
OUR APPROACH
We believe a clear opportunity exists to ensure 
our people drive AngloGold Ashanti’s business 
success – this despite significant challenges, 
including the intense market competition for 
skills. Our goal is to enhance our human capital 
performance by developing and engaging 
more meaningfully with employees. Within this 
context, the global People and Organisational 
Development discipline undertook a strategic 
review during the reporting period, seeking 
to refocus our broad strategic approach 
to employee engagement, while aligning 
operational efforts across the company.  

The revised strategy reflects a value 
proposition that gives effect to the AngloGold 
Ashanti business strategy.  

•  Guided by a common company Human 
Resources philosophy and operating model, 
Human Resource practitioners act as 
facilitators, catalysts and change agents. 
In this way, they support line managers in 
effectively managing people.
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MATERIAL
ISSUES

IN FOCUS
Successful repositioning of ‘How We Work’ to 
enable managerial and leadership effectiveness

Continued investment in training and 
development, despite a gold price down cycle

Continued focus on talent management and 
succession planning: cover ratio improvement 
from 0.32 - 0.45%, and top talent pool retained

Clear actions taken in response to 2014 
employee survey

Gradual reduction in dependency on expatriates, 
following the development and upskilling of 
nationals at all levels

Commitment to localisation demonstrated with 
the appointment of the first Guinean General 
Manager appointed at Siguiri Gold Mine

At AngloGold Ashanti we believe people are the key to business 
success. This is reflected in our business strategy, where people – 
along with safety and sustainability – are a foundational element of our 
five strategic focus areas.  

Common HR philosophies and operating model
Competent HR professionals acting as facilitators catalysts and change agents

INTEGRATING
INTO THE ORGANISATION

• Strategic and transformational systems and activities to creat future value
• Transactional systems and activities as a critical foundation 

PARTNERSHIPS

Strategic alignment, best practice and effective execution 
driving a high performance culture with superior business performance and sustainable outcomes

ENGAGED
EMPLOYEES

STRATEGIC
BUSINESS SUPPORT

SOUND STAKEHOLDER
RELATIONS
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•  Human Resource practices are integrated 
into the organisation through a suite of 
transactional systems and activities, which 
act as a critical foundation. Strategic and 
transformational systems and activities 
create future value.

•  Employees are fully engaged through their 
work, while strategic support is provided 
to the business in key areas and sound 
stakeholder relationships and partnerships 
are established.

•  Finally, strategic alignment across the 
business, demonstration of best practices 
and effective execution, results in the 
creation of a high performance culture 
with superior business performance and 
sustainable outcomes.

Our value proposition is translated into a set of 
actions through the AngloGold Ashanti strategic 
work plan map. The map identifies strategic 
focus areas within the value proposition’s key 
themes. It also defines actions to achieve 
specific aims, while establishing a reliable 
approach to progress measurement. 

Talent management and skills development 
driven by effective managers and leaders are 
key foundational aspects of our strategy and 
are critical to driving success.

AngloGold Ashanti Human Resources strategic work plan map
Strategic alignment, best practice and effective execution driving a high performance 
culture with superior business performance and sustainable outcomes

Perspective

Superior 
business 
performance

Business 
competitiveness

Capable and 
engaged 
employees

Talent 
management

Operating model 
and orginisational 
structures

Health of HR 
discipline – 
structures and 
competence

Managerial 
leadership

Re-engineering 
SP and values

Succession 
planning

Performance 
management

Workforce 
planning

Integrated 
systems and 
processes

Best 
practices and 
innovation

Enhancing 
positive 
impact

How we 
accomplish it

High performance 
culture

Strategic 
support to 
business leaders

Relationships 
with external 
stakeholders

Portfolio and asset 
optimisation

Business 
attractiveness

Internal and 
external 
stakeholders

Internal 
business 
processes

Building 
organisational 
effectiveness

Strategic FOCUS AREAS
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OUR PERFORMANCE
We define our human capital performance 
by evaluating progress in four key areas:

1. Building managerial effectiveness

2. Talent management and skills development

3. Engaging employees and building trust

4. Transformation and embracing diversity

Building managerial effectiveness

Credible leadership is central to the effective 
management of organisational change. Based 
on this understanding, corporate Human 
Resources embarked on a company-wide 
series of leadership conversations. These 
conversations focused on three key aspects: 
understanding the leadership imperatives 
facing the business; defining clear leadership 
accountabilities for senior managers and 
executives and articulating the attributes and 
requirements of strong leaders.

Inputs from participants were embraced and 
played an important role in allowing us to 
establish a common view of the leadership 
challenges prevalent within the company. 
Establishing this view has, in turn, been central 
to securing commitment from company 
leaders in the adoption of a values-driven 
leadership approach.

How We Work

Perhaps the most significant shift in our 
approach is that the System for People 
(SP) – the company’s in-house people 
management system – has evolved and 
been reframed as “How We Work”. The 
revised approach, which retains key 
concepts from the SP, provides a set of 
simplified tools and practical methods 
which enable managers and supervisors to 
empower and effectively manage employees. 
The tools facilitate the application of 
managerial leadership practices through 
one-on-one and team conversations 
designed to engage employees and 
create the right conditions for optimum 
performance. We engage in conversations 
that create opportunities for learning and 
exploring new possibilities as individuals 
and as teams. These conversations are 
structured to create shared meaning and 
encourage the flow of new ideas. Openness 
and the freedom to exchange ideas are 
obvious and important features of AngloGold 
Ashanti conversations, and allow the 
company to understand and solve critical 
business issues collectively. 

Implementation of “How We Work” has been 
accompanied by training programmes and 
simple toolkits.

HOW
WE
WORK
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Global performance management

Linked to reinvigorating the System for 
People, the roll out of the global performance 
management system has continued at 
corporate and regional levels. The system 
caters to all staff, and has clearly continued 
to gain traction. Role descriptions, task 
assignments and development plans 
were established for all employees, while 
performance reviews, based on critical tasks 
and objectives were undertaken twice during 
the year. A similar process is being rolled out at 
country levels. 

The human resources function contributed 
significantly to the P500 project through 
the year, focusing on labour optimisation 
by defining the appropriate structures, 
competencies and skills mixes required for 
discipline service offerings. This work supports 
the company’s cost optimisation drive 
and general efforts to establish a common 
approach to having the right people doing the 
right work.

A strategic focus on talent 
management and skills 
development

Talent management and skills development 
is an integral part of our Human Resources 
management system. Our primary focus is to 
identify and develop internal company talent 
to remain competitive and productive, while 
positioning the company for an upswing 
in market conditions. While the market 

– specifically a sluggish gold price – has 
been challenging through the year, efforts 
to maintain and strengthen the AngloGold 
Ashanti talent pool were not compromised.

Our talent management approach is not an 
“initiative” but is embedded into the way we 
work. Line management is accountable for 
determining and meeting the development 
needs of employees, in line with AngloGold 
Ashanti’s business objectives (which include 
operational effectiveness, meeting localisation 
requirements and offering support for gender 
parity). Equally, discipline heads ensure 
that there are clear role descriptions for all 
employees, and that training and development 
needs are determined to increase effectiveness 
within current roles, while preparing employees 
for potential future roles. Local Human 
Resources practitioners continue to be 
upskilled to provide operational and strategic 
support to line managers. 

Our skills development committees include 
senior Human Resources managers, senior 
management of relevant business units 
and organised labour. We also maintain 
relationships with universities and professional 
bodies to ensure training and development is 
delivered to professional standards.

Our talent management philosophy starts 
at a grass roots level and consists of basic 
education for unskilled workers as well as 
technical, supervisory and managerial training 
for higher organisational levels.  

To find out more information about our talent 
management philosophy, please see the case 
studies regarding ABET and Supervisory Skills 
training to Team Leader, Miner, and Mine 
Overseer levels.

Skills development work has also focused on 
enhancing employability beyond AngloGold 
Ashanti and assisting employees to better 
manage their personal financial wellbeing in 
difficult economic conditions. To read more, 
please see the employee indebtedness  
case study.

In line with our passion for nurturing talent for 
the future, we also launched the Chairman’s 
Young Leaders Programme in 2015. This 
flagship programme, operating under the 
auspices of the Chairman, Mr Sipho Pityana, 
ran from January to December 2015. The 
programme selects young leaders from 
AngloGold Ashanti’s global operations, and 
seconds them for a year to work in different 
areas and locations alongside company 
experts. As part of this broad company 
exposure, young leaders work on finding 
solutions for specific business challenges. 
The programme will run on an annual basis. 
For more information on this, please read the 
CYLP case study.

Talent management activities are closely linked 
to succession planning. At a corporate level, 
succession plans were developed for senior 
managers, along with development plans for 
potential successors.  

This has improved AngloGold Ashanti’s 
succession cover ratio from 0.32 to 0.45.

Engaging employees  
and building trust

In August 2014 we ran a global employee 
engagement survey featuring questions 
specific to AngloGold Ashanti’s values, 
ethics and safety. A representative sample of 
employees – drawn from every organisational 
level, race, gender and length of service - 
participated in the survey, which took place 
against the back drop of recent company 
restructuring. The survey outcome was 
favourable and responses identified three 
areas requiring further attention: senior 
leadership practices, ethics and managerial 
effectiveness. For updates on addressing 
performance on ethics, please see compliance 
within an evolving regulatory framework on 
page 54. 

Significant efforts were undertaken across the 
company during 2015 to address these focus 
areas, and to increase general trust levels 
within the organisation. Beyond leadership 
conversations and the move to “How We 
Work”, a range of interventions has been 
implemented at regional and country level. 
These seek to amplify employee voices within 
safe spaces, and give the assurance that 
issues raised are considered and addressed 
appropriately. Progress on interventions is 
regularly reported to the Social, Ethics and 
Sustainability Committee of the Board.  
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The survey is expected to be undertaken again 
in the latter part of 2017 and repeated every 
two years thereafter. 

Constructive relationships with organised 
labour are always important to maintain, 
and we have engaged with unions and 
employee representatives throughout the year. 
Challenges included tough wage negotiations 
in South Africa, Guinea and Tanzania, work 
stoppages at Iduapriem Gold Mine in Ghana 
and the shift of Obuasi Gold Mine into a limited 
operations phase. Despite these challenges, 
positive engagement and successful wage 
negotiations, underpinned by sound working 
relationships, have enabled business 
continuity. Read more about how we are 
engaging stakeholders for mutual benefit and 
building trust on page 49. 

Transformation and diversity

AngloGold Ashanti views transformation 
beyond the simplistic context of changing 
demographics. Our transformation 
philosophy seeks to harness the strategic 
and operational power inherent in a 
diversity of cultures, languages, beliefs, 
ages, genders and expectations. By 
embracing diversity, we are able to draw 
on a broad range of unique experiences 
and perspectives which enable and inspire 
progressive thinking and innovation. 

52,266 
Total employees in AngloGold Ashanti
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AngloGold Ashanti’s Global Transformation 
Policy and Framework govern the company’s 
approach to diversity, localisation and gender 
equality. It is supported by the Code of 
Business Principles and Ethics and the Board 
Charter, which define our approach to talent 
management and skills development.

Localisation and the skills development of 
nationals has been a particular focus in our 
continental African operations. Our approach 
includes a progressive reduction in the 
company’s dependence on skilled expatriates. 
Our focus is on localisation at all levels, from 
technical skills transfer functions to leadership 
and managerial roles.

Progress highlights include the first 
appointment of a Guinean national as General 
Manager at Siguiri Gold Mine in Guinea. This 
clearly illustrates our ongoing commitment 
to localisation at leadership level and we are 
confident these efforts will contribute to greater 
business success and resilience. 

In addition, following the shift of Obuasi Gold 
Mine to limited operations, 17 Ghanaian 
nationals from the Obuasi talent pool were 
seconded to AngloGold Ashanti’s international 
operations for further exposure and technical 
training. To find out more about the Obuasi 
secondees, please read the case study. 

Gender equity is a key component of 
transformation within AngloGold Ashanti and 
as such, a Gender Equity Policy was approved 
by the board during the year. We remain 
committed to increasing female representation 
at all levels within the company.

All countries are following specific initiatives 
to improve gender equity, with certain 
countries having made substantial progress. 
For a detailed example, please read the 
Australia gender equity case study. As 
part of its broader commitment to gender 
equity, AngloGold Ashanti joined the 30% 
Club Southern Africa, launched in 2014. 
The company has voluntarily committed to 
achieving 30% female representation on the 
board and the Executive Committee. 

The initiative, which has strong leadership 
support, provides a platform to mentor and 
coach women thereby strengthening the 
talent pool.

“ Gender equality is a key 
component of transformation, 
we remain committed 
to increasing female 
representation at all levels 
within the company.”

27% 
women in board and 33% 
women in executive positions

SUPPORTING 
DOCUMENTS

Case study on Chairman’s Young 
Leaders Programme

Case study on indebtedness

Case study on gender equity in 
Australia

Gender Equity and the Empowerment 
of Women Policy
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