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SECTION 1

INTRODUCTION AND PREAMBLE







1.1 Introduction

The Tharisa Mine is an open-pit Chrome and PGM mine, which Is owned and operated by Tharisa
Minerals (Pty) Ltd. The Mine is located on the south-western limb of the Bushveld Complex, it is
located approximately 95 kilometres north-west of Johanneshurg and 35 kilometres east of
Rustenburg, and Is supported by well-developed Infrastructure,

This Social and Labour Plan (SLP} is a submission In terms of the requireménts of the Minerals and
Petroleum Resources Development Act {Act No. 28 of 2002) (MRPDA). The development and
submission of a SLP Is a requirement of the MRPDA and sets out the sotial and labour plan
programmes to be in place for the life of every mining right.

The objectives of the SLP {section 41 of the Regulations} are to:
¢ Promote employment and advance the social and economic welfare of South Africans
¢ Contribute to the transformation of the mining industry, and
e Ensure that holders of mining rights contribute towards the socio-economic development of
the areas in which they operate,

Furthermore in terms of clause 18.1 and 18.2 of the mining right Issued, scorecard and regulation 46
{d} {i), of the MPRDA, companies are required to submit annually a detailed Implementation Plan,
Annual Report and the Mining Charter Report In line with the approved Social and Labour Plan, as well
as proof of an established and functionial Future Forum.

Figures 1, 2 and 3 below show the location of Tharisa Mine In terms of :
- Tharisa Mine’s locality within the Bushveld Complex (Figure 1)
- Map of the Mining Right Area (Figure 2)
- Map of the Surface Right Area (Figure 3)

Following these location mapé, Figure 4 provides an overview of the Tharisa Minerals’ Ownership
Structure.
Figure 1: Map Showing Locality of Tharisa Mine within the Bushveld Complex1
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Figure 2 Location of the Operatlon at Thatisa Mine - Mining Rights Area Map
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Figure 4: Ownership Structure of Tharisa Minerals

Tharisa ple (Tharlsa)isa European-headquartered mining and metallurgical group, Tharisa Group owWns
74% chares in Tharlsa Minerals, with the other 26% heing held by Tharl Resources (20%) and the
Tharisa Community Trust {6%). The Tharlsa Mine has an estimated open-pit life-of-mine of at least 15
years, and a further estimated underground life of mine of approximately 40 years. The Tharisa Mine's
processing facilities comprise the Genesis Plant and the Voyager Plant, both PGM and chreme
concentrators capable of processing a total of 400ktpm of ROM ore, Table 1 below provides a
summary of Tharisa Minerals Company and Mine information.
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1.3

“Company: B (Holding Company Tharisa plc)

Preamble
Table 1: Company Information for Tharisa Minerals

8 Tharisa Minerals (Pty) Ltd

; Tharisa Mine

s
& 372, Maln Road Second Floor, The Crossing, Bryanston, Johammesburg

Postnet Sulte 473, Private Bag X51, Bryanston, 2021

Thabang Maluke
0145720728

011 996-3500

011 596-3535

The Mine is located 6km south of Marikana, Rustenburg on the farm 342 1Q in the
Magisterlal dlstrict of Rustenburg, North West Province

Platinum Group Metals {(PGM) and Middie Group {(MG) Chromilte

55 Years
The financial year for the company Is from 1 October to 31 September

Mining Methodology

Tharisa Minerals currently envisages two {2) Methods of mining at the Tharisa Mine, which wil
be rolled out in phases, namely open-pit mining and undergraund bord-and-pillar method of
mining. Open-pit operations will continue until 2033; this is based on the production profile of
450 Ktpm. Underground mining will commence in 2028 and underground operations will increase
In line with the reduction In open plt production, the depth of the underground operations will
not excead 750m untit 2037,

The identified mineral deposit is the mining of an occurrence of MG1, MG2, MG3, MG4 and MG4a
Chromite Layers and Platinum Group Elements (PGEs), together with gold, siiver and associated
hase metals, contalned within the Middle Group of the Critical Zone of the Bushveld Complex.
The Tharisa Minerals project area Is located in the Western limb of the Bushveld Complex within
the Marikana section, on the farms 342-JQ and Roolkoppies 297-5Q. The Marlkana section is
separate from the Brits sectlon to the East by Wonderkop and the Rustenburg section fo the West
by Spruitfonteln upfold, From the minerals identified to be mined, the Mine will produce charge
chrame as the primary, together with the PGM product from the processing of the MG Chromitite
Layers.

Within the MG1, MG2, MG3, MG4 and MG4 {a) Chromitite reefs outcropbing within the Tharisa
project area, the deposit lends itself to open pit and shaflow underground mining methods. The
project area Is split into two {2) mining pits {east and west) by a public road and river. Open pit
mining is proposed to mine for the shallow areas near the outcrop with a two hundred meter (200
m) vertlcal pit pushback on the MG1 reef harlzon, ‘Below this depth, underground mining
methods become more feasible as the opencast stripping ratios become too high. The MG3 and
MG4 {a) are usually sub-economical due to low channel widths, low Iron/chrome ratios and
geotechnical constraints and are therefore not mined with underground mining methods,
Opencast mining however represents the opportunity to mine the MG3 and MG4 (a} as the
overall mining costs Includes the removal of the reef volume to the stockplle. The proposed
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1.5

underground mining method for the MG1 Is a hybrid method with mechanised methbd_for the
MG2 and MG4 reef horizon,

The stockpiling of MG to MG4 and MG4 (a)’s will be scheduled to ensure a constant feed of ROM
at the cortect Chrome/Iron (Cr/Fe) ratic to ensure that the production reqlirements are stable.
The open pit scheduling outputs was completed by FY 2017, Steady state productlon from iwo
{2) open pits and four (4) advancing faces are 4.4Mtpa and 600ktpa of charge chrome. Anaverage
of 16,7 million cubic metres of waste will therefore need to be moved each year.

Worlkforce for the Tharisa Minerals

The Tharisa Minerals is fairly anticipated to be on a steady state during the next five (5) years; with
one thousand six hundred and forty six (1646) employees for the Tharlsa Mine over this period.
Table 2 below indicates the full five {5) year view of the employees compliment.

in

Table 2: Summary of Workforce at Tharisa M
pational Level rent | 20
Top management (F} 3
Senlor management (E)

Professlonally qualifled and experienced

isf F 2019-2023 {Set 201

specialists and middie management (D) 75 5 s 75 5
Skilled technical and academically quallfied

workers, junlor management, supervisors, 477 477 477 477 &7
foremean and superintendents (C) :

Seml-skilled and dlscretionary decisions making 003 903 903 903 503

(B)
Unskilled and defined decision making {A)

Local Recruitment

Tharisa Minerals undertakes to fill all novice and entry level positions at the mine with labour from
the surrounding local communities; provided that positions that cannot be filled through local
recruitment efforts will be fllled from outside the boundaries of these communities. The local
communities will be developed through training opportunities availed during employment at the
mine. Tralning opportunities will also be accessible an an ongoing basis to local community members
who are not employed by the mine. Table 3 below indicates the commitment made by Tharisa
Minerals with regards to local recruitment as well as the Implementation Strategies (Tahle 4 below)
for the next five (5) years,
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Table 3: Local Recruitment Undertaling and Guidelines

The mine Is well aware of the socla-economlc pressure on the host community, as
alternative work It the surrounding farms and mines further away in the Rustenburg
areas are limited, as well as the additional needs for mumdpal service dellvery and
infrastructure. In order to limlt the negative Impact of the mlning aperation on the ares,
the mine has a focus on local recrultment, The mina undertakes to-retaln this focus on
local recruitment for the life of mine,

‘Undeitalking

The mine's skills development programmes have been allgned to enable unskilted
employees {especially from the local communtties) to galn access to skills and career

development opportuniiies offered by the mine.

Table 4: Local Recruit ent Implementatlon Strategy

SLP,HR &HRD 1, Advertise vacancles in local newspaper and
Managers provide tralning to community members.

Ongoing

2. Provide learhership and bursarles, In accordance
SLP Manager to the appropriate policies of the company, to Ongoing
the local communities of the mine.

3. The unsklled and seml-skilled labour to be .
HR Manager sourced preferentially from the local Ongoing
communities.

4, Only when requisite skills on any level cannot be
found within the host communities will the
operation look within the Pravince and only
thereafter nationakly. '

HR Manager Ongoing

at Thris in

Table 5: Occupational Categaries of Employe rals as

Ton Management
Senior Management 5 140 0 0 3 1 7 2 4]

Professlonals 32 0ojce 13 0 2 5 22 1 0
Technicians and
assaclated 301 111]0 56 i ] 19 79 10 0
professlonals

Plant and Machine

5 1 0 11 0
Operators or Skifled 702 0 180 0 4

Elemantary
Occupations or 119 0|0 24 0 0 0 8
 Semiskilled '
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Table 6: Labour-Sending Areas of Current Workforce for Tharisa Minerals as at 30 September
2018

Local 827 50.27%
In Province Employment '4lii 24.98%
Inter Provincial Employment 389 23.64%
Forelgn Employment 18 1.09%

Whilst Section 1. of the SLP reviews the warkforce plan and labour recrultment practices of Tharisa
mine, Section 2 of this document will provide an averview of the planned tnterventions to the
planned [zbour aligned,
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SECTION 2

HUMAN RESOURCES
DEVELOPMENT PROGRAMME
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2.1 Intreduction

Tharisa Minerals’ focus on skilis development is geared to deliver an appropriately skilled Wprkforce
for Its operational needs at the Tharlsa mine. It is also the intentlon to equlp Individuals with suitable
skills which can be utilised to further themselves within Thartsa Minerals, as well as beyond the Tharlsa
mines’ life; either within the mining sector or within other employment sectars. The portability of skiils
is therefore dependent on the achievement of accredited qualifications threugh accredited tralhing
providers and programmes. Tharisa Minerals wlll therefore ensure, where viable, that all training
delivered at the mine will be outcomes hased within accredited (with the refevant SETA's) training
programmes. '

Tharisa Minerals has adopted a strategic approach to the implementation of the Human Resources
Development planning (Fligure 5}, and this wilt not only benefit the employees at the Tharlsa mine, hut
also the communities in which the mine operates.

Furthermore, Tharlsa Minerals has a training and development policy, providing direction and
guldelines towards the accumulation of indlvidual and team competencies and in so doing enhancing
Tharisa Minerals’ performance in safety and production. Through the implementation of the Training
and Development Policy, Tharisa Minerals has applied strategic linkages via appropriate investment
in education, training and development (ETD) of the Educational Development Group, which wilt be a
key contributor to achieving the best possible human perfarmance throughout the Tharlsa mine.
Members of the Educational Development Group will be encouraged to take accountabllity for thelr
own development within the integrated framework of available ETD structures, systems and
procedures, subject to allgnment with realistic current and future employment/career options and
management endorsement,

Figure 5: Balanced Approach to HRD planning at Tharisa Minerals

Songare Biar agarent
Bunoe o Plasnma
Local Skifls Development
- External Bursaries
- External internships
- Sectlon 18,2 Learnerships 4
- Copamunity AET 4

-+ Educational Assistance

Section 18,1 Leamnesships

AET
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Through Tharisa Minerals’ integrated skills development strategy, the skills of employeés at the
Tharisa mine and those of the local community in which the Tharisa mine operates will be developed.
By adopting the balanced HRD Approach {as indicated In Figure 5 above); preferential local
recruitment will improve local skills through development such as:

e Externai Bursaries;

e External Internships;

= Sectfon 18.2 Learnerships; and

«  Communlty AET. i

Furthermore, the Human Resources Development Plan will provide employees opportunitles to
develop in their current positions as well as with the potential to grow into future positlons; with the
focus belng HDSAs and women aligned to the mine’s Employment Equity Strategles, The mine will also
ablde with the relevant skills development leglslative frameworks as indicated in tables below.

Table 7: Compliance with Skills Development Legislation for Tharisa Minerals

. Name of SETA: MQA .
Reglstration Number with refevant SETAs! 2006/009544/07
skills Development Facllitator: Yes, Ms Lydia Mongale
Proof of submission of Workplace Skilis Plan and date of MQA April 2018
submission

Table 8 Workplace Skills Plan [(WSP)/Annual Tratning Reports {ATR) Strategic Plan

Tharlsa MInerals to submilt a WSP-ATR to the OA to

gualify for Mandatory Grant Application for tralning Annually
| facilitated at the Mina,

2.2 skills Developmerit Plan

Tharlsa Minerals’ focus will be skill development and Human Resource Development {HRD) elements
as outlined In this Social and Labour Plan. The bulk of the recruitment has now been completed and
therefore within the next five (5) year plan, the focus will shift towards successful implementation of
Skills Development, As part of this approach the Tharlsa Minerals will within the next 5 years
implement a skills audit, further formalise mentorship and align the Career Progression Plans {CPPs)
at the Tharisa Mine to support and ensure overal] individual development progression.

The integrated Human Resources Development Plan will seek to maximise the productivity and
potentlal of people employed at Tharisa Minerals and wlll be the responsibility of the SLP and Human
Resaurce Development Manager. The Implementatlon of the Skills Development Plan will be aligned
to the Tharisa mine’s operational requirements and will be part of the SLP and Human Resource
Development Managet's responsibllities to coordinate the Career Progression Plans {CPPs},
employees and courses to ensure career path progression, development of employees and an
effective productive workforce. Through the adoption of the balanced approach {Figure 5) to effective
HRD planning, the strategic regulrement of the Tharisa Mine will be determined through skills analysls,
which will be a key element for the Identificatlon of employees with potentlal for further development
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of HDSAs In management positlons, Table 9 below provides the undertaking and guideline for the Skills
Development Plan at Tharisa Minerals. "

Table 9: Skills Development Undertaking and Guldeline

The Mine recognises the importance of its employees In the achievement of its
business objectives and that skills devefopment is the foundation for developing
competent and preductive employees who are able to participate [n meeting the
imine’s business objectlves. Cognlsance of the existing skills hase amongst the current
workforce as well as personnel to be racruited wiil be a key eledient in guiding the
skills development programme to be implemented at the mine,

The focus of skills development will be on providing employses with opportunlties for
acquiring skills and to promote their advancerent within the mine and mining
Industry, in compliance with the requirements of the Mining Charter, where thisls
feasible and sustalnable for the Tharisa mina. In the last twa {2) years of the
operatlon, the focus will shift to provlding employees with opporiunities for gaining
portable skifls in other sectors of the economy.

Table 10; Skilis Development Implemantation Strategy

1, Skills Development plah to be aligned and implemented to
SLP and HRD Manager facilitate quality education and improvement of skills Ongoing
required in the workforce.

) 2. ldentify employee skills gaps In terms of Initial job
SLP and HRD Manager requirements as wel as future jobs as mapped by Tharisa Ongoing
Mine’s career path structure and skills analysls

8,  Skills analysls te focus on the Identiflcation of employees
with the potential to be developed into management Ongolng
posltions,

SLP, HR and HRD
Manager

4. Incorporate mentoring and coaching of learners to

StP and HRD Manager Ongoln
o support thelr development. gane
5, Create awareness among employees regarding the fact
5LP and HRD Manager that Improved competency lavals facliltate career Ongolng

progresston and support the acquisition of skills that can
be transferred and used in other envlronments.

2.2.1 Adult Education Training.

Tharisa Minerals is dedicated to the Improvement of the foundations for skills development by
providing employees with the opportunity of increasing literacy levels and involvement in a career
development plan, Tharisa Minerals has a well-established AET facility on site, which services Tharisa
employees, as well as the community. With the AET Centre, Tharisa Minerals aims to empower the
community and employees at the Tharlsa mine with basic education and training, which can be used
to enhance their knowledge and skills. Tharlsa Minerals believes that through implementing this
approach, it helps to change power relations in scciety hacause It arms peopie with knowledge and
skills, that it should be part of development projects and community organisations struggling for social
change.







Table 111 AET Undertaking and Guidelines

0 Tharlsa Minerals’ training and development ohjective places 8 gpecific focus oh
8 |\teracy and numeracy skills development for employees wha are not functionally
{iterate and numerate, I this regard, it bears mention that the Mine wilt embark on
8| ACT training, in which both employees and community members could participate
B free of charge. L

Thartsa Minerals will [dentify eligible employees and ascertain currént fntevest from
such candidates with the ohjective to direct the provision of quality adult education
and tralning, ln line with the south Afrlcan Qualifications Authority (5A0A)
requlrements, and with the needs of the Tharisa Mine and the lndiv]duafemployees.

Tabie

12: AET lmp1emantt'on Strategy

Skilis audit with assoclated proof of educationa levels and
or qualifications to be completed. Employees identified as
requiring AET to pe enrciled In the programme.

To be completed
hy 2019

Ongoing

sLp, HR and HRD
Manager

sLp and HRD Manager

2. ‘fraining and development objectives 10 he focused
speciflcally on literacy and numeracy skills development.

Individual assessments to he conducted with each
employeg, in order to determine thelr current and aspired

SLP’;?:::(&?RD tevels of aducation and training beyond AETIn line with Ongoing

the neads of the Corpany's business and other ecopomic

sectots within the region.
" & Mechanismsto be created to increase the participation in
5LP and HRD M Q i
AET by Tharisa Minerals’ neoing
g Communication of AET programme ta all employees

5P, HR and HRD {linked to & clear career path and communicated through

. Ongoing
Manager HR, posters, Internal news bulletins, ete,) as well as

specifled hours aflocated per employee.

G, Bridging Programmes Wil be utilised to assist with
eptrance Into learnerships as well as future development
for employees at the Tharlsa Mine.

Onpoing

sLp and HRD Managar

Table 13 below indicate the functional literacy levels (Form Q) at Tharisa Minerals. Table 14 specify
the targets for AET for FY 2019 - 2023,
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2.2.2 Community AET Programme

Tharlsa Minerals aims to have a positive effect on the soclo-economic climate within the local
communities by affording them the opportunity to become functionally literage and numerate thraugh lts
Community AET Programme, '

et

The objectives of providing AET to the communlty are to: ¥

o Afford the previously llliterate and innumerate community members with an opportunity to
access learnerships or employment opporiunities elther with Tharlsa Minerals or elsewhere;
and

o Create a pool of candidates within the host community from which the Tharisa Mine can gither
recruit future employees or recruit candidates far the Section 18.2 learnership pregramme.

Table 15 below provides targets for AET with regards to cormmunlty learners at Tharisa Minerals for FY

2019 to 2023,

Table 15: Cormmunity AET Undertaking and Guidelines

Tharisa Minerals is dedicated to improving the foundations for skills development by
providing community members with the opportunity for increasing literacy and numeracy
rates by means of AET programmaes.

Tharisa Minerals will communlcate Community AET opportunities through vartous channels
to the relevant communities.

‘Table 16: AET Implemantation Strategy

Responsible . _ glc Plan
SLP and HRD Manager 1. Tralning and development objectives to be focused
\ : Ongelng
speclflcally on iteracy and pumetacy skills development.
SLP and HRD Manager 2, Promote AET epportunities to the surrounding cammunitles Ongoing
through a varlety of media and methods.
5LP and HRD Manager 3, AET classes can be attended at the Tharisa mine of the
community centre in order to enabie community members Ongoing
to become functionally lHerate.
|-
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2.2.3 Learnership

Learnership Programmes plays an important role and form part of Tharlsa Minerals’ Skills Development
Plan. These programmes will allow employees to complete qualifications relevant to thelr cccupation,
address critical skills, as well as local recruitment. Furthermore, this will address hard to fill vacancies,
HDSAs and women In core mining positions. !

Currently the Sectoral Determination five (5) does not define a learner, however, it regards a fearner as
contemplated by section 18 (2} of the Skills Development Act,

A Learnership includes:

{n) A structured learning component;

(b) A structured work experlence compohent;

fc) The learnership would lead to o qualification registered by the South African Qualifications
Authority associated with o trade, occupation or professlon; and

(d) The intended learnership Is registered with the Director-General in the prescribed manner.

An Apprenticeship®:

Is @ fearnership in respect of a listed trade, and includes o trade-test In respect of the specified
trade.

Each learner will be allocated a mentor, who will be outside the direct line of supervision and who will
meet.with learners on a regular basls to review progress and provide support with respect to performance
issues. As a mechanism to address the obJective of Increasing the pool of available labour, learners will
also be recrulted externally and placed on in-house Learnership. The mine wilf also ook at developing
learners from the local communlty equipped with the skills required for the plant operation.

Table 18: Learnerships Undettaking and Guidelines

The provislon for [earners within the Tharlsa Mine 1s aimed at addressing current and future
skiils and competency needs in terms of the Career pathlng structure, Tharlsa Minerals will
further use the learnership programme as a vehicle not only to attain its women in mining
targets as such, but also to fill Hard to Flll Vacancles according to the supply and demand
of the company.

Learnerships will enable learners the opportunlty to become gualifled miners and artlsans,
with prospects for future development In various career paths; depending on thelr
performance and aspirations. The primary alm of Tharlsa Minerals' learnerships Is to
empower learners with theoratlcal studies, as well as practical work experlence. Critical
facus will be placed on the transfer of skills and experience.

2 ps per Dol
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Table 19 Learnetships Implemantation Strategy . |

SLP and HRD Managers 1. Learnerships to be awarded to tearners in accordance with 21"
A : Ongolng
shortages in speciflc needs.
SLP, HR and HRD 2, Skils Analysis to be conducted In arder to identlfy gaps and
Managers ensure that the programmes offered are informed by the Ongoing
sutcome of the business requlrements,
SLP, HR and HRD 3. Employees tobe identifled by a formal company process as a
Managers petential Learnership Student {a.g. vla the Talent Review) for Ongoln
advancement and/or development towards a position g
identified and targeted by Tharisa Minerals.
5LP and HR Managers 4, Learhership positions ta be advertised internally and
externally thraugh community newspapers and counsels to Ongolng
enstre recrults from local community.
5L¥ and HRD Managers 5 At least 10% of learnership Intake will be aflocated to Ongoln
| women, &

Table 20 -21 provide targets for Learnership Section 18,1 and Section 18.2, which will be provided for
the Mine for the next five (5) years.
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2.2.4 Core Business Skills Programme

Core Business Skills Pragrammes play an essential part In equipping employees with the skilis and
required competencies to execute successfully thelr employment responsibliities. These programmes
are also designed to prepare employees and provide them with the hecessary capacity and
cormpetence to progress fo highet employment levels. A specified Career Pa‘th"vyith the necessary
mentorship programmes is In place and taldng note of the minimurm requireménts to proceed to the
next level.

gne
'
Table 22: Core Business Skills Training Undertaking and Guidelines’

Core Business Skills Training will be inked to the Career Progressioh Plan. The caresr
paths identify the minimum requirements and experience for each pasitton, This serves
as a framework for planning any training and development to support promatlon in
terms of the workforee plan, Itis the intention of Tharisa Minerals to ensure that each
employee meets the requlrements of thelr posltion and will compile core business skilis
trajning to be aligned to each posltion.

The tralnlng of emplayees will be aligned In accordance to the outcomes of the skills
analysis and individual career prograssion plans. This fink between individual skills and
| the Tharisa Mine’s business plan will ensure that employees have the skiils to fulfit their
| Inltlal positlons affectively and that they are glven the opportunity to grow thelr skitls
and move up the career path.

Table 23: Core Business Skills Training Implemanta lon Strateg

) 1, Skills analysls to be conducted to take cognlsance of each
HR &HRD Managers employee’s potentlal and aptitude in the planning of skills Ongoing
development programmes,

2. Develop a comprehensive skills training plan with targets,
HR BHRD Managers hudgets and timeframes (in line with commltments made Ongoing
In the SLP and the business plan).

3. Focus fo be placed on attracting and retaining HDSAs
HR &HRD Managers including women and nurturing talent to supplement the Ongolng
workforce complement and to plan for stccession,

4, Targetlng the recruitment of HDSAs and Women in Mining

. . Ongoin
positions is a specific jocus of management. goimg

HR & HRD Managers
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Table 25: Non- Cote Business Skills Training Targets for Employees-at Tharisa Minerals for FY 2015~ 2023

Care and Growth

Presentation Skills X o 3 3 3 0 0
Confllct X 3 3 3 3 3
Management

Finance for non - X X i 3 1 1 1
Fihance Managers

Thme Management X 5 5 1] 0 0
Mentorship X 5 5 5 5 S
Training

Emotlonat X 3 0 0
Intelligence

2.2.5 Portable Skills Programme

portable skills programmes equip employees with skills that promote their ahsorption into alternative
sectors of the economy 1.e. skills Independent of mining. Portable sldlls programmes should be atigned to
the Local Economic Development (LED) priorities and projects of the Integrated Developraent
Programmes {IDPs} of the major fabour sending areas. Tharlsa Minerals takes cognisance of the need of
lts employees to be multi-skilled and remain economically actlve in the event of closure or downscaling
of the mining operation.

Tharisa Minerals undertakes to investigate skills requirement In the Local Municipality {the soclo-
economic activities of the labour sending area). Poriable skills training opportunities will therefore, he
aftgned to the requirements of the labour sending areas In lina with compliance to the objectlve of
creating opportunities for employment and self-employment.

Table 26! Portable Skifls Training Undertaking and Guidelines

Tharlsa Minetals racognises the needs of its employees to be multi skitled in the event of
closure or downsealing of the mining operation. Therefore, Tharisa Minerals is dedlcated to
providing Portable Skills in order to ehsure a workforce that Is trained in mining and non-
mining related skiils.

Provision of portable skllls to employees during the life of the Tharlsa Mine in accordance
| with the skills development plans and warkforce planning particularly nen-mintng related
skills. Ramp-up of portable skills training In the last two (2} years of life of mine, {or when
downscaling becomas inevitable), Such portable skills will have an Impact beyond Tharisa
Minerals and provide for sustained employability and will, wherever feaslble:

1. Build on employees’ existing skills and be recognised nationally;

2, Enable employees to manage thelr careers by addressing identified skills gaps; and
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3. Supplemant axisting skiils with business-related training where appropriate.

Table 27: Portable Skills Training Implemantation Strategy

tratogic P

A tralnlng programme and service provider to be identifled

SLP & HRD Managers to provide a portable skill in terms of enhancing the fearner’s On golng
potental,

SLP & HRD Managers 2, Communlcate opportunities for portable skills training to Onsoing
employees.

SLP & HRD Managers 3, Most vulnerable employees to be identified and sent for Ongolng

portable skills training,

Table 28: Portable Skills Training Targets For Employees at Tharisa Minerals for FY 2019 - 2023
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2.2.6 Hard-to-Fill Vacancies

Tharisa Minerals’ training and skills programmes are alighed with its busipess objectives and aim to
balance the development and advancement needs of employees whilst alleviatihg ctrrent and anticipated
skills shartages. In an attempt to address the skills scarcitles denoted by the Mine’s Hard-to-FiHl vacancles,
the company will identify learners currently envolled on Learnership programmes, with demonstrated
potential and motivation, assisting these employees to further their qualiflcatlons&f%nt terttary educational
institutions and providing multi-skilling oppartunities,

Furthermore, throtigh the implementation of Bursaries, Career Progression Plans and Employment Equity
Strategies, Tharlsa Minerals will endeavour to fill the Hard-to-Fill Vacancies in areas where reqtired.
Tables 29 betow specify the Hard-to-Fill Vacancies identifled at Tharisa Mine.

Table 29; Hard to Fill Vacancies Undertaking and Guideline

Tharisa Minerals will endeavour to find sultable internal and external candidates to il hard-
ta-fill vacanctes within the organisation,

Hard to filt vacancies which have heen identified will be addressed through various human
resources development interventions to create a talent pool from which these scares skills
ran be drawn,

Table 30: Form R: Hard-To-Fill Vacancies at the Tharisa mine

Top Management {F)

Current Section
Candldates not Engineers to he
Senlor Management {£} Engineering Manager having relevant devaloped for
experlence Engineering Manager
position
Candldates have been
tdentified for
' development on the role
Professiohally qualifled and Candidates not evelopmen
. with more  acting
experienced speciafists and mid Blasting Manager having relevant X
: opportunities fo close
management (D) experlence

the gaps Identifled.
Mentoring and coaching
provided for theim,
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2.2.7 Career Progressien Plan ¥

Career management Is the process that plans and shapes the progression of individuals in accordance
wlth business’ needs and objectives, employees’ potentlal and their preferences. It is a planned effort to
link the employees’ career needs with the workforce requirements. [t is a structured opportunity for the
purpose of Increasing awareness, knowledge and skills among employees with regard to the direction and
progression of their careers. Career Progression Plans link these Initlatives and will be utilised as a tool to
plan the development of employees as well as track thelr progress. The Generic Career Progression Plans
for Tharisa Mine can be reviewed in Flgures 5 to 9. Career progression plans will he explored via the
outcomes of the skills analysis process and workforce planning process and will be refined over time
through discussions between the line managers and employees. Followlng the skills analysis, all
employees will be given the opportunity of having a development meeting to establish a Career
Progression Plan. Particular emphasis will be placed on women In mining positions and HDSAs identified
for development inte management positions as wel| as wornen in core mining positions.

Employees ldentified as having significant potentlal will be fast-trackad In career paths, dependant on the
availabillty of employment posltions and the needs of the Tharisa Mine. The Career Progression Plan will
further be aligned with the Employment Equlty Plan and will be used as a means to promote the
advancement of HDSAs and Women in Mining into mote sentor and managerlal positions. Furthermore, .
Tharisa Minerals will utilise Career Progression Plansas a mechanism to fill Hard-to Fill Vacancles, through
the skilis development Initlatives at the Tharisa Mine. Tables 31 to 32 below specify the commitments in
terms of the Tharisa Mine’s Career Progression Plans for the next five (5) years.

Table 31; Career Progression Plans Undertaking and Guideline

The Mine offers strictured opportunitles to etnployees with regard to the direction and |
progression of thelr careers. Career Progresslon Plans will be the tool used to plan the
development of employees and track progress and will be extended over the full five {5)
yeats and beyond,
The Career Progression Plan wll be finked to Career Path ldentificailon, Succession Planning
and Develaptnental Positions as a centralised function, Furthermore, employees wilk be fast
tracked by means of fraining and development plans.

Table 32: Career Progression Plans implementation Strategy

SLP, HR and HRD 1. Development to take place, regardless of availabliity of vacant
Managess positlons.

Ongoing

2. tndividual development and tralning plans to be Implemented

SLP, HR aind HRD for high achlevers with potential progress to more highty skilled Ongolng

Managers
é and in particular, management level.
SLP, HR and HRD 3. A Performance Management Appraisal to be mplemented in TBC
Managers order to identlfy employees as fast trackers.
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2.2.8 Mentorship Plan

Thatlsa Minerals firmly supports mentorship programmes and believes that it Is one of the most
progressive yet simplest means of achleving the expected outcomes of the Carger Progression Plan, which
will fit together the individual development plans of employees on carear development proegrammes such
as learnerships, bursarles and Internships. Mentorship Is a key process in the maintenance of people
development, employment equity, HRD planning, and performance managemght. Mentorship Is a
formalised relationship between a mentor and a mentee, established to enhance the mentee's career by
means of transferring and building skitls and knowledge. The mentoring process at the Tharisa Mihe will
be conducted between experienced managers and supervisors who will provide guidance to the junior
employees. The training for both groups will be conducted to assist In facilltating the relationship building.
This will be an ongoing programme,

Table 35: Mentorship Plans Undertaking and Guideline

Tharisa Minerals uses mentorship to asslst and support the development of individual
employees. This forms part of the broader Training and Development strategy and is linked
to the performance assessment outcomes and Indlvidual training and development needs.

All learners will he assipned a coach In terms of the Tharlsa Mine’s skills development
process. They will recelve training for the duratlon of the specific developmental
programme. Mentors will be assigned to all learners on bursary programmes,
Internships/experientlal training and learnerships as well as all erployees who have been
Identified for development and fast tracking programmes In terms of the skills analysls and
workforce planning process.

Table 36: Mentorship Plans Implementation Strategy

. ldentify employees with potential for career development and
SLP and HRD fast tracking programmes through the skills assessment and
2 performance management process, Docuimentatton of such Ongoing
Manager . :
individuals to be formal with a development plan In place and
communlcated to the employee,
SLP and HRD 2, Mentorship agreements to be formafised within the next five {5) | Ta be completed by
Manager years, end 2023
3. A mentorship plan to be provided for employees, which is
SLP ahd HRD
aligned to the Sldlls Development plan and the implementation Ongolng
Manager
thereof.
SLP and HRD 4. 5kils agreements slgned by all Learnership Candidates to be In ongoln
Manager accardance with MQA requirements &
SLP and HRD 5. Asslst and support employees in managing their own learning so
M:': acer as to maximise thelr own potential, develop skilis and lmprove Ongoing
& petformance as they grow into new roles,
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Tables 37-38 provides the targets for mentoting at Tharlsa Minerals for FY 2019 -- 2023.

Tahle 37: Mentorship training Targets at Tharisa Minerals for FY 2019 - 2023

- ; Dellverahle .
Learnerships Mentorship training 1day
Bursarles Mentorship training 1 day
Internships {Internal and External) Mentarship training 1 day
Employment Equlty Strategles Mentorship training

Formalised agreements Learnerships 3 Years ag 5
Formalised agreements Bursaries 4 Years 5 2
Farmalised agreements Internships 2 Years 20
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2.2.9 Internship and Bursary Flan

Tharisa Minerals recognises that Bursaries and Intarnshlps are a critical building block In striving to achieve
the HDSA targets and targets for women In mining. Internships provide the opportunity for work related
experience that will help learners prepare for the wotld of work. These programmes contribute towards
human resources development within the company by Identifylng and nurturing potential at an early
stage and providing opportunities for more skills at the levels required In the prgapisation, particularly
those relevant to present and future workforce needs as Identified in the workforce'plan.

Furthermore, Tharisa Minerals has implemented a bridging programme In maths and science at schools
within the local communities, which wiil be utilised as a stepping-stone to Increase the intake of external
Bursaries and Internships offered at the Tharisa Mine.

Table 39: Internships and Bursary Plan Undertaling and Guideifine

Tharisa Minerals 1s well aware of the need, not only o assist its own employees with
developrment opportunities, but also undertakes to provide opportunlties to the members
of the local community and surrounding areas to access expetlentfal work opportunitles.
The intarnship and bursary plan is linked with the development of individuals in order to
supply the operation with the required skilted people. Furthermore, Tharlsa Minerals is also
aware of the nead to develop qualified individuals from the local community, affected hy
the Tharisa Mine.

Through the Bursery Scheme that was lmplemenited af the Tharisa Mine, fulltime study for
selected learnars (excluding employees) who wish to pursue thelr studies in varlous fields
of learning can be provided. Part time studies for employess who wish to pursue their
studies in varlous fields of learning have also been implemented and are managed at the
Tharisa Mine by the, Tralning and Development Department, Tharlsa Minerals intends to |
develop Women In Mining and HDSA's through the Internship programme. Mentoring will
be linked to the Internships, In order for interns to gain experlence, through proper
supervision and support during the practical phase.

Tahle 40: Internships and Bursary Plan Implementation Strategy

SLPand HR 1, Adverts for internship and Bursary programmes advertised on

4]
Managers the Local newspapers ngotng
SLP and HRD 2, Bridglng programmes to be utllised as mechanism for local
Ongelng
Managers bursary and internship Intakes
3, Enrolment and application criteria to be refined for bursarles
R 0
andger based on the SLP and Bursary programme. neolng
4. Potential candidates to be Identlfied and to become involved In
SLP Manager bursarles and internships, both for the skills and EE needs of the Ongolng
Company. )
5, Anawsareness programme to be developed and Implemented
SLP and HRD R
Managers with employees and communitles for bursary and Internshlp Ongoing
apportunities at Tharisa Minerals.
SLp Manager 6. Higher educatlon Institutlens to be consulted with to procure Oneoin
B B students for Internships during thelr vacations. EGing
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2.3 Employment Equity Plan

Tharisa Minerals believes that Employment Equity is an integral part of bullding an effective and
representative workforce as well as ensuring equality for all employees. Tharisa Minerals will therefore
make sure that HDSA employees, especially women, are developed and targats are net, Particular effort
will be directed at identifying HDSAs with talent, and providing accelerated tralning and development
initiatlves to assist progresslon, In order to comply with the provisions of the Emp!l‘ci\{ment Equity Act (Ack
No, 55 of 1998), Tharisa Minerals wili further submit a report to the DMR as required by Section 21 of the
MPRDA. As per the requirement of the New Mining Charter of 2018, the mine wlll identify and fast track
its existing talent pools to ensure high-level operationat exposure in terms of career path programmes.

In line with this, Tharisa Minerals’ Individual Career Development Plans will he a key mechanism to ensure
that HOSAs identified as having potential based on the skills analysls are earmarked for management
positions and develop the employees In line with the requirements. Furthermore, Tharisa Minerals will
also utilise Its Employment Equity Strategies as a strategy to fill scares skills as far as possible.

Table 44: Employment Equity Plan Undertaking and Guideline

Tharlsa Minerals Is commiited to the strategic objectives of the Employment Equity Act that
include having individuals from previously disadvantaged groups (Including women}
represented In all positions of sklils, responsibility and at all levels withln the next five (5)-
year perlod.

The Employment Equity Programme at the Tharisa Mine Is integrated with Tharlsa Minerals’
bustness plan and afms to halance the development and advancement needs of deslgnated
amployees with the objectives of the company. A critical success factor is the improvement
of literacy and numeracy, at the lowest level, to being part of identlfylng and developing
potential at all levels. In line with this strategy, Tharlsa Minerals firstly considers existing
1 employees for advancement and specifically thosa from deslgnated groups.

Table 45: Employment Equity Plan fmplementation Strategy

1. Focus wiil be placed on attracting and retaining HD3As Including
HR Manager women and nurturing talent to supplement the workforce Ongolng
complement and to plan for succession.

2. Targeting the recrultment of HDSAs and Women in Minlng

0
Positions Is a specific focus of the workforee plan, heolng

HR Managar

3. Reciuitment targets for HDSAs to be speciically almed at
HR Manager developing and promoting such employees Into management QOngoing
positlons as and when these opportunities arise,

4. skills analysis to focus on the identification of employees with the
potential to be developed Into management positions and career

HR Manager development plans will drive the growth and advancement of Ongolng
these employees,
5. Appropriate skills training in line with the career path structure
HR Manager and Individual devalopmeant plans will be provided for HDSAs and Ongoing
Page 49 of 84
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Women to ensure that they acquire the appropriate skills and
competencias, -

HR Manager

Mentoring of HDSAs to provide them with support and assistante
to ensure that they can assume thelr roles with success. e

Ongoing

Table 46 Indicates the Employment Equity status for Tharlsa Minerals in the final financial year (FY 2017/
2018}, The table shows the Employment Equity statistics both in the Occupational Level and In

demographics,
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2.3.1 Participation of Historically Disadvantaged South Africans

Tharlsa Minerals has afigned its HDSAs In Management undertaking and targets to that of the Employment
Equity undertakings, strategies and plans. Tharisa Minerals’ strategic plan Is th empower and develop the
local communlty as well as internal potentlal HDSA ca ndidates Into management positions through
bursaries, learnershlps, internships, talent pools and fast tracking programmes, Table 49 below specifles
the HDSAs In Management Targets for the next five (5) years. g

[

Table 47: HDSAs ih Mangement Undertaking and Guideline

Tharlsa Minerals’ Employment Equity targets are to achleve a minimum targets as outlined
in line with the 2018 Mintng Charter requirements. HDSA pariicipation In management at
the Tharlsa Mine.

Tharisa Minerals wil endeavour to develop HDSA candidates from within the company as
well as to create a talent pocl through the bursary, internship and experientlal tralning
programime.

Table 48: HDSAs in Management implementation Strate

L. Talent pools to be Implemented In order to identify fast tracking
employess.

Ongoing

HR Manager

2, Target recruitment praetices to be implemented such as

advertisements [n targeted areas and selected media. Ongoing

HR Manager

. 3. Employess In the Company's talent pool (high achlevers) to be ]
HR Manager identified, by means of the formal "Performance Assessment Ongoing
{performance appralsal) System"
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2.3.2 Participation of Women "

Tharlsa Minerals is cormitted to offering women an equal opportunity to patticlpate In its operations at
all levels, Local recruitment inltlatives provide the opportunity for women to enter the mining
environment. Proviston is made for females within the company’s skills development and training
programmes, with a vlew to developing the pool of female talent within the industry. These include
opportunities for females within core tralning programmes, learnership programmes, bursary schemes
and interhships,

s -

Tharisa Minerals is also mindful of the physical working environment at the Tharisa Mine and the
necessary provisions that have to be made for female facilities at the operation, To address any
stereotyping and preconceptions revolving around women within the mining environment. Tharisa
Minerals is committed to implementing a diversity management plan, aimed at sensitizing the workforce
on race and gender Issues, and ensure Integration of women into the predominantly male
environment. Table 52 below indicates the targets for the mine for FY 2019 —~ 2023.

Table 50; Women in Mining Undertaking and Guideline

§ Tharlsa Minerals undertakes to employ a minlmum of 20% on Board & Executive WIM. 25%
on Middla 25% & 306% Junior WIM, of which will be represented at zll Paterson levels and
| wili endeavourto fill more management positions with women. Tharlsa Minerals will ensure
that the appropriate resources are made available and effectively utilised to maintain the
target of 20% women in core mining positions.

I Tharlsa Minerals wilf ensure safe working conditlons for WIM at the mine. All development
programmes such as learnershlps, bursarles and internships wilt be requlred to have at east
g 20% female representation.

Table 51; Women in Mining Implementation Strategy

1. Measures to be addressed and Implemented wlih regards to
HR Manager issuesfobstacles preventing the successful integration and Ongolng
reiention of women in core mining positions,
HR Manager 2, Bursariels, succession planning and talent poc?ls to bE.: Ejt[lised asa Ongolng
mechanism to develop women into core mining positions
3. Awarenass programmes to be implemented to sensltise the
Ongoin
HR Manager perception of men towards women within the mining Industiy. ngoing
HR Manager 4, Recruit female candldates Inte learnerships and speclfic skilis Ongoing
programmes., . . .
5, Find hest fit for female candldates for Career Progresslon
HR Manager Ongolng
Programmes.
HR Manager 6. Provide necessary infrastructure to cater for WIM, l.e. change Ongoing
rooms, sultable PPE.
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SECTION 3

LOCAL ECONOMIC
DEVELOPMENT PROGRAMME
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3.1 Introduction

The Local Economic Development plllar of the Social and Labour Plan will seek to enable the commumty,
in which the Tharisa Mine is operating to become an economically stronger éntity by, and not limited to,
increasing (amangst others) husiness skills, entrepreneurship and income. The§e skilis and initial
assistance given by the Tharisa Mine will have the potential to ensure that livelthoods created during the
Local Economic Development phase, will be able to survive independently after;the Tharisa Mine has
exlted each programme and more specifically after the Mine has closed.

Local Economic Development is *“about focel people working together to achieve sustainable
economic growth and development for the benefit of all the people in the local areq... it gims to
! promote and develop afl sectors and dimensions of the economy. The retention and expansion of the

exlsting economic activities in o local area recelves as much attention as new enterprise growth and
“the diversification of the economy”

Tharisa Minerals s located within the North West Province in the Bojanala District Municipality and
! Rustenburg Local Munlcipality. The closest town and lkely major labour sending area Is Rusienhurg and
for the purpose of the SLP the soclo-economic profile provided, Is representative of the soclo-economic
environment prevalent in the labour sending area.

3.2 The Aims of Local Economic Development (LED} Projects

LED Projects are almed ai ensuring poveriy eradication and communlty upliftment in the area within
: which the. Tharisa Mine operations take place and in areas from which the majority of employees are
| sourced. These are identified In consultation with the local authorities and flow from the Integrated
5 Development Plans {IDP's} of the respective Local Municipality of the host and labour source communities,

‘ Community Survey®: Tables 53 to 63 provide an overview of the Soclo-Economic profile of the reglons as .
derived from the 2011 Comraunity Surveys as provided by STATSSA,

Tahle 53

Socio-Economic Profile of the Surrounding Region in 2011 - Population

North West 45.50% 1.01% 0.36% | 3.64% | 0.20% | 44.30% 1.02% 0.23% | 3.64% | 0.09%

Bojanala District Municipallty | 48,20% 0.37% 034% | 3.57% | D.22% | 43,19% 0.36% 0.23% | 341% | 0.11%
Rustenburg Local Municipality | 49.01% 0.46% 0.43% 1 475% | D.27% | 39.50% 0,43% 0.34% | 4.68% | 0.14%
Maalnoot SP [Town) 21,08% 1.61% 0.08% § 30.04% | 0,32% | 16.86% 1.31% 0.13% | 28,38% | 0,19%

Marlkana SP (Town) 61,53% 0.07% 0.38% | 0.51% | 0.16% | 36.81% 0.07% 0.09% | 0.34% | 0.03%

The majorlty of the population in the Marlkana area and on average across the surveyed areas are Black
Africans (81.20%) with other races consisting of very small percentages, This shows that most of the
paputatien In the focus areas comes from previously disadvantaged backgrounds; therefore, there
might still be communlty needs that have fo be addressed,

3 {p.11, The draft South Africa Local Fconomlc Davelopment Palicy and Strategy, 2003},

4 Community Survey statistics was based on STATSSA census data 2011
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2.3 Local Economic Development Planning: Integrated Development Planning! Bojanala District
Munlclpality

The information regarding the integrated development planning for Bojandla District Municipality was
sourced from the revised Integrated Development Plan (IDP} (2015/2016 — 2017/2018), The vision of the
municipality is that of a model of cooperative governance for effective and efficient service delivery in
partnership with local municipalities and all stakeholders. The Key Performance Afgss (KPA's) of strategic
priorities as outlined in the Lacal Government Strategtc Agenda (LGSA) {2006-2011) together with
benchmarks for an ideal functional municipality are as follows: '

e Municipal Transformation and (nstitutional Development;

»  Local Economic Development;

*  Baslc Service Delivery and Infrastructure fnvestment;

+ Financia} Viability and Flnancial Management; and

= Good Governance and Community Particlpation,

e Asthe focus for this SLP will be the Local Fconomic Development objectives of the LGSA and 1DP,
the Key Performance Indicators (KPI's) for local economic development within the Bojanala
Dlstrict Municlpality are:

s Thriving and vibrant local economy and neighbourhoods;

¢ Ongolng programme contributing to the development of an employabie, educated and skilled
citizenry;

= Facilitation of job creation and access to business opportunitles;

s Cohtinuous and positive interactions with all key economic anchors and actors;

s Ciean, safe and healthy municipallty;

e Universal access to quality, affordable and reliable municipal services {e.g. water, sanitation,
electricity, refuse removal, transportation); and

* Regular Investment in infrastructure and productive equipment.

3.4 Integrated Development Planning: Rustenburg Local Municipality

Rustenburg Local Municlpality {RLM} is one of the five municipalities within the Bojanala District
Municipality in the North West Province and is divided into 45 wards, with a total population of 631 000
people comprising of 54.21% males and 45.79% females. The largest share of this population is within
the young working age (25-44 years) category with a total number of 258 000 or 40.8% of the total
population (RLM annual IDP report May 20:18.) The municipality is reputed to be one of South Afrlca’s
fastest growing urban areas with an annual compound economic growth rate of 6% between 1996 and
2002,

In accordance with the Local Economic Development Strategy the local stakeholders of RLM has indicated
thelr view on the local strengths, weaknesses/limitations, and threats (SWOT) within the local
municlpality, The impact of the operation of the area as indicated in Table 64 below.
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Tahle 64: Executive Summary - Analysls of the local municipality according to local stakeholders in
RLAI

Labour avatlablilty Avallability of Industrial Land i

Land avallability is a big challenge withlii the L

»  land s concentrated in a few b:i’ifﬂc'i’s oply; devalopment
of other business activities on that particular fand; and

«  This rpacts on the ability to provide housing In terms of

land acqulsitlon

Gzographic position {in close proximity to citfes) Quantity and quality of water
Fxisting infrastructure provides other opportunitles Influx of people (uncontrolled, impact on crime levets)
Mining Vulnerable econamy {dependent on the mining indusiry}
Road infrastructure {generally pretty good) Declining agriculture {affected by the cost of labour and crime
{farm attacks}]
Fxlsting schools and health facilities Lack of development in the retafl sector
Relatively stable political ciimate individual/ pressure groups obstructing develepment
The number of parsons with skills Education levels of Local communitles:
¢+ A lack of Unlversittes within the !ocal
Municipality
e An absence of sufficlent Fnglish medium
schools
Electelclty supply not granted and thus prevents expanslon of
buslnesses

Adack of markets:

s this was lllustrated by Indicating that some people
travel really far in order to obtaln tomatoes

1.ack of maximisation opportunities from the mining activities

{procurement, enterprise  development, beneficiation,

opporiunitles for the youth)

tack of rehabllitatlon of mining activitles

Corruption

Lack of interest in partlcipation from the prlvate sector

Poiitical risks and unrests

Environmental risks which specigically includes the guality of

alr due to minlng activities

From Table 64 above, it is observed that the strengths identified within the local munliclpality include its
locatlonal advantages - {relatlve proximity to Pretoria and Johanneshurg), hlgh concentration of mining
activities and the level of skills of some residents within the locat munleipality. On the other hand, a
number of weaknesses and risks were Identified for the municipality. These include a lack of availabllity
to land, Insufficient quality and quantity of water and electriclty, a declining agriculiural sector, the
general level of education of most of the locals and a lack of Interest (in particlpating to further develop
the local economy) from the private sector,

The inputs provided by the local stakeholders are of eritical importance as they provide an overview of
the local municlpality from a local point of view. One (1} of the major challenges identified within the
Rustenburg Local Municipality (RLM) is the availability of land, which has a slgnificant impact on the ability
to provide housing in terms of land acgulsition and as indicated In the Community Statistics (Table 64
above), there is a need for more housing Infrastructure to limit the Increase In Informal settlements,

REM has undertaken to utilise the inputs from the SWOT-analysls, to guide the identification of
opportunities that will further develop the exlsttng strengths and mitigate the identified weaknesses and
rlsks.
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3.5 Tharisa Minerals’ Infrastructure Development and Poverty Alleviation Programmes:

Tharlsa Minerals takes cognisance of the socio-economic challenges and is committed to contribuiing to
the Improvement, through a consultatlve process with the Rustenburg LocaE Municlpality, of the
Infrastructure and service delivery in their affected communitles, :

Tharisa Minerals has Identified a water shortage, land shortage and lack of faciht gs for schools in an
around the commumnity where the mine operates. These shortages affect the com‘mumty negatwely and
some hinder an active participation of community members in the economy.

Throughout the life of the Mine, Tharisa Minerals intends to participate In local economic development
through the established {DP frameworks. Following approval for funds, the projects will be monitored and
progress racorded on a regular basls Indicating information such as, the number of jobs created, the
number of beneficiaries and the financlal expenditure on the projects. Both quantitative and qualitative
information will be reported in the Tharlsa Mine’s Annual SLP Report to be submitted to the regional DMR.
Table 65 below pravide an overview of the LED project planned for the next five (5} years, Further to the
Community water supply praject, Tharisa Mine will participate in various Corporate Soclal Investment
{CSI) Initiatlves on an annual basis.
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3,5.2  Mentoring of Empowerment Groups:

Tharisa Minerals facilitates the mentoring and/or skills development of Small Medium Micro Enterprises
{SMME’s) as required through applicable seivice providers in the area of operation, Tharlsa Minerals
intends to continue with this relationship with the various service providers for agllong as Is feasible and
to further assist the companies to expand their service delivery to additional cHents, Tharisa Minerals
foresees the development of further SMMEs In the future to align their procurement targets with their
SMME development programme and therefore, enable them to achieve their HDSA targets in terms of
mining goods and services.

Furthermore, Tharisa Minerals has recently established an enterprise development programme fo assist
with practical community engagement with a focus on community and youth development. The
programme will focus on development on skills to grow business into a formal and viable business by the
pracess of incubatlon and mentorship,

Table 68: Impleméntation Strategy for Mentoring of Empowerment Groups

« Target a group of Individuals in
the community with the alm to
traln on modules to identlfy
thelr own skil sets, passion and
experlence and paired into
smail working groups,

Community Youth »  Thisworkshap lstoidentlfy | Asslst youthin hecoming entrepreneurs trained and

1 development and expiore any business Introduced to a wide finance and funding partners

programme models and Ideas that this and ensuring financlal capacity is avaitable for their
particlpants might have, established business

e The next phase of the
workshop Is to have Indlviduals
formallsing a business mode}
format and vlable business plan
through the process of
incubation

&« Athree-month practical
incubatlon programme
with the aspiring, start-up

Practical Community and existing successful completlon of this prograrmme will assist
entrepreneurs In the locat ;
2 engagement unit in moving to the practical suppller development
programine commurily. programme,

*  The programme Is to
assist In how to start and
grow a business model to
hecome a sustalhable
Blslness

o Assist with full statutory
complilance

«  Operational business

*  Mapping of Companes

Fully compliant service provider with marketing skills
for his buslness.

Suppller development
programme
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tvtentorship and

Incubatlon programme
«  Legal compllance

.
by

Table 69: SMME Development and Training

Local Supplier Development

HDSA Supplier Development 6 2 2 1 1

LED  Project  Assoclated
Suppler Davelopment

Total:

3.5.3 Mentoring of Empowerment Partners

Flgure 4 in Section 1 of the SLP provides an overview of the Company Structure, Tharisa Minerals meets
the ownership requirement, with 20% of Tharisa Minerals being owned by Thari Resources, an HDSA
company focusing on the South African minerals and energy sector, and with The Tharisa Community
Trust holding the remalning 6%, Rocasize Is 100% owned by the Community Trust, Tharisa Minerals, Thari
Resources and the Tharlsa Community Trust have also entered into a shareholder’s agreement refating to
Tharisa Minerals, This agreement contains certain binding provisions, which ensure that Thari Resources
and the Tharisa Community Trust continue to be fully HDSA equity compliant, and restrict their abifity to
sell or transfer their shares In Tharisa Minerals, As such, the Tharisa mine through mentorship will provide
the requisite skills and knowledge as and when required, with Rocasize playing a key role in this process.
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3.5.4 Procurement

3.5.4.1 Procurement Progression Plan at the Mine :

The objective of Tharisa Minerals preferential procurement policy is to maximise op;m'prtunities for HDSAs
to supply goods and services to the Tharisa Mine. This wilt contribute to the develfi;:iment of sustainable
HDSA business enterprises and ensure a tniform approach to affirmative procurement.

Table 70: Procurement Progression plan Undettaking and Guideline

Tharisa Minerals Is comraitted ta ensuring the growth of HDSA supphers and undertakes o
maximise the value of cast effective and rellable procurement of mining goods and services
from companies owned and controlled by HDSAs ofin the area in which it operates.
Tharisa Minerals has implemented a Preferential Procurement Policy and has maintained
this policy as standard operating procedure, '

Table 71: Procurement Progression Plan Implementation Strategy

Procurement 1. Identify and record the level of procurement from HDSA companles Ongoln
Manager on a quarterly hasls as well as geographical sources of procurement, BOIE
2, Encourage all suppliers to form partnerships with HDSA companles
Procurement !
Manager without ovetlooking the necessary requirements of the tender Ongolng
B process,
3. Where necessary and feasihle, provide mentoring and capaclty
Precurement building assistance to HDSA suppliers In order to facilitate ongoln
Manager improvements In thelr business practices with an aim of facilitating Boing
a successful SMME sector operating In conjunction with the Mine.
Procurement 8, Glve HDSAs preferred supplier status wheraver possible In all threa Ongolng
Manager (3) levels of procurement.
Procurement 5. Create awareness, understanding, and support of economic
Ongolng
Managar empowesment ohiectives among ley stakeholders.
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Tahle 72: Targets for Preferential Procurement at Tharisa Minerals FY 2019-2023

Procurement of Mining
goads

Procurement of

. 80% 80%
services

3.6 Housing and Living Cenditions of Employees at the Tharisa mine

The provision of mine accommeodation is not required as the Tharisa Mine recruits most of its workforce
locally and within the District Municipality. As such no or limited housing construction is envisaged to be 1
required to service the needs of the Tharlsa mine’s workforce. However, cognisance of the infrastructural
needs of the local reglon will inform the Tharisa mine’s Loca! Economic Development Programme and
associated asslstance will therefore alm to facilitate improvements In the living conditions of local
communlties in general and as such the mine’s workforce and their families.

Tahle 73: Housing Strategy Undertaking and Guideline

Thatisa Minerals has a focus on local recrultment with a target of (30%) of the workforce to
be recruited from within the area where the Mine operates. The remalnder of the labour is
from the surrounding areas. Tharisa Minerals undertakes to encourage employees to
bacome homecwners,

Tharisa Minerals' employees should have the opportunity to five with thelr famifies in a
sustalnable social environment and have the opportunity to participate In wealth
accurnulation through ownershlp of property. Tharlsa Minerals therefore endeavours to
Improve knowledge regarding as welf as promote homeownership to employees.
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Table 74: Housing Strategy implementation Strategy

SLP Manager 1, Anappropriate and affordable housing strategy to he T8O
developed. i
SLP Manager 2, Implementation of strategles and the houslng palicy to he T TBC

monitored and evaluated,

SLP Mianager 3, Employees to be trained and educated on all housing lssues. Ongoing

3.8 Nukrition

As Tharisa Minerals does not provides accormnmodation to its employees, Tharisa Minerals Is not i the
position to provide nutritious meals ta the employees and therefore have limited scope for direct impact
on the nutrition of its workforce. However, jocal SMIMEs have been contracted to run canteens on the
Tharisa mine through which nutritionally batanced food Is provided, Tables 76 and 77 provide the
Nutrition and Wellness undertaking and implementation strategy for Tharisa Minerals.

Table 75 Nutrition Amongst Employees Undertaking and Guideline

With regard te nutritlen the Mine does not provide food for its employees, however Tharisa |
Minerals is looking at implementing awareness programmes at the Tharisa mine so that
they can inform workers how they can henefit from good nuirition.

Tharisa Minerals intends to implement regular awareness programmes to Inform workers |
at the Tharlsa mine of the benefits of good nutrition, balanced diets, correct method of food
preparation to aximise nutritional benefits of food, as weil as, the use of nutritional diets
In the management of HIV/Alds.

Table 76: Nutrition Amongst Employees implemnentation Strategy

1. Wellness programme covers a wide vatlety of Information to the
SHE Manager & R ]
employees regarding healthy eating and living. The mine will
Wellness Annually
report annuaily on interventlons rolied out at the mine for that
coordinator
year,
SHE Manager & 2. HiV/Aids and TB programimes are avaliable to all Tharlsa Minerals
Wellness employees. The wellness Programme at Tharlsa Is called Ongoing
Coordinator Thusanang, which has been rolled out to the community,
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SECTION 4

DOWNSCALING AND
RETRENCHMENT

Page 74 of B4






4.1 Introduction

The fact that at some stage Tharisa Minerals may have to retrench some ot all of its employees, due to
unforeseen clrocumstances, sich as external forces which result in reduced profitability, technical
Inhovation, the need to remain globally competiiive or changes to the Tharlsa rming’s strateglc business
plan, may necessitate downscaling of the operation or total closure of the Thariga-mine. [t Is therefore
vital to have in place Innovative closure management programmes Including miachanlsms to avoid job
losses., ‘

Table 77: Downscaling and Retrenchment Plan Undertaking and Guideline

Tharlsa Minerals undertakes to employ alt the legislated and required mechanisms to
manage the negatlve Impacts related with dowscallng and retrenchment.

Tharisa Minerals will facilitate a sound business plan and the required strategles for
avolding job losses and a decline In employment.

Table 78: Downscaling and Retrenchment Plan Implementation Strategy

SLP Manhager 1., Ongolng discussion with Future Forum members, Ongolng

2. Consultations with the relevant unions, worker
HR Managey representatives and employees Itkely to be affected by Ongoing
the retrenchment,

3. Applylng creative mechanlsms to avoid or minimise

Onhgoin
refrenchments. ngoIng

HR & SLP Manager

4.2 Future Forum

Tharisa Minerals has established a Future Forum which meets twice per annum. The Future Forum
consists of representatives of Tharisa Minerals management at the Tharisa mine, worlier representatives
and trade unions, and plays a major role in all the lssues surrounding downscaling and/or retrenchment,

The main functions of the Future Forum include, but are not limited to:

s Participating in Identifying production related problems and challenges facing the Tharisa mine, and
the solutions thereto;

o Generate awareness of SLP and assoclated activities; and

s Act as communication mechanisim on company related [ssues.

4.3 Communication with Authorities
Tharisa Minerals undertakes to inform, in line with Sectlon 52{1) of the MPRDA, the Minerals and Mining

Development Board of any possible mine retrenchments as and when required during the life of the mine
and within three (3) to five (5) years prlar to the end of the life of the mine, Such notice will Include the
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timeframes for the closure process and issues discussed at the Future Forum. Other interested parties
that would be informed would be the DoL, the Local Municipallty and the relevant authorities of any major
sending areas as determined by the mine's labour-sending area records. As qygline‘d in the section below
a comprehensive consultation process in terms Sectlon 189 of the LRA will also be initiated.

4.4 Mechanisms to Save Jobs and Avoid Job Losses and a Decline in Employmenf:;‘:

In terms of sectlon 52 (1) of the MRPDA, should the profit to revenue ratio be less than six percent (6%)
on average for a continuous perlod of three (3) months or should ten percent {10%) or more of the
workforce or more than five hundred (500) employees have to be retrenched, Tharlsa Minerals
undertakes to notify immediately the Minerals and Mining Development Board of such an event. it also
undertakes to comply with any ministerial directive arlsing from such a process.

Nonetheless, planning for downscaling and/or retrenchment wil! be undertaken in terms of the SLP and
the assoclated workforce planning process that will be in place for the life of the Tharisa mine. As part of
this process, every effort will be made to promote security of employmenti through sound management
of the operations of the Tharisa mine,

Where the need for downscaling or retrenchment occurs, opportunities will be sought with other mining
houses to transfer the affected employees. in addition, in terms of the Tharisa mine’s skills development
strategy, there Is a focus on the provision of portahle skills within the warkforce throughout the life of the
Tharisa mine. These skiils wiil provide those employees who either do not wish to be transferred or who
cannot be accommodated in other operations to remain employable when downscaling and/or
retrenchments are unavoidable,

In clrcumstances where the Tharisa Minerals is c_:f the opinion that retrenchments are unavoldable, it will
embark on a proper consultation process with all Interested and affected parties, as envisaged in terms
of Section 189 of the Labour Relations Act, No. 66 of 1955 (LRA).

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

In order to save employment, the mine will appoint the optimum staff component to run the Tharlsa mine

efficlently. Tharisa Minerals will recruit people from the community, thus enabling them to stay within

the community and minimising the risk of losing thelr homes, should retrenchmeant occur, This will also

Jessen the Impact of retrenchment, as communal support systems will still be available. Table 113 provides

an action plan in terms of provision of aiternate solutions,
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Table 79: Plan of Action to Provide Alternative Solutions and Procedures for Creating Job Sé'i:urltv

| Asslstance, prior to retrenchment date, with retraining, entrepreneurshlp trainthg and other courses
% o enhance further employment practices. S

| Guidance and assistance to support employees in making use of any Tinternal redeployment
| procedures,

Assistance in accessing avallable and suttahie Jobs with other local mines ar companies.

lnforming neighbouring mines of the retrenchment process and ascertaining the availabllity any Joh
vacancies,

| Assistance in registering as a Job seeker with the relevant Dol. and/or amployment agencles

Asslstance with accessing outplacement andfor career transltion counseliing from relevant
consuitancles or Job advice centres In the community.

Asslstance with completing Job application and other relevant forms.

financial planning advice as well as advice and support In accessing pension/provident fund payouts
and UIF clalms or other state asslstance.

Portable Skills Tralning to be provided to employees,

4.6 Mechanisms to ameliorate the social and economic impact on individuals, regions and econamies
whete retrenchment or closure of the operation is certain

To ameliorate the social and economic Impact on individuals, regions and economies where retrenchment
or closure of the operation is certain, Tharlsa Minerals management, together with the Future Forum, will
assess In advance the impact that will be caused by the retrenchment and/or closure of Its operations.
This will be communicated to the affected individuals and communlties involved so as to make all affected
parties aware of what the outcome of the retrenchment and/or closure will be, Proposals to lessen the
impact on the socio-economle situation of the area concerned will be considered. In order to assess this
impact, specialist consuftants will carry out a socfo-economic impact analysls (SEIA) prier to the
development of detailed closure management plans. Such an impact assessment will Incorporate
interaction with both the Future Forum and relevant communlty structures.

Table 80: Plan of action to Ameliorate the Socio Economic Impact of Retrenchments and/or Closure

At times of

HR Manager * 1. Psychological counselfing to be provided to employees. downscaling/closure

Ongolng throughout the

SLP Manager 7, Portable skills tralning interventions to be Increased | Life of mine (LoM)/ At

and to include comprehensive self-employment tlmes of
opportunlties within these interventions. downscallng/clasure
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3, In conjunctlon with the Dal, the mine to facilitate

At tirmes of

plans relating to the process of downscaling and
retrenchments.

HR Manager retrenched employees In the completion of UIF clalm "downscaling/closure
forms at the Tharlsa mine premises,
4. Tharlsa Minerals to ensure that sufflclent financial Ongoing throughout the
SLP Manager provislening Is in place for the fmplementation of all gomng &

Life of Mine [LaM)

4.7 Post-Closure Plahning

Management strategies for the post-closure period will also be developed with local stakeholders within

the closure planning pracess, Strategies that avoid dependency amongst the soclal intervention

beneficiaties and promote independence amongst Individuals and businesses in the communlty will be

developed to ensure post-closure sustainability. Ongoing consultation and advisory roles faciliiated

through the Future Forum structure will be utilised to ensure that the programmes and plans continue
1o dellvar sustainable and effective beneflts, The continued contribustion and ongoihg management role

of local government in this respect will be essential to this post-closure management process.

Tahle 81: Soclal and Labour Plan (SLP) Communication Plan for Tharisa Minerals

SLP, HR and HRD Managers

Tharisa Minerals and the core
contractor wil both be responsible for
communicating SLP related matters to
thelr employees at the mine

Ohgoing

SLP,HR and Skills Development
Managers

fach party wlill be requlred to hold
dedicated meetings on an annual hasis
to provide feedback to Its employees
with regards to the progress made
withln the SLP

Annually

SLP,HR and HRD Managers

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

Ongolng

SLP, HR and HRD Managers

Further communlcation structures to be
set up by the Tharlsa mine and will be
utllised as a mechanism to address all
SLP refated lssues

Ongoing
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SECTION 5

FINANCIAL PROVISION
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5.1 Financial Provision (Regulation 46 (e})

in terms of Section 23{1) (e} of the MPRDA *The Minlster grants a mining rlght If th“é'. applicant has
provided financlally and otherwise for the prescribed Soctal and Labour Plan”; ',l[his*section intends to
outline the manner In which Tharlsa Minerals alm to provide financially for each component of the
social and Labour Plan, Table 85 provides a summary of the financial commltment@jby the mine for the

next five (5) years. L

Table 82: Summary of Financial Provision for Key Elements of Tharisa Minerals’ SLP for Tharisa mine
for FY 2019 — 2023

Human Resources k17303761 | R14080344 | R12210578 | R12280402 | R11221181
Development Programmes

Local Economic R 20 500 000 R 24000 R 1015 750 R 1005 260 R 5250
Development Programmes

Closure and Retrenchment R 150 000 R 200000 R 250 000 R 280 000 R 300000
Management Programaes

5.1 Financial Provisien for Human Resources Development Programmes (Regulation 46 (e)ih)

The Tharlsa Mine has commenced full operations and at a steady state. The skills audit process has been
conducted with all new recruits as well as with the current employees. This will assist with more informed
training needs in terms of AET and core skilts training required to ensure the workforce has the necessary
skills and competencies to operate effectively. The outcome of the skifis analysis process may identlfy a
greater or lesser need for expenditure on different elements of the skills development training
programmes, Also evolving business needs during the life of the Tharisa mine may require training
programmes to be modified and associated expenditure to be updated. Tables 86 provides the financial
commitment for the HRD elements of this SLP.
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Table 83: Summary Breallown of Human Resources Devalopment Five (5) Year Budget for Tharisa

Flnancial Proviston for AEY
and Cormmunity AET
Programmes

R 308 950

R339 875

Minerals for FY 2019-2023

1373 850

R411 232

R452 344

Flnanelal Proviston for
Learnership Programimies

R 11776000

R 8448 000

R 6032000

Rb 664 00O

R4 416000

Firanclal Pzevislon for Core
Business Training
Programmes

R3 271310

R 3505620

R 806951

I 4 304 167

R4 627 171

FInanclat Provislon for non-
Core buslness Tralnlng
Programmas

R74 531

R74 531

R43 329

R3I3 608

R33 608

Financlal Provislen for
Portable Skilis Tralning
Prograinmes

[ 120 000

R 144 000

I 135600

R 158 400

R 148 500

Financial Provision for
Bursaries, Study Ald and
Internshlps

RA742 970

81558318

R 1709448

R 16958995

R1534%548

Mentoring related to HRD
Initfatives

Table 85 provides the summary of the financtal commi
Development and Table 86 is the mine's financlal commit

R 10000

R 10000

retrenchment for the next financial period.

10000

R10¢00

R1D GO0

tment of Tharlsa In terms of Local Economic
ment to the management of downscaling and

Table 84: Summary of Financial Commitment for Local Economic Development for Five (5) Years for

Financtal Provision for
Local Economic
Develapment
Programmes

R 19 600 00D

Thatisa Minerals {2019-2023)

R 1000000

R 1000003

Flnanclal Peovision for
EDY SMME Mentoring
Programme

R1 500 0G0

]21000

R15 750
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Table 85: Summaty of Financial Provision for Closure and Retrenchment Mq\nag‘efﬁent Programmes at

Tharisa Minerals’ for the Next Five (5) Years {2019-20‘2;?_:_'), ¢

Financlai Provlslon for
Closure and Retrenchment R 150 000 R 200000 R 25C 000 R 280000 300000

Management Programmes
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SECTION 6

UNDERTAKING
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6.1 Undertaking . ul
i

i Ti:o’v’pm MMA/\AQP the undersigned and duly authorized
thereto by Tharisa *Minerals {Pty) Ltd undertake to adhere to the information, reguirements,
commitments and conditions as set out in the SLP, and to communicate the SLP once it has been accepted
by the DIVIR to all relevant stakeholders and to further report on progress achieved on an annual hasis to
these stakeholders,

Signed at _M@Gl’;_%@——._ on this :;)J;) W day

of M Ay CRem 2019
Signature of responsible person my \

‘ e 1
Deslgnation X \ ey A D~

et
oy
swviee Bl o one_27 Ao
of M 2019
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. To i Department of Mineral Resources (SLP Division)
From  : Tharisa Minerals Pty Ltd (Mining Right: NW 30/5/1/2/5/2 (2588358) MR
Date @ 29 March 2019
Subject: Tharisa Minerals Soclal and Labour Plan 2019-2023
Sir/ Madam

Please recelve the Tharisa Minerals Social and Labour Plan for the period 2019-2023 for
Tharisa Minerals Pty

Kind regards

’ Thabang Maluke
Executive Director (Stakeholder Engagement and Transformation)
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