAs in management.  The Sector profile 
indicates that the current overall ratio is relatively close to the target (see Table 2.2).  However, it is 
important to continue to support management development at all levels.  In Chapter 1 it has also 
been stressed that companies in the MMS operate within a very competitive global environment.  For 
this reason it is necessary to increase the depth of managerial talent by providing managers 
(specifically HDSAs) with international exposure.   

4.2.2 Professionals, Technicians and Associated Professionals 
The professional and technician skills that are specifically relevant to this Sector are: Mining 
Engineering, Metallurgy, Chemical Engineering, Geology, Electrical Engineering, Mechanical 
Engineering, Environmental Management, Analytical Chemistry, Mine surveying, Jewellery Design and 
Manufacturing, Accounting, Financial Management, Human Resources Management and Information 
Technology. 

The transformation of the Sector requires greater racial and gender equity in all occupational 
categories.  The profile of the Sector clearly shows that participation of HDSAs in the occupational 
categories “Professionals” and “Technicians and Associated Professionals” is still lagging behind.  
Although the number of Black graduates who qualify may increase substantially over the next few 
years, the inflow of new graduates is small relative to employment in the professional categories and 
therefore it will take time to change the racial profile of these occupations.  Another aspect of the 
problem is the inability of the Sector to retain young graduates (including those who studied with 
bursaries from employers in the Sector) in a labour market where there is a general shortage of Black 
engineers and other professionals.  This Sector finds itself at a disadvantage because of the 
geographical location of most of its operations and the relatively unappealing work circumstances.75   

The scarcity of high level technical skills MMS does not only pertain to skills that are developed at 
higher education institutions.  In certain components of the industry, for example Jewellery 
Manufacturing and Diamond Processing, most of the technical skills are developed at FET level or in 
the workplace.76  Specific areas that require attention is the evaluation of rough diamond gemstones, 
marking and grading.  Due to the computerisation of processes the Jewellery Manufacturing subsector 
also experience an increase in the need for people with skills in information technology (see Section 
2.4). 

In the CLAS Subsector a considerable amount of practical experience and industry knowledge is 
required before workers can become proficient managers, professionals and technicians.  For this 
component of the Sector it is more useful to invest in the advancement of workers who are already in 
the Sector than to source new entrants from higher education institutions.77   

4.2.3 Clerks and Service Workers, Shop and Market Sales Workers 
Clerical staff and Service Workers are easily sourced in the current labour market.  These workers 
mostly need a FET-level qualification and are easily trained through in-service training.  

                                                
75 Comment stated repeatedly in all SSP development workshops. 
76 Comments of participants in the SSP development workshop for Diamond Processing and Jewellery Manufacturing. 
77 Comments of participants in the SSP development workshop for CLAS and Other Mining. 
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4.2.4 Craft and Related Trades Workers 
The vacancies reported by employers suggest that there may be some shortages of experienced 
artisans.  At a macro-level it is important for the Sector to take a long-term view in respect of the 
development of artisan and other technical skills.  Even though the Sector has been shrinking and is 
currently still facing difficult economic circumstances, the long lead times involved in the development 
of these skills require continued investment in the learnerships through which artisans are trained in 
order to avoid skills shortages in future. 

4.2.5 Plant and Machine Operators and Assemblers and Labourers and Related Workers 
These two categories of workers form the bulk of the labour force of the MMS.  Expansion or 
contraction of the industry immediately affects thousands of workers in these categories.  In the 
demand scenarios presented in Chapter 3 it was illustrated that if the growth rate of the past two 
years could be sustained over the next five years, the Sector would need to employ more than 10 000 
workers in each of these categories per year.  On the other hand, the closure of mining operations 
could leave thousands of workers in a particular area unemployed.  This could further increase the 
high numbers of unemployed ex-mineworkers already present in the labour market.  

As indicated in Chapters 1 and 2, the downsizing of certain components of the MMS is a reality which 
needs to be faced.  The life span of individual mining operations depends on the combination of 
factors such as the depth and quality of ore deposits, cost factors, the price of the commodity and the 
exchange rate.  The volatility brought about by these factors means that the Sector is faced with the 
need to facilitate the transition from employment in the MMS to employment elsewhere in the 
economy and to try to avoid further large-scale unemployment.  Skills development of the workforce 
(especially in these two occupational categories) is a critical component of this transition.  The 
enhancement of the quality of labour in the MMS to ensure the portability of skills is an overall priority 
in the MMS.  The aim is to ensure that workers who are released from the MMS are employable in 
other sectors.   

In Chapter 2 it was indicated that as much as 25 % of the workers in the Sector have no formal 
school qualifications and as much as 61 % have not attained NQF level 1.  Increasing the overall 
educational levels of the workforce in the MMS is an important priority.  This priority originates not 
only from policy documents such as the Mining Charter and the National Skills Development Strategy, 
but also from health and safety requirements, technological changes and recent changes in the way in 
which work is organised within mining operations.  The Sector is to a very large extent involved in the 
provision of ABET programmes.  However, the impact of these programmes on the overall educational 
profile is not yet visible. 

Many workers in the MMS have long years of work experience and might have been exposed to 
various forms of training in the workplace.  However, the skills acquired in this manner are not 
necessarily reflected in their formal qualifications.  In order to purposefully implement skills 
development programmes for these workers their current skills levels need to be assessed.  Similarly, 
workers of whom certain competencies are required in terms of health and safety regulations need to 
be assessed.   

The concept of skills programmes has been defined and the importance of skills programmes in the 
MMS has been highlighted in Section 3.4.4.  Skills programmes have become a very important 
component of the training provision for the two occupational categories under discussion. 

4.3 SCARCE SKILLS 
Annexure H contains a list of scarce skills as required by the DoL.  The information on scarce skills 
was obtained from a study commissioned by the MQA on scarce and critical skills in the MMS.  The 
study took place in July and August 2006.   

The study consisted of the analysis of Section 3 (scarce and critical skills) of the WSPs for the period 1 
April 2006 to 31 March 2007 (Year 7) and a survey of a sample of companies in the MMS that had not 
submitted WSPs. Survey information was collected through telephonic interviews with skills 
development facilitators (SDFs), human resources managers or the owners of companies. A structured 
interview schedule consisting of closed and open-ended questions was used.  Most of the companies 
whose information had been obtained from WPSs were large companies that employed 150 or more 
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people while the survey consisted mainly of companies that employed fewer than 150 people.  Scarce 
and critical skills data from a total of 379 companies operating in the MMS were analysed. 

The survey results revealed that the number of positions which could not be filled due to skills 
shortages amounted to 12 422 or 2.6% of total employment.  Nearly half of the companies had tried 
to recruit employees in the year preceding the survey, and 22.4% of the companies had found it 
difficult to obtain suitable candidates for certain positions.  The Gold Mining subsector reported the 
highest percentage (48.9%) of scarce skills in the sector, and the Services Incidental to Mining and 
Coal Mining subsectors each reported 16%.  Less than 4% of the total scarce skills were identified by 
the PGM Mining and Jewellery Manufacturing subsectors.  Smaller companies employing fewer than 
150 people were relatively more affected by skills shortages than the larger companies. 

Most of the skills shortages occurred in the occupational categories technicians and trades workers 
(5 159 vacant positions), professionals (3 100 vacant positions) and machinery operators and drivers 
(2 579 vacant positions). 

In the technicians and trades workers category, most of the hard-to-fill vacancies were for mechanical 
engineering and mining technicians (3 515 vacant positions); qualified electricians were also in short 
supply in the sector (322 vacant positions).  A clear need for team leaders/supervisors (450 vacant 
positions) was also identified. In the Jewellery Manufacturing subsector, 104 vacant positions for 
jewellers, jewellery manufacturers and/or goldsmiths were indicated. The main problem in finding 
suitable technicians and trade workers was the lack of people with sufficient technical or trade worker 
qualifications. 

Professional positions in engineering (2 448 vacant positions) were difficult to fill as were positions 
relating to geology (205 vacant positions) and mine surveying (240 vacant positions). The shortage of 
engineering skills impacted severely on the Gold Mining and Other Mining subsectors. Difficulties in 
finding suitable candidates for professional positions could be traced to a lack of appropriately 
qualified and experienced applicants as well as to a general shortage of skills in the South African 
labour market. 

In the occupational category machinery operators and drivers, most of the hard-to-fill vacancies were 
for miners (1 625 vacant positions) while companies in the sector also found it difficult to fill positions 
for operators of equipment such as drilling machinery (269 vacant positions) and cranes/hoists/lifts 
(266 vacant positions).  The Services Incidental to Mining subsector experienced difficulties in filling 
driller vacancies (244 vacant positions), and the Cement, Lime, Aggregates and Sand (CLAS) 
subsector could not find sufficient qualified and experienced truck drivers.  As was the case in other 
occupational categories, a lack of experienced and sufficiently qualified operators was the main reason 
for companies’ unsuccessful attempts to fill vacancies for machinery operator and driver positions. 

Companies in the MMS had less difficulty filling vacancies in the management, labourer, and clerical 
and administrative categories.  Less than a tenth of vacancies were indicated for labourers (1 198 
vacant positions) of which the majority were for mining support workers.  Only 348 vacant managerial 
positions (mainly for operations managers) and 39 clerical and administrative positions in the sector 
were hard to fill. 

4.4 CRITICAL SKILLS 
The concepts “critical skills” or “skills gap” are used to refer to the qualitative deficiencies that may 
occur in the skills of people who are already employed in the Sector.  These deficiencies are normally 
very specific to a particular job and occur as a result of changes in the work environment such as 
changes in technology used by a certain employer, changes in legislation (for example health and 
safety legislation) etc.  In the MMS skills gaps are generally taken care of by employers through in-
service training.  The skills gaps that do occur in the Sector are therefore reflected in the skills 
development priorities that employers determine for themselves.   

The critical skills needs of the Sector are also reported in Annexure H.  The information reflected in 
the Annexure was also obtained from the study on scarce and critical skills cited in 4.3 above.  In the 
study it was found that the number of employees in the MMS who required additional training in 
critical skills areas amounted to 17 854 or 3.8% of total employment.  Nearly half of the surveyed 
companies reported critical skills needs, and, of these, 65.3% were small companies employing 49 or 
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fewer people.  A quarter of the people who needed training were employed by the PGM Mining 
subsector, 16.2% by the Diamond Mining subsector and 15.2% by the Coal Mining subsector.  
Overall, more than half of the employees who worked in small companies (49 and fewer employees) 
in the sector lacked certain critical skills.   

Most of the employees who lacked critical skills were employed as machinery operators and drivers 
(N= 9 911) or technicians and trade workers (N= 4 479) in the Sector; 1 173 clerks/administrators 
and 1 385 mining support workers also needed additional training.  

In the category machinery operators and drivers, the majority of employees in need of skills 
upgrading were miners (N=8 495).  Most of them worked in the PGM Mining and Diamond Mining 
subsectors, and they required additional skilling in a number of skills areas such as rockbreaking and 
blasting, health and safety, manufacturing and production, and communication.  In addition, 1 266 
operators of equipment such as drilling machines, bulldozers and loaders lacked skills. For example, all 
the workers needing training in the CLAS subsector (N=501) were operators of machinery.  Machine 
maintenance and advanced technical skills as well as ABET, health and safety, and communication 
were some of the areas indicated in which machinery operators lacked skills. 

Mining technicians (N=2 213) constituted almost half of the people in the category technicians and 
trade workers who needed additional training.  A substantial number of electricians (N=605), 393 
jewellery manufacturers/goldsmiths, 289 boilermakers and 202 diamond polishers lacked critical skills.  
Most of the technicians and trades workers who required additional skills were employed in the Coal 
Mining, Services Incidental to Mining and Jewellery Manufacturing subsectors.  Advanced technical 
skills, artisan skills, communication, and health and safety were the skills areas in which most training 
was needed 

Three-quarters of the clerical and administrative staff who required additional training worked as 
administration, human resources and finance clerks.  The Other Mining, Gold Mining and Services 
Incidental to Mining subsectors employed most of the administrators on this level who lacked 
technical, health and safety, sales and marketing, and communication skills.  

In the professional (N=328) and managerial (N=194) categories, fewer people with skills 
shortcomings were identified.  Most of the managers who needed more training were employed in 
production or as mine managers.  They required improved technical, health and safety, sales and 
marketing, and communication skills while the majority of professionals in need of training were 
employed in technical professions such as engineering and geology.  They required additional training 
in advanced technical skills, engineering, and health and safety. 

4.5 OTHER SKILLS DEVELOPMENT PRIORITIES 

4.5.1 Development of mining communities and communities in labour sending areas 
It is a priority for the MMS to support the economic development of communities where mining takes 
place and communities based in the main labour sending areas of the country.  In Chapter 1 the close 
relationship between mining companies and the surrounding communities has been explained.  By 
stimulating other economic activities through skills development in the mining communities and in 
communities from which migrant workers originate, the potential for job creation and the absorption 
of retrenched mine workers into the local labour markets are enhanced. 

4.5.2 Supporting beneficiation in local areas through skills development 
The relatively low levels of beneficiation and the fact that most of our mineral production is exported 
have been mentioned in earlier chapters.  Although the bulk of beneficiation activities would fall 
outside the MMS, for example in the Manufacturing Sector, the MMS needs to support skills 
development in terms of beneficiation in general and specifically where it ties in with local community 
development and job creation for retrenched workers of the MMS.  The one component of 
beneficiation which falls within the MMS, namely jewellery manufacturing needs special attention. 

4.5.3 Training and development of retrenched employees 
A last priority is the training of employees who have already been retrenched or who stand to be 
retrenched.  It is important to start the training for positions outside the MMS as early as possible 

 Page 56



before retrenchment, while the workers are still in employment.  The main aim would be to provide 
these employees with skills that are in demand in other sectors and with entrepreneurial skills. 

4.6 INSTITUTIONAL AND OTHER CONSTRAINTS 

4.6.1 Constraints in the assessment of prior learning 
Although the assessment of the skills of all individual workers is essential for skills development, there 
are many practical impediments to such a process.  For large organisations the mere magnitude of the 
task is a barrier.  Some organisations in the Sector employ as many as 30 000 workers, most of whom 
are below NQF level 1.  Smaller organisations on the other hand don’t have the in-house skills to 
perform assessments and are situated in remote parts of the country, far from assessment facilities.  

4.6.2 Mathematics and physical science at school level 
The quality of mathematics and physical science education at school level is a major constraint that 
impacts on the supply of high-level skills to the Sector.  For most of the fields of study relevant to the 
Sector these two subjects are prerequisites.   

4.6.3 Constraints in the uptake of learnerships 
At the end of 2003 the MQA commissioned an independent investigation into the capacity of the 
Sector to deliver on its targets for learnerships and the resource constraints faced by the Sector.78  
This study found that the Sector actually has limited capacity to accommodate large numbers of 
unemployed learners on learnerships.  Given the continuous downsizing of the Sector itself, most of 
the learners would have to be trained on learnerships for which there is a demand outside the MMS.  
In terms of the learnerships registered with the MQA, this limits the scope to ten engineering 
learnerships – all of which are two to four years in duration.  The constraints faced by employers 
include the cost of these learnerships and legislative requirements (health and safety requirements) 
that impede the provision of workplace/experiential training.  Apart from these practical constraints, it 
is generally very difficult for companies to take on learners while they are retrenching their own 
employees or while they are faced with high levels of uncertainty regarding their own future.79 

4.7 CONCLUSIONS 
The skills priorities that will guide the interventions of the MQA over the planning period are 
influenced by a variety of factors.  In the formulation of these priorities a thorough assessment was 
made of the skills situation in the Sector, the factors that impact on the Sector and the requirements 
of three guiding policy documents, namely the Mining Charter, the draft NSDS and the undertakings 
of government, business and labour at the GDS. 

First of all, the priorities address scarce skills in the Sector.  The development of new entrants into 
occupations in which there is a shortage of skills links with the need for transformation in the Sector.  
Skills development strategies in this regard will be aimed specifically at changing the racial profile of 
the managerial, professional and technical occupational categories. 

The priorities set out in this chapter also address the skills needs of the current workforce that mostly 
have their origins in the business environment of the Sector.  Employers will be supported to continue 
with the provision of training and wherever possible training will be structured and linked to unit 
standards and qualifications so that workers can receive formal recognition for skills acquired.  This 
will facilitate career development within the Sector.  

The possibility of continued downsizing and closure of operations and the associated retrenchments is 
a reality with which the Sector needs to deal in a constructive manner.  These changes affect the 
communities surrounding mining operations as well as labour sending areas.  Priorities in this regard 
include community development, supporting of beneficiation through skills development and the 
training of retrenched mine workers.  

                                                
78 This study has not yet been completed and accepted by the MQA.  The findings cited above are interim results only. 
79 Comments made by participants in the SSP development workshops. 
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5 SMALL BUSINESS AND ENTREPRENEURIAL OPPORTUNITIES 
AND OTHER NSDS PRIORITIES 

5.1 INTRODUCTION 
This chapter deals with a number of National Skills Development Strategy (NSDS) objectives to which 
the MQA will be attending in the period covered by this SSP.  These areas include small business and 
entrepreneurial opportunities, support to small levy paying and non-levy paying firms, adult basic 
education and training, the promotion of national standards of good practice and stakeholder capacity 
building.  

5.2 SMALL BUSINESS AND ENTREPRENEURIAL OPPORTUNITIES 
The stimulation and support of new enterprise development through skills development is an 
important priority for the MMS.  This priority originates from the objectives of the NSDS as well as the 
BEE objectives of the Mining Charter.  Moreover it is necessitated by the economic realities of the 
Sector itself.   

Over the last few years the MQA has identified various areas in which small enterprise development is 
possible and the Seta has already put in place a number of programmes to support entrepreneurs.  
The specific areas that lend themselves to small enterprise development are summarised in Table 5.1 
below.  The business opportunities fall in four main areas: outsourced functions, small-scale mining, 
jewellery manufacturing and business opportunities outside the MMS.. 

5.2.1  Outsourced functions 
There is an overall tendency in the Sector to outsource functions to other (often smaller or 
specialised) businesses.  This outsourcing is mainly driven by economic considerations.  However, the 
legislative and policy framework described in Chapter 1 requires companies to give preference to BEE 
firms.  This creates the opportunity for new enterprise development – especially by HDSAs.  These 
businesses may include catering, cleaning and transport services, payroll and benefit administration 
and computer support.   

5.2.2 Small-scale mining 
The importance and growth potential of small-scale mining have been mentioned in earlier chapters of 
the SSP.  The MQA has already trained many potential small-scale miners in mining methods and 
business skills.  Small-scale mining is in particular an avenue to promote women’s involvement in the 
MMS.   

5.2.3 Jewellery manufacturing 
The beneficiation of raw materials in South Africa as a means of stimulating economic activity and of 
creating employment has already been identified by the MQA in 2002.  Jewellery manufacturing, 
which is the main beneficiation process located in this Sector is not only seen as an area for creating 
employment to new entrants to the labour market, but it is also seen as a source of potential 
employment for workers leaving the mining industry.80  The MQA has been purposefully involved in 
training for jewellery manufacturing over the last three years.  Qualifications and training materials 
have been developed.  Training takes place by and in close co-operation with various Public FET 
colleges. 

5.2.4 Business opportunities outside the MMS 
In 2001/2002 the MQA started to investigate the possibilities of entrepreneurial development of mine 
workers who were retrenched.  Studies were undertaken in a number of communities that were 
affected by mine closures.  The investigations included analyses of the local economies and the local 

                                                
80 MQA, Project proposal to the NSF. 
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economic development plans.  The skills development areas were selected to utilise the existing skills 
of mine workers as far as possible.  This resulted in the development of training programmes for ex-
mineworkers in the following areas: 

 Brick making 

 Carpentry 

 Building 

 Electrical installation 

 Electrician (repair) services 

 Mechanical services. 

5.2.5 Learners to be trained 
The SMME areas and the number of learners to be trained in each of them over the planning period 
are summarised in Table 5.1. 

Table 5.1  Small business and entrepreneurial opportunities in the Sector 

Main area Specific business opportunities 
Geographical location of 
business opportunities 

Number 
of 

learners  
to be 

supported 
Catering services 
Cleaning services 

Outsourced functions Country-wide close to mining 
operations 

20 

Transport services 
Payroll and benefit administration 
IT support 

Specialised consulting 
services 

Technical consulting Country-wide close to mining 
operations 

5 

Mining of ore-deposits Small-scale Mining Depending on mineral deposits 500 
CLAS 

Jewellery Manufacturing Jewellery manufacturing Country-wide.  Best placed in 
jewellery manufacturing “hubs” 
such as found in Gauteng and 
Western Cape. 
Also link to tourism. 

200 

Manufacturing 
 - Brick making 
 - Carpentry 
Building and construction 
 - Building 
 - Carpentry 
 - Electrical installation 

Country-wide close to construction 
projects such as housing projects.  

Business opportunities 
outside the MMS 
(specifically suitable for the 
development of retrenched 
mine workers) 

Services 
 - Electrician services 
 - Mechanical services 

Country-wide.  Mostly in urban 
areas 

500 

Total   1 225 

 

5.3 SUPPORT TO SMALL LEVY PAYING AND NON-LEVY PAYING FIRMS 
In Chapter 1 of this report it has been established that 70 % of the organisations in the MMS are 
small – i.e. employ fewer than 50 people.  Most of the small organisations are in the CLAS and 
jewellery manufacturing subsectors.   

The MQA has attempted in numerous ways to support small organisations in the MMS.  Since 2002 
the Seta has employed special skills development facilitators who assisted small organisations with the 
development and submission of WSPs and ATRs.  This outreach programme has brought a significant 
number of small organisations into the levy-grant system.   
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In 2003/2004 the MQA commissioned three studies into the skills development needs of the 
subsectors in which the small organisations occur, namely small scale mining, CLAS and jewellery 
manufacturing.  The results of these studies have been quoted throughout the previous chapters of 
this report and the needs of small organisations have been incorporated in the qualification structure 
of the MMS, the learnerships and skills programmes and in the special programmes initiated by the 
MQA.  The Seta’s support for small organisations will continue throughout the period covered by this 
SSP.  

5.4 ADULT BASIC EDUCATION AND TRAINING 
In Chapter 1 of this report it has been established that 61% of the workers in the MMS (more than 
300 000 people) are potential candidates for ABET.  The MQA has accordingly instituted various 
measures to promote and support ABET.  These include 

 Skills development of ABET Facilitators 

 ABET 1, 2, 3, and 4 grants 

 Incentives to use of the ABET RPL toolkit developed by the MQA and 

 The development of ABET learning material. 

These activities will continue during the period covered by this SSP.  In addition the MQA will task the 
SGB to revisit the MQA Qualification Framework in order to develop “building blocks” to full 
qualifications.  At this stage large numbers of workers with low qualification levels are trained through 
skills programmes (which lead to the achievement of unit standards).  If structured and utilised 
correctly, these skills programmes can assist many workers to achieve full qualifications at NQF level 
1 or higher.  

5.5 NATIONAL STANDARD OF GOOD PRACTICE 
At this stage a total of 28 organisations in the Sector have committed themselves to a standard of 
good practice.  Most of them (21) have already achieved a standard.  The MQA has developed a 
special grant to support organisations in the implementation of the Investors in People standard and 
will continue to encourage organisations to commit to a standard. 

5.6 STAKEHOLDER CAPACITY BUILDING 
The MQA has, since its inception, recognised the importance of the active and effective participation 
of all stakeholders in its structures.  All structures consist of representatives of employers, employees 
and the state.  The MQA has developed guidelines for the development of stakeholder capacity and 
provides for support of stakeholders in its annual budget.  Capacity building of stakeholders take 
many forms including payment of allowances to enable stakeholders to participate in MQA activities, 
training of stakeholders for fulfil their functions in the various structures and the provision of funding 
to assist stakeholders to co-ordinate the activities of their representatives and to promote their 
reporting and mandating processes. 

5.7 CONCLUSION 
In this chapter a number of specific NSDS objectives were discussed and indications have been given 
of how the MQA will contribute to the attainment of these objectives.  All the objectives cited in this 
chapter have received attention from the MQA prior to the development of this SSP – in fact, some of 
the issues have been receiving attention since the establishment of the Seta.  The MQA will continue 
its work in all these areas during the period covered by this SSP.  The strategic plan of the Seta is 
attached to this document as Annexure I.   
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ANNEXURE A 
SUBSECTORS 

SIC Code 

(Dept of Labour) 
Description of activity Sub-sector 

Coal Mining 21000 Mining of coal and lignite 

23000 Mining of gold and uranium ore 

23001 Thin tabular operations 

23002 Thick tabular operations 
Gold Mining 

 
23003 Massive mining operations 

24000 Mining of metal ores, except gold and uranium 

PGM Mining 24240 Platinum group metals 

25200 Mining of diamonds (including alluvial diamonds) 

25201 Marine mining operations Diamond Mining 

25202 Coastal mining operations 

24100 Mining of iron ore 

24200 Mining of non-ferrous metal ores, except gold and uranium 

24210 Chrome 

24220 Copper 

24230 Manganese 

24290 Other metal ore mining, except gold and uranium 

25000 Other mining and quarrying 

25102 Open cast/strip mining operations 

25103 Open pit operations 
Other Mining 

25300 Mining and quarrying n.e.c. 

25310 Mining of chemical and fertilizer minerals 

25311 Phosphates 

25319 Other chemical and fertilizer mineral mining 

25320 Extraction and evaporation of salt 

25390 Other mining and quarrying n.e.c. 

25391 Mining of precious and semi-precious stones, except diamonds 

25392 Asbestos 

25399 Other minerals and materials n.e.c. 

34240 Manufacture of cement, lime and plaster 

25100 Stone quarrying, clay and sandpits 

25110 Dimension stone (granite, marble, slate, and wonderstone) 

25101 Quarrying/dimension stone operations 
Cement, Lime, Aggregates 
and Sand (CLAS) 

25120 Limestone and lime works 

25190 Other stone quarrying, including stone crushing and clay and 
sandpits 

92004 Education by technical colleges and technical institutions Services Incidental to 

87000 Research and development 
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SIC Code 
Sub-sector Description of activity 

(Dept of Labour) 

Mining 29000 Service activities incidental to mining of minerals 

39212 Diamond cutting and polishing 
Diamond Processing 

39219 Other precious and semi-precious stone cutting and polishing 

39210 Manufacture of jewellery and related articles Jewellery Manufacturing 

Jewellery and related articles composed of precious metals, 
precious and semi-precious stones and pearls 

 39211 

 

 

 A-2



 

ANNEXURE B 
METHODOLOGY USED IN THE DEVELOPMENT OF A SECTOR PROFILE 

There is no single database that provides a complete and comprehensive profile of the MMS as it has 
been defined for the purposes of the Skills Development Act.  In order to develop such a profile a 
variety of data sources were used.  For each of the subsectors and for each of the variables needed in 
the profile, the sources that provided the best data were selected.   

Mining 

For the five mining subsectors the DME’s database of mines (average employment in 2004) was used 
to establish total employment in each subsector.  This database is maintained and updated every 
quarter when all mining operations are required to submit information to the DME.  At the end of 
December 2004 the database contained information on 738 active mining operations.  The 
employment and earnings figures provided on this database are used by Statistics South Africa in their 
quarterly Survey of Employment and Earnings (SEE) and are regarded as the official statistics on 
employment in the Mining Industry.  

The DME database contains information on the provincial distribution of workers.  Organisation size 
was calculated from the employment totals on the database.   

Information on population group, gender, occupational distribution and educational levels was not 
available from the DME database.  However, the MQA has a relatively high return of WSPs every year 
and the WSPs contain comprehensive information on the workforce of the sector.  The WSPs 
submitted for the financial year 2004/2005 represented approximately 70% of the workers in the 
sector.  Thus, for the purpose of establishing a sector profile these variables were determined by 
applying the distributions observed in the WSPs submitted for 2004/2005 to the employment totals in 
the DME database.   

For example:  The employment figures given by employers in the coal mining subsector in their year 
2004/3005 WSP submissions are shown in Table B1.  The percentage distribution of workers in each 
sub-category can be seen in Table B2.  The calculation of total employment in the coal mining 
subsector (based on the DME database) was 50 796.  The percentage distribution in Table B2 was 
applied to the total of 50 796 to arrive at a sub-sector profile of the coal mining industry shown in 
Table B3.  Each of the profiles of the mining sub-sectors was calculated in the same manner.  The 
same methodology was used to obtain an educational profile – only educational levels as given in the 
WSPs were used instead of occupational categories. 
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Table B1: Employment in the coal mining subsector according to occupation, population 
group and gender: WSPs 2004/2005 

Population group and gender 

Occupation AM AF CM CF IM IF WM WF Total 

Legislators, Senior Officials, 

Managers and Owner Managers 
120 10 17 7 14 2 796 61 1 027

Professionals 117 11 3 37 19 7 415 67 676

Technicians and Associated 

Professionals 
505 36 9 73 14 6 959 167 1 769

Clerks 775 146 5 32 14 23 89 500 1 584

Service Workers, Shop and Market 

Sales Workers 
205 10 0 6 6 1 42 24 294

Agricultural and Fishery Workers 40 0 0 0 0 0 0 0 40

Craft and Related Trade Workers 2 582 26 35 134 36 1 2 237 25 5 076

Plant and Machine Operators and  

Assemblers 
8 652 45 30 6 19 0 222 3 8 977

Labourers and Related Workers 3 901 158 18 0 8 0 82 1 4 168

Apprentices and Section 18 (1) Learners 220 25 3 4 14 0 93 7 366

Total 17 117 467 120 299 144 40 4 935 855 23 977

 

Table B2: Percentage distribution of employment in the coal mining subsector according 
to occupation, population group and gender: WSPs 2004/2005 

Population group and gender 

Occupational category AM AF CM CF IM IF WM WF 
Total 

Legislators, Senior Officials, 

Managers and Owner Managers 
0.5 0.0 0.1 0.0 0.1 0.0 3.3 0.3 4.3

Professionals 0.5 0.0 0.0 0.2 0.1 0.0 1.7 0.3 2.8

Technicians and Associated Professionals 2.1 0.2 0.0 0.3 0.1 0.0 4.0 0.7 7.4

Clerks 3.2 0.6 0.0 0.1 0.1 0.1 0.4 2.1 6.6

Service Workers, Shop and Market 

Sales Workers 
0.9 0.0 0.0 0.0 0.0 0.0 0.2 0.1 1.2

Agricultural and Fishery Workers 0.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.2

Craft and Related Trade Workers 10.8 0.1 0.1 0.6 0.2 0.0 9.3 0.1 21.2

Plant and Machine Operators and 

Assemblers 
36.1 0.2 0.1 0.0 0.1 0.0 0.9 0.0 37.4

Labourers and Related Workers 16.3 0.7 0.1 0.0 0.0 0.0 0.3 0.0 17.4

Apprentices and Section 18 (1) Learners 0.9 0.1 0.0 0.0 0.1 0.0 0.4 0.0 1.5

Total 71.4 1.9 0.5 1.2 0.6 0.2 20.6 3.6 100.0
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Table B3: Estimated employment in the coal mining subsector according to occupation, 
population group and gender 

Population group and gender 

Occupational category AM AF CM CF IM IF WM WF 
Total 

Legislators, Senior Officials, 

Managers and Owner Managers 
254 21 36 15 30 4 1686 129 2176

Professionals 248 23 6 78 40 15 879 142 1432

Technicians and Associated Professionals 1070 76 19 155 30 13 2032 354 3748

Clerks 1642 309 11 68 30 49 189 1059 3356

Service Workers, Shop and Market 

Sales Workers 
434 21 0 13 13 2 89 51 623

Agricultural and Fishery Workers 85 0 0 0 0 0 0 0 85

Craft and Related Trade Workers 5470 55 74 284 76 2 4739 53 10754

Plant and Machine Operators and 

Assemblers 
18330 95 64 13 40 0 470 6 19018

Labourers and Related Workers 8264 335 38 0 17 0 174 2 8830

Apprentices and Section 18 (1) Learners 466 53 6 8 30 0 197 15 775

Total 36263 989 254 633 305 85 10455 1811 50796

 

CLAS 

Total employment in the CLAS Subsector was estimated in the HSRC study of the subsector.  The 
CLAS Subsector study was one of three studies commissioned by the MQA to specifically obtain 
detailed information on smaller components of the MMS that are easily subsumed in the large 
employment numbers of the other mining subsectors. 

As this study focused on this subsector specifically, its estimate of total employment was used 
throughout the analysis.  Other variables were determined by applying the distributions observed in 
the WSPs of 2004/2005 as described in the example of coal mining above.  This was necessary 
because the HSRC study did not provide all the biographical information as required by the SSP. 

Services Incidental to Mining 

The organisations in this subsector are in the MMS by choice.  They expressed their choice by 
registering with the MQA and by submitting WSPs.  For this reason the figures provided in the WSPs 
were used throughout. 

Diamond Processing and Jewellery Manufacturing 

To arrive at an estimate of total employment in the Diamond Processing and Jewellery Manufacturing 
subsectors SDL payments were used.  It was assumed that there is a direct relationship between the 
amount of levies paid by an organisation and the number of people employed.  It was also assumed 
that organisations in a particular subsector would have similar wage structures and that the 
employment-levy relationship of companies that submitted WSPs would be the same as for those in 
the same subsector that did not submit WSPs.  Thus total employment of these two subsectors was 
calculated using the following formula: 

Ess =Lss/Lw X Ew 

where  

Ess – Total employment in the subsector 

 B-3



Lss – Total levies paid by organisations in the subsector 

Lw – Total levies paid by organisations that submitted WSPs in Year 2004/2005 

Ew – Total employment in organisations that submitted WSPs in Year 2004/2005 

After calculating total employment for each subsector the distributions used in the WSPs were used to 
calculate the other variables.  The total Sector profile was obtained by adding together the respective 
subsector profiles. 

 

The data used for the respective subsectors is summarised in table B1. 

Table B1  Data sources used to determine the profile of the MMS 
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Subsector 

Coal Mining DME database DME database DME database WSPs  WSPs  WSPs  

Gold Mining DME database DME database DME database WSPs  WSPs  WSPs  

PGM Mining DME database DME database DME database WSPs  WSPs  WSPs  

Diamond Mining DME database DME database DME database WSPs  WSPs  WSPs  

Other Mining DME database DME database DME database WSPs  WSPs  WSPs  

CLAS CLAS Study WSPs  WSPs  WSPs  WSPs  WSPs  

Services Incidental to Mining  WSPs WSPs WSPs WSPs WSPs WSPs 

Diamond Processing Calculated on levies paid WSPs  WSPs  WSPs  WSPs  WSPs  

Jewellery Manufacturing Calculated on levies paid WSPs  WSPs  WSPs  WSPs  WSPs  
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ANNEXURE C 
MQA STRATEGY TO SUPPORT THE 

BROAD-BASED SOCIO-ECONOMIC EMPOWERMENT CHARTER FOR THE SOUTH AFRICAN 
MINING INDUSTRY 

 

 

BACKGROUND TO THE MINING CHARTER 

The Broad-Based Socio-Economic Empowerment Charter for the South African Mining Industry (Mining 
Charter) was developed in 2002 in response to the requirement of the Mineral and Petroleum 
Resources Development Act for the development of such a Charter.  The development of the Charter 
was a joint effort by all the Stakeholders in the Mining industry and after an intense consultation 
process it was accepted by Government, employers and labour.  The Charter was accepted by 
Parliament in October 2002.  The Charter covers a wide range of areas for transformation including 
human resources development, employment equity, migrant labour, mine community and rural 
development, housing and living conditions, procurement, ownership and joint ventures, beneficiation, 
licensing and financing.  Together with the Charter, a scorecard was developed for the measurement 
of companies’ progress towards the objectives set out in the Charter. 

 

VISION 

The actions and commitments of the Mining Charter were based on “a shared vision of a globally 
competitive mining industry that draws on the human and financial resources of all South Africa’s 
people and offers real benefits to all South Africans”  and the goal of the Charter is “to create an 
industry that will proudly reflect the promise of a non-racial South Africa.” 

 

RECOGNITION OF THE CURRENT SITUATION IN THE MINING INDUSTRY 

The Charter starts by recognizing  

 “The history of South Africa, which resulted in blacks, mining communities and women largely 
being excluded from participating in the mainstream of the economy, and the formal mining 
industry’s stated intention to adopt a proactive strategy of change to foster and encourage black 
economic empowerment (BEE) and transformation at the tiers of ownership, management, skills 
development, employment equity, procurement and rural development; 

 

 The imperative of redressing historical and social inequalities as stated by the Constitution of the 
Republic of South Africa, in inter alia section 9 on equality (and unfair discrimination) in the Bill of 
Rights; 

 

 The policy objective stated in the Mineral and Petroleum Resources Development Act to expand 
opportunities for historically disadvantaged persons to enter the mining and minerals industry or 
benefit from the exploitation of the nation’s mineral resources; 

 

 The scarcity of relevant skills has been identified as one of the barriers to entry into the mining 
Sector by historically disadvantaged South Africans (HDSA’s); 

 The slow progress made with employment equity in the mining industry compared to other 
industries. 

 

OBJECTIVES 
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The objectives of the Charter clearly linked to human resources development.  These objectives are 
to: 

 Promote equitable access to the nation’s mineral resources to all the people of South Africa;  

 Substantially and meaningfully expand opportunities for HDSA’s including women, to enter the 
mining and minerals industry and to benefit from the exploitation of the nation’s mineral resources; 

 Utilise the existing skills base for the empowerment of HDSA’s; 

 Expand the skills base of HDSA’s in order to serve the community; 

 Promote employment and advance the social and economic welfare of mining communities and the 
major labour sending areas; and 

 Promote beneficiation of South Africa’s mineral commodities. 

MQA strategies to support the Charter are outlined in the table below: 



MQA STRATEGY TO SUPPORT THE MINING CHARTER:  APRIL 2004 – MARCH 2010 

ABRIDGED VERSION ADOPTED BY MQA ON 29 APRIL 2004 

 

ACTIVITIES AS AT 04/2004 

(Responsible Person) 
THE MQA PLANS TO: APPLICABLE 

RESOURCES 

POTENTIAL 
CHALLENGES 

 

MQA SUCCESS 
INDICATORS 

 
CHARTER OBJECTIVES 

1. Skills Audit and Sector 
Skills Strategy 

 

“Stakeholders should 
formulate a comprehensive 
skills development strategy to 
include a skills audit.” 

 

In 2000, the MQA and German Technical 
Cooperation (GTZ) conducted a survey of 
the sector from which a Sector Skills Plan 
was prepared for April 2001 to March 
2005. 

 

Annually, the MQA conducts analysis of 
company skills plans and reports.  In 2003 
the MQA completed studies to define the 
profile and skills needs of the Jewellery, 
Gemstone Processing, Small-Scale Mining 
and Cement, Lime, Aggregates and Sand 
Industries. 

 

(SD Manager) 

Review the Sector Skills Plan 
(SSP) by October 2004 and 
produce a new SSP for 

2005 - 2009. 

 

Review the criteria for 
Workplace Skills Plans (WSPs) 
and Annual Training Reports 
(ATRs). 

 

Maintain an appropriate 
database to facilitate reporting 
by companies on the skills 
strategy. 

 

To develop the SSP for 
2005 – 2009, an amount of 
R870 000 is budgeted for 
in the MQA 10% 
administration funds. 

 

 

A common definition of 
“skills audit” is needed. 

 

Potential conflict between 
stakeholders in adopting 
sectoral skills priorities. 

The Board and DoL to 
approve a Sector Skills 
Plan for 2005 – 2009 by 
October 2004. 

 

Skills audit conducted.  

 

 

 

 

 

 

 

2. Career Paths 

 

 “Companies should 
implement career paths for 
their HDSA employees 
including skills development 
plans.” 

 

In November 2003, the MQA Standards 
Generating Body (SGB) published a 
“Framework for Existing and Envisaged 
Qualifications, Learnerships and Skills 
Programs”. 

 

 

(SGB Manager) 

Popularise the use of the 
Framework and publish case 
studies as part of the 
Communication Strategy. 

 

Ensure qualifications remain 
relevant to support mobility of 
employees. 

 

MQA and the GTZ to 
publish the Framework of 
Qualifications. 

 

Clarity on use of the 
Framework by industry and 
the role of the MQA is 
needed.  

Reports of activities to 
promote the Framework 
are accepted by the SGB. 

 

 

 

 

 

 

 

3. Literacy and Numeracy Completed MQA ABET initiatives include:  
ABET standards and qualification, 

Implement a Recognition of 
Prior Learning (RPL) system at  

ABET 1-4 grants are 
supported jointly via the 

Release of workers to 
attend ABET classes is a 

About 126 750 learners to 
participate in ABET 

 C-3 



CHARTER OBJECTIVES 
ACTIVITIES AS AT 04/2004 

(Responsible Person) 
THE MQA PLANS TO: APPLICABLE 

RESOURCES 

POTENTIAL MQA SUCCESS 
CHALLENGES INDICATORS 

  

 

 “Companies should offer 
opportunities for literacy and 
numeracy to every employee 
by 2005.” 

 

accreditation of providers, training of 
ABET Practitioners, and grants to 
employers who provide ABET 1-4 to their 
employees. 

 

 

 

 

 

(CS Manager) 

ABET 4/NQF1. 

 

Promote participation in ABET 
programmes among 
mineworkers. 

 

Promote multi-lingualism in 
ABET programmes. 

National Skills Fund (NSF) 
and via MQA unclaimed 
grants (over R50 mil). 

 

constraint.  

 

There are workplace 
incentives that take 
Learners away from 
training. 

programmes by Mar 2010. 

 

Quarterly ABET reports 
accepted by Board and 
DoL. Reports on promoting 
new Language Policy 
accepted by EXCO. 

 

 

4. Generic Skills for Miners 

 

 “Companies should provide 
training opportunities to 
miners to improve their 
income earning capacity 
beyond the mine.” 

 

5.8 MQA DEVELOPED AND SAQA 
REGISTERED QUALIFICATIONS 
HAVE FUNDAMENTAL OR 
GENERIC COMPETENCES AT ALL 
NQF LEVELS. 

5.9  

 

(CS Manager) 

Adopt and implement a 
Communication Strategy to 
promote ABET among 
employers and employees. 

 

See item 3 above. See item 3 above. 

 

See item 3 above. 

 

 

 

 

 

 

5. Maths and Science at 
Schools 

 

 “Stakeholders should promote 
Maths and Science at school 
level.” 

 

MQA is not interfacing with schools. 

 

 

 

 

(CS Manager) 

Support initiatives of the 
government or mines to 
promote Maths and Science at 
schools. 

 

Promotional activities will 
be funded from the MQA 
Communications Budget.  

The MQA would contribute 
in kind but would not 
manage school projects. 

 

Reports of MQA support 
accepted by EXCO. 

 

 

 

 

6. Learnerships 

 

 “Stakeholders should increase 

874 learners in Learnerships and 992 
Apprentices registered. 

The qualifications needed for priority 
Learnerships are registered on the NQF 

To encourage companies to 
take on more learners into 
Learnerships. Prioritise the 
implementation of the RPL 

To encourage employers to 
take on more learners into 
Learnerships, the MQA will 
increase the learnership 

Learnership targets can 
only be met with the 
cooperation of employers. 

 

At least 5 000 employees 
should participate in 
Learnerships by March 
2010. 
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CHARTER OBJECTIVES 
ACTIVITIES AS AT 04/2004 

(Responsible Person) 
THE MQA PLANS TO: APPLICABLE 

RESOURCES 

POTENTIAL MQA SUCCESS 
CHALLENGES INDICATORS 

  

registered Learnerships from  

1 200 learners to not less 
that  

5 000 by March 2005.” 

 

and with the DoL.  Industry training 
providers are accredited by the MQA.  The 
Learnership incentive grant system is 
operational. 

 

 

 

(Learnership Manager) 

system.  

 

grant of R10 000. 

 

The Sector target of 5 000 
learners is not specified 
per individual mine or per 
license holder. 

 

 

 

 

 

Quarterly reports on 
Learnerships are provided 
to the Board and DoL. 

 

7. Employment Equity 
(Management) 

 

 “Companies agree to spell out 
their employment equity 
plans for junior and senior 
management levels and to 
target a 40% HDSA 
participation in  

5 years.” 

The MQA Bursary Scheme for mining 
related tertiary studies was launched in 
2002 with some funding from the NSF. 

 

242 students have benefited during 2002 
and 2003 of which 90% are HDSAs. 

 

 

 

 

 

 

 

(ETQA Manager) 

Extend the period of MQA 
bursary scheme to 2010. 

 

Give grants to mines that 
provide practical experience to 
MQA, NUM and other needy and 
qualifying students studying in 
similar fields. 

 

To require MQA accredited 
training providers to meet the 
40% HDSAs target. 

 

 

The Bursary Scheme is 
jointly funded by the NSF 
and from MQA unclaimed 
grants. 

 

 

 

 

 

The MQA relies on 
companies to provide 
bursars with practical 
training.  

 

Ways of adding 
management competencies 
on top of technical 
qualifications of HDSAs are 
needed. 

Over 1 500 learners should 
benefit from the Bursary 
Scheme by March 2010. 

 

(NSF Coordinator) 

 

Bi-annual reports on the 
Scheme accepted by the 
Board and DoL. 

 

 

 

 

8. Employment Equity 
(Women) 

 

 “Companies agree to 
establish plans for the target 
of 10% women participation 
in mining within 5 years.” 

Awareness raising and capacity building 
short courses were provided to women via 
South African Women in Mining 
Association (SAWIMA), covering over 1 
000 women in 2003. 

 

 

Give priority to women in MQA 
sponsored programmes.  
Continue the SAWIMA program 
in 2004. 

Link women initiatives to the 
MQA SMME Support Strategy, 
and related Department of 
Minerals and Energy (DME) 

About R500 000 is 
provided by MQA to 
support SAWIMA 
development programmes. 

 

R14 mil grant was received 
from NSF to support 
SMMEs with training. 

Identification of target 
population for promoting 
Mining amongst women is 
a challenge. 

 

Expectations created by 
the Charter and awareness 
workshops should be 

Reports on women 
representation in MQA 
programmes accepted by 
the Board. 
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CHARTER OBJECTIVES 
ACTIVITIES AS AT 04/2004 

(Responsible Person) 
THE MQA PLANS TO: APPLICABLE 

RESOURCES 

POTENTIAL MQA SUCCESS 
CHALLENGES INDICATORS 

  

  

 

(NSF Coordinator) 

 

activities. 

 

 

 managed. 

 

 

 

 

 

9. Entrepreneurial Training 

 

 “Through its associated 
institutions, the government 
shall provide training courses 
in mining entrepreneur’s 
skills.” 

 

The “Executive Preparation Programme” 
(EPP) commenced in July 2003 to train 
identified mine employees and BEE 
leaders to understand the operations of 
the mining business. 

Three tertiary institutions are contracted 
to run the EPP until 2010. 

 

 

 

 

 

 

 

(SD Manager,  SMME Specialist & NSF 
Coordinator 

 

Extend the period of the EPP to 
run until 2010 to cover over 300 
participants. 

 

Roll out the SMME support 
strategy of the MQA in order to 
assist new entrants. 

 

The EPP is funded from 
MQA surplus funds.  About  

R16,8 mil is set aside for 
this purpose. 

 

 

Tracking of EPP trainees 
should be conducted.  

324 participants should 
benefit from EPP by 
February 2010. 

 

Bi-annual reports on the 
EPP programme accepted 
by the Board. 

 

 

 

Quarterly reports on the 
implementation of the 
SMME support strategy 
accepted by Board and 
DoL. 

 

 

10. Mentoring of 
Empowerment  

Groups 
 

 “Companies should develop 
systems to mentor 
empowerment groups.” 

 

 

Currently the MQA is not involved in BEE 
mentorship programmes of companies. 

 

BEE mentoring activities can be 
linked to other initiatives such 
as the EPP. 

 

 

 

 

N/A 

DME to communicate this 
provision of the Charter to 
BEEs and companies. 

 

 

Nil. 
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CHARTER OBJECTIVES 
ACTIVITIES AS AT 04/2004 

(Responsible Person) 
THE MQA PLANS TO: APPLICABLE 

RESOURCES 

POTENTIAL MQA SUCCESS 
CHALLENGES INDICATORS 

  

11. Exchange Opportunities 
for HDSAs  

 

“In its bi-laterals with other 
countries, the government 
will secure opportunities for 
training and exchange for 
HDSA companies’ staff.” 

 

No MQA project to date. 

 

 

 

 

 

 

 

(CEO & EXCO) 

The Board to adopt a process to 
support HDSA exchange within 
the mandate of the Skills Dev 
Act and in compliance with the 
PFMA. 

 

 

Appropriate funding will 
also be considered by the 
Board. 

A Board policy is required, 
within PFMA and MQA 
jurisdiction. 

 

DME to communicate 
opportunities that may be 
available to the HDSAs. 

 

The MQA Board should 
adopt a policy position on 
exchange programmes. 

 

 

 

 

 

 

12.  Beneficiation 

 

“Companies should get 
involved in beneficiation 
activities beyond mining and 
processing, to include 
production of final consumer 
goods.” 

 

 

 

 

 

In 2003 the MQA and GTZ published a  
baseline study of the Jewellery and 
Gemstone Processing Industries. 

 

The MQA published a framework of 
Jewellery qualifications and Learnerships.  
Jewellery training providers are 
accredited.  Jewellery employers are 
receiving training grants. 

 

 

 

 

(NSF Coordinator) 

The Board to consider support 
of initiatives by the Jewellery 
Council and the DME towards 
the promotion of beneficiation. 

 

Design and implement a skills 
program for the development of 
coloured (semi-precious) 
gemstones. 

 

The NSF funds (R6 mil) for 
Jewellery development are 
used to support training in 
rural or indigenous 
jewellery.   

 

The MQA Bursary Scheme 
includes Technikon 
students studying in 
“Jewellery Design and 
Manufacture”. 

 

Most companies in the 
Jewellery industry are 
SMMEs and find it difficult 
to participate in the skills 
strategy  

and MQA is contracting 
SDFs to assist them. 

 

About 720 learners to 
complete training in rural 
Jewellery manufacture by 
March 2005. 

 

 

 

 

 

 

 

 

13. Mine Community and 
Rural Development 

 

 “Companies should co-
operate in the formulation 
and implementation of IDPs 
for communities where 

R7.5m was secured from the NSF to 
support the training of ex-miners in rural 
and labour sending areas.  Invited 
companies are willing to collaborate.  
Piloted in two provinces i.e. Eastern Cape 
and KZN through contracted development 
agencies. 

Allocate R10 mil NSF funds to 
10 District Municipalities and 
manage the implementation of 
projects. 

 

Facilitate the partnerships with 

Ex-mineworker training 
projects are funded solely 
from the NSF. 

MQA’s capacity to manage 
the dynamics of this 
environment. 

 

The DME should release 
regulations with regard to 
the “Social and Labour 

About 2 331 ex-miners 
proxies and community 
members to participate in 
projects by March 2005. 

 

Board and DoL accept 
quarterly reports on Social 
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CHARTER OBJECTIVES 
ACTIVITIES AS AT 04/2004 

(Responsible Person) 
THE MQA PLANS TO: APPLICABLE 

RESOURCES 

POTENTIAL MQA SUCCESS 
CHALLENGES INDICATORS 

  

mining takes place and for 
major labour sending areas, 
with special emphasis on 
development of 
infrastructure”. 

 

 

 

International donor support was received 
from GTZ for external evaluation of 
Integrated Development Plans of selected 
District Municipalities. 

 

 

(NSF Coordinator) 

industry. 

 

Phase out the MQA role in ex-
mineworker training.  Transfer 
coordination role to 
development agencies, mines 
and DME. 

 

 

Plans.” Plan support. 

 

Board accepts strategy and 
reports for MQA to phase-
out its role on the Social 
Plan. 

 

 

14.  Procurement 

 

Stakeholders undertake to 
give HDSAs preferred supplier 
status in the procurement of 
capital goods, services and 
consumables.” 

 

 

 

Procurement policy and supplier database 
exist, however, these should be revised 
and targets set. 

 

Communicate success stories of cases 
where established service providers were 
encouraged by the MQA to partner with 
HDSA companies. 

 

 

 

 

(CFO & CS Manager) 

The MQA to appoint a 
Procurement Specialist and 
maintain a proper supplier 
database that clearly shows 
HDSA participation. 

 

To identify the current levels of 
MQA procurement from HDSAs 
and adopt procurement targets. 

 

Internal resources from the 
10% administration budget 
will apply. 

The move to a 
representative supplier 
profile will require 
commitment and active 
management. 

 

 

Appoint Procurement 
Specialist by April 2004.  
Board to adopt HDSA 
procurement targets in 
2004. 

 

Levels of HDSA 
procurement reported to 
Board by August 2004. 

 

An HDSA supplier database 
is set up by June 2004. 
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ANNEXURE D 
DETAILED OCCUPATIONAL PROFILE 

Occupational distribution of workers according to population group and gender 

African Coloured Indian White Total 

Sebsector M F Tot M F Tot M F Tot M F Tot M F Tot 

N 2 541 108 2 650 266 248 515 146 64 210 6 054 543 6 597 9 007 964 9 972 Legislators, Senior Officials, 
Managers and Owner 
Managers % 25 1 27 3 2 5 1 1 2 61 5 66 90 10 100 

N 1 845 325 2 169 225 156 381 211 75 285 6 634 1 164 7 798 8 914 1 719 10 633 
Professionals 

% 17 3 20 2 1 4 2 1 3 62 11 73 84 16 100 

N 6 952 527 7 479 841 568 1 410 241 72 314 12 215 1 976 14 191 20 250 3 144 23 393 Technicians and Associated 
Professionals % 30 2 32 4 2 6 1 0 1 52 8 61 87 13 100 

N 7 446 1 894 9 340 486 1 201 1 686 105 208 313 1 359 5 155 6 513 9 396 8 457 17 853 
Clerks 

% 42 11 52 3 7 9 1 1 2 8 29 36 53 47 100 

N 5 793 1 209 7 002 342 602 944 40 267 307 1 170 857 2 028 7 345 2 935 10 281 Service Workers, Shop and 
Market Sales Workers % 56 12 68 3 6 9 0 3 3 11 8 20 71 29 100 

N 126 26 152 6 0 6 0 0 0 32 0 32 164 26 190 Agricultural and Fishery 
Workers % 66 14 80 3 0 3 0 0 0 17 0 17 86 14 100 

N 27 257 799 28 056 2 530 682 3 212 392 5 397 22 222 491 22 713 52 401 1 977 54 378 Craft and Related Trade 
Workers % 50 1 52 5 1 6 1 0 1 41 1 42 96 4 100 

N 169 320 1 696 171 016 4 717 484 5 201 174 11 184 3 756 235 3 991 177 967 2 425 180 392 Plant and Machine 
Operators and Assemblers % 94 1 95 3 0 3 0 0 0 2 0 2 99 1 100 

N 178 623 3 629 182 252 2 159 687 2 846 111 29 141 1 582 109 1 691 182 475 4 455 186 929 Labourers and Related 
Workers % 96 2 97 1 0 2 0 0 0 1 0 1 98 2 100 

N 1 717 224 1 942 247 22 269 73 1 74 617 71 688 2 654 318 2 972 Apprentices and Section 18 
(1) Learners 58 8 65 8 1 9 2 0 2 21 2 23 89 11 100 % 

Total N 401 622 10 436 412 057 11 818 4 650 16 468 1 493 732 2 225 55 641 10 601 66 242 470 573 26 420 496 993 
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D-2 

% 81 2 83 2 1 3 0 0 0 11 2 13 95 5 100 

 

 

 



ANNEXURE E 
LONG-TERM VACANCIES REPORTED IN THE WSPs SUBMITTED TO THE MQA FOR 

2004/2005 
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Occupation 

3    3   6Accountants 

     3  3Architects 

4 3 3  9 6  25Artisans 

      3 3Assayors 

     1  1Assessors: Competency 

 1  1 4   6Auto Electrician 

    1   1Blasters 

 3 2  2 4  11Boilermakers 

 1    2  3Bookkeepers 

     9  9Business Designers 

  1    1 2Castors 

    2 2  4Clerks 

    3   3Computer specialists 

Diamond and Stone Setters       3 3

   1    1Diamond Inspectors 

      13 13Diamond Sorters 

Diamond/Stone Polishers       10 10

   9 10   19Draughtspersons 

     1  1Economists 

5 7 1  11 6  30Electricians 

 3   2 2  7Engineers: Chemical 

1    1   2Engineers: Civil 

 2      2Engineers: Electrical 

     2  2Engineers: Electronics 

6 7  2    15Engineers: Mechanical 

3 6  3 2 1  15Engineers: Mining 

     5  5Engineers: Process 

 3 1   4  8Engineers: Rock Mechanics 

     1  1Engineers: Software 

2 7 2 6 13 3  33Engineers: Unspecified 

Environmental Co-ordinators  4    5  9

     4  4ETD Practitioners 

Fitters and Turners 5 2   4 8  19
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    2   2General Assistants 

2 2 5 2 2 10  23Geologists 

     6  6Geostaticians 

Geotechnical Officers    2  1  3

      1 1Goldsmiths 

Human Resources Practitioners    2    2

      5 5Jewellers 

 3      3Laboratory Analysts 

    5   5Labourers 

 2      2Managers: Mine 

1       1Managers: Production 

    2 5  7Managers: Project 

    2 6  8Managers: Site 

1 7 2  2 1 3 16Managers: Unspecified 

   1    1Marines 

    1   1Markers 

    3 1  4Masons 

4 1   1 1  7Mechanics: Diesel 

3  2  18   23Mechanics: Instrument 

1     1  2Mechanics: Rock 

    2 4  6Mechanics: Unspecified 

   3    3Medical Practitioners 

7 3   2   12Metallurgists 

    2   2Microbiologists 

2 1  2 5   10Millwrights 

 3 6  4 2  15Mine overseers 

     2  2Mine Workers 

     2  2Mineralogists 

13 3   3 1  20Miners 

 2  2    4Nurses 

4   6   10Occupational Health and Safety Officers 

Operational Researchers       6  6

 1   2 9  12Operators: Drill 

    1   1Operators: EME 

Operators: Machines     11  2 13
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  2     2Operators: Mining 

 1   19   20Operators: Plant 

Operators: Winding Engines     1   1

1 3 5  4 14  27Other 

  7  10   17Overseers/supervisors 

2       2Payroll Administrators 

     2  2Petrologists 

Process Controllers   1  1   2

Quality Controllers   1  2 1  4

     4  4Researchers 

     3  3Revenue Analysts 

5 4  1  1  11Riggers 

    1  3 4Sales People 

   1  3  4SAP Specialists 

5 1   1 5  12Secretaries and administrators 

     2  2Seismologists 

 6      6SHEQ Coordinators 

15 7 2 1 3   28Surveyors 

Team Leaders: Construction      1  1

2       2Technicians: Electronic 

 5 9 1 23 3  41Technicians: Instrument 

    6   6Technicians: Software 

   1    1Technicians: Systems 

2 3  2 13 5  25Technicians: Unspecified 

    2   2Technologists: Concrete 

Trainers: Technical   2   1  3

 2 2     4Ventilation Officers 

 3   1   4Welders 

95 116 56 43 230 172 44 756Total 
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ANNEXURE F 
POPULATION GROUP OF GRADUATES IN FIELDS RELEVANT TO THE MMS 

Figure F1  Universities 

Mining Engineering Chemical Engineering 

1991 2001 1991 2001 
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African
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Source: SAQA, Trends in Public Higher Education in South Africa, 1992 to 2001, November 2004. 
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Figure F 2 Technikons 
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ANNEXURE G 
LEARNERSHIPS REGISTERED BY THE MQA WITH THE DEPARTMENT OF LABOUR AND LEARNERSHIP AGREEMENTS REGISTERED WITH THE 

MQA AS AT 13 JULY 2005 

R = Registered 

C = Completed 

1 April 2002 to 31 March 2004 1 April 2004 to 31 March 2005 1 April 2005 to 13 July 2006 Total 

Learnership 
18(1) 

R 
18(1) 

C 
18(2) 

R 

18(2)  

C 
18(1) 

R 
18(1) 

C 
18(2) 

R 
18(2) 

C 
18(1) 

R 
18(1) 

C 
18(2) 

R 
18(2) 

C R C 

Community House Builder (Entrepreneurial)          0 5 0 5 0 

Construction Carpenter (Formwork)          0 13 0 13 0 

Construction Mason (Face Brick Laying)          0 7 0 7 0 

Construction Plumber          0 13 0 13 0 

Engineering Maintenance for Underground Hard Rock 
(Metalliferous 

Horizontal Transport (V2) 

  1  1  1   0 1 0 4 0 

First Line Management          0 1 0 1 0 

First Line Manager          0 11 0 11 0 

Learnership Towards National Certificate - Supervisor       27   0 1 0 28 0 

Learnership towards National Certificate Diesel Mechanic - Coal 4  21  10  19 7 7 2 4 1 65 10 

Learnership towards National Certificate Diesel Mechanic - 
Metalliferous 

2  30  3 1 30 1 1 0 4 5 70 7 

Learnership towards National Certificate Diesel Mechanic – Open 
Cast 

1  25  1 1 65 12  0 18 5 110 18 

Learnership towards National Certificate Electrical - Metalliferous 33  53  26 2 82 24 10 10 35 8 239 44 

Learnership towards National Certificate Electrical - Opencast 2  37  4  92 36  0 22 13 157 49 

Learnership towards National Certificate Electrical - Surface       1   0 4 0 5 0 

Learnership towards National Certificate Electrical – Surface Coal 1  13  2  9 4 1 0 5 5 31 9 
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1 April 2002 to 31 March 2004 1 April 2004 to 31 March 2005 1 April 2005 to 13 July 2006 Total 

Learnership 
18(1) 

R 
18(1) 

C 
18(2) 

R 

18(2)  

C 
18(1) 

R 
18(1) 

C 
18(2) 

R 
18(2) 

C 
18(1) 

R 
18(1) 

C 
18(2) 

R 
18(2) 

C R C 

Learnership towards National Certificate Electrical – Underground  

Coal 

9  17  22 2 46 1 8 0 15 3 117 6 

Learnership towards National Certificate Electrical - Underground       1      1 0 

Learnership towards National Certificate Engineering Maintenance 

for Underground Hard Rock (Metalliferous) – Stoping and 
Developing 

6  7  25 1 47 3 6 1 19 5 110 10 

Learnership towards National Certificate Engineering Maintenance 

for Underground Hard Rock (Metalliferous) – Horisontal Transport 
Services 

      1   0 16 0 17 0 

Learnership towards National Certificate Fitter and Turner – Open 
Cast 

1  14  1  20 7  1 2 5 38 13 

Learnership towards National Certificate Fitting (including 
machining) –Surface Coal 

  12  3  15 5 2 0 8 1 40 6 

Learnership towards National Certificate Fitting (including 
machining) Underground Coal 

1  16  13 1 25  4 0 2 1 61 2 

Learnership towards National Certificate Fitting (including 
machining)  

-Metalliferous 

3  23  14 1 55 11 1 2 21 9 117 23 

Learnership towards National Certificate Fitting and Turning  

- Metalliferous 

16  2  13 1 11 1 2 4 1 1 45 7 

Learnership towards National Certificate Fitting and Turning  

- Surface Coal 

  1       0 1 0 2 0 

Learnership towards National Certificate Fitting and Turning 

 - Surface Diamonds 

      3   0 2 0 5 0 

Learnership towards National Certificate Fitting and Turning 

 - Underground Diamonds 

         0 1 0 1 0 

Learnership towards National Certificate in Jewellery 
Manufacturing 

14  5    8   0 317 0 344 0 
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1 April 2002 to 31 March 2004 1 April 2004 to 31 March 2005 1 April 2005 to 13 July 2006 Total 

Learnership 
18(1) 

R 
18(1) 

C 
18(2) 

R 

18(2)  

C 
18(1) 

R 
18(1) 

C 
18(2) 

R 
18(2) 

C 
18(1) 

R 
18(1) 

C 
18(2) 

R 
18(2) 

C R C 

In a Production Environment 

Learnership towards National Certificate Instrument Mechanician 4 1 12 1 15  39 6 7 2 5 5 82 15 

Learnership towards National Certificate Millwright - Coal 7  28  27 1 3  2 0 2 3 69 4 

Learnership towards National Certificate Millwright - Metalliferous 1  8  3 1 9 1 1 0 1 0 23 2 

Learnership towards National Certificate Millwright - Opencast 6  20  1 4 57 13  0 9 11 93 28 

Learnership towards National Certificate Plater / Welder – Open 
Cast 

  21    67 25  0 15 7 103 32 

Learnership towards National Certificate Plater/Boilermaker - 
Metalliferous 

7  21  6 1 22 10 2 1 10 2 68 14 

Learnership towards National Certificate Plater/Boilermaker 

 - Opencast 

  1  2  6   0 3 0 12 0 

Learnership towards National Certificate Plater/Welder - Coal 1  10  7 1 20 3 2 1 3 2 43 7 

Learnership towards National Certificate Plater/Welder – Diamond 
Opencast 

      2   0 3 0 5 0 

Learnership towards National Certificate Plater/Welder - 
Metalliferous 

1  9  12 2 7 1  2 12 4 41 9 

Learnership towards National Certificate Rigger Ropesman  

- Surface/Underground 

         0 3 0 3 0 

Learnership towards National Certificate Rigger Ropesman 

 - Opencast 

  4  2  8 3 3 0 8 1 25 4 

Learnership Towards National Certificate Winding Engine Driving          0 8 0 8 0 

National Certificate Fitting including Machining - Open Cast 2  21  4  66 10  1 18 9 111 20 

National Certificate in Autotronics     1        1 0 

National Certificate in Mining Operations for Underground Hard 
Rock 

    70 13 50  40 29 18 40 178 82 

National Certificate in Rockbreaking for Underground Hard Rock     70 16 6 1 23 61 0 3 99 81 
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1 April 2002 to 31 March 2004 1 April 2004 to 31 March 2005 1 April 2005 to 13 July 2006 Total 

Learnership 
18(1) 

R 
18(1) 

C 
18(2) 

R 

18(2)  

C 
18(1) 

R 
18(1) 

C 
18(2) 

R 
18(2) 

C 
18(1) 

R 
18(1) 

C 
18(2) 

R 
18(2) 

C R C 

National Certificate Professional Driving Level 3          0 38 0 38 0 

NQF 4 National Diploma In ABET Practices       29      29 0 

NQF 5 National Diploma in ABET Practices       204      204 0 

Team Leader          0 11 0 11 0 

Total 122 1 432 1 358 49 1153 185 122 117 716 149 2903 502 
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ANNEXURE H 
SCARCE AND CRITICAL SKILLS LIST 

M & L = Management and leadership 
OHSE = Occupational health, safety and environmental awareness 
T = Technical skills 
Ed = Formal education (e.g. university degree or diploma) 
SC = Short course 
L = Learnership 
SP = Skills programme 

 
NEED NQF 

aligned Period 

OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels CODE 
Y N 2007-

2008 

Comments 

1 MANAGERS                    

13 Specialist Managers           

132 Business Administration Managers           

Finance Managers           1322 

13221 Finance manager 1 √  

Health and safety 
Sales and Marketing 
Communication 
 

Ed 5 -7 Yes  14 

Black and female 
managers needed 
Geographical location 
of vacancies 
sometimes unattractive 

Human Resource Managers           1323 

Personnel/ Human resources manager 1 √   Ed 5 -7 Yes  5 

Black and female 
managers needed 
Geographical location 
of vacancies 
sometimes unattractive 

13231 

Other Project Managers nec           1329 

Technical project/ Technical contract 
manager  1 √   Ed 5 -7 Yes  10 

Black and female 
managers needed 
Geographical location 
of vacancies 
sometimes unattractive 

13291 

133 Construction, Distribution and 
Production/Operations Managers           
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Engineering Managers           1332 

13321 Engineering manager 1 √   Ed 6 -7 Yes  2 

Black and female 
managers needed 
Geographical location 
of vacancies 
sometimes unattractive 

Production/ Operations Managers           1335 

Production/ Operations/ Mine manager 1 √  

Advanced technical skills  
Health and Safety  
Sales and Marketing 
Communication 

Ed, SC 5 -7 Yes  216 

Black and female 
managers needed 
Geographical location 
of vacancies 
sometimes unattractive 

13353 

Information and Communication 
Technology (ICT) managers           135 

Information and Communication 
Technology (ICT) Managers           1351 

            

13519 ICT manager  1 √   Ed 5 -7 Yes  5 

Black and female 
managers needed 
Geographical location 
of vacancies 
sometimes unattractive 

Miscellaneous Specialist Managers           139 

Other Specialist Managers           1399 

Environmental manager  1 √    Ed 5 -7  Yes    93 

Black and female 
managers needed 
Geographical location 
of vacancies 
sometimes unattractive 

13992 

Quality assurance manager 1 √    Ed 5 -7      3 

Black and female 
managers needed 
Geographical location 
of vacancies 
sometimes unattractive 

13994 

PROFESSIONALS                    2 

22 Business, Human Resource and 
Marketing Professionals                    
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 
Accountants, Auditors and Company 
Secretaries                  221 

Accountants           2211 

22111 Accountant 1 √   Ed 5 -7 Yes  65 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
of vacancies 
sometimes unattractive 

Auditors, Company Secretaries and 
Corporate Treasurers           2212 

22124 Auditor 1 √   Ed 5-7 Yes  24 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
of vacancies 
sometimes unattractive 

Human Resource and Training 
Professionals                  223 

Human Resource Professionals           2231 
22311 Human resources adviser 

1 √  
Health and safety 
Sales and marketing 
Communication skills 

Ed, SC 5-7 Yes  53 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 
of vacancies 
sometimes unattractive 

22331 Training & development professional 

1 √   Ed 5-7 Yes  24 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
Geographical location 
of vacancies 
sometimes unattractive 

Sales, Marketing and Public Relations 
Professionals                  225 

2251 Advertising and Marketing Professionals           
22513 Marketing Specialist 

1   

Advanced technical skills 
Manufacturing/Production 
Sales and marketing 
Communication skills 

Ed, SC 5-7 Yes    

Architects, Designers, Planners and 
Surveyors                  232 

2322 Cartographers and Surveyors           

23222 Surveyor  1 √ Mine 
surveyors Advanced technical skills  Ed 6 -7 Yes   240 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
Geographical location 
of vacancies 
sometimes unattractive 

Engineering Professionals                  233 
Chemical and Materials Engineers               2331 

23311 Chemical Engineer  1 √     Ed 7 Yes   39 
Overall shortage of 
skills 
Candidate lack 
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
Geographical location 
of vacancies 
sometimes unattractive 

23312 Materials Engineer 1 √   Ed 7 Yes  5 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
of vacancies 
sometimes unattractive 

Minerals process engineer 1 √  

Advanced technical skills 
Engineering skills 
Health and Safety 
Communication 

Ed 7 Yes  2 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
of vacancies 
sometimes unattractive 

23313 

Civil Engineering Professionals               2332 

23321 Civil Engineer 1 √   Ed 7 Yes  16 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 
of vacancies 
sometimes unattractive 

Geotechnical  Engineer  1 √   Ed 7 Yes  18 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
of vacancies 
sometimes unattractive 

23322 

Electrical Engineers               2333 

23331 Electrical Engineer 1 √  

Advanced technical skills 
Engineering skills 
Health and Safety 
Communication 

Ed 7 Yes  119 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
of vacancies 
sometimes unattractive 

Industrial, Mechanical and Production 
Engineers                    2335 

Mechanical Engineer  1 √   Advanced technical skills  Ed 7 Yes   476 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
of vacancies 
sometimes unattractive 

23352 

2336 Mining Engineers                    
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Mining Engineer (excluding Petroleum)  1 √   Engineering skills  Ed 7 Yes   760 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
Geographical location 
of vacancies 
sometimes unattractive 

23361 

Other Engineering Professionals                    2339 

23399 Engineering Professionals unspecified 1 √   Advanced technical skills 
Engineering skills  Ed 7 Yes   290 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
Geographical location 
of vacancies 
sometimes unattractive 

 Natural and Physical Science 
Professionals                  234 

Geologists and Geophysicists                    2344 

23441 Geologist  1 √   

Rockbreaking and blasting 
Advanced technical skills 
Engineering skills 
Health and Safety 

Ed, SC 6/7 Yes   205 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
Geographical location 
of vacancies 
sometimes unattractive 

2349 Other Natural and Physical Science 
Professionals                    
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Metallurgist /Metallurgical engineer 1 √     Ed 5-7 Yes   223 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed 
Geographical location 
of vacancies 
sometimes unattractive 

23492 

Health Professionals                    25 
Health Diagnostic and Promotion 
Professionals           251 

Other Natural and Physical Science 
Professionals                    2513 

Occupational Health and Safety Adviser 1 √    5-7   3 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
Geographical location 
of vacancies 
sometimes unattractive 

25132 

ICT Professionals                    26 
Business and Systems Analysts and 
Programmers           261 

ICT Business and Systems Analysts                    2611 

26112 Systems Analyst 1 √   ED 6-7 Yes  8 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 
Geographical location 
of vacancies 
sometimes unattractive 

Software and Applications Programmers                    2613 

Software and Applications Programmers 
unspecified 1 √   Ed 6-7 Yes  30 

Overall shortage of 
skills 
Candidate lack 
required qualifications 
and appropriate 
experience  
Blacks and females 
needed  
Geographical location 
of vacancies 
sometimes unattractive 

26139 

27 Legal Social and Welfare Professionals                    
Legal professionals                   271 
Attorneys/Lawyers/ Solicitors                    2713 

27131 Attorney/Lawyer/ Solicitor 1   Industry knowledge Ed 6-7 Yes    
TECHNICIANS AND TRADES 
WORKERS                    3 

 Engineering, ICT and Science 
Technicians                    31 

Building and Engineering Technicians                   312 
Software and Applications Programmers                    3122 

Rock engineering Technician 2 √   Ed, L 5-6   13 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

31223 

Electrical Engineering Draftspersons and 
Technicians                    3123 

31232 Electrical Engineering Technician  2 √   Advanced technical skills 
Health and safety Ed 5-6 Yes   10 Geographical location 

of vacancies 
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 
Machine maintenance 
Communication skills 

sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

Electronic Engineering Draftspersons and 
Technicians                    3124 

Electronic Engineering Technician 2 √   Ed 5-6 Yes  17 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

31242 

Mechanical Engineering Draftspersons and 
Technicians                    3125 

Mechanical Engineering Draftsperson 2 √    Ed 5 Yes  9 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

31251 

Mechanical Engineering Technician  2 √     Ed 5-6 Yes   1833 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

31252 

3129 Other Building and Engineering 
Technicians                    
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Metallurgical or Materials Technician  2 √    Ed 5-6 Yes   52 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

31292 

Mine Deputy / Mining Technician 2 √   

Advanced technical skills 
Engineering skills 
Artisan skills 
Health and safety 
Machine maintenance 
Communication skills 
Manufacturing/Production 
Sales and marketing  

 Ed, SC 5-6  Yes   1682 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

31293 

Building and Engineering Technicians 2 √   

Advanced technical skills 
Engineering skills 
Diamond cutting/Gemstone 
processing 
Manufacturing/Production 
Machine maintenance 
Communication skills  

Ed, L 5-6 Yes   9 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

31299 

ICT and Telecommunications 
Technicians           313  

ICT Support Technicians                    3131 
31311 Hardware Technician 2   Advanced technical skills Ed, L 5-6 Yes    
31319 ICT Support Technician nec 2   Advanced technical skills Ed, L 5-6 Yes    

Automotive and Engineering Trades 
Workers           32 

321 Automotive Electricians and Mechanics           
Automotive Electricians                    3211 

32111 Automotive Electrician 3 √   L 5 Yes  10 
Geographical location 
of vacancies 
sometimes unattractive 
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

Automotive Electricians                   3212 

Diesel Motor Mechanic 3 √  
Advanced technical skills 
Engineering skills 
Health and safety 

L 5 Yes  51 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

32122 

Fabrication Engineering Trades 
Workers           322 

Sheet metal Trades Workers                    3222 

32221 Sheetmetal trade worker 3   Advanced technical skills 
 L 5     

32222 Boiler Maker 3 √  

Advanced technical skills 
Engineering skills 
Artisan skills 
Health and safety 
Manufacturing/Production 
Machine maintenance 
Sales and marketing 
Communication skills 

L 5 Yes  136 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

Structural Steel and Welding Trades 
Workers                     3223 

32233 Welder 3 √  

Advanced technical skills 
Engineering skills 
Health and safety 
Machine maintenance 
Communication skills 

L 3 - 5 Yes  41 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
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NEED NQF 
aligned Period 

Comments 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 
needed 

Mechanical Engineering Trades 
Workers                   323 

Metal Fitters and Machinists                    3232 

Fitter and Turner  3 √   
Advanced technical skills 
Health and Safety 
Machine Maintenance 

L 5 Yes   169 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

32322 

Precision Metal Trades Workers                    3233 

32331 Engraver 3   

Artisan skills 
Diamond cutting/Gemstone 
processing 
Machine maintenance 
ABET 

L 5     

Millwright and Mechatronics Trades 
Workers                    3235 

32351 Millwright 3 √     L 5 Yes   25 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

33 Construction Trades Workers                    
Bricklayers, Carpenters and Joiners                   331 
Carpenters and Joiners                    3312 

33122 Carpenter 3 √  Advanced technical skills L 3-5   2 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
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NEED NQF 
aligned Period 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Comments 

skills 
Blacks and females 
needed 

Electrotechnology and 
Telecommunications Trades Workers                    34 

341 Electricians                   
Electricians                    3411 

Electrician (General)  3 √   

Advanced technical skills 
Engineering skills 
Artisan skills 
Health and safety 
Manufacturing/Production 
Machine maintenance 
Communication skills  

L 5 Yes   322 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

34111 

Electronics and Telecommunications 
Trades Workers                   342 

Electronics Trades Workers                    3423 

Electronics Instrument Trades Worker 
(General) 3 √  Machine maintenance L 3-5   172 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

34234 

39 Other Technicians and Trades Workers                    
Miscellaneous Technicians and Trades 
Workers                   399 

Jewellers                    3994 

39941 Jeweller/Manufacturer/Goldsmith 3 √  

Artisan skills 
Health and safety 
Diamond cutting/Gemstone 
processing 
Jewellery manufacturing 
Manufacturing/Production 
Machine maintenance 

Ed, L 4-6 Yes  104 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
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NEED NQF 
aligned Period 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Comments 

Sales and marketing 
Communication skills 

Blacks and females 
needed 

Diamond and Gem Setter 3 √  Machine maintenance L 3 Yes  7 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

39942 

39943 Diamond polisher 3 √  

Advanced technical skills 
Diamond cutting/Gemstone 
processing 
Sales and marketing 
Communication skills 
Jewellery manufacturing 

L 3 Yes  34 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

39944 Diamond Cutter 3   

Artisan skills 
Health and safety 
Diamond cutting/Gemstone 
processing 
Machine maintenance 
Sales and marketing 
Communication skills 
ABET 

L      

39945 Jeweller Designer 3   Jewellery  Manufacturing Ed, L 4 - 6 Yes    
Other Miscellaneous Technicians and 
Trades Workers                     3999 

39991 Diver 3 √       11 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 
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NEED NQF 
aligned Period 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
Y N 2007-

2008 

Comments 
NQF 

Levels 

Team leader/supervisor mining 3 √  

Advanced technical skills 
Artisan skills 
Sales and marketing 
Communication skills 

L  2 - 3   450 

Geographical location 
of vacancies 
sometimes unattractive 
Unrealistic salary 
demands 
Overall shortage of 
skills 
Blacks and females 
needed 

 

COMMUNITY and PERSONAL SERVICE 
WORKERS                    4 

44 Protective Service  Workers                    
Prison and Security Officers                  442 

4422 Security Officers and Guards           
44227 Security officer 5   ABET       

CLERICAL AND ADMINISTRATIVE 
WORKERS                    5 

Personal Assistants and Secretaries           52 
521 Personal Assistants and Secretaries           

Secretaries           5212 

52121 Secretary (General) 3   
Advanced technical skills 
Jewellery manufacturing 
Sales and marketing 

      

53 General Clerical Workers                    
General Clerks                  531 

5311 General Clerks           

53111 General Clerks 4 √  

Advanced technical skills 
Health and safety 
Manufacturing/Production 
Communication skills 
Sales and marketing 

Ed 4 - 5 Yes  28 

Candidates lack 
required qualifications 
and appropriate 
experience 

54 Inquiry Clerks and Receptionists                    
Receptionists                  542 

5421 Receptionists           

Receptionist (General) 4   Advanced technical 
skills 

SC      54211  

55 Numerical Clerks                     
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NEED NQF 
aligned Period 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
Y N 2007-

2008 

Comments 
NQF 

Levels 
Accounting Clerks and Bookkeepers                  551 

5511 Accounting Clerks           
55111 Accounts Clerk 4   Advanced technical skills Ed, L 4 - 5 Yes    
5512 Bookkeepers           

Bookkeeper 4 √  Sales and marketing Ed, L 4 -  5 Yes  11 

Candidates lack 
required qualifications 
and appropriate 
experience 

55121 

Other Clerical and Administrative 
Workers                     59 

Miscellaneous Clerical and 
Administrative Workers                  599 

5994 Human Resources Clerks           

Human Resources Clerk 4   
Advanced technical skills 
Health and safety 
Communication skills 

 4     59941 

            
SALES WORKERS                    6 
Sales Assistants and Salespersons                    62 

Sales Assistants and Salespersons                621 

6211 Sales Assistant (General)           

Sales Assistant (General) 5   Sales and marketing 
Communication SC 4     62111 

MACHINERY OPERATORS AND 
DRIVERS                    7 

Machine and Stationary Plant Operators                    71 

Machine Operators                711 

Other Machine Operators                    7119 

71199 Machine Operators nec 4 √  

Advanced technical skills 
Engineering skills 
Health and safety 
Manufacturing/Production 
Machine maintenance 
Sales and marketing 
ABET 

L 1-2 Yes  616 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
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NEED NQF 
aligned Period 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Comments 

of vacancies 
sometimes unattractive 
 

Stationary Plant Operators                712 

Crane, Hoist and Lift Operators                    7121 

Crane, Hoist or Lift Operator 4 √   L, SP 1-2 Yes  266 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

71211 

Drillers, Miners and Shot Firers                    7122 

71221 Driller 4 √  

Rockbreaking and blasting 
Advanced technical skills 
Diamond cutting/Gemstone 
processing 
Health and safety 
Machine maintenance 
Sales and marketing 

L, Sp 1-2   269 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

71222 MIner 4 √  

Rockbreaking and blasting 
Advanced technical skills 
Health and safety 
Manufacturing/Production 
Communication skills 
ABET 

L, Sp 2-3 Yes  1625 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

71223 Shot Firer 4 √       92 Candidates lack 
required qualifications 
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NEED NQF 
aligned Period 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Comments 

and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

Crushing Plant Operator  √  
Advanced technical skills 
Health and safety 
ABET 

SP    5 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

71224 

Mobile Plant Operators                    72 

Mobile Plant Operators                721 

Mobile Plant Operators                    7212 

Earthmoving Plant Operator (General) 4   
Advanced technical skills 
Health and safety 
ABET 

SP 1-2 Yes    72121 

72123 Bulldozer Operator 4 √  

Advanced technical skills 
Health and safety 
Machine maintenance 
ABET 

SP 1-2 Yes  23 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

72124 Excavator Operator 4 √  
Advanced technical skills 
Machine maintenance 
Communication skills 

SP 1-2 Yes  5 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
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NEED NQF 
aligned Period 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Comments 

skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

72125 Grader Operator 4 √   SP 1 - 2 Yes  5 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

7126 Loader Operator 4 √  

Advanced technical skills 
Health and safety 
Machine maintenance 
Sales and marketing 

SP 1 - 2 Yes  26 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

Forklift Drivers                    7213 

72131 Forklift Driver 4 
 

 
Advanced technical skills 
Health and safety 
Manufacturing/Production 

SP      

Road and Rail Drivers                    73 

Automobile, Bus and Rail Drivers                731 

Train and Tram Drivers                    7313 

73133 Loco driver 4 √   Advanced technical skills 
ABET  SP       9 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
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NEED NQF 
aligned Period 

CODE OCCUPATION le
ve

l 

ss
 Speciali- 

sation/Job Critical Skills Intervention 
NQF 

Levels 
Y N 2007-

2008 

Comments 

Geographical location 
of vacancies 
sometimes unattractive 
 

733 Truck Drivers                

7331 Truck Drivers                    

73311 Truck driver (General) 4 √  Machine Maintenance 
Communication SP, SC    138 

Candidates lack 
required qualifications 
and appropriate 
experience  
Overall shortage of 
skills 
Geographical location 
of vacancies 
sometimes unattractive 
 

8 LABOURERS                    
82 Construction and Mining Labourers                    

821 Construction and Mining Labourers                

8217 Structural Steel Construction Workers                    

82171 Construction Rigger 4 √   SP, SC 1- 2 Yes  20 Lack of properly trained 
HDI’s 

8219 Other Construction and Mining Labourers                    

Mining Support Worker 5 √  

Advanced technical skills 
Engineering skills 
Health and safety 
Manufacturing/Production 
Machine maintenance 
Sales and marketing 
Communication skills 
ABET 

SP, SC Below 1   1178 Lack of properly trained 
HDI’s 82194 

 

 

 



 

 

The vision and mission statements of the MQA very strongly link with the skills development and support 
priorities set out in Chapter 4 and the MQA objectives spelled out in Section 5.3.  

 Timeous disbursement of grants from skills levies. 

 Maintenance of the quality of qualifications, learnerships and training provision 

 Establishment, registration, administration and promotion of learnerships and skills programmes 

 Development of qualifications and training standards 

 Development and implementation of a Sector Skills Plan 

 The MQA mission is to provide assistance to the Mining and Minerals Sector with regard to the 
following deliverables: 

The redress of past inequities in education and training. 

The promotion of access to quality education and training for all to participate in work and life; and 

A safe, healthy, productive and competitive industry; 

The development and transformation of the Sector; 

The vision of the MQA is to have sufficient and appropriate knowledge and skills available to the Mining and 
Minerals Sector in order to contribute to: 

 

I.2 THE MQA’S VISION AND MISSION 

 It should be noted that the draft NSDS equity targets span across all strategies and objectives and 
state that the beneficiaries of this Strategic Plan should be 85% black, 54% female and 4% people with 
disabilities.  These targets will be applied in the design of specific MQA interventions as far as it is possible 
and appropriate. 

Furthermore, the Strategic Plan has been aligned with the objectives and targets of the draft NSDS, the 
Mining Charter and the GDS.  The draft NSDS targets and the way in which the Strategic Plan will address 
these targets are also set out in this Chapter.  The Strategic Plan takes into account NSF projects as well as 
long term plans to which the MQA has already committed. 

 facilitation of the transition from employment in the MMS to employment elsewhere in the economy.  

 the stimulation of new enterprise development in the Sector and  

 development of new entrants to the labour market;  

 the development of the current workforce;  

 health and safety training and development;  

 supporting the transformation of the Sector through skills development;  

This final section presents a Strategic Plan for the Sector over the next 4 years. The Plan is based on the 
information reflected in the previous chapters and focuses on the six overarching Mining and Minerals Sector 
Priorities: 

I.1 INTRODUCTION 

ANNEXURE I  
 STRATEGIC PLAN 
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I.3 MINING AND MINERALS OBJECTIVES AND STRATEGIES 

MQA OBJECTIVE 1 

TO SUPPORT THE TRANSFORMATION OF THE MMS THROUGH SKILLS DEVELOPMENT 

 

MQA interventions to reach 
objectives 

MQA Targets/success indicators 
for period 2005-2009 Risks and challenges Specific objectives 

1.1 HDSAs 

a) To assist current and new executives 
(HDSAs) to gain sufficient knowledge of 
the MMS to enhance their potential to 
move into senior management positions 
or to manage their own new BEE 
ventures more successfully . 

 

Presentation of executive 
development programmes. 

 

16081 HDSAs to benefit from executive 
development programmes. 

 

Risk: Available and allocated funding gets 
diverted to other programmes.  Programmes 
costly with small numbers of HDSAs targeted. 

Challenge:  Format and content to be reviewed 
regularly to ensure relevance. 

b) To develop entrepreneurial and 
business management skills among 
HDSAs in order to increase their 
participation in the MMS. 

Establish an Entrepreneurial and 
Business Management Development 
Programme. 

160 HDSAs to benefit form 
Entrepreneurial and Business 
Management Development 
Programme. 

Risk: Funding to be made available. 

Challenge: To select most appropriate mix of 
candidates for these programmes. 

Identify technical skills required by 
HDSAs with own businesses. 

Technical skills identified. 

Develop Unit Standards (where 
necessary). 

Identified Unit Standards developed 
and registered on the NQF. 

10% of accredited Training Providers 
participating in grant scheme. 

Risk: Existing enterprises may perceive this as a 
competitive threat and will therefore not support 
it. 

Challenge: To secure assistance from 
stakeholders to write the standards required. 

c) To develop MMS related technical 
skills among HDSAs to ensure success of 
their businesses in the MMS.  

Grant to incentivise accredited 
training providers to present 
identified technical skills to HDSAs.  

Continuation of bursary scheme for 
learners at higher education 
institutions. 

200 bursars per year in priority 
learning areas82. 

 

Risk: available and allocated funding gets 
diverted to other programmes as this is costly and 
mines are doing their own bursary schemes. 

d) To develop high level scarce skills 
among HDSAs. 

                                                
81 20 Executives twice a year for 4 years. 
82 See Annexure I for list of study areas supported by the MQA. 
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MQA OBJECTIVE 1 

TO SUPPORT THE TRANSFORMATION OF THE MMS THROUGH SKILLS DEVELOPMENT 

 

Specific objectives 
MQA interventions to reach MQA Targets/success indicators 

objectives for period 2005-2009 Risks and challenges 

50 Jewellery bursars per year. 

 

Challenge: to select candidates for bursaries. For Jewellery Manufacturing - 
expanding bursary scheme to FETs. 

2 critical skills research projects 
completed and strategic plans adapted 
to support the development of those 
skills. 

Challenge: Research to focus on skills needed to 
support transformation.  Identify critical skills in the Sector 

every two years, using guidelines 
prepared by DoL. 

1.2 BEE FIRMS 

To support small enterprises (especially 
BEE firms) with skills development 
needs. 

 

Establish and promote a BEE grant 
to incentivise large and medium 
enterprises to assist and support 
small BEEs with skills development. 

 

20 enterprises to benefit from this 
grant each year. 

Risk: Not having a clear vision of type of 
assistance and support to be given. 

 

1.3 EQUITY 

a) Large and medium enterprises equity 
targets supported by skills development. 

WSPs submitted to MQA to indicate 
EE skills development initiatives.  

Enterprises claim mandatory grants 
on 6 monthly bases – claim up to 50 
% of levy paid.  Funds not claimed 
after 6 months transferred to 
discretionary grants. 

 80% of large and 60% of medium 
enterprises participating (pay and claim) in 
skills development and the Levy Grant 
system. 

 

WSP and ATR guidelines reviewed. 

 

 

Risk: Requirement to align WSP to EE Plan may 
reduce participation in Levy-Grant System. 

Challenge: To increase participation of 
enterprises in the Levy/Grant system. 

b) To support participation of women in 
the MMS 

Do awareness seminars, workshops, 
road shows and distribute career 
information. 

500 women per year reached by 
marketing interventions. 

Challenge: Identification of correct target 
population for promoting Mining amongst women. 
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MQA OBJECTIVE 1 

TO SUPPORT THE TRANSFORMATION OF THE MMS THROUGH SKILLS DEVELOPMENT 

 

Specific objectives 
MQA interventions to reach MQA Targets/success indicators 

objectives for period 2005-2009 Risks and challenges 

Set participation standard for all 
MQA and MQA sponsored training 
and development interventions to 
include women participants. 

 

20% of participants of all MQA and 
MQA sponsored training and 
development interventions are 
women. 

 

Challenge: Managing of expectations created by 
the Charter and awareness workshops. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

MQA OBJECTIVE 2 

TO SUPPORT ORGANISATIONS IN THE SECTOR TO COMPLY WITH HEALTH AND SAFETY REGULATIONS AND TO ENHANCE THE STANDARD OF HEALTH 
AND SAFETY TRAINING IN THE SECTOR. 
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MQA interventions to reach 
objectives 

MQA Targets/success indicators 
for period 2005-2009 Risks and challenges Specific objectives 

2.1 HEALTH AND SAFETY 

a) To ensure that the Sector has 
learnerships and skills programmes that 
supports the implementation of current 
and future health and safety 
regulations. 

 

Support both the MMS, Engineering 
and Health and Safety SGBs to 
develop the qualifications and 
standards required in the regulations 
of the Mine Health and Safety Act. 

 

MQA to register Learnerships and 
skills programmes which support the 
implementation of current and future 
regulations of the Mine Health and 
Safety Act. 

 

Unit standards, qualifications, 
learnerships/skills programmes 
developed and registered in the 
following areas: 

 Explosive regulations 

 Mine Survey and Mapping 

 Winding Engine Driver 

 Locomotive drivers 

 

 

 

Risk: Regulations are published and 
implemented before unit standards, 
qualifications, skills programmes and learnerships 
are registered. 

Challenge:  To develop unit standards, 
qualifications, learnerships and skills programmes 
timeously. 

Challenge: Managing the transition from old to 
new dispensation. 

 

 

MQA OBJECTIVE 3 

TO PROMOTE THE DEVELOPMENT OF THE CURRENT WORKFORCE 

Specific objectives MQA interventions to reach 
objectives 

MQA Targets/success indicators for period 2005-
2009 Risks and challenges 

3.1 CURRENT WORKFORCE 

a) To promote and facilitate the 
assessment of individual workers’ 
skills in the workplace. 

 

Development of Recognition of Prior 
Learning (RPL) tools to do the skills 
assessment of current workforce. 

 

Prioritise as per the MQA  

Qualifications Framework roll out. 

 

6 RPL toolkits per year made available for use in the 
MMS. 

 

 

 

 

 

Risk: Development of RPL Toolkits 
too slow to achieve this objective. 

Risk: the cost associated with this is 
high and available and allocated 
funding may be diverted to other 
programmes.  
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MQA OBJECTIVE 3 

TO PROMOTE THE DEVELOPMENT OF THE CURRENT WORKFORCE 

Specific objectives MQA interventions to reach MQA Targets/success indicators for period 2005-
objectives 2009 Risks and challenges 

20 enterprises to benefit from this grant each year. 

 

Challenge: to keep to Roll-out plan. Grant to incentivise enterprises to 
assess their workers’ skills (using 
the RPL Toolkits.) 

b) To facilitate the development of 
career paths for workers in the MMS. 

SGB to Revisit MQA Qualification 
Framework in order to develop 
“building blocks” to full 
qualifications. 

Revised MQA Qualifications framework to be published 
annually. 

 

Promote the MQA Qualifications framework annually. 

Challenge:  To get stakeholder buy-
in and rethink the Qualifications 
Framework.   

Challenge:: To get the DoL to 
recognise the value of skills 
programmes and to evaluate SETAs 
not only in terms of learnerships but 
to also recognise skills programmes. 

Risk: Funding implications may be 
huge.  

Continue with skills development of 
ABET Facilitators. 

 

6083 ABET Practitioners complete the NQF 4 and or the 
5 ABET Practitioner Learnerships. 

Continue with ABET 1, 2, 3, and 4 
grants. 

Enterprises claim grants for 1 50084 NQF 1 learners. 

Continue to incentivise the use of 
the ABET RPL toolkit. 

20 accredited training providers participate in the RPL 
grant. 

c) To raise the literacy, numeracy 
and overall qualification profile of 
workers in the MMS. 

Continue with ABET learning 
material development. 

 

Learning material associated with the MQA NQF level 1 
Qualification completed. 

Risk: This Objective will consume an 
enormous amount of funds over a 
long period.  Rate of putting learners 
through ABET very low and to meet 
Charter and NSDS targets will take in 
excess of 10 years. 

Risk: Enterprises may elect not to 
train ABET learners. 

Risk: no clear return on investment.  
Difficult for to make a business case 
for this. 

                                                
83 60 Practitioners over 5 years. 20% of Practitioners may be from Mine Community Based Institutions. 
84 300 learners per year over 4 years.  
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MQA OBJECTIVE 3 

TO PROMOTE THE DEVELOPMENT OF THE CURRENT WORKFORCE 

Specific objectives MQA interventions to reach MQA Targets/success indicators for period 2005-
objectives 2009 Risks and challenges 

  

Continue with payment of the 
Learnership grant. 

 

Extending learnership grants to 
learnerships registered by other 
SETAs. 

 

Do marketing of both MMS and 
other SETA Learnerships available. 

Mining Charter target:  

5 000 learners85 in Learnerships.   

 

(MQA standard translates into 60% 18(1) and 40% 
18(2) learnership contracts registered.86 ) 

 

 

 

Continue with payment of the 
Apprenticeship grant. 

Apprenticeship numbers to reduce to less than 100 by 
2009. 

d) To promote the use of Section 
18(1) learnerships in the 
development of workers in the 
Sector. 

Incentivise the registration of 
learners in unit standards based 
skills programmes that will 
formalise in-service training, and 
will enable employees to obtain 
formal recognition for skills 
acquired. 

 

 

Incentivise companies that register learners in unit 
standards based skills programmes that will formalise 
enterprise based in-service training. 

 

 

Risk: Downscaling in the MMS 
continues and as a result, poor 
uptake of learnerships. 

Challenge: To popularise 

learnerships registered by other 

SETAs. 

                                                
85 The Charter does not specify how many 18.1 or 18.2 learners to be registered. 
86 See Annexure J for the targeted flow of learners through the system. 
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MQA OBJECTIVE 3 

TO PROMOTE THE DEVELOPMENT OF THE CURRENT WORKFORCE 

Specific objectives MQA interventions to reach MQA Targets/success indicators for period 2005-
objectives 2009 Risks and challenges 

Actively market skills programmes 
to enterprises in the MMS 

20 enterprises to apply for the grant. Risk: Unit standard based training 
programmes (now skills 
programmes) may not be a cost 
effective alternative due to high cost 
of ETQA requirements  

Challenge: To identify the most 
appropriate in service training 
programmes. 

 

e) To promote the utilisation of skills 
programmes in the MMS. 

Pay grant to enterprises that 
indicate that at least 2% of 
employees received recognised 
entrepreneurial skills training. 

 

20 enterprises to apply for the grant. Challenge: employee records and 
MQA DataNet must reflect this. 

Challenge: Selecting New Ventures 
and paying the grant to the right 
ones. 

f) To support entrepreneurial skills 
development among employees in 
the MMS. 

Pay grant to enterprises who 
demonstrate that they provide 
disabled employees with 
appropriate training and career 
development opportunities. 

20 enterprises to apply for the grant. Challenge: to identify appropriate 
jobs in which disabled employees can 
be deployed into. 

g) To support the training and 
development of disabled employees 
in the MMS 

 

 

 

 

 

MQA OBJECTIVE 4 

TO PROMOTE THE DEVELOPMENT OF NEW ENTRANTS INTO THE MMS 
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Specific objectives MQA interventions to reach 
objectives 

Target for period 2005-2009 Risks and challenges 

Establish a grant for companies in 
the MMS that provide practical 
experience to learners from higher 
education institutions. 

40087 learners supported with 
practical experience. 

Risk: Downscaling of the Sector may significantly 
influence this objective. 

Challenge: For those learners supported to find 
employment. 

a) To encourage companies in the 
MMS to provide practical experience 
to learners at higher education 
institutions. 

Support enterprise initiatives for 
promoting maths and science 
projects at school level. 

Make available a grant that will 
incentivise enterprises to support 
maths and science projects at 
school level 

Risk.  Enterprises may not participate.  May regard 
maths and science teaching as a DoE responsibility. 

 

b) To promote maths and science at 
school level. 

Continue with payment of the 
learnership grant for 18(2) learners. 

 

Extending learnership grants to 
learnerships registered by other 
SETAs. 

 

Do marketing of both MMS and 
other SETA Learnerships available. 

Mining Charter target:  

5 000 learners in Learnerships.   

 

(MQA standard translates into 60% 
18(1) and 40% 18(2) learnership 
contracts registered.88 ) 

 

 

 

Risk: Downscaling in the MMS continues and as a result, 
poor uptake of learnerships. 

Challenge: To popularise learnerships registered by 
other SETAs. 

Challenge: Mentoring and coaching in the workplace. 

 

c) To promote Section 18(2) 
Learnerships 

 

 

 

 

 

 

 

                                                
87 At least 10 enterprises supporting at least 10 learners each over a 4 year period. 

88 See Annexure J for the targeted flow of learners through the system. 
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MQA OBJECTIVE 5 

TO STIMULATE SKILLS DEVELOPMENT WITHIN NEW ENTERPRISES (ESPECIALLY BEE FIRMS) IN THE SECTOR 

Specific objectives MQA interventions to reach 
objectives 

Target for period 2005-2009 Risks and challenges 

 

Conduct research to determine 
skills needs of new enterprises. 

 

Research study to be finalised by 
2006. 

 

5.1 NEW ENTERPRISES 

Establish a Technical Reference 
Group that will develop 
qualifications and standards 
specified in research study. 

TRG to be established by 2006. 

 

 

 

a) To support the development of 
skills required by new enterprises in 
the Sector 

Fund learning delivery projects. 

 

489 delivery projects aimed at new 
enterprises identified and funded. 

 

Risk: Research may prove to be very difficult.  
Difficulties foreseen in defining and identifying new 
enterprises and skills needs may be extremely diverse. 

Challenge: new enterprises releasing employees for 
training. 

Challenge: to identify learning delivery projects that will 
be have a significant impact. 

Implement the New Venture Grant.  

 

Support at least 2 institutions per 
province. 

Risk: Defining and identifying new enterprises and skills needs 
may be diverse. 

Challenge: to identify learning delivery projects that will be 
have a significant impact. 

b) To make available resources to 
institutions accredited to manage the 
delivery of New Venture Creation 
Learnerships. 

 

 

 

 

 

 

 

 

                                                
89 One each for Mining, Jewellery Manufacturing, Diamond Processing and CLAS. 
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MQA OBJECTIVE 6 

TO FACILITATE THE TRANSITION FROM EMPLOYMENT IN THE MMS TO EMPLOYMENT ELSEWHERE IN THE ECONOMY 

Specific objectives MQA interventions to reach 
objectives 

Target for period 2005-2009 Risks and challenges 

6.1 EX-MINEWORKERS 

To support enterprises in the MMS to 
provide non mining-related training 
to employees who may not have 
continuous employment 
opportunities within the Sector. 

 

Make available a grant to 
enterprises in the MMS who provide 
non mining-related training to own 
employees. 

 

20 enterprises to participate in 
grant scheme. 

 

 

 

 

Challenge: employee records and MQA DataNet must 
reflect learning achievements of employees. 

6.2 MINING COMMUNITIES AND 
COMMUNITIES IN MAJOR 
LABOUR SENDING AREAS 

a)To support communities with skills 
development 

 

 

 

Make available a grant to 
enterprises that make their training 
facilities and training courses 
available to local communities. 

 

 

 

20 enterprises to participate in 
grant scheme. 

 

 

 

 

 

Risk: not done in a formal and verifiable manner. 

Challenge: to get buy-in from accredited providers to 
make their facilities available to outsiders. 

Identify and support beneficiation 
initiatives with skills development 
projects. 

 

Identify and support 490 
beneficiation initiatives with skills 
development projects. 

 

Risk: Demand may exceed our resources.  Relatively 
small part of Sector. 

Challenge: Identifying the beneficiation initiatives. 

 

b) To support beneficiation initiatives 
in communities. 

                                                
90 One each for Jewellery Manufacturing, Coal Mining and CLAS 
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MQA OBJECTIVE 6 

TO FACILITATE THE TRANSITION FROM EMPLOYMENT IN THE MMS TO EMPLOYMENT ELSEWHERE IN THE ECONOMY 

Specific objectives MQA interventions to reach 
objectives 

Target for period 2005-2009 Risks and challenges 

With Provincial Government and or 
District Municipalities, identify and 
support skills development of 
unemployed mine workers. 

Continue with skills development 
support in Provinces identified and 
targeted. 

 

Risk: Enterprises minimise their involvement due to 
downsizing problems. 

Challenge: To minimise the MQA role in these 
initiatives.  To maximise the participating enterprises role 
in these initiatives. 

c) To support skills development of 
unemployed mine workers. 

 

 

 

MQA OBJECTIVE 7 

TO ENSURE THE QUALITY OF EDUCATION AND TRAINING IN THE MMS 

Specific objectives MQA interventions to reach 
objectives 

Target for period 2005-2009 Risks and challenges 

7.1 QUALITY ASSURANCE 

a) MQA to retain ETQA 
status. 

 

Continue to meet SAQA quality 
assurance standards. 

 

Remain a SAQA accredited ETQA. 

 

Risk: Not dedication sufficient resources to the 
maintenance of the standard. 

Challenge: To successfully pass each SAQA audit. 

Continue to meet the ISO 9001:2000 
standard. 

Remain an ISO 9001:2000 
certification Office. 

Risk: Turnover of staff makes it difficult to maintain 
standard. 

Challenge: Integrate ISO requirements into “way 
we do things”.  

b) MQA to retain ISO 
9001:2000 certification 
standard. 

c) To support the Investors 
in People standard. 

Continue to support enterprises that 
introduced Investors in People 
standard. 

a) 20 enterprises achieve the 
Investors in People standard. 

 

a) Enterprises achieving the IiP 
standard to automatically get 50 

Risk: Enterprises in sector rejects the Investors in 
People standard. 

Challenge: Finding 20 enterprises willing to 
participate in Investors in People standard. 

Challenge: MQA to secure agreement on 
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MQA OBJECTIVE 7 

TO ENSURE THE QUALITY OF EDUCATION AND TRAINING IN THE MMS 

Specific objectives MQA interventions to reach 
objectives 

Target for period 2005-2009 Risks and challenges 

% of levy paid and for period 
standard is maintained – no plan 
or report required.   

 

c) MQA to secure agreement on 
information from such 
enterprises. 

information from such enterprises.  

d) To support Institutions of 
Excellence in the Sector. 

Make available a grant to Institutions 
of Sectoral Excellence. 

Recognise and support 5 Institutions 
of Sectoral Excellence. 

 

Continue with FET support strategy. 

Challenge: Identifying Institutions. 

Challenge: Formulating and roll out an appropriate 
support strategy. 

e) Provider institutions 
accredited to manage the 
delivery of the New 
Venture Creation 
Learnerships. 

Make available resources to 
accredited institutions accredited to 
manage the delivery of the New 
Venture Creation Learnerships. 

Accredit at least 2 institutions per 
Province.  

 Challenge: Identifying Institutions. 
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I.4 MQA OBJECTIVES AND TARGETS and OTHER POLICY OBJECTIVES 

The MQA objectives and targets as set out in the previous section were correlated with the draft NSDS 
indicators and levers.  This comparison can be seen in the Table below.  The Mining Charter support 
strategy as approved by the MQA Board has been referred to in Chapter 1 and is included in Annexure 
C.  Annexure H shows how the MQA strategy will address the GDS objectives. 

 



MAPPING MQA INTERVENTIONS AGAINST DRAFT NSDS OBJECTIVES, INDICATORS AND LEVERS 

 

Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQA  success indicators 

1.1 Skills development supports national and 
sectoral growth, development and 
equity priorities 

• SETAs use their discretionary funds to 
identify critical skills in the sector using 
guidelines prepared by the Department 
of Labour and NSA.  

•   Critical skills needed, at entry, 
intermediate and advanced levels, are 
aligned and agreed with growth, 
development and equity strategy 
drivers and skills development bodies 
at national level within agreed 
timeframes. 

SSP 1.1.d: The MQA will identify and 
develop high level scarce skills among 
HDSAs”. 

200 bursars per year in priority 
learning areas91. 

 

50 Jewellery bursars per year. 

 

2 critical skills research projects 
completed and strategic plans 
adapted to support the 
development of those skills. 

1. Prioritising and 
communicating critical 
skills for sustainable 
growth, develop 

ment and equity. 

Information on critical skills widely 
available to learners. Impact of 
information dissemination researched, 
measured and communicated in terms 
of rising entry, completion and 
placement of learners. 

• Department of Labour consolidates 
SETA inputs and national/generic 
priorities and prepares a national guide 
on occupational / employment trends, 
periodically updated as agreed.  

• Relevant stakeholders ensure that 
information is utilised and report back 
to Department of Labour. 

• The NSF Critical Skills Support Funding 
Window will fund the guide and the 
training of career guidance counsellors 
in the use of this information.  

• SETAs will use Discretionary Funds to 
fund the development of guides and 
the training of sector specialists or 
SDFs in the use of this information for 
their sectors. 

 

SSP 3.1.d: To promote the use of Section 
18(1) and 18(2) learnerships in the 
development of workers in the Sector. 

Conduct annual road show 

 

Place 2 per year advertisements 
in National newspapers 

 

Distribute MQA brochures and 
newsletters. 

 

 

Conduct annual SDF Induction 
workshops and include the 
“guidance” topic. 

 

Participate in one National 
Career Guidance Conference 
each year. 

1.2 

                                                
91 See Annexure I for list of study areas supported by the MQA. 
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Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQA  success indicators 

2.1 By March 2010 at least 80% of large 
firms’ and at least 60% of medium firms’ 
employment equity targets are 
supported by skills development.  
Impact on overall equity profile 
assessed. 

• All WSPs to be submitted no later 
than 30 September for 2005 and 
thereafter 30 June each year.  
Newly registered skills levy-payers 
submit WSPs within 6-months from 
establishment. 

• WSP to be judged against three 
criteria in 2005: (1) Timeframe 
(submitted in time) and (2) WSP 
meets EE + BBBEE and charter 
compliance criteria.  (3) 
Stakeholder signoff. 

• From 2006 onwards the WSP will be 
judged by an additional criterion, 
i.e. a report on the performance 
against the previous year’s WSP.  

• If the WSP successfully meets set 
criteria then full 50% grant paid in 
quarterly tranches. 

• Firms failing to meet the set criteria 
will automatically forfeit the WSP 
grant for the given financial year.  
Forfeited grants will be transferred 
directly into SETA discretionary 
funds. 

SSP 1.2: MQA to support small 
enterprises especially BEE firms) with 
skills development needs. 

 

 

 

SSP 1.3.a: Large and medium 
enterprises equity targets supported by 
skills development 

Grant established to incentivise 
large and medium enterprises to 
assist and support small BEEs 
with skills development. 

 

 

80% of large and 60% of 
medium enterprises 
participating (pay and claim) in 
skills development and the Levy 
Grant system. 

 

 

WSP and ATR guidelines 
reviewed. 

 

 

 

 

2. Promoting and 
accelerating quality 
training for all in the 
workplace. 

 

2.2 By March 2010 skills development in at 
least 40% of small levy paying firms 
supported and the impact of the support 
measured. 

 

The SETA determines the best form of 
intervention and grant, such as WSP grants or 
the provision of free courses.  40% of total 
population of small firms in sector to be 
reached by such initiatives is the target.  
SETAs to spend at least 80% of the total levy 
income from small firms on the achievement 
of this indicator. 

 

SSP 1.1: The MQA will 

a)   Assist current and new executives 
(HDSAs) to gain sufficient knowledge 
of the MMS to enhance their 
potential to move into senior 
management positions or to manage 
their own new BEE ventures more 
successfully . 

b)   Develop Sector related 
entrepreneurial and business skills 
among HDSAs in order to increase 
their participation in the MMS. 

c)  Develop technical skills among 

 

 

 

a) 160 HDSAs to benefit from 
Executive Development 
Programmes.  

 

b) 160 HDSAs to benefit form 
entrepreneurial and 
business skills programme. 
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Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQ success indicators A  

HDSAs to ensure success of their 
own businesses in the MMS. 

 

 

 

 

 

SSP 1.2: The MQA will incentivise 
enterprises to assist and support small 
BEE firms with skills development. 

 

 

 

 

c)   Technical skills required by 
HDSAs with own 
businesses identified and 
unit standards developed 
and registered on NQF. 

 

 

 

20 enterprises to benefit from 
this grant each year. 

 

By March 2010 at least 80% of 
government departments spend at least 
1% of personnel budget on training and 
impact of training on service delivery 
measured and reported. 

Government increase training budget spend 
from 1% to at least 5% of  payroll. 

Government and other public entities pay 
1% skills levy like other constituencies. 

 

 

 

NA 

 

 

NA 

2.3 

2.4 By March 2010, at least 500 enterprises 
achieve a national standard of good 
practice in skills development approved 
by the Minister of Labour. 

Firms achieving a national standard of good 
practice in skills development approved by the 
Minister will automatically get 50% of levy 
paid and for period standard is maintained. 
SETAs will secure agreement on information 
required from such firms based on regulation. 

SSP 7.1.c:  The MQA will support the 
Investors in People standard. 

 

 

MQA Office will maintain its 
Investors in People standard 
accreditation. 

 

Grant to incentivise 20 
enterprises that support 
Investors in people standard. 

 

(Enterprises achieving the IiP 
standard to automatically get 
50 % of levy paid and for period 
standard is maintained.  MQA to 
secure agreement on 
information from such 
enterprises.) 
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Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQA  success indicators 

 

 

2.5 Annually increasing number of small BEE 
firms and BEE co-operatives supported 
by skills development. Progress 
measured through an annual survey of 
BEE firms and BEE co-operatives within 
the sector from the second year 
onwards. Impact of support measured. 

SETA Discretionary BEE grants. SSP 1.2 To support skills development in 
BEE firms in the Sector through a grant 
to incentivise large and medium firms to 
support small firms with skills 
development. 

20 small enterprises to benefit 
from this grant each year. 

 

Annual survey conducted. 

 

Impact of support measured in 
year 5. 

 

2.6 From April 2005 to March 2010 there is 
an annually increasing number of people 
who benefit from incentivised training 
for employment or re-employment in 
new investments and expansion 
initiatives. Training Equity targets 
achieved. Of number trained, 100% to 
be South African citizens 

NSF - Skill Support programme grants 

The Department of Labour must provide an 
annual report on progress made in respect of 
employment or re-employment generated 
linked to new investment initiatives and 
expansions. 

SSP 6.2 

a) MQA to support communities with 
skills development  

Note: MQA not directly responsible for 
Indicator.  

 

 

b) To support beneficiation initiatives in 
communities. 

 

 

c) To support skills development of 
unemployed mine workers. 

 

 

Make available a grant to 
enterprises that make their 
training facilities and training 
courses available to local 
communities. 

 

Identify and support 
beneficiation initiatives with 
skills development projects. 

 

With Provincial Government and 
or District Municipalities, identify 
and support skills development 
of unemployed mine workers. 

 

 

By March 2010 at least 700 000 workers 
have achieved at least ABET Level 4. 

SETAs use discretionary funds and may with 
the agreement of their Boards include the 
provision of ABET as a criteria for the release 
of WSP grants. Total sum of all SETA targets 

SSP 3.1 c) To raise the literacy, 
numeracy and overall qualification levels 
of workers in the MMS. 

6092 ABET Practitioners 
complete the NQF 4 and/or the 
5 ABET Practitioner 

2.7 

                                                
92 100 Practitioners per year over 4 years. 20% of Practitioners may be from Mine Community Based Institutions. 
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Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQA  success indicators 

to be at least 700 000 workers. Learnerships. 

 

Continue with ABET 1, 2 and 3 
grants.  

 

Enterprises claim grants for 
1 50093 NQF 1 learners. 

 

20 accredited training providers 
participate in the RPL grant. 

 

Learning material associated 
with the MQA NQF level 1 
Qualification available. 

 

By March 2010 , at least 125 000 
workers assisted to enter and at least 
50% successfully complete programmes, 
including learnerships and 
apprenticeships, leading to basic entry, 
intermediate and high level scarce skills. 
Impact of assistance measured. 

SETA discretionary grants to include 18(1) 
grants for learnerships, bursary grants, 
internship grants and study support to 
learners acquiring basic entry, intermediate 
and high level scarce skills identified as scarce 
in their sectors. 

 

 

SSP 3.1 d) To promote the use of Section 
18(1) Learnerships in the development 
of workers in the Sector. 

 

 

 

 

 

 

 

 

 

The MQA will   

a) continue with payment of the 
18.1 Learnership grant; 

 

b) continue with payment of the 
Apprenticeship grant; 

 

c) extending learnership grants 
to learnerships registered by 
other SETAs; 

 

d) do marketing of both MMS 
and Learnerships available 

2.8 

                                                                                                                                                                                                                                 
93 300 learners per year over 4 years.  

 I-19 



Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQA  success indicators 

 

 

 

 

 

 

 

SSP 1.1 d:  The MQA will 

a)   Continue with its bursary scheme for 
learners at higher education institutions. 

 

b) For Jewellery Manufacturing 

 

 

SSP 4.a: To encourage companies in the 
MMS to provide practical experience to 
learners at higher education institutions. 

from other SETAs. 

 

2000 18(1) learners trained 
over period. 

 

 

200 bursars per year in priority 
learning areas. 

 

 

 

50 Jewellery bursars per year. 

 

 

Continue to pay Practical 
Training grant. 

 

 

 

2 critical skills research projects 
completed and strategic plans 
adapted to support the 
development of those skills. 

 

3. Promoting 
employability and 
sustainable livelihoods 
through skills 
development 

3.1 By March 2010, at least 450 000 
unemployed people are trained. This 
training should incrementally be quality 
assured and by March 2010 no less than 
25% of the people trained undergo 
accredited training.  Of those trained at 
least 70% should be placed in 
employment, self-employment or social 

NSF Social Development Funding Window 
including EPWP grants. 

SSP 4.c:  The MQA will  

Continue to support Section 18(2) 
Learnerships. 

Continue with payment of the 
Learnership Grant to 3000 18(2) 
learners. 

 

Extending Learnership grants to 
Learnerships registered by other 
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Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQA  success indicators 

development programmes (including 
EPWP), or should be engaged in further 
studies. Placement categories each to be 
defined, measured, reported and 
sustainability assessed. 

 

SETAs. 

 

Do marketing of both MMS and 
Learnerships available from 
other SETAs. 

By March 2010, at least 2000 non-levy 
paying enterprises, NGOs, CBOs, and 
community-based co-operatives 
supported by skills development. Impact 
of support on sustainability measured 
with a targeted 75% success rate. 

20% SETA Discretionary funds and 80% NSF. SSP 6.2 a:  The MQA will continue to 
support local communities with skills 
development by making available a grant 
to enterprises that make their facilities 
and training courses available to local 
communities. 

20 enterprises to participate in 
grant scheme. 

 

 

3.2 

3.3 By March 2010, at least 100,000 
unemployed people have participated in 
ABET level programmes of which at 
least 70% have achieved ABET level 4 

NSF ABET Funding Window to top up DoE 
funding of Adult Learning Centres and funding 
to other public providers, as well as private 
and donor funding to other ABET initiatives. 

Note: MQA not responsible for Indicator. 

 

NA  

Assisting designated 
groups, including new 
entrants to participate 
in accredited work 
integrated learning and 
work-based 
programmes to acquire 
critical skills to enter 
the labour market and 
self-employment 

4.1. By March 2010 at least 125 000 
unemployed people assisted to enter 
and at least 50% successfully complete 
programmes, including learnerships and 
apprenticeships, leading to basic entry, 
intermediate and high level scarce skills. 
Impact of assistance measured. 

SETA discretionary grants to include 18(2) 
grants for learnerships, bursary grants, 
internship grants and study support to 
learners acquiring basic entry, intermediate 
and high level scarce skills identified as scarce 
in their sectors. The NSF provides top-up 
funding. 

SSP 1.1 e:  To develop high level and 
intermediate level scarce skills among 
HDSAs. 

 

 

3000 18.2 Learners supported.   

 

200 bursars per year in priority 
learning areas. 

 

50 Jewellery bursars per year. 

 

2 critical skills research projects 
completed and strategic plans 
adapted to support the 
development of those skills. 

 

4.2 100% of learners in critical skills 
programmes covered by sector 
agreements from FET and HET 

SETA provides Work Experience Grants, as 
per agreement, to levy paying and non-levy 
paying employers in their sector that will 

SSP 4 a:  The MQA will  

Incentivise (through a grant) companies 
in the MMS to provide practical 

40094 learners supported with 
practical experience. 

 

                                                
94 At least 10 enterprises supporting at least 10 learners each over a 4 year period. 
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Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQA  success indicators 

institutions assisted to gain work 
experience locally or abroad, of whom at 
least 70% find placement in 
employment or self-employment. 

 

provide work experience opportunities to 
students / graduates in sector-relevant 
programmes. 

experience to learners at higher 
education institutions. 

 

 

 

4.3 By March 2010, at least 10,000 young 
people trained and mentored to form 
sustainable new ventures and at least 
70% of new ventures in operation 12 
months after completion of programme. 

SETA Discretionary New Venture Creation 
grants plus NSF top-up. 

 

SSP 5.1.b: The MQA will make available 
resources to institutions accredited to 
manage the delivery of New Venture 
Creation Learnerships. 

Implement the New Venture 
Grant.  

 

 

Support at least 2 institutions 
per province. 

 

5. Improving the quality 
and relevance of 
provision. 

5.1 By March 2010 each SETA recognises 
and supports at least five Institutes of 
Sectoral or Occupational Excellence 
(ISOE) within public institutions and 
through Public Private Partnerships 
(PPPs) where appropriate, spread as 
widely as possible geographically for the 
development of people to attain 
identified critical occupational skills, 
whose excellence is measured in the 
number of learners successfully placed 
in the sector and employer satisfaction 
ratings of their training. 

SETA Institute of Sectoral or Occupational 
Excellence Grant.  This Grant to cover any or 
all of the following – and may be used to 
upgrade a facility in order that it can achieve 
the status of excellent: 

 Infrastructural Development 

 Educator/Trainer up-skilling 

 Curriculum and materials 
development 

 Learner support initiatives 

 Upgrading of satellite institutions 
(e.g. emerging providers in 
partnership with excellence 
institution) 

Other – by mutual agreement 

SSP 7.1.d:The MQA will make available a 
grant to Institutions of Sectoral 
Excellence. 

 

SSP 7.1.d: The MQA will continue with 
the implementation of its FET support 
strategy. 

Grant available to recognise and 
support  Institutions of Sectoral 
Excellence. 

 

FET support strategy in place. 

 

 

 

 

 5.2 By March 2010, each province has at 
least two provider institutions accredited 
to manage the delivery of the new 
venture creation qualification. 70% of 
new ventures still operating after 12 
months will be used as a measure of the 
institutions’ success. 

SETA discretionary grants plus National Skills 
Fund New Venture Creation Grant. 

SSP 7.1.e: The MQA will make available 
resources to institutions accredited to 
manage the delivery of New Venture 
Creation Learnerships. 

Support at least 2 institutions 
per province. 
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Draft NSDS 
Objective Draft NSDS Indicator Draft NSDS Lever MQA Objective MQA  success indicators 

 

5.3 By March 2010 there are measurable 
improvements in the quality of the 
services delivered by skills development 
institutions and those institutions 
responsible for the implementation of 
the NQF in support of the NSDS. 

SETA discretionary grants and specific NSF 
grants to be approved on advice by the NSA. 

SSP 7.1.a: MQA will retain its ETQA 
status. 

 

 

 

MQA continue to meet SAQA 
quality assurance standards. 

 

MMS Training Providers 
accredited by MQA. 

 

 

 

5.4 By March 2010, there is an NSA 
constituency based assessment of an 
improvement in stakeholder capacity 
and commitment to the National Skills 
Development Strategy. 

 

SETA discretionary funds and NSF 
Constituency Capacity Building and Advocacy 
Funding Window. 
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I.5 SUMMARY OF GRANT SYSTEM THAT WILL APPLY FOR THE PERIOD 2005-2009 

 

 Grants for period 2005-2006 

Mandatory grants: 

1. WSP and ATR grants to small, medium and large enterprises.  

Discretionary grants: 

2. Grant for management development programme (management skills for HDSAs) 

3. Grant for graduate development programme (post graduate practical experience for HDSAs) 

4. Grant for executive preparation programme (introduction to mining at executive level) 

5. Grant to incentivise all large and medium enterprises to assist and support small BEEs with skills development. 

6. Grant to incentivise enterprises to assess their existing workers’ skills. 

7. ABET Grants 

• To incentivise enterprises that supports the ABET 1, 2, 3 and 4 learners. 

• To incentivise enterprises that supports the use of the ABET RPL tool.  

•  To incentivise facilitators that participate in the NQF4 and NQF5 Learnerships.  

8. Grant to incentivise enterprises who indicate that at least 2% of employees received recognised entrepreneurial skills training. 

9. Grant to incentivise enterprises who demonstrate that they provide disabled employees with appropriate training and career development 
opportunities. 

10. Grant to incentivise enterprises with support initiatives in place for promoting maths and science projects at school level. 

11. Learnerships Grants: 

• Learnerships grant for 18.1 and 18.2 Learnerships registered by the MQA. 

• Learnerships grant for 18.1 and 18.2 Learnerships registered by other SETAs. 
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 Grants for period 2005-2006 

12. Grant to incentivise companies to train employees in registered skills programmes. 

13. Grant to incentivise companies to complete the training of apprentices. 

14. Grant to incentivise companies to continue with the training of blasting certificate holders. 

15. Grant to incentivise enterprises that make their training facilities and training courses available to local communities. 

16. Grant to incentivise enterprises that support the Investors in People standard. 

17. Grant to Institutions of Sectoral Excellence. 

18. Grant to accredited institutions managing the delivery of New Venture Creation Learnerships. 

19. Grant to incentivise the development of learning materials. 

20. Grant to incentivise companies to assist MQA Bursary student with practical training. 

21. Grant to incentivise assessors to register their portfolios on the MQA DataNet system. 

22. Grant to incentivise moderators to register their portfolios on the MQA DataNet system. 

23. Grant to incentivise Personal Digital Assistants for use by registered Assessors. 

24. Grant to incentivise accredited training providers to achieve the ISO 9000:2001 quality standard. 

25. Grant to incentivise accredited training providers to maintain the ISO 9000:2001 quality standard. 

26. Grant to incentivise companies to train and register their ETD Practitioners on the MQA DataNet system. 

27. Grant to incentivise companies to train their SDFs.  

28. Grant to incentivise companies to train their Company Skills Committees. 
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 Grants for period 2005-2006 

29. Grant to support undergraduate student studying MQA approved subjects. 

30. Grant to support the MQA FET support strategy. 

31. Grant to support the MQA SMME support strategy. 

32. Grant to incentivise companies to release technical experts to serve on TRGs. 

 



 

I.6 INDICATIVE BUDGET 

The indicative budget has been based on current and projected earnings and disbursements.   

Budget (R 000) 2005/6 2006/7 2007/8 2008/9 2009/10 

 

Total Income 

 

R304 992 R320 242 R336 254 R353 067 R370 720 

Less: 
Administration R28 374 R30 850 R32 393 R34 012 R35 713 

Less:  

Grants A and B 
R195 167 R206 877 R219 290 R232 447 R246 394 

Less: 

Discretionary 
grants 

R81 451 R82 515 R84 572 R86 608 R88 613 

Balance nil nil nil nil nil 

 

I.7 IMPLEMENTATION AND MONITORING OF THE STRATEGY 

One of the major lessons learned in with the previous SSP was the lack of constant monitoring of the 
target achievements during the five years of its existence.  It is the intention of the MQA not to repeat 
this during the next 4 years whilst implementing the 2005-2009 Sector Skills Plan.  To do so the 
following strategies will be put in place that will strengthen the MMS’s ability to implement and 
monitor these skills development strategies. 

I.7.1 Annual business planning 

The SSP outlines the overall objectives set for the four-year period April 2005 to March 2009.  The 
strategies to meet these objectives will be evaluated and adapted in the four annual business plans of 
the MQA.  Budgets and funding allocations will be made on an annual basis and the budget 
projections presented in Section 5.6 above will be revised accordingly. 

I.7.2 Ensuring that unit standards and qualifications are registered on the NQF 

The MMS Standards Generating Body (SGB) has been integrated into the MQA and operates as a unit 
within the MQA.  The SGB has 26 Technical Reference Groups developing qualifications, standards, 
learnerships, skills programmes and the supporting learning material packs.  The MMS SGB has close 
links with the Engineering SGB, ECSA and the Health and Safety SGB which greatly assists with the 
registration of MMS related qualifications and standards.  The MMS SGB’s work underpins the MQAs 
skills development priorities, by developing and registering the priority qualifications and standards on 
the NQF.  The operations and administration of the SGB has been and will continue to be funded as 
part of the 10% administration cost allocated to the MQA. 

I.7.3 Enhancing the quality of education and training 

The third corner stone that will ensure effective implementation and monitoring is the quality 
assurance systems put in place by the MQA.  The MQA is also an accredited ETQA with SAQA.  As an 
ETQA the MQA has established four basic principles which must be adhered to by all accredited 
training providers.  These are: the implementation of the ISO 9001:2000 quality assurance standard, 
the registration of trained assessors, the registration of trained and experienced moderators and the 
existence of an effective learning delivery system. 

I.7.4 Maintaining and improving the grant system 
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The SSP provides for a new grant system.  Both the mandatory and discretionary grants schemes will 
be revised before the beginning of the planning period.  Criteria for each new grant will developed 
together with the relevant application documents.  The administrative procedures and infrastructure 
necessary for the administration of the grants will be continuously evaluated and improved. 

The participation of stakeholders in the grant system is crucial for the successful implementation of 
the SSP.  The MQA will continue to reach out to non-participating employers, to market the new 
grants and to encourage participation in the system.  Participation trends will be monitored 
continuously. 

I.7.5 Maintaining and improving the MQA’s information system (DataNet) 

The MQA has established a fully integrated Data Management System (DataNet).  This system 
captures Levy details, grant payment details, qualifications and unit standard details, learner details, 
apprentice details, assessor registration details, moderator registration details, certification records 
and finally management reporting.  It is foreseen that this system will continue to grow over the next 
4 years and it will form the backbone of all reporting within the MQA and to the DME and the DoL. 

I 7.6.Research and monitoring 

A constant concern of the MQA Board over the last few years was the lack of empirical research upon 
which decisions could be based.  This was rectified in part during the last two years by the 
commissioning of a number of studies and the subsequent reports guided the MQA in formulating a 
large part of the SSP 2005-2009. 

The continuation of proper in-depth research is the final cornerstone of the MQAs implementation and 
monitoring strategy.    Research activities over the planning period may include the analyses and 
monitoring of Sector characteristics and trends, the identification and assessment of specific skills 
needs (e.g. scarce skills) and the assessment of the effectiveness and impact of certain interventions.  
Research topics and scenario planning will be reflected in each of the four business plans 
underpinning the MQAs skills development strategies. 
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