
At AngloGold Ashanti we believe 
that ‘People are the Business’. 

Implicit within this statement is our desire to:

• attract, retain and develop our people;

•  engage and connect with each other, making sure that we 
involve the right people in the right way to deliver the right 
outcome; and

•  ensure that our people management system, the System 
for People, provides consistent context for our people 
and organisational development strategies, and that this 
is achieved within the framework of our company values, 
objectives and strategy.

Geotechnical Engineering Centre

The Geotechnical Engineering Centre, part of the School of 
Civil Engineering at the University of Queensland, supports 
the new Civil and Geotechnical Engineering and Mining 
and Geotechnical Engineering Dual Major programmes 
and specialises in a range of fields in geotechnical and geo-
environmental engineering and computational modelling.

To meet the growing demands of the Australian mining 
industry, AngloGold Ashanti, together with industry 
partners, is funding the Geotechnical Engineering 
Centre, with each partner contributing AUS$150,000 
(approximately $145,500) per year. The University of 
Queensland is matching this funding providing a total of 
AUS$1.2m (approximately $1.16m) per year. The funding 
supports four academic positions, postdoctoral research 
positions, as well as undergraduate and postgraduate 
scholarships, and specialised geotechnical equipment and 
computer hardware purchases.

AngloGold Ashanti’s relationship with the Centre will 
be mutually beneficial as the Centre offers a consulting 
service through the expertise of their staff, which includes 
expert advice, laboratory testing, computer analyses and 
commercial research.

what we said we wOuld dO
In 2011 we reiterated our purpose to advance our 
implementation of the System for People, with clear objectives 
to build internal capability, retain key skills, develop diverse talent 
and succession plans, and embed a culture of accountability 
within the business. 

AttRACtInG, DeVeLoPInG AnD RetAInInG 
oUR PeoPLe

PODCAST
italia Boninelli
anglogold ashanti 
Executive Vice President: People  
and Organisational Development 

Combating skills scarcity

Podcast available at: www.aga-reports.com/12/italia-boninelli

Addressing skills shortages from schools 
and universities in South Africa

The pipeline of potential employees coming out of schools 
is inadequate. There is a global decline in mathematics 
and science learners. This is particularly accentuated in 
certain countries and South Africa is one of them. Some 
of the most common vacancies in South Africa are at the 
heart of our business: production and section engineers/
managers, rock engineers, financial managers, senior 
safety and risk personnel and mine overseers. 

In South Africa we have embarked on a number of 
interventions: 

•  Our focus is on schools in our communities. We support 
the Star Schools (www.starschools.co.za) career 
guidance programme, teacher and lecturer development 
and capacity building, infrastructure upgrades at FET 
(Further Education and Training) colleges, bursaries, 
community internships, learnerships, and the 
development of community mining and portable skills. 

•  We support adult literacy programmes aimed at our 
employees and the broader communities in which we 
operate.

•  We contribute to the Mining Education Trust Fund, a 
joint effort across the industry that supplements the 
salaries of lecturers at universities and helps to subsidise 
specialised mining equipment to train mining students.

Our graduate trainee programme provides vacation 
work and postgraduate training placements to ensure 
new graduates get the practical experience they need to 
become employable.
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Our perfOrMance in 2012
System for People

The System for People, our people component of Project ONE, 
was designed to facilitate an effective organisation structure 
and an accountability hierarchy that facilitates engagement and 
involvement at the right levels of the organisation, and efficient 
execution of work.

The roll-out of the System for People across the organisation 
continued during the year, estimated at 60% of coverage by all 
business units. An extensive amount of training on managerial 
leadership practices is in progress to provide line managers 
with tools to manage the outputs of their immediate reports 
and hold them accountable for their work. 

Our progress to date has confirmed that working towards 
having the right people in the right roles and focused on the right 
work, creates both personal and organisational advantages. 
We found that individual capability that is well-matched to role 
complexity results in good performance, good decision-making 
at the appropriate level of work complexity, and employees who 
are sufficiently challenged and engaged.

Together with the Business Process Framework – the technical 
component of Project ONE – the System for People promotes 
standard business processes across every area of the company 
in order to ensure that the right people are in the right roles 
and are working to ensure stable processes in order to deliver 
consistently exceptional results.

Global talent management

In line with the roll-out of the System for People, we have 
developed an integrated global talent management model to 
help us navigate scarce skills challenges in our industry while 
servicing the individual development needs of our employees.

All AngloGold Ashanti employees are recognised as talent and 
considered central to the organisation’s success. We therefore 
remain committed to continuously improving our talent pool 
development processes and to identifying further opportunities 
for social media, e-learning technology platforms, and for 
industry-wide collaboration in managing skills scarcity issues 
that affect many of us to some extent.

Our aim in talent management is to deliver a strategic and 
integrated analysis of priorities across business areas and to 
put in place plans to address long-term business needs to 
2020. Our key focus areas of work include: 

•  obtaining a clear understanding of the business landscape 
(strategic priorities, cultural priorities and business drivers);

•  understanding the talent implications (people trends, capacity 
projections, organisation needs and capacity gaps); and

•  enhancing our talent growth engine disciplines (e.g. selection, 
development, performance management and succession 

management).

Another area of focus is addressing employee turnover in key 

roles and the period of time taken to fill jobs at middle and senior 

management (those with eight to 10 years of experience). Due 

to skills shortages and the location of our operations, we find 

that many young mining graduates are not staying in the mining 

industry for longer than two to three years, opting instead for jobs 

in financial services, consulting services or the petrochemical 

industry. In our experience, these individuals rarely return to the 

mining industry and consequently, we experience shortages at 

middle management and in key technical skills.

In response to the skills shortage challenge, we have developed 

a conceptual model that addresses this issue. Our research 

focused on four levels:

• identifying gaps in resources to deliver the business plan;

•  identifying gaps in the pipeline of the discipline from secondary 

school level through to senior management;

•  more innovative sourcing strategies (including re-looking at our 

employee value proposition); and

• retention strategies.

We have established an integrated systemic approach with a 

series of possible interventions at different levels as shown in the  

scarce skills model. The application of this model in 2013 will be  

extended globally as a guiding framework for our operating regions.

see case study: south africa – simunye – working  
as one in south africa

OS  Page 50

see case study: south africa – in the shadow of the 
headgear

OS  Page 51
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Developing strategic alliances

We seek to leverage strategic alliances in research and 
development where we can collaborate with prominent 
experts across multiple industries to develop and share leading 
innovations. These alliances, for example the Technology 
Innovation Consortium, help us build skills and capability both 
internally and for the benefit of the industry in finding solutions 
to address common and future concerns (www.aga-tic.com). 

see case study: australasia – supporting students for 
the future – anglogold ashanti australia

OS  Page 53

see case study: continental africa – support for major 
skills development initiative

OS  Page 54

Scarce skills pipeline

Scarse skills pipeline

Secondary school
School partnership: Grade 9 – 12

Tertiary education
Universities, further education and training 

colleges, bursaries, bridging programmes and 
vocational work, practical training

Management trainees
Development programmes

Junior management
Integrated talent management

Middle management
Integrated talent management

Senior management
Integrated talent management

General Manager 
or Vice President

Building strategic advisor capabilities / workforce and talent planning /
 integrated talent management strategy
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succession management / leadership transition
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Talent development / talent engagement and retention / 
succession management / leadership transition

Key performance indicators

Group turnover rate
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AttRACtInG, DeVeLoPInG AnD RetAInInG 
oUR PeoPLe continued

Employee relations and collective bargaining

In 2012, 91.5% RA  of full-time employees were either 
members of a union or covered by collective bargaining 
agreements (2011: approximately 81%). The number of 
employees used to calculate percentage coverage by collective 
bargaining agreements differs from the employee numbers 
recorded above (under the GRI indicator LA1) as only full-time 
employees with indefinite contracts were used as a basis to 
calculate the percentage of employees covered by collective 
bargaining agreements. Contractors or employees with 
fixed-term contracts are generally not covered by collective 
bargaining agreements. High levels of unionisation occur at 
operations in South Africa, Brazil, Argentina and areas of West 
Africa. In Tanzania, although employees are free to join unions 
and management liaises regularly with unions represented, no 
single union has reached the minimum number of members 
required to be officially recognised as representative for the 
purposes of collective bargaining. There is no unionisation of 
employees in the USA and Australia.

Minimum notice periods

The minimum notice period for operational changes varies 
between operations. No minimum notice period is stipulated in 
countries such as the USA and Australia where the workforce 
is not unionised. In other jurisdictions, notice periods range 
from three weeks to six months. Notice periods are specified 
in collective agreements only in Ghana and South Africa. In 
Ghana, a notice period of three months is specified in union 
recognition agreements. In South Africa, collective bargaining 
agreements refer to statutory notice periods, which range 
from one to six months depending on the complexity of the 
operational changes envisaged.

2012 ONLINE SUSTAINABILITY REPORT46 }



Total workforce by employment type, employment contract and region (LA1)

operations RA total 2012 Employees contractors total 2011 Employees contractors

south africa 34,186 29,740 4,446 32,082 28,176 3,906

Great Noligwa 3,063 2,985 78 2,967 2,884 83

Kopanang 6,014 5,589 425 5,892 5,468 424

Moab Khotsong 6,645 4,665 1,980 6,581 4,618 1,963

Mponeng 6,262 6,088 174 5,788 5,624 164

Savuka 1,157 966 191 815 785 30

Mine Waste Solutions (1) 728 417 311 – – –

Surface operations (2) 1,147 1,147 – 745 745 –

TauTona 4,472 4,006 466 4,507 4,023 484

Other 4,698 3,877 821 4,787 4,029 758

continental africa 16,620 10,012 6,609 16,539 9,783 6,756

ghana 6,921 4,796 2,126 – – –

Iduapriem 1,549 698 851 1,543 741 802

Obuasi 5,373 4,098 1,274 5,538 4,163 1,375

guinea 3,643 1,920 1,723 3,666 1,718 1,948

Siguiri 3,643 1,920 1,723 3,666 1,718 1,948

mali 1,509 655 854 1,461 650 811

Sadiola (Attributable 41%) 783 362 421 756 347 409

Morila (Attributable 40%) 319 169 150 328 174 154

Yatela (Attributable 40%) 407 125 282 377 129 248

namibia 953 953 – 790 790 –

Navachab 953 953 – 790 790 –

tanzania 3,594 1,688 1,906 3,541 1,721 1,820

Geita 3,594 1,688 1,906 3,541 1,721 1,820

australasia 494 110 384 509 101 408

australia 494 110 384 509 101 408

Sunrise Dam 494 110 384 509 101 408

americas – – – 12,112 8,006 4,106

argentina 1,884 1,126 759 1,644 1,065 579

Cerro Vanguardia 1,884 1,126 759 1,644 1,065 579

Brazil 5,319 3,898 1,421 – – –

AGA Mineração 4,238 3,078 1,161 3,825 2,715 1,110

Serra Grande 1,080 821 260 1,339 1,039 300

Usa 692 485 207 – – –

CC&V 692 485 207 581 454 127

Other, including corporate 
and non-gold producing 
subsidiaries

6,626 2,457 4,169 4,723 2,733 1,990

group 65,822 47,829 17,993 61,242 46,066 17,176

(1)  Only applicable from 2012.
(2)  Reported separately for the first time in 2011. 
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AttRACtInG, DeVeLoPInG AnD RetAInInG 
oUR PeoPLe continued

Total number and rate of employee turnover by gender and region (LA2)

 turnover total % turnover – women % number of separations

 2012 2011 2012 2011 2012 2011

australasia  50 69

Australia 14.06 15.47 4.39 7.36

americas 611 533

Argentina 10.32 8.39 0.53 0.75

Brazil 9.48 8.26 0.69 0.68

Colombia 10.30 16.55 3.55 2.92

USA 15.46 20.81 2.61 5.80

continental africa  526 595

DRC 15.22 15.02 0.85 8.84

Ghana 5.69 5.25 0.18 0.21

Guinea 0.19 0.60 0.00 0.07

Namibia 4.75 6.12 0.26 1.39

Tanzania 10.09 15.47 0.25 0.62

south africa 2,402 2,759

South Africa 7.62 8.99 0.82 0.86 2,329 2,677

Corporate* 11.08 15.16 3.66 2.74 73 82

group 7.55 8.99 0.77 0.85 3,589 3,956

*  Note that the Corporate figure includes Corporate Office, B&TD and Isle of Man

Number of strikes and lock-outs exceeding one week’s duration by country (MM4)

country operation action cause impact

Namibia Navachab Strike Wages One procedural strike over wage increases occurred, 
lasting 13 days, from 13 to 25 July.

South Africa South African 
operations

Unprotected 
strike

Wages and union 
rivalry, outside 
of collective 
bargaining cycle

There was one unprotected strike that spilled 
over from other mining houses. The strike was 
unprotected in terms of the Labour Relations Act. 
It lasted from 22 September to 25 October, involving 
some 22,000 employees.
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Composition of governance bodies and breakdown of employees per category according to 
gender, age group, minority group membership and other indicators of diversity (LA13)

composition of the board by gender (%) men women

91.7 8.3

composition of the board by age group* (%)

<40 –

41 to 50 8.3

51 to 60 33.3

61 – 70 50.0

>70 8.3

composition of the board by nationality (%)

South African 53.85

Australian 15.38

Ghanaian 7.7

British 7.7

American 7.7

men women

Employees by gender and employee category (%) 2012 2011 2012 2011

Junior management and skilled staff 85.12 56.07 14.88 10.16

Middle management and professionally qualified 81.48 82.48 18.52 17.52

Semi-skilled and unskilled staff 89.31 96.27 10.69 13.93

Senior and top management 88.11 39.84 11.89 9.73

In South Africa the Mining Charter specifies that 40% of management should be made up of historically disadvantaged South Africans 
(HDSAs). As at 31 December 2012, HDSAs made up 32% of senior management and 40% of top management for our South African 
management team.

Ratio of basic salary of men to women by employee category (LA14)

Employee category 2012 2011

Junior management and skilled staff 0.88 0.96

Middle management and professionally qualified 1.02 0.99

Semi-skilled and unskilled staff 0.92 0.93

Senior and top management 1.13 1.09

* Rounding may result in computational discrepencies
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AttRACtInG, DeVeLoPInG AnD RetAInInG 
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CASE STUDY: siMunye – wOrking as 
One in sOuth africa
The AngloGold Ashanti programme that “unfreezes” its staff, 
only to “refreeze” them three weeks later is showing positive 
results. Despite the somewhat alarming terminology, we do not, 
in fact, pop our workers into a giant freezer. The terms relate 
instead to a three week process that is part of our Simunye 
project, which means “We are one”. “Unfreezing” is the first 
step and involves changing perceptions, values and behaviours. 
This is followed by the introduction of new knowledge in week 
two and, in the final week of the programme, “refreezing” takes 
place to cement the ideas and ensure that the new values and 
behaviours are consolidated. This programme is based on 
the work of psychologist Edgar Schein in the late 1950s and 
1960s, and the three basic stages of changing behaviour.

Encouraging people with purpose
Simunye is a safety team-training programme targeted at 
production crews and supervisors at the mining face. The 
aim is to get these teams to deliver on production safely, by 
improved team cohesion and in direct support of Project ONE 
– the framework we use to underpin growth and realise future 
business objectives.

The Simunye programme roll-out across South African 
operations began in May 2011. The 15 day schedule is mostly 
activity-based, with exercises – including elements of high- and 
low-rope activities – that challenge and develop participants’ 
resilience and teamwork. In the past year a total of 203 stoping 
crews have gone through the unfreezing and refreezing process. 
These include 53 at TauTona, 13 at Savuka, 63 at Mponeng, 33 
at Moab Khotsong, 18 at Great Noligwa and 23 at Kopanang.

The performance of crews is monitored continuously and the 
following results were recorded on some of the mines after the 
training and before the strike period in 2012: 

•  clear safety records have been maintained by 137 crews 
since training began (67%);

•  face advance has improved (15% to 22%) – improvement of 
14% in square meters per in stope worker (m2/ISW) and 22% 
in face advance at TauTona Mine;

•  the m2/ISW improved (14% to 15%) and the m2 increased (up 
to 15%) – an improvement of 15% in m2, 15% in m2/ISW and 
15% in face advance at Mponeng Mine; and

•  improvements in sweeping were evident (6%) – an 
improvement of 6% in average sweepings at Savuka Mine.

The positive impact of Simunye training is immediately apparent 
in graduates who exhibit overall improvement in safely planned 
work, individual and team performance, and potential earnings. 
An early indicator of success came from the first Simunye crew 
at Mponeng where a noticeable 62% improvement in output 
was achieved within four months. 

The desired training outcome is to have safe and productive 
teams united in a common purpose within an interactive 
workplace; creating new working relationships based on 
engagement, shared values, accountability, and behavioural 
and technical skills.

Simunye training also helps to identify individuals for career 
advancement. In 2012 a total of 346 employees with potential 
were earmarked at our South African operations. Of the 346 
potential candidates, 76 individuals were interviewed and 65 
were ultimately recommended for advancement. 

To date, 13 candidates have completed Level 2 Mining Training, 
five have progressed to Learner Miner level, one candidate 
has been placed in the Learner Official programme and two 
candidates have been selected for Level 2 Mining learnerships.

In line with Project ONE

Launched in 2009, Project ONE, particularly its business-
process framework component, has been implemented at 
all plants in South Africa. 

Key focus areas include the area mined in square metres, 
ore-reserve and reef development, tonnes hoisted and 
grade. Additional production crews are used to sustain 
production targets while Simunye training is conducted. 
The work of these teams was to maintain production, 
and also to prepare an up-to-standard workplace for the 
returning teams.

With its “three-pillar” safety strategy, Project ONE seeks to 
remove people from areas of risk, modify behaviour and 
attitudes to risk, and improve planning. Simunye training 
assists in further improving safety with regular inspections, 
observations of behaviour, group meetings and frequent 
workplace risk assessments. 

The benefits are revealed in ongoing productivity 
improvements through face advance and mitigation of 
occasional shortages in certain underground mining skills.

intO the future
“The Simunye programme is continuously improved and, 
as a result, modules on non-infectious diseases, such as 
diabetes and hypertension, as well as community and social 
development, were introduced in 2012,” said Benade Baird, 
Training Manager at AngloGold Ashanti.

“We are also planning to introduce an Advanced Mine Overseer 
programme in support of Simunye training during 2013,” 
concluded Baird. It is expected that it will take three years 
to complete the roll-out of Simunye across all South African 
operations. 
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CASE STUDY: in the shadOw Of  
the headgear
The development of social capital is a serious initiative at 
AngloGold Ashanti. As part of the company’s strategy of uplifting 
communities, an exciting Human Resource Development 
project – aimed at stimulating youth development and growth 
within local communities – was implemented in Merafong, 
Matlosana, the OR Tambo District and Moqhaka Local 
municipalities during 2012. The purpose of these interventions 
was to ensure we play an active role in enhancing the skills 
level in our host communities, and enhancing the employability 
of the residents. As a result, individuals from the community 
are better educated, their skills are improved and they can add 
value to the community and to the country’s workforce. In total 
1,984 people from our local, host communities and labour-
sending areas benefitted from various education and training 
initiatives during the past year.

Preparatory mining

According to Dr Oupa Nkagisang, Manager: Human Resources 
Development, one of the challenges is setting a level playing 
field. “Our preparatory mining skills training is designed to 
provide community members with the necessary knowledge 
and competencies to enable them to compete for entry-level 
jobs in the mining industry,” he said.  “Although they might not 
have had previous experience, our training prepares individuals 
to apply and compete for jobs that will provide them with a 
foothold in the industry.”

AngloGold Ashanti has planned to train 576 people on the 
Preparatory Mining Skills programme for entry-level mining skills 
during the coming year. A total of 663 community members 
were trained in 2012, 87 more people than planned. In 2013 
an additional 552 community members will be trained in critical 
mining skills.

Portable skills

An additional 344 community members – 240 young, 
unemployed people and 104 other community members – 
received training in portable skills during the year. The portable 
skills programme includes the following basic skills: plumbing, 
electrical (house) wiring, bricklaying, welding and computers. 
Provision has been made to train another 240 people in 2013. 

Community ABET

AngloGold Ashanti has also provided Adult Basic Education 
and Training (ABET) services to the community since 2006. 
Raising literacy levels is key to improving the living standards 
and employability of residents in most communities, and higher 
levels of employment inevitably uplifts communities and results 
in growth.

During 2012, 378 community members were enrolled on 
ABET programmes at Wedela near Carletonville and 1A Milton 
in Orkney. AngloGold Ashanti is currently investigating the 
possibility of relocating and expanding the ABET centres to the 
areas of greatest need, such as Merafong. We plan to support 
a further 400 people on ABET programmes in 2013. 

Vocational and community bursaries
In addition to the bursaries offered for full-time tertiary studies 
in industry-related fields, a separate category for community 
bursars was introduced in 2012. These open bursaries are 
offered to undergraduate learners for full-time degree or 
diploma studies at approved tertiary institutions in any area of 
study, and are not limited to technical studies. This initiative 
fits with the theme of developing all-rounded youngsters with 
particular passions who will in time be able to add value and 
give back to their communities.

A total of 29 vocational and 33 community bursaries were 
awarded in 2012 and in 2013 the number of community 
bursaries is being increased to 50.

Learnerships
Learners are contracted to AngloGold Ashanti on a learnership 
programme and can acquire an occupational-directed 
qualification through mining and engineering learnerships.  
In the past year, 92 community members benefitted from 
engineering learnerships in the fields of instrumentation, boiler 
making, electrical and fitting and turning. These learnerships, 
when complete, qualify individuals as fully-fledged trade-
tested artisans. 

In collaboration with the Mining Qualifications Authority (MQA) 
and the Department of Labour, AngloGold Ashanti provided 
training and development to 78 learners on the Mining Team 
Leader level 2 learnership.

Internships
A one-year supervised work experience programme for 
community members with degrees or diplomas has been 
introduced. The aim of this programme is to ensure that young 
graduates who find it difficult to enter the job market due to lack 
of work experience are better prepared to apply for available 
positions. In some instances, this has led to employment 
opportunities with us. We intend to continue with this programme 
in 2013 by affording another 60 community members  
this opportunity.

Also in partnership with the MQA, AngloGold Ashanti 
provided practical work experience to 48 external students 
who required practical exposure to kick-start their careers.  In 
collaboration with the South African Graduates Development 
Association, AngloGold Ashanti sourced 15 graduates in rock 
engineering, survey, ventilation and safety and offered 
them exposure in the workplace.

Con
tin

ued
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AttRACtInG, DeVeLoPInG AnD RetAInInG 
oUR PeoPLe continued

Involvement with FET¹ colleges and practicals

AngloGold Ashanti realises that to achieve the desired learning 
outcomes required by the marketplace, the learning environment 
should be able to support the development of competent 
future employees. “That’s why we have invested more than 
R3m (approximately $0.4m) towards the upgrading of the local 
community FET workshops and lecturer development-training 
programme,” said Dr Nkagisang. “We need to ensure that the 
learners have the facilities, and the lecturers have the ability, to 
transfer knowledge and facilitate learning of a high standard.” A 
further R6m has been set aside for the coming year.

AngloGold Ashanti also supports skills development in South 
Africa, and in addition to a R2.5m (approximately $0.3m) 
levy paid to the Mineral Education Trust Fund in 2012, the 
company contributed another R1.2m (approximately $0.1m). 
This additional contribution was used for the construction of 
a geology core store at the University of the Free State, the 
purchase of a process-control practical rig for the University of 
Cape Town and, at the University of Johannesburg, the funds 
were allocated to teaching apparatus for hydrometallurgy and 
software interphase. 

Going further

South Africa already faces a critical shortage of Grade 12 learners 
(matriculants) with adequate pass rates in mathematics and the 
sciences, and this shortage has been identified as a crisis for 
the foreseeable future. AngloGold Ashanti is cognisant of the 
importance of these disciplines, particularly in the South African 
context, where they are key to economic growth, innovation 
and to remaining internationally competitive in a number of 

critical fields including medicine. Therefore, although secondary 
education is a governmental responsibility, the company has 
committed to funding winter and summer schools where extra 
tuition in mathematics, science and English is provided to 
students on Saturdays.

This initiative, in partnership with Star Schools, aims to improve 
the results of Grade 12 learners, thus ensuring sufficient 
numbers of maths and science graduates at a tertiary level in 
the future. In 2012 the company made a R1.4m (approximately 
$0.2m) contribution to the Star Schools programme.

Another amount of R1.4m (approximately $0.2m) was spent 
on supplementary education at Vaal Reefs Technical High and 
Wedela High schools in 2012. The funds were used for laboratory 
refurbishments, public announcement equipment and computer 
system upgrades. An amount of R4m (approximately $0.5m) has 
been set aside for 2013.

Dr Nkagisang explained: “Learners will be better equipped to 
deal with problem solving through integrated learning initiatives 
that combine theoretical and practical learning which is 
enhanced by these refurbishments and upgrades.” 

We continue to sponsor the training of community members 
as Enrolled Nursing Auxiliaries (ENAs) to assist with the need 
that has been identified in our host communities. In 2012, 39 
candidates were enrolled and another 40 are expected in 2013. 
The one year course delivers ENAs at National Qualifications 
Framework (NQF) level 4.

¹  FET: Further Education and Training
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CASE STUDY: suppOrting students 
fOr the future – anglOgOld ashanti 
australia
It is not every day Aboriginal youth from Leonora get the 
chance to travel to the United States, but thanks to the 
support of AngloGold Ashanti’s Australasia Region, two 
students from the Christian Aboriginal Parent-Directed School 
(CAPS¹) in Coolgardie were given the opportunity in 2012 to 
visit Camp Dudley, located in New York state, as part of a 
cultural exchange programme.

The students, Year 10 pupil Antonio Madariagaa and Year 8 
pupil Kobe Banks, travelled with their principal, Kurtis Leslie to 
the facility which runs a leadership programme targeting youth 
as young as 11. The camp, with its motto “The Other Fellow 
First”, aims to develop moral, personal, physical and leadership 
skills among young people in the spirit of fellowship and fun, 
encouraging boys to lead lives characterised by devotion to 
others. Activities include drama, writing, jazz and instrumental 
band, canoeing, archery, fishing, kayaking, lifesaving and 
mountaineering.

CAPS principal Kurtis Leslie is a firm supporter of the benefits 
of the programme, having attended the camp himself on three 
separate occasions during his youth. He said: “I believe this 
programme equips students with the strategies to tackle a 
range of challenges and issues such as negative self-imaging, 
poor school attendance, and low literacy and numeracy levels, 
exacerbated by poor concentration.”

“The programme gives them the opportunity to be mentored, and 
to develop discipline and respect for themselves as well as others. 
Character building is important in breaking the cycle of social 
disadvantage faced by Aboriginal youth,” concluded Leslie.

Mike LeRoy, Vice President, Sustainability at AngloGold Ashanti 
Australia said the company supported the initiative because it 
was committed not only to developing skills, but also to creating 
leaders among all sectors of the population. “At AngloGold 
Ashanti, we value our human capital,”  LeRoy said.

“We also realise that developing people is critical for the future 
of our company, our industry and the country. We need to do 
what we can to mentor and mature youngsters so that we 
have the calibre of leaders needed to face the challenges of 
the future.”

In a separate initiative, 16 students from the Clontarf 
Foundation’s Kalgoorlie-Boulder Clontarf Football Academy 

in Western Australia (WA) recently visited AngloGold Ashanti 
Australia’s Perth office to learn more about the company and 
job opportunities.

Comprising Year 10 to Year 12 students from communities 
throughout the Goldfields, the group, including the Academy’s 
Operations Officer Trent Cooper and Clontarf Foundation 
Community Partnerships Manager Deborah Drennan, also 
visited the head office of BHP Billiton, as well as the WA Police 
Academy during their city stay.

LeRoy and Community and Land Access Manager, John 
Millikan, explained our youth engagement strategy as well as 
work opportunities in the operational field: mining, drilling and 
the processing plant. “These interactions, and our support of 
youth programmes, are critical for the future,” LeRoy said.

“We are responsible not only for recruiting to existing positions, 
and doing business today, but also for planning ahead and 
ensuring that future staffing needs are met. Everything we do is 
about sustaining our human capital for as long as it is needed.”

In addition to the Kalgoorlie-Boulder Clontarf Football 
Academy, AngloGold Ashanti’s youth engagement strategy 
involves sponsorship of two additional programmes at the 
local Kalgoorlie-Boulder Public High School: the Graham (Polly) 
Farmer Foundation and Role Models and Leaders Australia.

The Goldfields Football Academy currently offers a number 
of programmes including a Bush Leadership Programme – a 
three tier programme leading to work placements; the Mentor 
Programme; and the Men’s Shed Programme. 

The Mentor Programme is about engaging primary school pupils 
through interaction with older students from the academy, while 
the Men’s Shed initiative incorporates community work where 
students work with older men in the community – including 
ex-chippies and fabricators – to gain invaluable, hands-on 
experience. Several students have already benefitted with 
students gaining apprenticeships and positions in 2012.

Former student Michael Boddington Junior secured employment 
as a trade assistant at AngloGold Ashanti Australia’s Tropicana 
Gold Project and hopes to gain an apprenticeship; and Linden 
Tucker has a pre-apprenticeship with Triodia/Doorn Djil.

¹   CAPS itself was opened in 1981 as the first of three Christian 
Aboriginal Parent-Directed Schools, and was founded by a group 
of Goldfields indigenous parents concerned with the academic 
achievement of their children attending government schools.
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AttRACtInG, DeVeLoPInG AnD RetAInInG 
oUR PeoPLe continued

CASE STUDY: suppOrt fOr MajOr 
skills deVelOpMent initiatiVe
Africa is recognised as having a booming mining sector, but a 
critical shortage of mining skills. According to Executive Vice 
President for Continental Africa, Richard Duffy, the continent’s 
educational institutions are not currently in a position to meet 
the growing demand for a broad range of skills. “A drastic 
increase in the number of Africans with ‘mineral skills’ is 
needed,” said Duffy at the October 2012 launch of the African 
Mining Skills Initiative (AMSI).

“Africa has a growing demand for a broad range of skills to 
satisfy the needs of the mining industry and host governments,” 
he said. “Governments need to regulate the mining sector; civil 
society needs to offer an independent view of the sector and 
the private sector needs to grow and improve its contribution.” 

The AMSI initiative was announced in October 2012 at the 
African Development Forum in Addis Ababa, Ethiopia as a 
partnership between AngloGold Ashanti and the UN Economic 
Commission for Africa (UNECA), with the support of AusAID. 
The initiative is a results-oriented cross-sector partnership to 
address this skills gap and is born out of AngloGold Ashanti’s 
explicit support of the Africa Mining Vision (AMV). AMSI will aim 
to address the serious skills shortage in the mineral industry in 
Africa through innovation and capacity building with universities 
and other skills institutions across Africa. AngloGold Ashanti 
publically announced an initial commitment of $1m to support 
and develop the programme.

According to the AMV, which was adopted by the heads of 
state of African governments in 2009, mineral resources can 
and should be the catalyst for broad-based sustainable growth 

and development in Africa, leading to the delivery of wider social 
benefits and opportunities for Africa’s people. However, the 
shortage of available skills and human resources to adequately 
support, manage and leverage the minerals sector’s activities 
is one of the key obstacles to the realisation of this goal. The 
AMSI partnership took the decision to concentrate its effort on 
supporting the AMV cluster “on building human resources and 
institutional capacity for the mineral industry”, identifying it as an 
area where a real impact could be made.

According to Duffy, AngloGold Ashanti is committed 
to delivering direct benefits to host communities. “The 
development of partnerships so that we can achieve this goal 
is one of our guiding principles,” he said. “We are determined to 
collaboratively identify and co-design solutions. This is the best 
way to deliver results that support the long-term goals of both 
our business and the societies in which we operate. Our vision 
is to be the leading mining company and fulfilling the aims of the 
Continental Africa Region’s Sustainability Transformation Model 
is integral to the process,” he explained.

On its announcement at the African Development Forum, 
AMSI was welcomed by a large audience representing 
countries across the continent, and it was taken forward as a 
main recommendation in the Forum’s concluding consensus 
statement. The founding partners have since consulted 
stakeholders on the AMSI concept and the implementation 
plans, and have invited other potential partners to participate. 

AMSI is envisaged as a five year commitment, alongside the 
implementation of the AMV facilitated by the African Minerals 
Development Centre. Still in its development phase, AMSI 
is expected to be fully resourced and operational by  
late 2013.
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African Mining Skills Initiative
The vision of the African Mineral Skills Initiative (AMSI) is a 
well-managed and highly skilled mineral sector to create 
inclusive growth and broad-based development in Africa.

The targeted outcomes of AMSI are to contribute to:

•  planning: by improving policy and planning frameworks at 
a national level;

•  innovation: by promoting innovative strategies for and 
responses to skills development; and

•  supporting partnerships: by building effective partnerships 
to ramp up skills development.

An important objective of AMSI is to broaden the definition 
and understanding of “mineral and mining skills”. This means 
a move away from a traditionally narrow focus on technical 
skills (mainly in engineering and geology), towards the skills 
requirements of the modern minerals sector, including 
competency in areas including law, finance, fiscal policy, 
environment, community affairs and strategic planning. 

Through the focus on national planning, the AMSI partnership 
aims to build capacity in the private and public sectors, and 
to critically strengthen the co-operation and collaboration 

between them. National development can be supported by 
strong planning for and around mineral projects, as well as 
an overall boost of in-country skills and competencies which 
directly benefits all parties.

AMSI will also serve as a platform for the formation of new 
partnerships and collaborations between private, public and 
educational institutions – to share knowledge and to develop 
new and innovative skills solutions.

Antonio Pedro, a Director at UNECA, said: “This skills 
initiative is a welcome development as partnerships are 
needed with the mining industry to strengthen the human 
and institutional capacities in the African minerals sector. 
Creating these capacities would strengthen Africa’s 
bargaining power. The continent needs to participate more 
effectively in the minerals value chain, as this would lead to 
inclusive growth and economic transformation and, as a 
result, would address vulnerabilities.”

The shared vision is a knowledge-driven African mining sector that 
catalyses and contributes to broad-based growth and development 
– The African Mining Vision.

www.africanmineralskills.org
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