NR: 2023/ /-

ACKNOWLEDGEMENT OF DOCUMENTS RECEIVED

REGISTRY KLERKSDORP OFFICE

Applicant /Holder of Right: .07 oA
File No: NW  30/5/1/. 2 41, NW  30/5/1/..22/3/2/1/..2.. 7200 EM
FileNo: NW  5/3/2/............0.0L NW  6/2/2/ i,

CHECKLIST: MINERAL LAW ADMINISTRATION

(3 Joint venture agreement / Bee

L Proof Of Consultation with Landowner/Interested/Affected Parties
Cd Other oo

.......................................................................................

L I I T T T I R A T T T T I I R A

.......................................................................................

L1 1 Original +.......... Copies ( Scoping Report / EMP/BAR / EIA)
L Closure application

@ Memorandum Agreement

L Itemisation as required in terms of Section 24 P(3) of NEMA

(A Letter from the Bank : Financial Provision

(d Bank Guarantee

Receipt of the above-mentioned documentation is hereby acknowledged and the responsible
sub-directorate will revert back to you once the documents has been assessed.

REGISTRY OFFICIAL ..o\ .. e RECEIVING STAMP
CLIENT SIGNATURE .....)leoosieeeeseneeereenens ]
COPY TO BE PROVIDED TO CLIENT o M, : et e




[T T

)

|

GLENCORE

SOCIAL AND LABOUR
PLAN

WATERVAL MINE
2021-2025

Mining Rights
NW 30/5/1/2/2/244 MR,
NW 30/5/1/2/2/246 MR,

NW 30/5/1/2/2/192 MR;
NW 30/5/1/2/2/260MR

/ e,

Page 0 of 74




GLENCORE

SOCIAL AND LABOUR
PLAN

WATERVAL MINE
2021-2025

Mining Rights
NW 30/5/1/2/2/244 MR;
NW 30/5/1/2/2/246 MR;

NW 30/5/1/2/2/192 MR;
NW 30/5/1/2/2/260MR

Page 0 of 74



Contents

LIST OF ACRONYMS ..ttt ettt ettt e ettt e e e e ettt e e e e e s a b e et e e e e e e e e aba bt e e eeeesaaanabeteeeeesaaannbbeeeeeeseaannsanaeeeesanaannes 3
GLOSSARY OF TERMS ..ottt sttt ettt et sttt et st saee s b s bt e bt e bt et e e ae e ebe e b e e b e earesenesanesbeenmeenneenneenes 4
SECTION 1: PREAIMBLE ....ccoiiiiiiittteee ettt ettt e e e ettt e e e e s ettt et e e e s e s s bbbt eeeeee s nbabteeeeeesanssbaeeeeeesannnreaaeas 5
1.1. Objectives of the Social and Labour PIan ..........c.coiiiiiiiiiiiiee ettt s 5
1.2. INEFOTUCTION <.ttt ettt h e b et st s aee s bt e s bt e bt et e e aeeemeesb e e b e e b e ennesanesnnes 5
1.3. Salient information on the aPPlICALION ...coouuiiiiiiee e e saae e e saaeee s 6
1.4. Current and expected [aDOUr fOrCE .....uuiii e sraa e e saaee s 9
SECTION 2: HUMAN RESOURCES DEVELOPMENT PROGRAMMIE .....cccutiiiiiiiieiienieenieere et 10
2.1. INEFOTUCTION <.ttt sttt et et st sb e bt e e s r e sanesbeesbeesbe e bt e st eneeemnenneenreens 10
2.2. ) e 157z [eT e T g 1Yo 1 - o I OSSPSR 10
2.3. ST =T o I =T = oy I Y LSS 11
2.3 Adult Education and training Plan.........c.eee et e e e e e e rae e e sara e e e e traeeeans 12
2.5 KL= o o 17 o L O P PP PP P SO T PO PUTRTPPURPRRTRI 15
2.6 Core business SKillS PrOgramME.......couii ettt ettt st sb e sbe e sabeesaneesbeeeaneeeas 17
2.7 P L T T - 11 011 = S0P PP PPPPPPPPPPPPRS 17
2.8 Cadet Training for CommuNity IMEMDEIS ......ccoiuiiiiiiiiiieiiieeee ettt sttt st e s st esanee e 18
2.9 Waterval SChOOI SUPPOIT ...oouiieiieeie ettt sttt sat e e sbe e e sateesbe e e saneennee s 18
2,10 Hard-to-fill VACANCIES ...c..eetieiieieeieriesee ettt st sb et ee et eae e s b e b e e e et e s b e sanesaees 19
2.11  Career Progression Plan (Regulation 46 (D) (i) ....ccceeeecieeeeiiei e ettt e e stre e e tre e e eave e e e sarreeeeans 19
2.12  Mentorship Plan (Regulation 46 () (i) ...e.cveeerreeiieesiieeiieesiiesreeeteesteesre e sreesreesreesabeesateesnsessnseesaseesns 24
e T U= VN o -1 o RO USRS 27
2.14 INEEINSNIPS PrOSIamMME. .. . iiiiiiiiie e citee e ettt e et e e e st e e e ettt e e e eetaee e s tbeaeeaataeeeensrasesssaaeesstaeeeanssseesansaseesnsaeeann 28
SECTION 3: EMPLOYMENT EQUUITY .iiiiiiiiiiiiiiiiiiiititetieieeteeteetteeeeeeeeeeteteetteeeeteeeeee e et ete e e ee e e eeee e e e e e eeeeeeeeseeeeeeeeeeeeeeeeeeees 30
3.1. INEFOTUCTION .ttt ettt e ne s e st e saeen e en e ean e ennesneesreens 30
3.2 Transformation and employment eqUItY PIan .........oeociiiiiciiie et eare e e et e e e 30
SECTION 4: LOCAL ECONOMIC DEVELOPMENT PROGRAMMIE ...ttt e 40
4.1. INEFOTUCTION .ttt sene st e saeesn e en e een e ennesnnesreens 40
4.2. Social and economic background information (Regulation 46 (C) (i) ....ccoveeeriieeeeiieie e 40
4.2 Key economic activities (REgUIAtION (C) (1) ...ccvveeeeririeeeeiieeeciiie ettt e et e e e tee e e e etr e e e e sate e e eearaeeesasaeaean 44
4.2.1. Broad ECONOMIC SECLOS (9 SECLOIS) ...cuvvieiiiteeeeeeteeeeeieee e eeeeeeeete e e eetee e e eeteeeeeeateeeeeaeeeeentreeeensseeeeesenessnareeenn 44
4.3 Needs of the area in 0rder Of PriOritY .. ...t e e e e ste e e e e aa e e e s bt e e e e ateeeeeasaeeessreaean 45
4.4 Local ECONomic DeVEIOPMENT PrOJECLS ...uvviiiiiiieiiiiiieee ettt ettt e e e e st e e e e e e sesaata e e e e e e eesastaaeeeeesesnanees 46
SECTION 5: PROCUREMENT PLAN ....cttiitiiiiteiie ettt ettt ettt e sae et s e sne e n e n e nesenesenesanes 47
5.1. INEFOTUCTION .ttt e s b et st e s bb e e bt e e sab e e bt e e saneesnneesaneesaneesas 47
5.2. PrOCUIEMENT STIATEEY .uuuuiiiiiiiiiii e aaaaan 47
5.3. [ o Tol BT =T g g T=T ol o o ] [=T ot £ PRSPPI 48
5.4. PrOCUIEMENT TArZETS et snaen 58
SECTION 6: HOUSING AND LIVING CONDITIONS ...eetiiiieiiieiietttee ettt e e e e sttt e e e e e seiseee e e e s e s nebeeeeeeeseannreeeeas 60
6.1. [T Lo T {4 1 = =AY PP PUPPPRN 60
6.2. Current status of available dwelling for @mMPIOYEES..........eeveiiiiiieciei e 60

Page 1 of 74



6.3. HEalth Care and NULITION ...uuueeeeeiiiiiiiii bbb bbb s aaassassssssssssssssssssssssssssssssssssnsssnsnsnnnnn 61
SECTION 7: PROCESS PERTAINING TO MANAGEMENT OF DOWNSCALING AND RETRENCHMENT........cceevuvnneen. 61
7.1. Establishment Of @ fUTUIE FOrUM ....uuuiiiiiii et e e s et e e e e e s esasraereeeeeeenanees 62

7.2. Mechanisms to save jobs provide alternative solutions and procedures for creating job security where

job losses cannot be avoided — (AttaCh @ PIan)......cc.uiiieeiiicie e e st e 63
7.3. Notice of profitability and curtailment of mining operations affecting employment. ...........cccceeeeuneee. 63
SECTION 8: FINANCIAL PROVISION ...ttt ettt ettt e e e ettt e e e e e sttt e e e e e s eabsbte e e e e e s aanbaeeeeeesennnnreeaeas 66
1.1. Financial Provision (Regulation 46(€) (i) (ii) (1ii) ....coveerrrreriuerriererieesieesieesiteesreesreesreesaeesreesreesreesanee e 67
1.2 Financial Provision for the Human Resource Development Programme...........cccceeevvveeeeiineeecvveeesnneennn 68
1.5. Financial Provision for the Management of Downscaling and Retrenchment...........cccceeeeeiviiiciee e, 71
SECTION 9: UNDERTAKING ... .eeeeittteet ettt ettt et s ettt e e e e e sttt e e e e e s aababteeeeeesaaabnbaeeeeeesasnnbaeeeesesanannreeaeas 72
ANNEXURE A: LaboUr SENGING AFBAS ......uviieeeiieeeiiiee e ettt e seiteeesveeeestteeeseataeeestaeeeasstaeesensseeessseeeassssessasseessnssenenn 73

ANNEXURE B: AET Procedure

ANNEXURE C: Learnership Procedure

ANNEXURE D: Mentorship Procedure

ANNEXURE E: Bursary Procedure

ANNEXURE F: Proof of community consultation

ANNEXURE G: Home Ownership Policy

ANNEXURE H: Endorsement Letter RLM

NNEXURE I: Letter from RLM on agricultural support project

Page 2 of 74



LIST OF ACRONYMS

ABBREVIATION

MEANING

AET Adult Education and Training
BEE Black Economic Empowerment
cv Curriculum Vitae
DMRE Department of Mineral Resources and Energy
DoEL Department of Employment and Labour
DTI Department of Trade and Industry
EE Economic Empowering
FY Financial Year
GET General Education and Training
HDPs Historically Disadvantaged Persons
HET Higher Education and Training
HRD Human Resources Development
HRDP Human Resources Development Programme
ICDP Individual Career Development Plan
IDPs Integrated Development Plans
v Joint Venture
LED Local Economic Development
LEDP Local Economic Development Programme
LSA Labour Sending Area
MPRDA Mineral and Petroleum Resources Development Act, 28 of 2002
MQA Mining Qualifications Authority
NQF National Qualifications Framework
NSDP National Spatial Development Perspective
PGDS Provincial Growth and Development Strategy
SA South Africa
SETA Sector Education and Training Authority
SLP Social and Labour Plan
SMMEs Small, Medium and Micro Enterprises
TBC To Be Confirmed
UIF Unemployment Insurance Fund
VCT Voluntary Counselling and Testing
WIM Women in Mining
WSP Workplace Skills Plan

Page 3 of 74



GLOSSARY OF TERMS

"Calendar year" is defined as the one year period that begins on January 1st and ends on
December 31st;

"Host Community" refers to a community within a local or metropolitan municipality adjacent to the
mining areas as defined in the MPRDA ;
"Demographics” means the numerical characteristics of a population (e.g. population size,

age, structure, sex/gender, race, etc.)

“Functionally illiterate” A person is functionally illiterate when they have a learning level
that is below grade 7/standard 5;

"Historically Disadvantaged People" ("HDP") refers to South African citizens, category of
persons or community, disadvantaged by unfair discrimination before the Constitution of the
Republic of South Africa, 1993 (Act No. 200 of 1993) came into operation which should be
representative of the demographics of the country;

"Labour sending area" areas from which a majority of mineworkers, both historical and
current are or have been sourced;

"Level of management" refers to line of demarcation between various managerial positions;
"Life of Mine" means the number of years that a particular mine will be operational;
"Mining Charter" means the broad-based socio-economic empowerment Charter for the
South African Mining and Minerals Industry;

"Mine Community" refers to communities where mining takes place and labour sending
areas;

"Sustainable development” means the integration of social, economic and
environmental factors into planning, implementation and decision-making to ensure that
the mineral and petroleum resources development serves present and future
generations;

“Western Mines" means the following operation business unit within the Western mining division
(Waterval Mine, Waterval Mine and Rietvly Mines).
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SECTION 1: PREAMBLE

1.1. Objectives of the Social and Labour Plan

The Department of Mineral Resources and Energy (DMRE) guidelines in respect of the objectives of
the SLP are:

. To promote employment and to advance the social and economic welfare of all South Africans;

. To contribute to the transformation of the mining industry;

. To ensure that Waterval Mine and Operations contribute to the socio-economic development
of the area in which it operates as well as the areas from which the majority of its workforce
is sourced.

Through its Social and Labour Plan, Waterval Mine and Operations in the past years attempted to
contribute to a safe, healthy, productive and competitive industry. Waterval Mine and Operations has
a vision of fostering a legacy of sustainability. Waterval Mine and Operations’ mission is to work
towards growth and prosperity through the investment in people and the advancement of diverse and
self-reliant economies. Waterval Mine and Operations can only achieve this through genuine
partnership with Employees, Communities and other Stakeholders, which are based on integrity, co-
operation, transparency and mutual value creation.

1.2. Introduction

Waterval Mine and Operations is situated approximately 10km to the East of Rustenburg in the North
West Province. The mining area is located in the south-western limb of the Bushveld Igneous
Complex. Waterval Mine and Operations has come to the end of their second SLP five year period.
This Social and Labour Plan is being submitted for Waterval Mine and Operations in terms of Regulation
45 of Mineral and Petroleum Resources Development Act for the reporting period 1t January 2021 to
31° December 2025.

Through the Social and Labour Plan for Waterval Mine and Operations aim on developing and
implementing comprehensive Human Resources Development Programmes, a Mine Community
Development Plan, a Housing and Living Conditions Plan, an Employment Equity Plan and Processes
to save jobs and manage downscaling and/or closure. The above programmes are aimed at
promoting employment and advancement of the social and economic welfare of all South Africans
whilst ensuring economic growth and socio-economic development. Waterval Mine and Operations
will strive to fulfil the following objectives in developing and implementing the Social and Labour
Plan:

(a) Promote economic growth and mineral and petroleum resources development in the
Republic;

(b) Promote employment and advance the social and economic welfare of all South Africans;

(c) Contribute towards the socio-economic development of the areas in which Waterval Mine

and Operations is operating as well as the areas from which the majority of the workforce is
sourced; and

(d) To utilize and expand the existing skills base for the empowerment of HDP’s and to serve the
community.
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1.3. Salient information on the application

1.1 Company Name Glencore Operations South Africa (Pty) Ltd

1.2 Mine Name Waterval

1.3 Physical Address The Farm Waterval 306JQ

1.4 Postal Address PO BOX 310 Kroondal 0350

1.5 Telephone No 014 597 8000

1.6 Fax No 014 597 8089

Waterval is situated approximately 3km to the East of
Rustenburg in the North-West Province. The Mining area
is located in the lower part of the Bushveld igneous
Complex.

1.8 Commodity Chrome

1.9 Life of Mine 30(Thirty) Years

1.7 Mine Location

1.10 Financial Year December

1.11 Responsible Person Berlinda Mosesane (Mine Manager)

1.12  Geographical origin of employees (mine community and labour sending areas)

Mine Community ‘ Labour Sending Area

Province ‘ Province

North West North West

District Municipality District Municipality

Bojanala Bojanala

Local Municipality Local Municipality

Rustenburg Rustenburg
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The current corporate structure and shareholding of Glencore Operations South Africa (Pty) Ltd is
set out in Figure 1.1 below
OWNERSHIP OF ASSETS AS PART OF POOLING AND SHARING AGREEMENT

EROONDAL

WATERVAL EAST

WATIRWAL WOST

ey

THORNCLIFTE
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1.4. Current and expected labour force

The operational philosophy of Waterval and Operations is to employ a dedicated core mining and
processing team.

Through its Social and Labour Plan, Waterval Mine and Operations in the past years attempted to
contribute to a safe, healthy, productive and competitive industry. Waterval Mine and Operations has
a vision of fostering a legacy of sustainability. Waterval Mine and Operations’ mission is to work
towards growth and prosperity through the investment in people and the advancement of diverse and
self-reliant economies. Waterval Mine and Operations can only achieve this through genuine
partnership with Employees, Communities and other Stakeholders, which are based on integrity, co-
operation, transparency and mutual value creation.

Waterval Mine and Operations is cognizant of the additional pressure its mining operation places on
the municipal services in the area and therefore commits to minimize the pressure through a local

intensive recruitment strategy.

This strategy will ensure that the surrounding communities benefits from the opportunities created by
the mine.

The workforce profile for Waterval mine reflected below is as at 30 September 2020:

Profile of workforce Total workforce %
Male 137 62.84%
Female 81 37.16%
Total workforce (excluding contractors) 218 100%

The Labour sending Areas for the employees of Waterval Mine’s workforce comprises of the following
as at 30 September 2020:

Labour Sending Areas Count %

Local Municipality 169 77.15

District Municipality 17 7.81

In Province 6 2.76

Inter Provincial 26 11.98
Foreign 0 0

Total 218 100%

e localis within the Local Municipality boundaries
e District Municipality: Municipalities within the Bojanala District Municipality, which include
Rustenburg, Moses Kotane, Kgetleng River, Madibeng and Moretele Local municipalities.
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SECTION 2: HUMAN RESOURCES DEVELOPMENT PROGRAMME

2.1. Introduction

The following section deals with the information required under Regulation 46(b) with regard to
Human Resources Development (HRD) Programme. This, in turn, is informed by the Broad Based Black
Economic Empowerment Charter for the South African Mining Industry (the Mining Charter). The
Mining Charter emphasises the need to develop and transform the South African mining industry, with
the specific requirement being to fast-track the development of Historically Disadvantaged Persons
(HDPs). In terms of the Mining Charter, provisions must be made by mining companies for this group
to be empowered and to participate more fully at higher levels within the industry.

The Mine’s focus on skills development remains to deliver an appropriately skilled workforce for its
operational needs as well as future career development opportunities within the mining industry
beyond the needs of Waterval Mines. As such, the mine is focussed on ensuring the portability of skills
through the achievement of accredited qualifications by accredited training providers and
programmes. Therefore all training delivered at the mine, (where feasible) will be out-comes based
within accredited training programmes with the relevant SETA's.

Table 2.1 provides the details regarding the submission of Waterval Mine’s SETA Registration:

Table 2.1: SETA REGISTRATION

Name of SETA Mining Qualification Authority (MQA)

Registration number with SETA 16/MQA/0793/AC4/120618

Skills Development Facilitator Yes, Jonathan Maans

Workplace skills plan submitted MQA

WSP Submission Date

2.2, Skills development plan

The focus of the skills development programme is to attract and retain HDP’s to supplement the
workforce complement and to plan for succession, to mentor HDPs and to provide them with support
and assistance to ensure that they can assume their roles with success, to identify mining-related
occupations in the workforce plan and implement strategies and targets to support the inclusion of
women into these occupations. Skills assessments to be focused on the identification of employees
with the potential to be developed into management positions and career development plans will drive
the growth and advancement of these employees.

The figure below represents the Total Employee Development Plan.
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Total Employee Development Plan

TOTAL EMPLOYEE DEVELOPMENT PLAN

REG: 46 (B) (V) EMPLOYMENT EQUITY TARGETS |

REG: 46 (B) (IV) INTERNAL BURSARY PLAN |

REG: 46 (B) (lll) MENTORSHIP PLAN |

REG: 46 (B) (I1) CAREER PROGRESSION PLAN I

REG: 46 (B) (1) SKILLS TRAINING PLAN |

REG: 46 (B) (IV)

TALENT POOL IDENTIFICATION EXTERNAL BURSARIES

GRADUATE PROGRAMME

LEARNERSHIPS

—— INTERNSHIP PROGRAMME

FAST TRACKING

AET TRAINING PLAN |

AET REQUIREMENT EXE EDS EE REQUIREMENT

WESTERN MINES WORKFORCE - 2017 BASELINE

*Proposed EE Plan

WORKPLACE SKILLS PLAN — DLl

*Proposed Training Plan

WESTERN MINES BUSINESS PLAN

N

3. Current Literacy Levels

Table 2.2. - Form Q provides a detailed analysis of the literacy levels at the Waterval Mine and
Operations and Table 2.3 is a summary of AET targets and progress against these targets. The
functional literacy rate for Waterval Mine and Operations as reflects from form Q is 93.57% and the
illiteracy rate 6.42%. One needs to at least have an AET Level 3 Qualification to enter into a skills
program where a person needs to read and write and will be classified as functional literate.



Table 2.2 : Form Q Waterval Mine as at 30 September 2021

African Coloured Indian White Total

Old System --— ——— —— ——

F F M F M F F
No schooling 1 0 0 0 0 0 0 0 1 0
Grade 0/Pre 0 0 0 0 0 0 0 0 0 0
Grade 3/Std 1/ABET 1| 2 0 0 0 0 0 0 0 2 0
General Grade 4/5td 2 o 01| o0 o|lo|o| o] o] 0] o0
Education
and 1 |Grade5/Std 3/ABET2| O 0 0 0 0 0 0 0 0 0
Training
(GET) Grade 6/Std 4 0 0 0 0 0 0 0 0 0 0
Grade 7/Std 5/ABET 3| 7 0 0 0 0 0 0 0 7 0
Grade 8/5td 6 2 0 0 0 0 0 1 0 3 0
Grade 9/Std 7/ABET 4| 1 0 0 0 0 0 0 0 1 0
Further 2 Grade 10/Std 8/N1 1 0 0 0 0 0 2 0 3 0
Education
and 3 Grade 11/Std 9/N2 7 0 0 0 0 1 1 0 8 1
Training
(FET) 4 Grade 12/Std 10/N3 | 53 29 1 2 0 0 18 16 72 47
) 5 | Diplomas/Certificates | 7 2 2 0 0 0 3 5 12 7
Higher
Education | 6 Higher Diplomas 3 4 0 0 0 0 7 4 10 8
and
Training 7 Bachelor Degree 9 7 0 0 2 1 5 4 16 12
(HET)
8 Honours 2 2 0 1 0 0 0 2 2 5
9 |Masters & Doctorates| O 0 0 0 0 0 0 1 0 1
TOTAL 95 44 3 3 2 2 37 32 | 137 | 81

2.3 Adult Education and training plan

AET is an integral part of Glencore Western Mine’s strategy and the Mine believes that an educated
workforce is essential for its future success and will aim to achieve compliance with the Mining
Charter’s requirement that every employee should be given the opportunity to become functionally
literate and numerate. The intention is to equip our illiterate employees with education and to address
the skills gap identified. Functional literacy is defined as mastery of the basic reading and writing skills,
with emphasis on “lower-order concerns” (vocabulary, grammar, spelling, handwriting, etc.).

The Mine offers the employees the opportunity to become “functionally literate” by providing Pre-
AET, AET level 1, level 2, level 3 and level 4 training. Once a person obtains AET level 4, he or she is
equipped to move into relevant available positions, and will also be able to participate in other training
programmes. The Mine is able to accommodate 12 learners per session and new employees join the
Mine on a regular basis. Therefore the entire need will not necessarily be addressed at the end of the
SLP year period. AET training initiatives are regarded as a continual process. Although the Mine
provides the opportunity to become “functionally literate” it is still a voluntary process depending on
learner’s willingness to participate.
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Western Mines attached its AET procedure as Annexure A to this document in order to provide further
clarity and detail on the AET training initiative provided at the Western Mines.

AET Process

Definition of Adult Education and Training:

AET is broken down into the following levels:

ASANENENEN

Pre-AET.

AET level 1 (literacy and numeracy at Standard 1/Grade 3).
AET level 2 (literacy and numeracy at Standard 3/Grade 5).
AET level 3 (literacy and numeracy at Standard 5/Grade 7).
NQF level 1 (AET level 4) equivalent to Standard 7/Grade 9.

Once a person is released from site, a placement assessment is conducted to determine which
AET level a person will enter the programme.

A qualified AET facilitator conducts training on a full time basis on the Company premises.
Alternative facilitation methods and institutions may be used depending on the economic
climate of the mining industry over the SLP period.

AET Implementation Plan

Full time AET refers to the arrangement in which the employee is relieved of his or her normal duties,
and attends AET classes on a full time basis. The following action will enable Western Mines to achieve
the AET full time targets:

All production areas have been tasked to nominate potential learners.

These employees first go through the RPL (Recognition of Prior Learning) assessment before
being placed into full time AET.

When recruiting or attracting employees to participate in the AET programme, the senior HR
Head of Department parades each employee with a no-schooling record, and conducts an
individual discussion with each employee.

The discussion includes the process and benefits of the AET programme, and the assurance to
the individual that learners do not forfeit the usual allowances such as underground and shift
allowances. The discussion also includes information that the Company provides incentives to
learners on passing each level in order to encourage participation of employees, and that
employees will still receive their full salary with benefits when enrolling on the AET programme.

AET Infrastructure and Capacity

The operation will operate full time courses as a way of addressing illiteracy challenges. Suitably
qualified facilitator will be sourced to ensure that quality teaching and learning take place in AET
classes. Teaching material will be supplied by a service provider accredited by the MQA (Mining
Qualifications Authority).

Table 2.3 below reflects the overall AET need of the Waterval Mine as deduced from the above Form
Q and the targeted enrolment over the five year period for Waterval Mine is reflected.
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Table 2.3 AET need and targets

Current Target Target Target Target Target Total
cumulative g g g g g Enrolments

enrolment for enrolment for enrolment for enrolment for enrolment for
needs as per for

(2021 - 2025)

Qualification
level

No schoolmg

& Pre AET

AET Level 2

AET Level 3

AET Level 4

TOTAL

AET Level 1 ‘

Note:

1.) The numbers indicate the new intakes in various AET levels. It includes each individual entering an
AET qualification (Pre-AET, AET level 1, AET level 2, AET level 3 and AET level 4). When a person moves
from one AET level to the next AET level, he or she will be reported as an intake into the next level.
2.) Placement assessments will determine the AET entry level and might differ from highest school
gualification.

3.) Not all employees are willing to undergo AET training — documentation was completed by those
employees that are not willing to participate in the programme.

Financial provision for AET for Waterval

2022 2023

AET R3,562,270 | R3,754,633 | R3,957,383. | R4,171,082 R4,396,320 R19,841,689

Note: The intake levels of the employees will depend on the placement assessment and progress of
the employee. The employees do have 3 attempts per subject to assist them to complete their levels.
A specific learner might be on one level for more than a year all depend on the learner ability to
progress. The number of learners per year might not be new intakes but current AET learners
progressing in their different levels.
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2.4. Waterval Portable skills plan for Community Members

Portable skills includes (but are not limited to) training such as plumbing, building, welding, etc. The
aim is to assist the community to gain skills to promote their financial well — being and entrepreneurial
skills. Portable skills includes (but not limited to.) training such as plumbing, building, welding, nail
care etc.

Table 2.4 Potable Skills Training for the Community — Waterval

Target Target Target Target
2021 2022 2023 2024

Total to be trained

Target 2025

Portable skills courses

Budget for Portable Skills 2021 - 2025

Target 2021 Target 2022 Target 2023 Target 2024 Target 2025 TOTAL

Financial
Provision for
Portable Skills
Programmes

R12,500.00 R271,700.00 R285,665.00 R300,348.00 R315,786.00 R1,185,999.00

2.5 Learnerships

Western Mines recognizes the importance of Learnership as an integral component to attain its
business goals and to address skills shortages. Western Mines offers learnership opportunities to both
its employees and external community members. The Learnerships offered will be in both Engineering
and Mining.

Engineering learnership (Regulation 18.1)

e Leaners will be provided with the necessary knowledge and skill which will prepare them to
qualify as Artisans.

e The minimum requirement for engineering study fields (Sec26D Trade Certificate), is a full N2
qualification.

e The duration of the programme is three years.

e The programme is advertised by informing the unions associated with the Western Mines as
well as through the internal mailing system and notice boards.
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Engineering learnership (Regulation 18.2)

e This is a training initiative which is provided to community members in Western Mines’ host
communities. Its aim is to develop, uplift, skill and advance community members for possible
job opportunities.

e |n the event that Western Mines is not in the position to attract members of its host
communities, for this programme, Western Mines’ will source learners from the surrounding
areas.

e The duration of this programme is three years.

e The programme will be advertised in the local newspaper, communicated in quarterly
community forum meetings.

Table 2.5(a) 18.1 Learnerships

Target 2021 Target 2022 Target 2023 Target 2024 Target 2025

Learnerships

ol New Cont. New Cont. New Cont. New Cont. New Cont.

Engineering

Table 2.5 (b) 18.2 Learnerships

Target 2021 Target 2022 Target 2023 Target 2024 Target 2025

Lear:ser;hips New Cont. New Cont. New Cont. New ’INew Cont.

Engineering

Budget for Learnership Programs 2021-2025 Employees and Community Learners

Financial
Provision for
Learnership
Programmes

R2,532,201 R2,040,954 | R2,370,266 R2,350,280 R1,916,320 R11,210,023

Page 16 of 74



2.6 Core business skills programme

The emphasis will be on all occupations that are aligned with core functions within the business.

Table 2.6 Waterval Core Skills Training for 2021-2025

Type/Area of training plopZi! 2025 Total

Mining Skills

Engineering Skills

Machine Operating Skills

Plant Skills

Leadership Skills

Total

TOTAL

Core

Skills R1,426,118 R1,503,129 R1,584,298 R1,669,850 R1,760,022 R7,943,418

2.7 Artisan training

2.7.1 Artisan training for Employees

The training is provided to employees to develop them and enhance their skills level as per mine
specific requirements.

Table 2.7 Waterval Artisan Aid Training

Target Target Target Target Target Total

Type/Area of training 2021 2022 2023 2024 2025 (FY1 to FY5)

Engineering Aide Training

Total

HRD ‘ 2021 TOTAL

Artisan

. . R173,256 R78,262 R82,488. R86,942 R91,637 R512,587
Training
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2.8 Cadet Training for Community Members

Cadet training is aimed to get community members skilled to become employable within the
mining sector and they will be trained in MQA skill programme. The Community Cadets will be
trained and exposed to the following events, Competent B, Rock Drill Operating, Tip Attendant,
PTV and Pump Attendant, Plant Attendant and Conveyor Belt Operator.

Total
(FY1 - FY5)

Target 2021 Target 2022 Target 2023 Target 2024 Target 2025

| Cadet Community | Community
Skills Training

Total

Budget for Community Cadet 2021-2025

e The budget for Community Cadet Program will come from the Core Business Training
Budget.

2.9  Waterval School Support

We currently support our local communities in terms of scholarship.

Table 2.9 School Support — Waterval

Target 2021 Target 2022 Target 2023 Target 2024 Target 2025

Scholar Support

Total

2022 2023 TOTAL

Financial
Provision
for
Scholarship

R39,000 R85,333 R85,333 R85,333 R85,333 R380,333
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2.10 Hard-to-fill Vacancies

Hard to fill vacancies are identified through the recruitment process.

Hard to fill vacancies will be addressed through the following initiatives:
1. Career progression plan.
2. Learnership programme and
3. Bursaries Awarded.

Potential employees and candidates are identified and developed through these particular
programmes to address challenges. The employees and candidates who complete these programme
successfully will be awarded opportunities to apply for the Hard to fill vacancies as they become
available.

The table below reflects the current hard to fill vacancies.

Table 2.10 Hard to Fill Vacancies — Western Mines

. . Main reason for being unable to
Occupational Level Job title and vacancy I VR

Top management None None
Senior management None None
Middle management None None
Skilled technical and academically
alified workers, junior . . .
. s Ju.m Artisan Millwright Remuneration
management, supervisors,
foremen, and superintendents
Semi-skilled and Unskilled None None

2.11 Career Progression Plan (Regulation 46 (b) (ii)

Career Management is the process that align employee’s career progression with the companies’
employment strategy and individual’s potential to meet the job level requirement. The process will
consider knowledge, skills, personal characteristics and experiences required by the organization
and based on the established career paths.
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Career progression Paths

Mining

=Grade 10 = Technical
=Competent B = (GFrode 12
=Relevant =Competent &
Technical training = Nationzl
[program Certificate
=Relevant valid rockbreaking
license where level 2 would be
applicable an advantage
=Non Technical
= Basic
Supervisory
=2 -3 years'
experience in
relzted mining
field

Mineral Resources

=Technical = Technical = Techincal = Technical
=Grade 12 =Grade 12 =Grade 12 =Grade 12
= Blasting =Blasting =Mine Oversear =Nine Manzagers
Certificate Certificate Certificate Certificate
=Nan Technical +5hift Supervisor = Non Technical = Non Technical
= Supervisory Technical = Middle =Senior
= Jumiar Frogram Manzgement MManzgemeant
Management =Mon Technical Development Development
Leadership *Junior Frogram Frogram
Frogramme Management =5 Year Shift =12 Years Mining
(FLDP) Leadership Supervisor Experience of
=3 years’ relevant Programme Experience wihich 5 Years
ExpErience; [FLDP) Middle
Bo=rd & Fillar, +3 years’ relevant Management
Tracklezs Mining experience; experience
Bosard & Fillar,

Tracklezz Mining

* Technical

=Grade 12

=Nine Manzagers
Certificats

*Non Technical

=Senior
MMansgement
Development
Frogram

=15 Years Mining
Experience of
which & Years
Management
experience

=3 Years Experience as
Candidate or similar
position

#5 years’ relevant
sUpervisory
experience ina
Human Resources
environment

«Technical *Technical *Techincal *Techincal *Techincal
«National Diploma or #National Diploma or #National Diploma or +National Diploma or +National Diploma or
Degree Degree Degree Degree Degree
«Non Technical *Non Technical #Chamber of Mines *Non Technical *Non Technical
. i Strata Control *5nr Management *5nr Management
Y, E #Mid Management L ge ge
'm rl:acrsum}lnpge?ence Program Certificate Development Program Development Program
sampling eSupervisory *Non Technical »5 Years Mid 5 Years Mid
*Experience in PGM +Mid Management Managemeant Management
processing plants Program Experience Experience
+3 Years Experience in +3 Year Experience in
similar position Bushveld, Platinum or
Chrome gealogy
Human Resources
*Technical *Technical sTechnical sTechincal
« National Diploma or sGrade 12 / Degree / #National Diploma or *Naztional Diploma ar
»Grade 12 Degree Mational Diploma in Degree Degree
*Studying towards an +Non Technical HR /HRD / Law / sNon Technical spdvanced Diploma in
HR Qualification «3 Years Experience rrdELJqs:JgI:;tvthologv sIiddle Management Labour Relations
A L Program sNon Technical
*5Supervisary Training .
*Non Technical sExperience in Labour s5Snr Management
#Junicr Management Relations, CCMA Development
Leadership processes, Program
Programme Employment Equity, *10 years’
[FLDP)Program Mining Charter / DTI IManagement

experience in Human
Resources in a Mining
/ Smelting
environment

Page 20 of 74



Finance & stores

»Technical
*Grade 12
«Computer
Literacy
*Non Technical
+Basic Supervisory

Metallurgy

e Technical
sGrade 12

+Related

guzlification
*Non Technical

&2 years’
experience in
Stores

sComputer
Litzracy (M5
Office and 5AP
with Financial IT
system
knowledze

*Junior
IManagement
Leadership
Programme
(FLDP}

»Technical

#Degree [/ Diploma
in Accounting [/
Financial /
Procurement /1T

#Juniar
Management
Leadership
Programme
{FLDP)

*Non Technical

*3 - Syears’
Supervisory
experience in
Accounting /
Financial /
Procurement

«Middle
Management
Programme

+Techincal

sDegree / Diploma
in Finance,
Administration,
CA

sIiddle
IManagement
Programme
(MNP}

*Non Technical

#5 years’
IManagement
experience in
Finance
Administration /
IT

*Supervisory skills,
GCom for
Supervisors

*Professional
affiliation

*Techincal

sDegree / Diploma
in Finance,
Administration

eNiddle
Manzgement
Programme
(MME}

*Business
Manzgement
gualification

*Non Technical

*5nr Manogement
Development
Program

*10years
Management
Eexperience in
Administration,
Finance

*Grade 10
*English literate

»Technical
* Grade 10
#»English Literate

*Daver A
Candidate

*License

*Technical *Technical
=igrade 12 +National Diploma
«Formal Mineral ar Degree

processing *Non Technical
training sFrontline

«Non Technical Leadership
*Supervisory Development
3 Years Programme

Experience (FLDF)
=4 Year
Experience

*Techincal

*B-Tech in
Chemical or
Metallurgical
Engineering/
National Diploma

*Non Technical
sFrontline
Leadership
Development
Programme
(FLDR)

*At least 5 years'
supervisory
experience in
related figld —
Plant

sTechnical
*B-Techin
Chemical or
Metallurgical
Engineering/
MNational Diploma
*Non Technical
*Mid
Management
Development
Program
#At least 10 years'
Plant experience
in & senior
supervisory role
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Laboratory

»Technical

*Grade 12 included
with Maths and
Science

*Non Technical
#Ar least 1 years'

experience ina

mining environment

[Plant) as a Sampler
*|S0 17025 & 150

*Technical
*Mational Diploma [
Degree in Analytical
Chemistry or
Metallurgy
*Non Technical
#AT |2ast 2 years’
supervisory
experienceina
Services environment
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#5Supervisory training
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{Raw Material, Final
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*Middle Management
Programme (MMP) /
Junior Management
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Degree
+Mon Technical
o4 Years Experience of
which 1 year
Supervisory
#|50 17025 & 150 2001
#Middle Management
Programme [MMP)

*Technical
*Mational Diploma [
Degree in Analytical
Chemistry or
Metallurgy
*Middle Management
Programme (MMP)
*Non Technical
#AT |2ast 5 years’
supervisory
experienceina
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{Raw Material, Final
Product & Labaoratary)
#1S0 17025 & 1509001
*Studying towards a
Business
Management
qualification

*Techincal
sNational Diploma /
Degree in Analytical
Chermistry or
Metallurgy
#Middle Management
Programme [MMP)
*Business
Management
qualification
*Non Technical
s5nr Maonagement
Development
Program
#At least 10 years'
Management
experience ina
Services environment
(Raw Material, Final
Product & Laboratory)
#Business
Communication,
People Management,
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sTechnical *Technical
*Grade 12 *Grade 12 *M2 or Technical
*Engineering *N2 (Maths & Grade 12
competence as Science, Trade #Relevant Trade
an Artisan Aid Theory) Certificate
*Basic +Non Technical «Non Technical
Engineering skills *Basic sFeature
+MNon Technical Supervisary Leadership
#Artisan Aid *Basic Development
Level 2 Skills Engineering Program
Programme skills *Supervisory
sExperience as

an Artisan Aid

Techincal Technical 'r‘;‘"‘:gi
*Grade 12 *Degree or d:‘greef ne
N3 Diplama with diploma
*Trade required *Government

Certificate subjects for ticket
k GoC
*Junior «Non Technical *EC5A
manageme wMiddle Registration
. Management +Trade
Iﬁ?::ﬁ.:;hrre Development Certificate
“Non Program *Middle
. Management
Technical Development
*3 years' Programme
::i;eﬂe"ce *Non Technical
qualified 3 years
Artican experience as
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Supervisory [Englne_er}
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*Studying
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Business
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Table 2.5 (h) financial provision for Career Progression programme for Waterval

2021 ‘ 2022 2023 2024 2025 TOTAL

Career

R R137,199 R144,607 R152,416 R160,647 R169,322 R764,193
Progression

2.12  Mentorship Plan (Regulation 46 (b) (iii)

The Company has mentorship programmes for employees, which are aligned with the various skills
development plans. The purpose of mentoring is to address the transfer of knowledge and skills from
experienced employees to those less experienced. Mentors are assigned to the identified employees.

Purpose of mentoring:

) To address the transfer of knowledge and skills from experienced employees to those less
experienced.

. To ensure the sustainability of the knowledge that exists in the company.

. To provide an additional career and personal development support process for employees.

. To provide a more focussed approach to the development of employees.

. To develop the leadership potential of individuals to act as mentors.

. To create capability and competence - this will ensure that employees are fully capable of

fulfilling their functions.

° To meet increasing demands of the organisation for capable and competent personnel
regardless of their race, gender or disability.

. To provide employees with abilities and to prepare them for future work demands, thereby
ensuring capable and flexible human resources in the long run.

. To facilitate accelerated development of mentees as selected by the organisation.

The tables above provides the current and future targets which establish mentorship relationships for
all employees in the various training and development programmes i.e. Learnership, bursars,
graduates, fast-tracking and capacity-talent pool candidates which is aimed at reaching the
Employment Equity targets as well as meeting the staffing requirements for the future. The candidates
that are on development programmes will be on mentorship programmes.

Western Mines attached its Mentorship procedure as Annexure C to this document in order to provide
further clarity and detail on the Mentorship training initiative provided at the Western Mines.
Implementation Plan:

. Mentors will be selected carefully and developed to ensure effective continuation of
mentorship relations;

. Employees that are not participating in the mentorship programmes will be developed via
standard development mechanisms, including relevant coaching by supervisors and Company
coaching;
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Registered mentees and mentors participating in the mentorship programme will be given
mentorship training;

Needs identified as a consequence of the mentorship relationship will be reported to the
direct supervisor via the mentee.

An agreement will be entered into for formal mentorship and will specify each Company or
party’s expectations and commitments; and

The mentorship systems will be reviewed regularly to ensure the effectiveness and efficiency
of the mentoring system.
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2.13  Bursary Plan

This programme provides an opportunity for external individuals to study on a full time basis in
various fields within the mining environment. The intention of the bursary programme is to address
mine specific requirements, and to develop individuals for our core business needs. Bursaries will be
offered to individuals who meet the requirements and who have undergone the structured
recruitment and selection process. The Company’s bursary plan provides experiential training
opportunities to these individuals during vacations and a mentor will be assigned to each bursar.

The Glencore External Bursary consists of the following:

. Full payment of study fees.

. Full accommodation (including 3 meals daily) while studying and while doing vacation work
(inclusive of transport arrangements).

. Payment of prescribed books and equipment.

. Full payment for compulsory study excursions.

. Stipend will be provided on a monthly basis.

. Purchase of a computer, which will remain the asset of the Company during the Bursar’s study

period as well as during his/her work back period.

The Company visits bursars at their institution, in order to provide support to the bursars, and to be
able to determine if additional assistance or support is needed, such as professional or counselling
services in order to assist a bursar to adapt or to cope better at university.

Western Mines attached its Bursary procedure as Annexure D to this document in order to provide
further clarity and detail on the bursaries provided at the Western Mines.

Internal Bursaries
The Company provides a study assistance scheme on a part time basis for permanent employees who
wish to pursue studies. The Study Assistance Application must be completed and approved by

management.

Criteria for receiving Study Assistance

. The initiative must come from the employee, but Glencore Western Mines should also benefit
from the course of studies.

. The qualification must be relevant to the employee’s current or possible future role and
development needs.

. Studies must not have a negative influence on performance or productivity of the employee.

. Studies must be undertaken with a registered learning institution.

. The employee must have been in the employment of Glencore for a period of more than one

year (12 months).
. All supporting documents as indicated on the Study Assistance Application form must be
submitted prior to management approval of studies.
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TABLE 2.13 WATERVAL INTERNAL AND EXTERNAL BURSARIES NEW INTAKES 2021-2025

Bursary 2021 New 2022 New 2023 New 2024 New 2025 New
. Total
Field Intake Intake Intake Intake Intake
Internal 16 11 5 5 5 42
External 1 1 1 1 1 5

Total
number

Note: Some of the candidates reflected above will still be in training at the end of the 5-year period
due to the duration of the training intervention

Budget for Internal & External Bursars for 2021 -2025

2022 2023 2024 2025 TOTAL

Financial Provision

for Bursaries R406,269 | R462,286 | R258,851 | R272,829 | R287,562 [eMt:yyiL]
Programmes

2.14  Internships Programme

The intention of the internship is to address Mine specific requirements and the development of our
surrounding communities and employees. Internships are offered to individuals who meet the
requirements and that have undergone the structured recruitment and selection process. Successful
candidates have the opportunity to gain practical exposure.

The Company offers Internship opportunities to the following individuals:

. Internal — Permanent employed candidates (bursary students getting employed by the
Company on a permanent, full time basis, as graduate trainees / employees with Degree’s
without workplace experience, placed on a program to assist them to gain experience in their
area of study).

. External — Community candidates (candidates in need of the practical part of their National
Diploma qualification such as P1 P2 training, community member with Degree’s without
workplace experience, placed on a program to assist them to gain experience in their area of
study).

External candidates are signed on as fixed term contractors and receive a monthly allowance. Both
internal and external internship individuals will be provided with mentors.
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Table 2.14(a) Internal Internships Waterval Mine 2021-2025

Internship Plan 2021 2022 2023 2024 2025 Total

nnnn-—

Total Number

Table 2.14(b) External Internships Waterval Mine 2021-2025

Internship Plan 2021 2022 2023 2024 2025 Total

ﬂ----_

Total Number

Budget for Internships 2021-2025

2022 2023 2024 TOTAL

R867,294 R1,142,660 | R1,204,364 | R1,269,400 | R1,404,844 | R5,888,564

Financial
Provision for
Internships
Programmes
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SECTION 3: EMPLOYMENT EQUITY

3.1. Introduction

Waterval mine has a comprehensive employment equity plan as required in terms of clause 8.3 of the
Mining Charter 2018 read with paragraph 8 of the Mining Charter 2018 Implementation Guidelines.

In the setting of numerical goals, a number of factors were considered which amongst others included
the following:

. Current demographic profile of the workforce.

° Ideal demographic target reflecting the composition of National Statistics.

. From staff turnover statistics, a prediction of the jobs to become vacant.

. A grasp of the availability of skilled resources at the various levels and categories.
. Number of anticipated new positions.

3.2. Transformation and employment equity plan

The analysis of the workforce as at 30 September 2020 and the setting of progressive targets has been
compiled per Occupational Level. For each Occupational level, the following is provided:

. A breakdown based on the number of positions available with detail per Race and Gender Group.
Whilst every attempt has been made to ensure alignment with the Province Regional
demographics of Economically Active Population (“EAP”), in some cases, due to a number of
constraints (which will be explained in each section where the targets are not fully compliant).

. Consolidation of the Race and Gender numbers into targets for HDP and Female Representation;
. Detail on the strategies in place/to be put in place to ensure the delivery of the targets; and
. Any potential constraints that may result in the targets not being achieved.

The following Senior Management positions will be shared between all the Western Chrome Mine
sites:

. GM: (Western Chrome Mines)

. Manager (Administration and Finance)
. Manager (MRM)

. Manager (Group Metallurgical)

. Manager (Engineering)

. Manager (HSEC)

° Manager (HR) WCM Snr

° Manager (Services) Metallurgical

. Manager (ER)

. Manager (CSI)

The following Middle Management position will be shared between all the Western Chrome Mine sites:

o Manager (CSI) Western Operations
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Achievement of Targets and Potential Constraints

Natural attrition and Recruitment of underrepresented races to vacant positions (where possible) will
be considered to improve on underrepresented races in the event of:

o Retirements.

. Resignations.

o New positions.

° Recruit Nationally where possible to ensure far reach of possible candidates.

. Job Shadowing.
Interventions to be put in place/already in place
Required Skills Identification

Glencore Western Mines have Career Development Discussions and Individual Development Plans in
place for our employees to be developed and equipped with skills required to fill our Junior, Middle
and Senior Management positions in line with the requirements of the Mining Charter and the
company requirements. The focus of this skills identification process will be to ensure that we identify
candidates of different ethnic groups and genders to be grouped in a talent pool and to be developed
for future placements within the company.

Create List of Highflyers/ Succession Planning Candidates

The process of identifying the highflyers and succession planning candidates will rely on the strategic
positions and hard to fill vacancies which do not have sufficient pool of individuals who will be ready
to fill vacancies when they arise. The potential candidates undergo a rigorous selection process to
ensure the best candidate is identified for the job. The following aspects will be taken into
consideration in the process of identifying candidates:

o Career Interview results.

° Job performance outcomes.

. Educational levels.

. Employment Equity representation.

There will be development plans created, implemented and monitored for the selected highflyers. The
highflyers will be sourced from the talent pool aligned with the company needs.

Appoint succession-planning candidates

Individuals with potential and right credentials will be appointed and enrolled into the Career
Progression Path in line with the process as contained in identifying highflyers.

Filling of Vacancies
Where vacancies occur, they will be filled in line with the plan.
Career Progression Plans

A talent pool is in place for whom development plans have been or are in the process of being put in
place to ensure the availability of talent and skills where vacancies occur.
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3.3. Women in mining and gender diversity

In order to achieve the target in Women in Mining, Waterval Mine and Operations has met with a
range of challenges. The mine has continuously engaged with the local community to identify and
employ women into core mining positions. Women are given preference in filling certain positions and
learnership opportunities, talent pool candidates are also being fast-tracked into management
positions.

As mentioned above, women are considered into development programmes including succession
planning, fast tracking, learnerships, bursaries and internships. Mining and engineering learnerships
focuses on developing women in mining. These women are put on a mentoring programme to prepare
them for the work in the various sections where they may be appointed upon completion of their
programme.

Feedback on Women in Mining Targets at Waterval Mine

©
()
Patterson Grades §
©
o
Top management F 0 0 0 0
Senior management E 2 0 0 0
Professionally qualified and experienced
- . D 1 0 0 1
specialists and mid-management
Skilled technical and academically qualified
workers, junior management, supervisors, C 0 0 0 1
foremen, and superintendents
Semi-skilled and discretionary decision making B 18 0 0 0
Unskilled and defined decision making A 0 0 0 0
Total 21 0 0 2
Total of
mining 94/23
positions Versus Women in mining
% of women
L 24.47%
in mining
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3.4. HDP’s in Management

Waterval Mine and Operations’ focus and plan is to develop HDPs into management positions from
within the existing workforce rather than recruiting candidates into HDP positions on the mine. The
tools used to manage this process are fast tracking and succession planning, with women also being a
focal point of development planning. In the event that the required skills and expertise are not readily
available internally, external candidates are recruited in line with approved employment equity plan.

The mine undertakes to appoint suitable candidates preferentially from the local community, if the
target however cannot be met, Waterval Mine and Operations will source suitable potential candidates
and apply employment equity and career progression strategies as set out in this SLP to reach the
target.
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SECTION 4: LOCAL ECONOMIC DEVELOPMENT PROGRAMME

4.1. Introduction

The Local Economic Development pillar of each Social and Labour Plan seeks to enable the community,
in which the mine operates (inclusive of the labour sending area) to become economically independent
by, and not limited to, increasing business skills, entrepreneurship, job creation and income. Most of
these communities are generally spatially marginalized and the design of the LED projects seeks to
amplify opportunities as well as alleviate poverty within the labour sending area of the mine. The skills
and initial assistance given by the mine should have the potential to ensure that livelihoods created
during the Local Economic Development phase, will be able to survive independently after the mine
has exited each programme and more specifically after the mine has closed.

4.2. Social and economic background information (Regulation 46 (c) (i)

Waterval Mine strives to uphold fundamental human rights and attempts to demonstrate respect
towards cultures, customs and values in dealing with employees and others who are affected by mining
and mining related activities. Waterval Mine further seeks continual improvement of environmental
performance (including social aspects) and to contribute to social, economic and institutional
development of the communities in which the mine operates.

One of the key principles and directives of the Mining Charter is that mines will work closely with
municipalities so that they collaborate in formulating and implementing the Integrated Development
Plan (IDP) of the municipality in which the mine operates. The IDP of a specific municipality defines the
budget needs and development funding requirements of a given local government area or region and
is the point where a symbiotic relationship is forged between the mine and its municipality.

The Western limb is situated in the Bojanala Platinum District Municipality which comprises of five
local municipalities. The local municipalities are Kgetleng River, Madibeng, Moretele, Moses Kotane
and Rustenburg. Glencore has mining activities in the municipalities of Rustenburg. Waterval Mine is
situated in the municipality of Rustenburg.

The Rustenburg Local Municipality forms part of the North West Province that further forms part of
the border between South Africa and Botswana. The North West province consists of 4 District
Municipalities and 21 Local Municipalities with a geographical area of 116,180 km2. Rustenburg Local
Municipality is located within the Bojanala District Municipality. The total geographical area is
3,423km2.The other municipalities falling under the Bojanala District Municipality are Moretele,
Madibeng, Kgetleng River, and Moses Kotane. Within the Rustenburg Local Municipality is the Royal
Bafokeng Nation (RBN), the traditional tribal community of the region a key stakeholder in the future
of the Municipality. The Royal Bafokeng Nation (RBN) occupies over 1500km2 of land located north of
Rustenburg Local Municipality.

The significant growth of the Rustenburg Local Municipality (RLM) is associated with the mining sector
which provides around 50% of all formal employment. The RLM Integrated Development Plan (IDP)
indicated that the municipality faces many challenges some of which include land availability,
insufficient quality and quantity of water and electricity, a declining agricultural sector and the general
level of education of most of the locals.
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Madibeng Local Municipality is classified as a municipality with a large budget and containing a
secondary city. Agriculture, mining, manufacturing, game farming and tourism characterise the
municipality’s local economy. Mining is the predominant activity in the municipal are with the Platinum
Group Metals being the largest mineral deposits in the area. The area also contributes to crop
production exported to Tswane and Johannesburg.

The Moses Kotane Municipality is mainly rural in nature with a communal tenure land use system
comprising of 107 villages and two formal towns being Mogwase and Madikwe. The municipality faces
a problem of not generating own sources of income sufficient to serve as a basis for development and
expansion or to supplement an equitable share and grant funding allocations.

The Kgetleng River Local Municipality is located in the South-eastern part of North West Province
bordering Rustenburg Local Municipality on the west. Kgetleng River Local Municipality is classified as
a Category B Municipality and the formation of the municipality was as a result of the amalgamation
of the local councils of Swartruggens, Koster and Derby towns and its townships and farm area.

Table 4.1a: Socio-Economic Profile of Surrounding Region — Gender Profile

Socio-Economic North West Bo.jan'ala Rustenburg . Moses ..
. . District Local Madibeng Kgetlengrivier
Indicators Province . .. Kotane
Municipality Municipality
27,034
Male 1,779,903 794,529 301,796 253,991 120,515
Female 1,730,049 712,977 247,779 223,390 122,038 24,015
TOTAL 3,509,952 1,507,506 549,575 477,381 242,554 51,049

Rustenburg Local Municipality (RLM) is divided into 45 wards, with a total population of 616 831
people comprising of 54% males and 46% females. Between 2010 and 2011, the overall population
. . growth in Rustenburg was 86, 47% with Africans being the majority population group at 52, 23%.
Brief Analysis
The Asians were the highest in % growth by 71% followed by the Colored at 58%. The White race
had decreased by 11%. The figures above were derived from the Census 2011, Municipal Report,

North West, Report 03-01-54.

Table 4.1b: Socio-Economic Profile of Surrounding Region — Population Profile

North

Bojanala Rustenburg
District Local
Municipality Municipality

Socio-Economic
Indicators

Total number of
people

West
Province

Madibeng Moses Kotane  Kgetlengriver

616 831 529351 245716 56 979

3,729,479 1,640,863

High population concentration is experienced in local municipalities with the highest economic
activities. Rustenburg local municipality has the highest population as compared to the other four
Brief Analysis . s . A

4 locals, followed by Madibeng and then Moses Kotane. Within the Bojanala District the

municipality of Rustenburg has the lowest average size per household (HIS Global Insight).
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Table 4.1c: Socio-Economic Profile of Surrounding Region — Education Profile

Bojanala

Rustenburg

Educational profile of North'West District Local Madibeng Moses T
adults Province . e e . e Kotane
Municipality | Municipality
No Schooling 220978 65670 19 211 21387 11 831 4818
Grade 0 — Grade 2
Abe 59510 20304 6851 6 150 39232 1042
Grade 3-6 290 965 120 940 41632 38 684 20111 5086
Grade 7-9 453 550 226 488 85 370 74 440 32605 6963
Grade 10-11 497 833 255 841 98 978 89 492 34973 6938
Matric only 587 634 311177 133 652 96 663 41760 8 366
Matric & 99 295 48 949 22 302 16 390 5 682 1095
Certificate/Diploma
Matric& Bachelor’s 64 200 26072 11960 9039 2456 1046
Degree
Matric & Postgraduate 26914 10 118 479 3589 835 397
degree

Brief Analysis

For the Bojanala District the education status of the population older than 20 years of age
indicates that the district labour market is characterized by low skills levels. As much as 15.1%
of the population older than 20 years have not received any form of schooling and a further
19.7% only some primary education. These figures imply that nearly 35% of the total adult
population can be regarded as functionally illiterate (IDP 2011/2012 BOJANALA PLATINUM

*Note: The available educational profile for North West is divided into three categories of
schooling, matric and higher education as described in the analysis above. The totals stipulated

above do not reflect the entire population due to the fact that the educational levels of the

entire population are not readily known.

DISTRICT MUNICIPALITY).

Table 4.1d: Socio-Economic Profile of Surrounding Region — Employment Profile

Socio-Economic
Indicators

North West
Province

Bojanala
District
Municipality

Rustenburg
Local
Municipality

Madibeng

Employment of working age population

Moses
Kotane

Kgetlengriver

( 1\’5V§’c:ké2gy2§fs) 64.7% 68.3% 72.5% 69.2% 63.1% 65.5%
Employment rate 17.5% 19.1% 23.5% 18.6% 15.1% 19.9%
L
abour 26.8% 23.2% 17.9% 23.8% 31.4% 15.3%
Unemployment rate
- .
ConoaTt'ic\j";'y not 15.6%% 18.5% 22.9% 20.0% 10.0% 26.0%
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More than half of the population (68.3%) within the surveyed area fell within the Stats SA
category as of Working age. However, the average employment rate across the various

geographical levels within the working age population was only 19.1%. The contributing factors to

Brief Analysis

the low employment rate can be assumed to be high illiteracy levels and job scarcities within the

various geographical areas. (Census 2011 Municipal Report, North West, Report 03-01-54).

Table 4.1e: Socio-Economic Profile of Surrounding Region — Household Income

North West Bojanala Rustenburg

Income Category District Local Madibeng Moses Kotane Kgetlengriver

o
rovince Municipality | Municipality

Annual Household Income (Including income derived from government grants, pensions and informal employment)

Average annual
household income

The annual household income did not reflect favourably in respect of the economic status of the
region. (Census 2011 Municipal Report, North West, Report 03-01-54).
On average 53% households surveyed during 2001 received no or minimal combined household

monthly incomes (R800/month or less). (IDP 2011/2012 BOJANALA PLATINUM DISTRICT

Brief Analysis

MUNICIPALITY).

Table 4.1f: Socio-Economic Profile of Surrounding Region — Housing Profile

Bojanala Rustenburg

Socm-!Economlc North'West District Local Madibeng Moses Kgetlengrivier
Indicators Province s . T Kotane
Municipality Municipality
Housing (% stated for households in the Municipal Areas)
Formal dwelling 76.2% 68.8% 68.7% 59.19% 78.3% 72.0%
Traditional 1.6% 3.6% 0.8% 0.7% 1.4% 0.6%
dwellings
Informal
settlements
(separate 21.1% 29.5% 30% 39.4% 19.3% 25.2%
stands and
backyard
dwellings)
Flush toilet with
sewerage 46.2% 38.3% 57.5% 33.0% 14.8% 67.9%
system
Pit Latrine
(Without 45.6% 55.2% 38.5% 57.2% 81.1% 16.9%
ventilation)
No access to
any toilet 5.8% 4.3% 5.8% 4.3% 3.3% 10.4%
facilities
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Bucket toilet 1.0% 0.9% 0.6% 1.9% 0.2% 0.9%
Pi teri
Iped water in 69.3% 73.4% 84.3% 67.9% 56.3% 81.9%
dwelling
Piped water on
communal 25.2% 16.8% 9.4% 17.2% 36.6% 11.8%
stands
No access to 8.4% 9.7% 6.3% 14.9% 7.2% 6.2%
water
Waste removed
by local
municipality at 50.2% 50.9% 71.4% 27.1% 82,9% 45.9%
least once a
week
Own refuse 42.3% 41.2% 21.4% 62.7% 13.1% 42.2%
dump
N bbish
0 rubbis 6.4% 6.8% 5.7% 9.2% 3.2% 9.7%
disposal
Electricity used
L 84.0% 84.2% 83.0% 81.0% 90.0% 78.0%
for lighting
Electricity used
61.8% 66.4% 72.0% 63.0% 63.5% 54.6%
for heat
Electricity used
. 75.3% 77.2% 80.2% 75.7% 75.1% 65.8%
for cooking
Only 29.5% of households within the Bojanala Area during 2011 were housed in informal
settlements. Basic services infrastructure appears not to be formalized with 38.3% of households,
residing within the surveyed area, having access to flush toilets and 73.4% had access to piped
water within their homes or yards and 77.2% had access to electricity for cooking and 66.4% for
heating purposes. 41.2% of the households in the area were still utilizing their own refuse dumps
Brief Analysis to discard their household waste. (IDP 2011/2012 BOJANALA PLATINUM DISTRICT MUNICIPALITY).
The total number of dwellings that people are living in, in Rustenburg is 197 488. About 68.7% of
the types of dwellings are House or brick/concrete block structure on a separate stand or yard or
on a farm. 15.5% of the dwellings people are living in, are Informal dwelling (shack; in backyard).
14.5% of the dwellings are Informal dwellings (shack; not in backyard; e.g. in an informal/squatter
settlement or on a farm). (IDP 2013-2014 Rustenburg Local Municipality, approved 28 May 2013.)

4.2 Key economic activities (Regulation (c) (ii)

4.2.1. Broad Economic Sectors (9 Sectors)

Bojanal R nbur
North West (JEDELE] ustenburg

Sectorial Employers South Africa District Local

B
rovince Municipality Municipality

Agriculture 6.1% 6.1% 3.2% 2.5%
Mining 3.9% 22.7% 35.3% 43.2%
Manufacturing 11.5% 6.9% 7.4% 6.6%
Electricity 0.7% 0.4% 0.4% 0.3%
Construction 5.5% 4.2% 4.2% 4.2%
Trade 17.3 14.6% 13.7% 12.4%
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Transport 4.8% 2.2% 2.0% 1.5%
Finance 17.9% 9.6% 8.3% 6.7%
Community services 22.5% 23.0 17.4% 15.2%
Households 9.7% 10.3% 8.1% 7.3%

The Mining Sector is dominant in both the Province (22.7 %) and the
district at (35.3%) and in the Rustenburg Local Municipality at (43.2%)
Brief Analysis the dependence on the Mining sector is risky as this leaves the

economy vulnerable to external shocks
( IDP BOJANANALA PLATINUM DISTRICT MUNICIPALITY)

4.3 Needs of the area in order of priority

Rustenburg Local Municipality Priority Issues:

The creation of new employment opportunities in the manufacturing, trading and tourism
services

Quality affordable homes for residents

Complete transportation and infrastructure upgrading

To create an environment that enables economic growth and development

Water, Environmental and Waste Management

Projects Plans

Introduction

Western Mines are committed to the transformation, development and empowerment of our host
communities. This empowerment will take place through LED initiatives and extensive consultations
with our stakeholders such as the Rustenburg Local Municipality, Royal Bafokeng Administration,
Eskom, the Ward councillors and other community structures.

LED projects are inclusive of both infrastructure development and income generating initiatives. Local
Economic Development is an opportunity for local government, private sector and the local community
to collaborate in order to enhance service delivery, improve the local economy, SMME development
and to foster entrepreneurship.

Infrastructure Projects

Following careful consideration of the Rustenburg Local Municipality’s IDP detailing the needs and
priority issues in the surrounding communities, Waterval Mine identified certain projects:
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SECTION 5: PROCUREMENT PLAN

5.1. Introduction

Glencore Western Chrome Mines is committed to the growth of HDP suppliers and the communities
within which these suppliers operate. We are committed to ensuring the growth of HDP suppliers and
undertakes to maximize the value of cost effective and reliable procurement of Mining goods and
Services from companies owned and controlled by HDPs of the affected communities from the area
in which they operate.

5.2. Procurement Strategy

Procurement Strategy
Glencore Western Chrome Mines are committed to ensuring the growth of HDP suppliers and
undertakes to maximize the value of cost effective and reliable procurement of Mining goods and
Services from companies owned and controlled by HDPs of the affected communities from the area
in which they operate.

Glencore Western Chrome Mines have implemented a Preferential Procurement Policy and has
been fulfilled and maintained as a standard operating procedure. As a result of this policy a fair,
transparent and compliant environment at all levels of Procurement officials at operational level are
upheld.

Undertaking

Guideline

Strategic Plan Responsible Person Due Date

1. Identify and record the level of procurement from HDP companies Finance Ongoin
on a quarterly basis as well as geographical sources of procurement Manager going

2. C.ommit to procurement progression from HDP over a fiver (5) year Finance Manager 2025
time frame.

3. Encourage all suppliers to form partnerships with HDP companies
without overlooking the necessary requirements of the tender
process. This may be conducted through the development of a
database of accredited local suppliers in various businesses and
service delivery areas and directing a portion of the procurement Finance Manager Ongoing
spend and/or focus areas of procurement spend at the mines in JVs
with larger established service providers and/or suppliers. Further
strategies could involve setting favourable terms of payment for
HDP joint ventures and/or SMMEs.

4. Provide mentoring and capacity building assistance to HDP
suppliers in order to facilitate improvements in their business
practices with an aim of facilitating a successful SMME sector
operating in conjunction with the Mine.

Finance Manager 2025
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5.3. Procurement Projects

DESCRIPTION

TARGET:
2021

LAG{CIAE

TARGET:

TARGET:

TARGET:

PPE Supply

R537,873.60

R573,911.13

R612,363.18

R653,391.51

R697,168.74

R3,074,708.16

Paint and
paint brushes

R1,209,997.00

R1,291,066.80

R1,377,568.27

R1,469,865.35

R1,568,346.33

R6,916,843.75

Tools and
Hardware

R1,284,616.00

R1,370,685.27

R1,462,521.19

R1,560,510.10

R1,665,064.28

R7,343,396.84

Bolts, Nuts
and Washers

R312,325.00

R333,250.78

R355,578.58

R379,402.34

R404,822.30

R1,785,378.99

Belt
Construction

R3,289,658.00

R3,510,065.09

R3,745,239.45

R3,996,170.49

R4,263,913.91

R18,805,046.93

Splicing

R4,517,606.00

R4,820,285.60

R5,143,244.74

R5,487,842.13

R5,855,527.56

R25,824,506.03

Transport of
Ore/Silica

R1,296,000.00

R1,382,832.00

R1,475,481.74

R1,574,339.02

R1,679,819.74

R7,408,472.50

Plant
Maintenance

R5,311,394.00

R5,667,257.40

R6,046,963.64

R6,452,110.21

R6,884,401.59

R30,362,126.84

Security

TOTAL R20,210,627.85

R2,451,158.25

R2,615,385.85

R21,564,739.92

R2,790,616.70

R23,009,577.49

R2,977,588.02

R3,177,086.42

R14,011,835.25

R24,551,219.18 R26,196,150.87 R115,532,315.31
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SECTION 6: HOUSING AND LIVING CONDITIONS

Glencore Alloys’ policy is to encourage home ownership, as such, it provides employees with a housing
allowance and qualifying employees with a housing subsidy and a housing financial grant, this is to assist
employees to acquire their own houses. The Company does not own houses nor does it supply Company
rented accommodation to employees.

6.1. Housing Strategy

Housing Strategy
The Company meets regularly with the future forum and union stakeholders, Housing is a
standard agenda item on these meetings.

The Housing Strategy is to facilitate the principle of freedom of choice regarding affordable
and decent accommodation for all employees. To provide a market related housing
allowance as agreed to from time to time during the Annual Wage Negotiations. To develop
Guideline an appropriate and affordable housing strategy. To monitor and evaluate the
implementation of the strategy and housing policy. To educate and train employees on all
housing issues. To determine the requirements for housing acquisition applications, i.e.
Housing Financial Grants (HFG). Minutes of meetings are available upon request.

Undertaking

Responsible Person Strategic Plan Status

1.A company housing forum to be established, comprising
HR Manager of union representatives and management On-Going
representatives.
HR'M . i housi .
anager 2.An appropriate and affordable housing strategy to be On-Going
developed.
HR Manager 3.Recommendations to be made to the company for On-Goin
housing assistance. &
HR Manager 4.Implementation of strategies and the housing policy to be .
. On-Going
monitored and evaluated.
HR Manager 5.To implement a programme that includes time frames to .
On-Going
address the needs of the employees.
HR Manager 6.Fmployees to be trained and educated on all housing On-Going
issues.
HR Manager 7.Requirements for housing acquisition applications to be .
. On-Going
determined (HFG).

6.2. Current status of available dwelling for employees

Dwelling Number %

Hostel 0 0

Own Home 74 33.94%
Rental 144 66.06%
Total 218 100%
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6.3. Health Care and Nutrition

The Company provides a balanced meal replacement (Dichaba original) to all employees working
underground.

Due to the fact that the Company does not provide food for its employees; the mine has awareness programs
in place to inform employees on how they can benefit from good nutrition, balanced diets, correct method
of food preparation in order to maximize the nutritional benefits of food, as well as, the use of nutritional
diets in the management of chronic illnesses, including HIV.

SECTION 7: PROCESS PERTAINING TO MANAGEMENT OF DOWNSCALING AND RETRENCHMENT

Organizations have to retrench workers from time to time for economic reasons and to remain globally
competitive. It is therefore important that employers should first make sure that no viable options to achieve
operational requirements are available before considering downscaling of workers. Glencore Western
Chrome Mines will manage all future downscaling and retrenchments in conjunction with the Future Forum
and the relevant unions at the workplace.

Western Chrome Mines actions will pursue the following principles:

e Prevent job losses and decline in employment through turnaround strategies

e Seek alternative solutions to the threats to job security and potential measure to prevent a decline
in employment.

e Promote a new culture of self-employment and self-maintenance, aimed at improving access to
employment opportunities for the host community members that are unemployed.

e Promote meaningful engagement with the various stakeholders in seeking possible alternative job
creation projects.

e Engage all stakeholders in openly discussing issues that concern the employees’ future and jointly
structure and implement potential solutions to job losses.

e Jointly engage in strategic planning, deployment or other appropriate strategies that affect jobs
and evaluate progress at regular intervals
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7.1. Establishment of a future forum

The mine has established a Future Forum and meeting are held quarterly.

Table 7.1. Objectives of Future Forum

Date to be
Responsible Person completed

Objectives
1. Create general awareness of SLP and the Future Forum Ongoin
activities to employees Committee going
2. To act as a communication mechanism on the Future Forum .
. . Ongoing
Company related issues Committee
3. To act as a communication mechanism on the Future Forum Ongoin
Company SLP related issues Committee going
4, Plan ahead to identify solutions to problems and
. . . Future Forum .
challenges and possible solutions with regard to . Ongoing
L Committee
productivity and employment
5. Identify production and employment Future Forum .
. . Ongoing
turnaround strategies Committee
6. Implement strategies agreed upon by both the Future Forum Oneoin
Company and unions Committee gong
. e s Future Forum .
7. Co-ordinate the notification process . Ongoing
Committee
8. Mobilize the Department of Employment and
Labour Social Plan Services (e.g Technical Future Forum Oneoin
assistance, Job Advice Centre, Retrenchment Committee going
Response Team etc.).

7.1.1. Structure of the Future Forum

Management representatives
Safety representative

HR representative

Finance representatives

Full Time Shop Steward
Minority Union representatives

Non-Union representative
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7.2. Mechanisms to save jobs provide alternative solutions and procedures for creating job security where
job losses cannot be avoided — (Attach a Plan).

PLAN

The mine operational lifespan is estimated to be 30 years however this picture might be skewed by various
economic factors both internal and external. This could negatively affect the future economic viability of the
mine which will result in Western Chrome Mines been forced to shed jobs or premature closure. Although
reducing the number of individuals directly employed by an organization seems to be the most obvious way
to achieve necessary savings, alternatives to job losses has to be considered.

Alternatives to job losses:

The mine will employ various strategies to prevent job losses and premature closure. The list of measures to
avoid dismissals is vast and dependent on the employer and the industry the employer is operating in.
Examples thereof are:

. measures to increase productivity;-

e  rationalizing costs and expenditure;-

. increase or decrease in shifts and length of shifts;-

. decreasing the number of contractors or casual labourers;:

e using employees to perform the functions performed by contractors or casual labourers-
. skills development to enable employees to move into different positions;:
. stopping overtime or Sunday work:

e  bumping:

e reducing wages (by agreement)-

e early retirement offers or schemes:

e moratoriums on hiring new employees-

e  gradual reduction of workforce by way of natural turnover-

e extended unpaid leave or temporary lay-off

7.3. Notice of profitability and curtailment of mining operations affecting employment.

The mine will consult with the Future Forum and unions and thereafter notify the board in accordance with
the Mineral and Petroleum Resources Development Act, 2002 Section 52(1) on the following matters:-

. Prevailing economic conditions causing the profit to revenue ration of the mine to be less than 6% on
the average for a continuous period of 12 months.
. Intention to scale down or to cease with the possible effect that 10% or more of the labour force or

more than 500 employees are likely to be retrenched in any 12 month period.
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7.4. Management of Retrenchments

The mine will adhere to the LRA Section 189 when initiating a retrenchment process

7.5.

The Mine and stakeholders will jointly notify the Minerals and Mining Development Board or the
General Manager of the situation at the mine.

In the event that the above initiative are unsuccessful, the following legislated process will be
followed:

Various stakeholders including the unions will be consulted

Western Chrome Mines and other consulting parties will engage in a meaningful joint consensus
seeking process and attempt to reach consensus on appropriate measures:

o) To avoid dismissals.

o) To minimize the number of dismissals

o) To change the timing of dismissals

o) To mitigate the adverse effects of the dismissals

The method for selecting the employees to be dismissed
The severance pay for dismissed employees

The mine will issue a written notice inviting the other consulting party to consult with it and disclose
in writing all relevant information, including but not limited to:

The reason for the proposed dismissals

The alternatives to that the Mine considered before proposing dismissals and the reasons for
rejecting each of those alternatives.

The number of employees likely to be affected and the job categories in which they are employed.
The proposed method for selecting which employees to dismiss

The time when or the period during which the employees are likely to be dismissed.

The number of employees employed by the Mine

The number of employees that the Mine has dismissed for reasons based on its operational
requirement in the preceding 12 months.

Various stakeholders will be given opportunity during consultation to make representations about
any matter discussed any matter relating to the proposed dismissals.

Management will consider and respond to the representations made by the other consulting party
and if the Mines does not agree with them, Management will state the reasons for disagreeing. The
mine will respond to the representations in writing

The Mine will select the employees to be dismissed according to selection criteria:

o That have been agreed by the consulting parties; or

o If no criteria have been agreed, criteria that are fair and objective.

Mechanism to ameliorate the social and economic impact on individuals, regions and economies
where retrenchment or closure of the operations is certain.

Downscaling and retrenchment has the potential to affect not only employees but also surrounding
businesses and communities. Therefore the mine will endeavor to ameliorate the impact through
careful planning to limit the potential fallout of such and event. The plans to manage the social-
economic impact of retrenchments and/or the mine closure must be both comprehensive and
inclusive of variety of strategies. Mine 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.

The continual investment in Human Resource Development and facilitation of training during the
lifetime of mine has the purpose to sustain skills that will support employment of the workers
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beyond life of mine. The Mine will through effective implementation of its HRD Plan create
employee mobility but it became clear that job losses cannot be avoided, intensified Portable Skills
training will be implemented.

7.6. The following process will be adopted by the mine in conjunction with the affected parties:

. Early consultation with the Traditional leaders, Community Forums, municipality and Department
of Mineral Resources on retrenchment.

. Conduct a comprehensive skills audit of the affected employees

. Identify the Portable Skills which will be aligned to the interests of affected employees

. Implement the HRD plan

. Encourage community to form SMME projects that will be sustainable.

. This process will ensure that the retrenched employees are more marketable and can capitalize on

current and emerging employment opportunities that exist within the local labor market.
7.7. Communication with the authorities

Western Chrome Mines has appointed HSEC Manager in conjunction with the HR Manager to communicate
with the authorities on issue pertaining to Social and Labour Plan.

Table below illustrate Strategic action plan to communicate with the Authorities

I . .\ . . . Date to be
Communication with authorities Strategic action plan Responsible Party
completed
1. Communicate with the authorities on issues related to HR Manager / 2024
SLP HSEC Manager
. HR Manager /
2. | DMR 2024
Submit annual supports to HSEC Manager 0
. i he DMR visi ite f i
3 .Coordlr'\ate the visits to site for audits and HSEC Manager 2024
inspections

7.8. Post-Closure Planning

Western Chrome Mines will engage with the various Doorstep traditional councils and the local municipality
on the use of the mine property especially building for the benefit of the communities. The mining and plant
area will be rehabilitated and rendered suitable as grazing land as per environmental management
programme. The plant infrastructures will be sold or taken to other Glencore sites, however the plan is to
leave behind the permanent building structures for community use.

7.9. Social and Labour Plan (SLP) communication plan

In order to comply with the requirements of the MPRD Act (specifically regulation 46(f)) Western Chrome
Mines will ensure that each employee is informed about the provisions laid out in the mine’s SLP as well as
progress in achieving the objectives on an annual basis. Clear, effective and participative communication of
the Social and Labour Plan, including using the Career Progression Plans, Skills Development Plan and
Employee Forums to ensure it is communicated on a level that each worker can grasp.
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Strategic action plan to communicate the Social and Labour Plan

SLP Communication Strategic action plan Responsible Party Date to be
completed
Management and Future quum Meeting to be used to HR Manager 2024
communicate matters relating to SLP
EE & SD committee meeting used to address Employment HR Manager 2024

equity and training and other HRD issues

Internal communications portal (Data free portal available on
all employees phones — HAFH portal) to be used to HR Manager 2024
communicate matters relating to SLP to all employees.

SECTION 8: FINANCIAL PROVISION
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Financial Provision (Regulation 46(e) (i) (ii) (iii)

In terms of Section 23(1) (e) of the MPRDA “The Minister must grant a mining right if the applicant has
provided financially and otherwise for the prescribed Social and Labour Plan”. The Mine therefore aims to
provide financially for the Social and Labour Plan, considering each of the key elements:

1. Human Resource Development Programme

2. Local Economic Development Programme

3. Management of Downscaling and Retrenchment

Table 8.1. Summary of Financial Provision for Key Elements SLP over the Five (5) Year Period — WESTERN
MINES

Category

Human Resource
Development R 9156 107 R9 483 564 R9 981 064 R10 366 711 R10 427 146 R49 414 529
Programmes

Local Economic
Development R5 000 000 R5 000 000
Programmes

Management of

. R17 864 000 R18 828 656 R19 845 403 R20 917 055 R22 046 576 R99 501 691
Downscaling

Page 67 of 74



1.1.

Financial Provision for the Human Resource Development Programme

Table 8.2. Summary of Financial Provision for Human Resource Development over the Five (5) Year

Human Resources
Development Programmes
Financial Provision for ABET
Training Programmes
Financial Provision for
Portable Skills Programmes
Financial Provision for
Learnership Programmes
Financial Provision for
Artisan Training

Financial Provision for Core
Business Training
Programmes

Financial Provision for
School Support Training
Programmes

Financial Provision for
Internal and External
Bursaries

Financial Provision for
Internal and External
Internships

Financial Provision Career
Progression Programmes
Total Financial Provision for
Human Resources
Development Programmes

R3,562,270.00

Period

R3,754,633.00

R3,957,383.00

2024

R4,171,082.00

2025

R4,396,320.00

R12,500.00

R271,700.00

R285,665.00

R300,348.00

R315,786.00

R2,532,201.00

R2,040,954.00

R2,370,266.00

R2,350,280.00

R1,916,320.00

R173,256.00

R78,262.00

R82,488.00

R86,942.00

R91,637.00

R1,426,118.00

R1,503,129.00

R1,584,298.00

R1,669,850.00

R1,760,022.00

R39,000.00

R85,333.00

R85,333.00

R85,333.00

R85,333.00

R406,269.00

R462,286.00

R258,851.00

R272,829.00

R287,562.00

R867,294.00

R1,142,660.00

R1,204,364.00

R1,269,400.00

R1,404,844.00

R137,199.00

R9,156,107.00

R144,607.00

R9,483,564.00

R152,416.00

R160,647.00

R169,322.00

R9,981,064.00 R10,366,711.00 R10,427,146.00

Total

R19,841,688.00

R1,185,999.00

R11,210,021.00

R512,585.00

R7,943,417.00

R380,332.00

R1,687,797.00

R5,888,562.00

R764,191.00

R49,414,592.00
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1.2. Financial Provision for the Local Economic Development Programme

Table 8.3. Summary of Financial Commitment for Local Economic Development over the Five (5) year
period — Western Mines

Financial

Provision for
Local Economic 2022 2023 TOTAL

Development
Programmes

Financial
Provision for
Local Economic RO RO RO RO R5 000 000 R5 000 000
Development
Programmes

R5 000 000 R5 000 000
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1.4. Financial Provision for the Management of Downscaling and Retrenchment

The on-going investment in Human Resource Development Programmes and facilitation of training
during the life of the Mine is intended to support the acquisition of skills that will ensure employability
of the workforce beyond the life of the mine. Additional to this, the Mine has made financial
commitments based on the process to be followed during downscaling as agreed with the unions.

Table 8.4. Summary of Financial Commitment for Downscaling and Retrenchment for Five (5) —
Western Mines

Financial
Provision for the
Management of
Downscaling plopZ} 2025
and
Retrenchment
Programmes

Amount R17 864 000 | R18 828 656 R19 845 403 R20917 055 | R22 046576 R99 501 691
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SECTION 9: UNDERTAKING

Regulation 46(f): An undertaking by the holder of the mining right to ensure compliance with the
Social and Labour Plan and to make it known to employees

I, Berlinda Mosesane, the undersigned and duly authorised thereto by Glencore Operations SA (Pty
Ltd), undertake to adhere to the information, requirements, commitments and conditions as set out
in the Social and Labour Plan.

Signed at Waterval Operations on the 30" of September 2022

Mosesane, Berlinda (Kroondal - ZA)
Oct 42022 9:11 AM

Signature of responsible person:

APPROVED:
Signed at Waterval Mine
Date 30 September 2022
Vermeulen, Richard (Head Office - ZA)
Oct 42022 2:31 PM
Signature . DocuSign
Richard Vermeulen
Designation General Manager — Western Mines
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ANNEXURE A: Labour Sending Areas

Labour sending area

Labour sending

S TBAGEES (Province/ Country) area (Town) Percentage

Local North West Rustenburg 149 68.40
Tlhabane 3 1.40

Phokeng 1 0.46

Bethanie 1 0.46

Kroondal 9 4.13

Marikana 1 0.46

Mooinooi 1 0.46

Mosenthal 1 0.46

Phatsima 1 0.46

Rietspruit 2 0.92

TOTAL 169 77.15
District North West Brits 9 4.13
Hartbeespoortdam 1 0.46

Koster 2 0.92

Madikwe 1 0.46

Silwerkrans 1 0.46

Swartruggens 2 0.92

Tamposstad 1 0.46

TOTAL 17 7.81
In Province North West Klerksdorp 1 0.46
Mahikeng 1 0.46

Rietfontein 1 0.46

Vryburg 1 0.46

Zeerust 2 0.92

TOTAL 6 2.76
Inter Province Eastern Cape Dutywa 1 0.46
Matatiele 1 0.46

Gauteng Pretoria 8 3.70

Germiston 1 0.46

Johannesburg 2 0.92

Kempton Park 1 0.46

Midrand 1 0.46

Randburg 1 0.46

Vosloorus 1 0.46

Carletonville 1 0.46

Rosslyn 1 0.46

Limpopo Polokwane 1 0.46

Mookgophong 1 0.46

Mpumalanga Nelspruit 2 0.92
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Northern Cape Kathu 1 0.46
Upington 1 0.46
Kwazulu-Natal Ixopo 1 0.46
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SAP DMS Reference Number GFA/HRD/PRO/010
Implementation Date 9 June 2005
— GROUP AET PROCEDURE
Revision / Amendment Number 07
Revision / Amendment Date 23 Sept ‘19

1. OBJECTIVE

e To standardise and promote an AET training programme framework in relation to the
implementation of AET in skills development across all Glencore Ferro Alloys Assets.

e To eradicate low levels of literacy and numeracy by providing opportunities to employees
to achieve the required literacy levels of the Glencore Assets in the Mining and Minerals
Sector.

2. SCOPE

The policy will apply to all permanent employees across the Glencore Ferro Alloys Assets who meet
the criteria to participate in AET programme. The AET training programme provision is available
to contractors, fixed-term employees and individuals from the community when applicable.

RESPONSIBILITIES & IMPLEMENTATION

It is the responsibility of the Responsible Managers at each Asset to ensure the correct
implementation of this Procedure.

The Group HRD Business Partner (AET) is responsible for the review of this Procedure.

Employees who are not functionally literate in English Communication and Mathematical Literacy
Level 1 to Level 4 who aspire to participate in the AET programme may do so, in his/her own time
or as offered by Assets.

The Company is committed to affording those employees not functionally literate in English
Communication and Mathematical literacy to become that at Company’s cost.

Company Principles in conducting AET programmes:

e Accessible to all who did not complete Level 1 to Level 4 (Primary and Secondary Education)
e Voluntary

e Part-time / Fulltime

e Relevant to development (Literacy in Numeracy and Communication in English)

Page 3 of 17

Uncontrolled when printed



Ferro Alloys

SAP DMS Reference Number GFA/HRD/PRO/010
Implementation Date 9 June 2005
Revision / Amendment Number 07 GROUP AET PROCEDURE
Revision / Amendment Date 23 Sept ‘19
4. ABBREVIATIONS
AET : Adult Education and Training
FET : Further Education and Training
GFETQF : General Further Education and Training Qualifications Framework
HRD : Human Resources Development
ISO : International Standards Organization
MIS : Management Information System
MQA : Mining Qualifications Authority
NQF : National Qualifications Framework
OQF : Occupational Qualifications Framework
QCTO : Quality Council for Trades and Occupation
RPL : Recognition of Prior Learning
SAP : Systems Applications and Products
SAQA : South-African Qualifications Authority
SLA Service Level Agreement

5. DEFINITIONS

5.1. RPL : A process that enables a person to gain credits towards a qualification in recognition of
the skills, knowledge and capabilities that they have gained through any combination of formal
or informal training and education, work experience, community engagement or general life
experience.

5.2. Assessment: Is the process of gathering and weighing evidence in order to determine whether
learners have demonstrated outcomes specified in unit standards and/or qualifications
registered on the NQF. The generic assessor standard registered by SAQA entitled ‘Plan and
conduct assessment of learning outcomes’” outlines the process in detail. The management of
assessment is the responsibility of providers.

5.3. Accredited Training Provider: Any person or body who, having met the quality assurance
criteria laid down by SAQA, has been formally recognised by SAQA through the relevant
Education and Training Quality Assurance Body (ETQA).

5.4. Assessor: Means the person who is registered by the Education and Training Quality
Assurance Body (ETQA) in accordance with criteria established by the Standards Generating
Body (SGB) to measure the achievement of specified National Qualifications Framework
standards or qualifications, and “constituent assessor” has a corresponding meaning.
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SAP DMS Reference Number GFA/HRD/PRO/010
Implementation Date 9 June 2005
— GROUP AET PROCEDURE
Revision / Amendment Number 07
Revision / Amendment Date 23 Sept ‘19

6. LEGAL AND OTHER REQUIREMENTS

Adult Basic Education and Training Act No. 52 of 2000;
Mining Charter

National Education Policy Act of 1996;

Skills Development Act, No 97 of 1998;

South African Qualifications Authority Act No. 58 of 1995

GENERAL

Revision of this procedure could arise from, but will not be limited to the following;:

e Management Review Meetings

e Internal and External Audit Reports
e Non-conformance Reports

e Changes in legislation

e Requirements of Quality Manual

Glencore Ferro Alloys will assist in improving the foundations for skills development by
increasing literacy ratings and participation in Adult Education and Training.

Glencore Ferro Alloys will focus on the active promotion of literacy in English Communication
and Mathematical Literacy amongst its employees by means of:

e Individual pre- and post-assessments
e Establishing AET centres at the respective Assets
¢ Outsourcing this function to Accredited External Providers if preferred

8. PROCEDURE

8.1 AET levels that Glencore Ferro Alloys offer:
AET 1: Equivalent to Grade 3
Learners must complete two fundamental learning areas:
e Language Literacy and Communication in English at AET Level 1 (Approximately 150 —

180 hours)
e Numeracy / Mathematical Literacy at AET Level 1 (Approximately 120 hours)
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SAP DMS Reference Number GFA/HRD/PRO/010
Implementation Date 9 June 2005
— GROUP AET PROCEDURE
Revision / Amendment Number 07
Revision / Amendment Date 23 Sept ‘19

8.2

Page 6 of 17

AET 2: Equivalent to Grade 5
Learners must complete two fundamental learning areas:

e Language Literacy and Communication in English at AET Level 2 (Approximately 150 —
180 hours)
e Numeracy / Mathematical Literacy at AET Level 2 (Approximately 120 - 150 hours)

AET 3: Equivalent to Grade 7
Learners must complete two fundamental learning areas:

e Language Literacy and Communication in English at AET Level 3 (Approximately 150 -
180 hours)
e Numeracy / Mathematical Literacy at AET Level 3 (Approximately 150 - 180 hours)

AET 4: Equivalent to Grade 9 (NQF Level 1)

An AET Level 4 Accredited Training Provider provides the full AET Level 4 training
programme.

Glencore Ferro Alloys offers two fundamental learning areas within the Company if
significant:

¢ Communication in English at AET Level 4 (23 Credits) (Approximately 150 - 180 hours)
e Mathematical Literacy at AET Level 4 (16 Credits) (Approximately 180 - 220 hours)

Recognition of Prior Learning (RPL) Process:

Employees are assessed by means of an accredited registered RPL tool performed by an
Accredited External Provider, or competent Assessors who meet the criteria, when:

e Learners apply or are nominated for further Training who enrol for the first time and have
not previously, completed and achieved the outcomes of AET Programme (Levels 1-3);

e The Applicant is at an educational level below that of NQF level one.

e Placement assessments done by Asset Assessors must send completed RPL assessments
for moderation to Accredited External provider.
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Ferro Alloys

SAP DMS Reference Number GFA/HRD/PRO/010
Implementation Date 9 ]une 2005
— GROUP AET PROCEDURE
Revision / Amendment Number 07
Revision / Amendment Date 23 Sept ‘19

8.2.1 Formal AET Training:
Facilitators (Educators):

e Facilitators are required to possess a valid AET or educational qualification for the
relevant subjects they teach and must meet the criteria prescribed by the External
Accredited Provider who design the training material;

e Assets can either employ facilitators or outsource the facilitation to an Accredited
External Provider and its Facilitators;

e All Facilitators must be competent and SETA registered Assessors;

e Facilitators must comply with invigilation regulations stipulated by the Accredited
Assessment Body.

Learners:

e Prospective Learners who will enrol for the first time will undergo an RPL process in
order to determine their level of literacy in numeracy & communication ;

¢ RPL/Previous exam results determine the enrolment on appropriate AET levels.

e Learners will receive induction prior the commencement of AET training sessions to
ensure compliance to rules and Code of Conduct.

Funding:

The Company funds the facilitation, Learning Material, stationery and examination fees.
The Company will pay the learner a grant stipend if received from the MQA.

Learning Material:

Assets use accredited learning material provided by the Accredited External Provider.
Facilitators must comply with the criteria set out by the Accredited External Provider to
use the learning material for training. Learning material as well as facilitator guides
must be the latest revision.

Enrolment Process:

e Each Asset follow their own preferred enrolment process;

e Prospective learners complete MQA enrolment form at Asset level and information
is captured on MQA I-share database;

e Records are kept in the Learner’s POE;

e Examination enrolment registration takes place when a learner has completed a
learning area and is ready to write examinations. Examination dates are determined
by the examination schedules from External Accredited Assessment Body.
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Ferro Alloys

SAP DMS Reference Number GFA/HRD/PRO/010
Implementation Date 9 ]une 2005
— GROUP AET PROCEDURE
Revision / Amendment Number 07
Revision / Amendment Date 23 Sept ‘19

Examinations & Marking of papers:

Examination papers are set, and marked by the External Accredited Assessment Bodies.
Assets order the examination papers from the External Accredited Assessment Bodies.
The Accredited Assessment Centre moderates the marked examination papers.
Invigilation

The invigilator should be an independent person who has no vested interest in the
performance and achievement of the learners who are writing. The invigilator may not
be the facilitator for that learning area.

Exam papers

Assets must ensure compliance according to External Assessment Body processes when
managing Examination papers prior, during and after exams.

Assessment Dispute Resolutions

Any disputes arising from examination results shall be handled according to the
respective Assessment Body’s dispute procedure.

Certification:

Certification is done by the Accredited External Assessment Centre.

Feedback:

Feedback by the Facilitator with regards to progress, exam results etc. will be given to:
e The Learner / individual

e The HRD Business Partner

e The HR Manager/ HOD/Line Manager

Indemnity:

Any employee/candidate identified to participate in AET Training programme, is

required to complete an AET Indemnity/Participation Form, either accepting or declining
participation of the Programme.
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Learner Induction

Learners must attend an induction session before training can start to ensure they
understand and comply with the rules and regulations when attending training, and to
address any questions.

Recording and Recordkeeping:

e Record all the results from the formal examinations on SAP and the MQA MIS
database.
¢ Ensure recordkeeping is done in accordance with 1ISO2009:2015

Grants

e The MQA pays grants to the Assets according to the Skills Levy numbers;

e On successful completion of an AET Learning area, a grant stipend is payable to the
Learner, according to the “MQA Funding Policy” for the applicable financial year
and if allocated.

e Assets must follow the processes set out by the MQA to manage Grand allocation
and administration.
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8.2.2 Procedure Flow / Matrix
D - DO
A - ASSIST
U - UNDERSTAND & ACCEPT
# - APPROVE
*NOTE: “Asset AET Administration” refers to any person identified to perform the “Action” as per Asset
requirement.
5| &
g E o
Flow e . 2 = 2 @
. = Action/ .g g o & g
diagram 2 L. = 5 - N o <
. 2 description < 9 o @ Y
action = ) - g & 2, = ‘2
a4 23] © — %) (7]
T o< | 3| E & £ £
R @ 25 ] § <) S)
O | < < & = =) o
AET la | Do training
Training needs analysis Employee Training
Needs to determine Needs Analysis Form Training Needs Analysis
Analysis AET Learner D Annually GFA/HRD/FOR/006 or | may be subject to Site
intake for the Site specific specifications.
next financial Documentation
year.
1b | Send Learner To determine numbers
intake forecast for Group SLA with
numbers to Annually External Provider. Some
GRP AET D (End of the E-mail Assets are excluded as
Administrator year) they enter separately into
for the coming SLA with the External
financial year. Provider
Nomination | 2a | Obtain official
& participation / o
enrolment Non- Atbeginning | AET Indemnity/ Assets spec1f1catlon
. . . . documentation may be
of AET participation D U of Participation Form . .
applicable if preferred and
Learners from programme GFA/HRD/FOR/10.1 documented.
prospective and
current learners
2b | Determine AET
At the
plac?ment level beginning of Accredited External
for first the Accredited External Provider is the owner of the
enrolments via 8] D Provider Placement document and any person at
RPL assessment pr?gramme, Assessment Tool Asset may use it if trained
process prior to by Provider.
enrolment.
Externally.
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D- DO
A - ASSIST
U - UNDERSTAND & ACCEPT
# - APPROVE
*NOTE: “Asset AET Administration” refers to any person identified to perform the “Action” as per Asset
requirement.
5| B
E|E 0
N 8
5] 5] - ]
Flow = . = £ = 5]
. = Action/ _5 g e & 3
diagram 2 . < S = N £ k5t
. 2 description < 2 1S o) g
action = ) e £ & = ) %
T <] 8% & : :
[ k7] = E( ] =1 E
R 2| @ | £ E S S
O | < | < | & = =} o
Do Placement Personnel trained on the
Assessment At the Assessment tool by
internally L. Accredited External
beginning of .
the Placement Provider, may do
D U rogramme Assessment placement assessment
priogr o ’ documentation internally, and send
P | " documentation to
enrolment.
Accredited External
Provider for moderation.
2c¢ | Complete MQA MQA AET Learner
Enrolment form Upon Enrolment Form: Latest revision Enrolment
for all learners D U A | enrolment of https://www.mga.org.z | form will be available from
each Level a/learning- the MQA Website
programmes/aet
2d | Capture or
Learners on
MQA I- Share if Only Assets who are
Asset is D Upon MOA IL-share aCCred%ted E.it the MQA have
. enrolment capturing rights on the I-
accredited and Share
have capturing
access.
Send
Completed
MQA
Documentation Assets who are not
with certified accredited at the MQA only
. have viewing rights on the
copies of ID’s or &1e
P Upon Proof of . MQA Database and
passport to D documentation sent .
enrolment . . therefore have to submit the
MOQA to capture (email/waybill)
P completed documentation
Learners on to the MQA for capturing
MOQA I-Share if Learners
not accredited
and have only
viewing rights.
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D- DO
A - ASSIST
U - UNDERSTAND & ACCEPT
# - APPROVE
*NOTE: “Asset AET Administration” refers to any person identified to perform the “Action” as per Asset
requirement.
5| §
| .
2 @ 5]
< g - =
Flow = . = -5 = 5]
) = Action/ _E g =] & 2
diagram 3 .. 2 S b N £ k!
. 2 description < 2 ° g ¢
action = a E £ & = = _,E
= 2|2 £ : 2
&l % | = | 8 2 3 £
= g | m % E 2 o
O | < | < | & = A o
2e | Print generated
MQA
enrolment Upon Printed MQA AET 4 .
. . Learner Enrolment This step is only for Assets
documentation, D A completion of ,
. Form who are accredited
scan, and attach capturing
certified ID
copy for filing.
2f | Print generated
MQA
Upon i
enrolment form P . Printed MQA AET This step is for Assets who
D A | completion of | Learner Enrolment .
from MQA I- i Form are not accredited
capturin
Share Data base p &
for filing.
Planning 3a | Compile an
AET training D/ D Beginning of Site Specific / External
schedule for A Training Provider Schedule
each level.
3b | Compile an
AET general file i ifi
& Beginning of General File Index [ Site Spec1f1c . .
for the D A o documentation is used, it
. training GFA/HRD/For/10.3
upcoming should be documented
training year.
3c | EnsureaSLA is
in place and
signed off by . Group SLA or individual
A D Annuall Signed SLA
the External y & Asset SLA
Provider and
Asset.
3d Organise Latest Revisions In order to ensure
learning Learner Guides and compliance with ISO
material D A Beginning of | Facilitator Guides as 9001:2015 standards, all
Training per External learner training material
Accredited Training and facilitator guides must
Provider be the latest revision.
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D- DO
A - ASSIST
U - UNDERSTAND & ACCEPT
# - APPROVE
*NOTE: “Asset AET Administration” refers to any person identified to perform the “Action” as per Asset
requirement.
5| 8
£| E "
2 | 2 g
= - g
Fl =) .- ot 19
oW = Action/ _5 g . Ly ]
diagram 2 .. 2 ° - 5 = )
. 2 description < 2 ° g ¢
action = a = 5 ~ S = 'E
— v
< | &% z £ g
=¥ [7) =
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3e | Ensure that
training media
is available and
king i.e.
gs;lgi ;;’ D Continuously | None
proxima, flip
chart,
computers, etc.
P t 4 C let
Fre.sle.lt’l t/ a Af[)tmpde N D Dail Attendance Register | * This will differ from Asset
acitate endance ay GFA/HRD/FOR/10.9 | to Asset.
Training Register.
4b | DoL AETL
O mearner Startof AET | ... “coner * This will differ from Asset
induction. D U ooramme induction form to Asset
prog " | GFA/HRD/FOR/10.8 '
4c | Facilitate AET o
training course D u D | Daily Training Schedule tOTXISSSZIH differ from Asset
programme. )
4d | Compile a
Learner
Portfolio of Conti 1
Eutdones b o | ot | Learner POE * This will differ from Asset
vidence roughou GFA/HRD/FOR/10.5 | to Asset.
according to learning
ISO 9001:2015
requirements.
5a Perform
Assessment continuous
Assessments Continuously | Assessment
during the A D A | throughout documents/ Learner
course of the learning Workbook Activities
AET
programme.
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D- DO
A - ASSIST
U - UNDERSTAND & ACCEPT
# - APPROVE
*NOTE: “Asset AET Administration” refers to any person identified to perform the “Action” as per Asset
requirement.
5| 8
£| & 0
-2 2 5
=1 = =
Fl =) o ot 19
[ oW = Action/ _5 g 9 & g
diagram 2 .. 2 ° - 5 = )
. 2 description < 2 ° g ¢
action = a E 5 ~ o k= 'E
— v [F]
I 5 :
]
= | 2| 5| g E g 5
O | < | < | & = =) o
5b | Register
Learners for Registered
Exam with Attheend of | Assessment Body
external D U # the training Learner registration
Registered programme. form/
Assessment E-mail
Body.
5¢ | Create Purchase . .
Order for D D Upen ) SAP Purchase Order Subject to Site
L Registration preference.
examination.
5d | Send i ice f
n m.vome or When . Subject to Site
processing and D D . Invoice
received preference.
payment.
5e | Receive and
safe keep
examination As per
papers from D A | examination Waybill
external session
Registered
Assessment
Body.
5f | Write exam at As per
Asset
55¢ . A D A | Examination | Attendance register
Examination Date
Centre.
5h | Send
examination
scripts for On Courier Waybill
marking to D D completion of Exan'l paper control
External form:
Examination exam GFA/HRD/FOR/10.7
Assessment
body.
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D- DO
A - ASSIST
U - UNDERSTAND & ACCEPT
# - APPROVE
*NOTE: “Asset AET Administration” refers to any person identified to perform the “Action” as per Asset
requirement.
5| 8
A .
| g
< g - =
Fl (=] ot o 5]
[ oW = Action/ _5 g 9 & g
diagram g d o b st = N c -
. 2 escription < ] ) ) g
action = a E é s §-< = 'E
— (7]
= 2R S ; :
=9 ] b
2 | 2 | B | € E S g
O | <« < s = e o
Manage 6a | Obtain
Training statement of
Records results & On If competent continue
certificates from D A | Completion Certificates process, if NYC, return to
Registered of exams. step 5a.
Assessment
Body
6b | Send certified
statement of Upon
It
ziiltji fii;tfes o receiving Certified copies of Follow MQA process if
MOA to capture D A | results from results or certified Asset is not accredited
p Assessment copies of certificates | for AET Training.
competent Agenc
Learners on gency
MQA I-share
Scan and attach Upon
tified-
zzt:erfent of receiving Certified copies of Follow AET procedure if
results or D A results from results or certified accredited for AET
e e Assessment copies of certificates | Training.
certificates to Agenc
MQA I-share. gency
6c | Capture
U
competent D dfc(l):re d SAP MIS
Learners on competent
SAP. P
6d | Inf MQA of
Crcl)rﬁm;ten? © Within MQA MOQA allocate Grant
Lear}r)lers i financial year | MQA Payment payments according to
order for them D A period on Policy & MQA MQA Grant Payment
to verify and competence forms Policy of the applicable
Y of any exam financial year.
allocate grants.
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D - DO
A - ASSIST
U - UNDERSTAND & ACCEPT
# - APPROVE

*NOTE: “Asset AET Administration” refers to any person identified to perform the “Action” as per Asset
requirement.

5| 8
E|E .
2 | B ]
g = = [~
F1 e 8= B £
oo = Action/ _5 g . 2 5
diagram 2 .. < S - N £ k5t
. 2 description < 2 1S o) g
action = a E £ & g ) %
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6e | Arrange grant
stipend . .
Wh f licable) Payabl
payment to D en Payslip (1. applicable) Payable
allocated via payroll
competent
Learner.
6f | File all relevant
d tati
. oetmen .a o D Continuously | AET Specified files
In respective
files.

9. RECORDS (EXTERNAL ORIGIN DOCUMENTS)

Accelerate PRO L1 Comm Facilitator Guide
Accelerate PRO L2 Comm Facilitator Guide
Accelerate PRO L3 Comm Facilitator Guide
Accelerate PRO L4 Comm Facilitator Guide
Accelerate PRO L1 Num Facilitator Guide
Accelerate PRO L2 Num Facilitator Guide
Accelerate PRO L3 Num Facilitator Guide
Accelerate PRO L4 Num Facilitator Guide
Accelerate PRO L1 Comm Workbook
Accelerate PRO L2 Comm Workbook
Accelerate PRO L3 Comm Workbook
Accelerate PRO L4 Comm Workbook
Accelerate PRO L1 Num Workbook
Accelerate PRO L2 Num Workbook
Accelerate PRO L3 Num Workbook
Accelerate PRO L4 Num Workbook

YVVVVVVVVVYVYVVYYVYYVYYVYY
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10. REFERENCE

MQA I - Share (Management Information System)
Glencore HRD Intranet — AET Procedure and Documents
SAP

11. SUPPORTING DOCUMENTS

. GFA/HRD/FOR/10.1 AET Indemnity / No participation

J GFA/HRD/FOR/10.3 AET General file index

. GFA/HRD/FOR/10.4 AET Learner POE index

. GFA/HRD/FOR/10.5 AET External Provider File Index

J GFA/HRD/FOR/10.6 AET General Working File Index

. GFA/HRD/FOR/10.7 AET Exam paper control form

J GFA/HRD/FOR/10.8 AET Learner Induction Form

. GFA/HRD/FOR/10.9 AET Weekly Attendance Register

J Note: Some Assets use site specification documentation in conjunction with the Group
AET Policy.

12. APPENDICES (None)
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1. OBJECTIVE
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Selecting the best engineering learner to be developed as an artisan. Provide high quality training
and maintain a high standard within the Engineering fraternity. Standardize the method of
coaching, mentoring and evaluating an engineering learner on an on-going basis, and enable a
learner the opportunity to reach his/her highest potential.

We train for excellence and succession so that, as far as possible, retain talent within the
organisation understanding our culture and values. Training must be structured to ensure that a
learner achieves the correct balance of skills in, technical (practical and theoretical), supervisory
(including communication and problem solving) and health and safety.

All engineering programs are structured and aligned as required by the QCTO registered onto the
National Qualifications Framework set by SAQA. Engineering Learnerships / Skills Programs will
be managed in terms of the Skills Development Act, Act 97 of 1998, including the 2008
amendments and under the general direction of the appointed legal bodies.

SCOPE

To provide high quality training and maintain a high standard within the Engineering fraternity.
Standardize the method of coaching, mentoring and evaluating an engineering learner on an on-
going basis, and enable a learner the opportunity to reach his/her highest potential.

RESPONSIBILITIES & IMPLEMENTATION

The Business Partner HRD (Learner Coordinator) will be responsible to coordinate all meetings,
training schedules, training activities (Assessments, Practical & Theoretical training), Career path,
Portfolio of Evidence for an engineering learner and the maintenance of all training records.

The Engineering Learner will be responsible to ensure that the Skills Development Provider CCD
(Course Control Document) and Workplace logbook evidence are updated and submitted to the
Business Partner HRD (Learner Coordinator) on a monthly basis.

The correct implementation and compliance of this procedure remains the responsibility of the
operational Senior Business Partner HRD, Human Resource Manager an Engineering Manager.

LEARNERSHIP REGISTRATION:

The Company will concentrate on the appointment of both 18.1 and 18.2 contracted learners as
per the Skills Development Act, Act 97 of 1998; and amendments. Learners must have the correct
Vocational qualification to attain the chosen Engineering Occupational Qualification (Knowledge
component) as per Glencore requirements.
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5. TERMS AND CONDITIONS OF AGREEMENT:

Gives the rights and duties of the:

¢ Engineering Learner
e Host Employer

e  Skills Development Provider

NOTE: Including the responsibilities of the parties

6. ABBREVIATIONS

HOD

HR Department
BP HR

BP HRD

SBP HRD
HRM
HRD
MQA
SME
ASS
MOD
NQF
NAMB
QCTO
PoE
CCD
WLB
LDCM
LMM
WPR
LNAI
RPL
PPE
TTC
EM
SDP
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Head of Department

Human Resources Department

Business Partner, Human Resource

Business Partner, Human Resource Development (Learner
Coordinator)

Senior Business Partner, Human Resource Development
Human Resources Manager

Human Resources Development

Mining Qualifications Authority

Subject Matter Expert (Artisan Coach/Mentor)
Assessor

Moderator

National Qualification Frame Work

National Artisan Moderation Body

Quality Council for Trades and Occupations
Portfolio of Evidence

Course Control Document

Workplace Logbook

Learnership Development Coordinating Meeting
Learners Monthly Meeting

Work Place Readiness Programme

Learnership / National Award Induction
Recognition of Prior Learning

Personal Protective Equipment

Trade Test Centre

Engineering Manager

Skills Development Provider
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7. DEFINITIONS

Assessment

Workplace Coach

Workplace:

Work site:

Assessor:

Moderator:

Moderation:

Employee:

Employment:
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Evaluation of a student, candidate, learner or employee’s performance
(skills, knowledge and attitude) against a set of pre-determined set of
outcomes, the methodology used to assess could differ depending on the
task, could be either a written, oral or practical test or a combination thereof.

Means a person/SME who has passed a trade test in a listed trade, and
appointed at an approved workplace, to coach artisan learning during the
workplace-learning component of the trade in which he/she is qualified as
an Artisan with a minimum of 3 years relevant experience.

Means a fixed location where the artisan applies both skills and knowledge
in an integrated manner to produce, maintain or deliver a service or product
for an organization.

Means a movable or temporary location where the artisan applies both skills
and knowledge to produce, maintain or deliver a service or product for an
organization.

Means the person who was trained as an Assessor, and is registered by the
relevant SETA to measure the learners” achievements.

Means a person, who was trained as a Moderator, and is registered with the
relevant SETA, as a Moderator. One moderator usually checks the work of
several assessors to ensure consistency.

Is the process of ensuring that assessments have been conducted in line with
agreed practices, and are fair, reliable and valid. The generic assessor
standard registered by SAQA entitled ‘Moderate

Assessments’ outlines the process in detail. One moderator usually checks
the work of several assessors to ensure consistency. The management of
moderation is the responsibility of the provider

Any person, excluding an independent contractor, who works for another
person or for the State and who receives, or is entitled to receive, any
remuneration; and any other person who in any manner assists in carrying

on or conducting the business of an employer.

The act of state of being employed being it on a contract or otherwise.

Uncontrolled when printed




SAP DMS Reference Number

GFA/HRD/PRO/011

Implementation Date

13 September 2004

Revision / Amendment Number

Engineering Learnership Procedure
015

Revision / Amendment Date

1 April 2021

Occupational
Qualification:

Learnership:

Learning

Programme:

Learner:

National Award:

Trade Test:

Accredited trade
test centre

Artisan qualification

Curriculum
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A planned combination of learning outcomes which has a defined purpose
or purposes, and which is intended to provide qualifying learners with
applied competence and a basis for further learning and the formal
recognition of the achievements of the required number and type of credits
and such other requirements at specified levels of the NQF as may be
determined by the relevant Qualifications Council for Trades & Occupations
(QCTO).

A qualification is registered through the QCTO on the National
Occupational Qualifications Framework.

Means a programme that contains the knowledge, practical and work
experience curricula components registered with the QCTO leading to an
occupational qualification or award quality assured by the QCTO.

Includes a Iearnership, an apprenticeship, a skills programme and any other
prescribed learning programme which includes a structured work
experience component.

Means the learning party to a learning programme agreement, who is
enrolled in a prescribed learning programme and includes learner
contemplated in both section 18(1) and section 18(2) of the Act.

An occupational directed programme comprising an agreed cluster of unit
standards/Modules and, will have practical (Work Place) experience;
Constructed to constitute credits towards a NQF registered occupational
qualifications.

May be considered a mini-occupational qualification in that it comprises an
agree cluster of unit standards/Modules.

Means a final integrated summative assessment for an artisan qualification
for a listed trade that is conducted at an accredited trade test centre by an

assessor registered with NAMB.

Means a test centre accredited by the QCTO to conduct a trade test for any
listed trade and may include a workplace.

Means an occupational qualification approved by the QCTO listed Trades
and Occupations certifying a person as an artisan.

Means a statement of the training structure and expected methods of
learning and teaching that underpin a qualification or part qualification to
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Curriculum
components of an
artisan qualification

Listed trade

NAMB

National trade
certificate

Pre-trade test
evaluation

Professional body

The Act

SETA

Trade test

Verify

Recognition of Prior
Learning:
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facilitate a more general understanding of its implementation in an
educational system.

Means the knowledge, practical and structured work experience
components of a curriculum.

Means an occupation that is listed as a trade in terms of section 26D(a) of the
Act.

Means the National Artisan moderation body contemplated in section 26A
of the Skills Development Act appointed by the QCTO as Assessment
Quality Partner.

Means a certificate issued by the QCTO to a learner who has passed a trade
tests.

Means a written evaluation and an integrated practical assessment approved
by NAMB to determine whether a learner may proceed to take a trade test.

Means a body of expert practitioners in an occupational field recognised by
SAQA in terms of section 29 of the NQF Act.

Means the Skills Development Act, 1998 (Act 97 of 1998).

Means a Sector Education and Training Authority established in terms of
section 9 of the Act.

Means an final integrated summative assessment for an artisan qualification
for a listed trade that is conducted at an accredited trade test centre by an
assessor registered with NAMB;

Means a process whereby the NAMB will confirm the accreditation status
and scope of the trade test centre including the registration status and scope
of the assessor and internal moderator of a specific trade test prior to the
recommendation of certification.

RPL means recognition of prior learning as defined and described in the

national policy for the implementation of recognition of prior learning as
issued by the South African Qualifications Authority.
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Learner Induction:

Portfolio
of Evidence:

Workplace
Logbook:

Learner Monthly
Meetings:

Work Place
Readiness
Programme:
Panel Interview:

Learner Documents
Received:

A-Level
Assessments:

Mentor(Engineering
Coordinator)

A programme covering all aspects of the agreement, conditions of
employment and applicable standards and procedures within the company

Is the total evidence which a learner presents to demonstrate competence
against a qualification criteria? The Portfolio presents a "paper trail" to
follow and ensure that the process of assessment is clearly visible
throughout the Portfolio.

Structured program that clearly identified timeframes aligned to the
relevant workplace experience components of the occupational curriculum
tracking a learner’s progress.

This meeting will take place at the operation on a monthly basis, to track,
evaluate and support the learner’s development.

A learner must be given the full responsibility of running a section under the
supervision of his / her coach to ensure they are able to run a section.

An intervention consisting of Subject Matter Experts (SME's) to ensure all
required operational processes and procedures have been met prior to
attempting a trade test.

This form (GFA/HRD/FOR/11.15 Learner Documents Received) need to be
complete and kept up-to-date in the learners file to proof that the learner has
receive copies of all relevant documents.

It is a psychometric assessment measuring different learning areas.

It's a person in an engineering supervisory capacity sharing knowledge,
advice and resource. The mentor shares depend on the format and goals of a
specific mentoring relationship. A mentor may share with an engineering
learner information about his/her own career path, as well as provide
guidance, motivation, emotional support, and role modelling.

8. LEGAL AND OTHER REQUIREMENTS

e MQA Learnership requirements

e MOQA Quality Policy

e  Skills Development Act (No. 97 of 1998) and Amendment 2008
e BCoE: Sectoral Determination No 5 Learnerships

¢  QCTO-Learnership Regulations
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e NAMB Trade Test Regulations
e  QCTO Assessment / Moderation Policy
e QCTO Quality Policy

9. MAXIMUM NUMBER OF LEARNER ARTISANS TO A COACH

TRADE CATEGORY COACH/Learner ratio
Civil 1:4
Mechanical 1:3
Manufacturing 1:3
Electrical 1:2
Service and support 1:4

10. MINIMUM QUALIFICATION REQUIREMENTS (18.1 & 18.2 LEARNER)

e Grade 12 Senior Certificate and N2 with related four subjects of the trade or,
e Technical Grade 12 Senior Certificate with Maths and Science and trade related subjects with a

pass mark above 40%.

11. RECRUITMENT AND SELECTION PROCESS

Screen
Applications

On-Boarding & Psychometric
Placement Assessments

*Technical Ability
* Learning Potential

* Personality

Learnership Interview

Agreement [ Panel

Medical
Examination
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Screen Applications:

e Coordinator and HOD should sign internal application forms.

e Applications screened by HR/HRD and Engineering Coordinator/Engineer.

e Selection done by HR/HRD and Engineering Coordinator/Engineer.
e Interviews arranged and facilitated by HR/HRD.

Psychometric Assessments:

e Technical ability assessment

¢ Learning Potential assessment

e Personality assessment

Interviewing Panel (composition):

e Coordinators are to be fully conversant with selection process including the psychometric

assessments.

¢ Recommend that all operations have an interviewing panel consisting of;
o HRand HRD

o Engineering Coordinator

o Superintendent/Engineer/Engineering Manager (Optional)

e Itis the responsibility of the Senior Business Partner and Human Resource Manager to

make sure that all the minimum requirements are met and adhered to.

Medical Examination:

e A candidate that has been selected during the panel interview, must be declared medical

fit prior a final employment contract/agreement been offered.

Learnership Agreement:

e The final agreement/ contract must be completed by the respective HR/HRD personnel for

signatories.

e All newly appointed learners must be informed the agreements, conditions of

employment

On Boarding and Placement:

¢ All newly appointed learners must undergo the Learnership induction, applicable

standards and procedures within the company.
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12.

13.

e Learners will be placed by the Learnership Coordinator within the operations

e Proof that the learner has completed this induction should be kept in the learners PoE/file.

LEARNER MONTHLY MEETING

The Learner Monthly Meeting will function as a sub-committee to the Learnership Development
Coordinating Meeting. This meeting will take place at the operation on a monthly basis, to track,

evaluate and support the learner’s development according the national occupation curriculum.

The Learner Monthly Meeting comprise of the following representation:

o Learner(s)

e Learnership Coordinator/ Senior Business Partner HRD

¢ Adequate Coordinator representation of the trade disciplines
e Allocated Group HRD Assessor

¢ Plant Engineer/Engineering Manager (Optional)

NOTE all learners must be given;

e Time off by their coaches to attend these meetings,
e Will present on trade related matters in line with workplace training that has been completed

e Represented by the learners present.

Learner Monthly Meeting Reports must be submitted to;

e Learnership Coordinator for pre-planning of gap closure where required.

LEARNERSHIP DEVELOPMENT COORDINATING MEETING

The Learnership Development Coordinating Meeting (Glencore Ferro Alloys) which will function
as an advisory body to operational units and learners, regarding legislation and ensure Company

alignment and compliance to any legislation and national changes.

The LDCM comprise of the following:
e Group HRD Technical Manager (Chairperson).
e  Group HRD Moderator
e Group HRD Assessor (Optional, if deemed necessary)
e Learnership Coordinator
e Senior Business Partner HRD (Optional)
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14. PORTFOLIO OF EVIDENCE, COURSE CONTROL DOCUMENT AND DEVELOPMENT
MONITORING DOCUMENT

A development plan (Learner Training Plan GFA/HRD/FOR/11.17) will be compiled for each
Engineering Learner. Each Learner will be required to maintain its own CCD &-Workplace
Logbook in which all tasks that he/ she performed during his/ her training period are recorded
and signed off by the following

Persons:

e Learner

e Workplace Coach

e Mentor

e Group HRD Assessor

¢ Business Partner HRD (Learnership Coordinator).

Failure to maintain any of their PoE, Workplace Logbook and CCD manuals may result in the
Learner’s removal from the Training Programme.

15. TRAINING REQUIREMENTS

Training will comprise of three components, consisting of Theory, Practical and Workplace
experience (on the job training). The curriculum model recognizes that expert practice requires a
complex interplay of knowledge and skills in a range of working environments; however the
pathway to that end requires the disaggregation of the different component parts and the
development of a reflexive ability to apply the knowledge and skills to new contexts.

Each component will embody the critical cross-field outcomes. Practical training will comprise of

institutional training carried out under the direction and control of an Accredited Skills
Development Provider. Experiential training will comprise of On-the-job training carried out
while performing normal work activities at a mine / plant during normal working hours.

The purpose of work experience is to structure the experiences and activities (including
contextual knowledge) the learner needs to be exposed to in order to become competent in the

relevant occupation To ensure that all workplace tasks are covered; (if the resources or equipment

required to carry out or complete a certain module is not available on site), the employer must

either:

e Simulate by virtual reality of the real equipment or

e Enter into an SLA with the original equipment manufacturer or

o Transfer the learner to another Glencore asset which has the necessary machinery or
equipment using document GFA/HRD/FOR/11.18

e A learners will be issued with a standard toolbox as per qualification requirement by the
Employer on the first commencement date to the Skills Development Provider
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16.

17.

18.
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e All learners must successfully complete a minimum of 4 On the Job phase tests before they can
attend their Phase 4 training (Millwrights” must complete 8). With related theory assessments
when returning from the provider.

Therefore all Learners must complete a total of 8 On the Job Phase Test (Millwrights” must
complete 16) before they can commence with their Trade Test Readiness Programme.

MENTORSHIP / COACH

An Engineering Learner registered in a Learnership Program will be assigned to a Mentor, who in
turn will assign the Learner to a Workplace Coach. The Workplace Coach will ensure that the
learners Workplace Logbook is kept up to date, capturing all progress accurately and regularly
review the Learner’s progress and report back to the Learnership Coordinator on specific
requirements that must be addressed to improve the skills, performance or attitude of the learner.

The workplace evaluation will be done by the Workplace Coach against relevant planned task
observation (PTO's). Each PTO must be successfully completed, a minimum of three (3) times.
Learners need to be supplied with the correct PPE according to trade and site specific
requirements.

SUPERVISION

An Engineering Learner will work under the general supervision of a Workplace coach. He/ She
will be required to perform many of the tasks that an artisan will be required to perform but the
artisan will check the safety and quality of work prior to placing such equipment into operation.

After completion of all Workplace modules / Unit Standards an Engineering Learner will be given
the opportunity to run a section on its own, the intention here is to determine if the Learner is
“Workplace Ready.

” Note that this will be under the supervision of the appointed artisan/Workplace Coach. The
responsibility of managing, tracking and updating the Engineering learners progress (PoE)
falls solely under the Learnership Coordinator.

PERFORMANCE APPRAISAL

The work performance of a learner will be formally appraised by their respective
Mentor/Workplace coach and Learnership Coordinator at intervals not exceeding three Months.
An agreed corrective action plan must be put in place where weaknesses are identified.

In the case of continued poor performance on the part of the Learner, the Learnership Coordinator
may recommend the removal of such a Learner from the training program and the termination of
agreement between all relevant parties. Sufficient documentary proof must be provided by the
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Learnership Coordinator to the HRD Senior Business Partner proving that reasonable effort has

been taken to rectify such poor performance;

Performance appraisals and learner presentation will be used to determine whether the Learner

can continue or not, and for selection of the best learner for the annual awards. It is the
responsibility of the Learnership Coordinator to make sure that performance appraisals are done
and kept in the learners file.

19. TRADE ASSESSMENTS / MODERATION

e A maximum of 3 attempts per assessment is permitted.
¢ A minimum of eight (8) exit level out-come assessments needs
to be successfully completed, or as prescribed by the
qualification, part qualification.
o 4 assessments will be done in phase 2.
o 1 Theoretical assessment when returning from the
provider (Compulsory)
4 assessments will be done in phase 5
1 Theoretical assessment when returning from the
provider (Compulsory)

All Trades (Excl Millwright’s)

e A maximum of 3 attempts per assessment is permitted.

Assessments ¢ A minimum of sixteen (16) exit level out-come assessments
needs to be successfully completed, or as prescribed by the
o qualification, part qualification.
TCD o 8 assessments will be done in phase 2 (4 Fitting & 4
@ Electrical)
ED o 2 Theoretical assessment (1 Fitting & 1 Electrical)when
E returning from the provider (Compulsory)
§ o 8 assessments will be done in phase 5 (4 Fitting & 4
Electrical)
o 2 Theoretical assessment (1 Fitting & 1 Electrical)when
returning from the provider (Compulsory)
¢ A minimum of 25 % of assessments will be moderated, by a
registered Group HRD Moderator, to provide for consistent,
. fair, valid and reliable assessments and learning delivery
Moderation

across the organization, includes 1% direct observation.
e The Group HRD Moderator will handle any discrepancies
resulting from these assessments.

All Trades
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20. ENGINEERING TRAINING COMMITTEE:

21.

22,
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The Group HRD Technical Training Manager in liaison with the Engineering Managers reserves

the right to determine which accredited Skills Development Provider/s & Trade Test Centre/s

institutions as per QCTO’s accreditation list will be utilised for training and assessment purposes.

The Engineering Managers Forum, with the Group HRD Technical Manager, may alter,

modify, suspend, rescind or revise any aspect of this Training Programme.

The LMM, Panel Interviews & LDCM will play a supportive role in all decisions made.

Engineering training will be carried out under the guidance by the following forums:

o HR EXCO; HRD - and Engineering Manager Forum. These forums will approve any new
engineering strategies or decisions prior to implementation, whose decision will be final.

WORKPACE READINESS

It is the responsibility of the learner in liaison with the Learnership Coordinator, to apply for
workplace readiness during the completion of phase 5.

It is the responsibility of the Learnership Coordinator to place the learner at a site / section for
the workplace readiness programme.

During the period of three months the learner will be responsible for the section under the
guidance of a qualified Artisan/Workplace Coach.

The learner will have his/her final evaluation done by the Learnership Coordinator,
Workplace Coach and Mentor.

After the successful completion of the workplace readiness phase the learner can liaise with
the Learnership Coordinator and request for his/her Panel Interview.

PANEL INTERVIEW PROCESS:

The responsibility of the learner to request for his/her panel interview after the successful
completion of all required modules and workplace assessments

Completion of the Workplace Readiness program and minimum of 6 presentations according
to the trade.

The Learnership Coordinator will inform the learner of the date, time and venue where the
interview will take place.

The Interview Panel will schedule an interview with the learner and evaluate his/her level of
ability to attempt a Trade Test (Allow only 3 Trade Test attempts)

The Learnership Coordinator will introduce the learner to the panel members and explain the
interview process.

The Interview Panel will rate the learner answers and indicate C/NYC on the panel interview
document.

The Interview Panel members will question the Learner to ensure he / she understand site
specific processes and procedures according to his / her trade.

The Interview Panel will coccus and discuss the learner’s performance and provide feedback
to the learner.
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e The final decision remains with the Interview Panel members.

¢ The Interview Panel Committee will comprise of the following:

Engineering Manager and/or Engineer (Optional)

Mentor

o O O O O

23. LEARNERS - QUALIFIED ARTISANS:

18(1) Learner

Group HRD Moderator
Learnership Coordinator

Workplace Coach (Optional)
Engineering Learner

e The company is under no obligation to employ the person into a position requiring their new

qualification (stipulated in the contract).

e The learner will be entitled to full time employment on similar conditions on completion of

the Learnership or in the event that the learner fails to complete the Learnership program.

e Such alearner will also return to his/her previous full time or similar position whichever is

available.

¢ In the event that a similar vacancy is not available, the learner will be placed in an alternative

position, with the terms and conditions of that position from the date of the placement.

18(2) Learner

e The company is under no obligation to employ the Learner after the lapse of the Learnership

agreement period or extending the contract.

e Itis the operational unit’s discretion to decide two weeks after qualifying if they will enter

into a 3 month extended contract; a period during which the learner will be able to gain

additional experience and apply for any vacancies advertised.

¢ Only those that meet the criteria given in appendices 1 — Learner Performance guidelines,
contracts may be extended.

24. PREGNANCY

NOTE: Please refer to the company pregnancy policy.

Learner Responsibility:

¢ All females who possibly could be exposed to, or work in hazardous areas must
immediately disclose the state of their pregnancy to the HSEC- and HR Department.
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Failure to do so will constitute a waiver by the employee of any claims the employee or the
affected child may have against the Company for any prejudice or damages suffered as a
result of or pursuant to the employee working for the Company.

All learners must report their pregnancies upon confirmation of pregnancy.

The Learnership Coordinator must send the pregnant learner back to her respective
section and inform the MQA of the learner’s pregnancy.

Requirement as set out in Sectorial Determination 5 will apply to all learners who are
pregnant.

All employees returning from maternity leave, who possibly could be exposed to, or
perform work in hazardous areas, are obliged to inform the HSEC- and HR Department in
writing if they are breast-feeding.

Employees are also obliged to inform the HSEC- and HR Department when they cease
breast-feeding.

The company is not at risk until it is notified by the employee that she is breast-feeding.
An 18.2 Learner agreement will be ceased until it could continue under normal conditions.
HSEC- and HR Department needs to keep a record of all pregnancy and breast-feeding
notifications.”

“SECTORIAL DETERMINATION 5”7 WILL APPLY TO ALL LEARNERS WHO ARE
PREGNANT.

24. (1) (a) A learner is entitled to atleast four consecutive months' maternity leave.

Page 17 of 22

(b) A learner is not entitled to receive her allowance during any period of maternity
leave she takes.

(2) A learner may commence maternity leave-
(a) At any time from four weeks before the expected date of birth, unless otherwise
agreed; or
(b) On a date from which a medical practitioner or a midwife certifies that it is
necessary for the learner's health or that of her unborn child.

(3) No learner may work for six weeks after the birth of her child, unless a medical
practitioner or midwife certifies that she is fit to do so.

(4) A learner who has a miscarriage during the third trimester of pregnancy or bears a
stillborn child is entitled to maternity leave for six weeks after the miscarriage or
stillbirth, whether or not the learner had commenced maternity leave at the time of
the miscarriage or stillbirth.

(5) A learner must notify an employer in writing, unless the learner is unable to do so, of
the date on which the learner intends to
(a) Commence maternity leave; and
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(b) Return to work after maternity leave.

(6) Notification in terms of sub clause (5) must be given-
(@) Atleast four weeks before the learner intends to commence maternity leave; or
(b) Ifitis not reasonably practicable to do so, as soon as is reasonably practicable.

PROTECTION OF LEARNERS BEFORE AND AFTER BIRTH OF A CHILD

25. (1) No employer may require or permit a pregnant learner or a learner who is nursing her
child to perform work that is hazardous to her health or the health of her child.

(2) During a learner's pregnancy, and for a period of six months after the birth of her
child, her employer must offer her suitable, alternative employment on terms and
conditions that are no less favourable than her ordinary terms and conditions of
employment, if-

(a) the learner is required to perform night work, as defined in clause 16 (1) or her
work poses a danger to her health or safety or that of her child; and it is
practicable for the employer to do so.

For full Pregnancy in the workplace procedure, see document SAP DMS Reference Number
10000000876 on the HR intranet.

25. PROCEDURE

N/A

26. RECORDS (EXTERNAL ORIGIN DOCUMENTS)

e Highest Basic Education (School) Certificate/s

e ID

¢ TFoundation Learning Course

e College Certificates or Statement of Results (N subjects)
e Proof of Practical training for RPL purposes

Note: All above documentation need to be certified.

27. REFERENCE

e  MOQA Learnership requirements

e Skills Development Act (No. 97 of 1998) and amendment 2008
e QCTO/NAMB

e BCOoE - Sectoral Determination No. 5 Learnerships

e Glencore Policy and Procedures
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28. SUPPORTING DOCUMENTS

GFA/HRD/FOR/11.2

Toolbox Agreement

GFA/HRD/FOR/11.3

GRP Learner File Content

GFA/HRD/FOR/11.4

Learner Development Programme Checklist

GFA/HRD/FOR/11.5

GRP Learner Monthly Meeting Agenda

GFA/HRD/FOR/11.6

GRP Learner Monthly Meeting Report

GFA/HRD/FOR/11.7

GRP Learners Feedback

GFA/HRD/FOR/11.8

Learners Monthly Meeting Panel Feedback

GFA/HRD/FOR/11.9

GRP Learnership Performance Appraisal

GFA/HRD/FOR/11.10

Workplace Readiness Programme

GFA/HRD/FOR/11.11

Learners Work place Readiness Evaluation

GFA/HRD/FOR/11.12

Learner Work place Readiness Interview

GFA/HRD/FOR/11.13

GRP Learner Work place Readiness Report

GHR-F020

18.2 Learnership Contract Of Employment

GFA/HRD/FOR/11.14

18.1 Learnership Addendum to Contract of Employment

GFA/HRD/FOR/11.15

Learner Documents Received

GFA/HRD/FOR/11.16

18.2 Learner Declaration of Pregnancy female only

GFA/HRD/FOR/11.18

Engineering Learnership Transfer Form

MQA DOCUMENTS Learnership Agreement
(on MQA web site) P48
HRD Website Glencore Ferro Alloys Supporting Documentation
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29. APPENDICES

Appendices 1 (next page)

It is understood that operational requirements will be the ultimate factor in the selection process.

These selection criteria are therefore a guide that needs to be followed as closely as possible so as

not to discriminate against any of the Learners.

The selection criteria will be relevant to all Learners.

In most circumstances, the practical experience required prior to attending Phase 1 will remain as

is regardless of the fundamentals exceeding the minimum.
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MENTORSHIP PROCEDURE

1. OBJECTIVE

The purpose of this document is to provide guidelines in the form of a Policy and
Procedure for the use of Mentorship in Glencore Ferro Alloys, and to ensure the following:

e To address the transfer of knowledge and skills from experienced employees to
those less experienced, to ensure the sustainability of the knowledge that exists in
the company.

e To provide an additional career and personal development support process for
employees, bursars, learners and students.

e To develop the leadership potential of individuals to act as Mentors.

e Meet increasing demands of the organisation for capable and competent
personnel regardless of race, gender, or disability.

e Provide employees with abilities, and to prepare them for future work demands,
thereby ensuring capable and flexible Human Resources in the long term.

e Facilitate accelerated development of Mentees as selected by the organisation.

2. SCOPE

This procedure is applicable to all employees of Glencore Ferro Alloys.

3. RESPONSIBILITIES

During formal mentorship it is the Mentor's responsibility to assist the Mentee to develop
as an individual in accordance with his/her development plan during the specified time,
thereby preparing him/her for possible placement or promotion to a higher position. The
Mentor will complete a Mentoring progress report at specified intervals.

It is the Mentee's responsibility to work with the Mentor to develop skills, attitudes,
knowledge and behaviour to ensure progress according to his/her stipulated and agreed-
upon career plan. After completion of his / her development plan, the Mentee will
evaluate the Mentor's support received during the Mentoring process.

The HR Managers and / or HRD Business Parthers within the HR departments at
operational level will co-ordinate the monitoring of the Mentorship programmes at all
levels.
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4. IMPLEMENTATION

This procedure should be implemented at all Assets within Glencore Ferro Alloys.

This procedure should always be implemented when:

An employee receives Education Assistance.

An employee commences on a company leadership development programme.
An employee enters into a Learnership agreement.

A non-employee enters into a Learnership agreement (18.2 Learnerships)

A Bursar is performing his / her 6 Week Vacation work

A graduate Bursar is appointed

An employee is on the fast trackers / high flyer list for accelerated development.
A non-employee enters into a Work Experience agreement (P1/P2)

5. ABBREVIATIONS

BP - Business Partner

HRD - Human Resources Development
HOD - Head of Department

HR Department - Human Resources Department
HR Manager - Human Resources Manager

6. DEFINITIONS

6.1

6.2

6.3

6.4

Page 4 of 12

Mentorship - Mentorship is the process where a more experienced person in the
organisation (the Mentor) offers guidance and support to facilitate the self-
exploration, growth and development of another person (the Mentee) by means of
cross-functional relationship, outside the normal manager/subordinate relationship
in an atmosphere of mutual integrity, trust, openness and learning.

Mentor - A Mentor is a seasoned senior person who is able to offer the wisdom of
years of experience from which to counsel and guide younger or less experienced
individuals as they move ahead in their careers. He / She does this by coaching,
teaching, advising, prompting, dissuasion, admonition, and acting as a role model.

Mentee - A Mentee is a person who has been identified by the organisation as an
employee with high potential, and whose welfare and career are supported by the

organisation over a period of time.

Formal Mentorship - Formal Mentorship is a structured personal and professional
developmental phase for selected members or groups.
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6.5 Informal Mentorship - Informal Mentorship is spontaneously developed Mentorship

between individuals. It is not structured and is often outside the Organisational
boundaries.

7. LEGAL AND OTHER REQUIREMENTS (CODES, STANDARDS, LEGISLATION)

Skills Development Act (No. 97 of 1998), including amendments
Learnership Regulations
Employment Equity Act

8. GENERAL

8.1

8.2

Page 5 of 12

Principles

Formal Mentorship entails selection and matching of Mentors and Mentees, skills
training to perform as Mentors, as well as monitoring and evaluation of the whole
process. It will not be a casual process but a deliberate one, with time and resources
being allocated. The Mentorship effort will be directed at the Mentee for a period
long enough to facilitate skills transfer, after which time the candidate should be
able to perform as required, and conduct her/himself responsibly, efficiently, and
effectively.

Informal Mentorship can take place at any time between individuals without being
formally registered in the organisation’s Mentorship programme.

It is expected of leaders and managers to coach or train their subordinates but the
practice of automatically using the supervisor in charge of the candidate as the
Mentor is discouraged as the disadvantages of this option outweigh the advantages.

Termination of Mentorship

During formal Mentorship, the Mentoring relationship between the Mentor and the
Mentee needs to be initiated, developed, maintained and terminated. It is necessary
for Mentors to release the Mentees when they possess a sense of their own power
and are secure in their futures.

It must be emphasised to Mentees from the outset that on successful completion of
the Mentorship programme, promotion may not be immediate as promotion
depends, inter alia, on the availability of positions. After successful Mentorship,
Mentees could become part of a pool of qualified candidates ready for promotion.
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After successful completion of the Mentorship programme, Mentees should be
integrated into the mainstream of the organisation’s activities. They should be
afforded the opportunity to advance and to exercise their newly found knowledge
and skill.

8.3 Benefits of Mentorship
Integration of the individual: Mentorship helps the individual to feel part of the
organisation and helps her/him to accept the values and objectives of the
organisation.
Decrease in personnel turnover: Mentor/Mentee relationships prevent talented
Mentees from losing momentum, and because Mentees receive regular positive
feedback they are more inclined to remain within the organisation.
Organisational communication: Mentors/Mentees are in an ideal position to
facilitate two-way communication within the organisation.
Leadership and managerial development: The Mentor passes on skills and
knowledge to the Mentee which might otherwise have been lost. Leadership and
managerial development therefore takes place in a structured manner.
Productivity: The Mentor enhances productivity by developing the skills of the
Mentee more quickly than might have otherwise been the case.
Managerial succession: The Mentor facilitates a smooth transference of managerial
expertise from one generation to the next. The Mentor also transfers the values and
key components of the organisation culture to the next generation.

8.4 Coaching
Assistance must be given to Mentees in ways that will improve their job
performance, not only for the purpose of doing better on the evaluation, but also for
increased learning and development. Coaching can include reviewing Mentoring
related feedback, tutoring on the attributes being assessed, and offering feedback
on the Mentee's' strengths and weaknesses. Coaching can also refer to Mentors
coaching Mentees to improve their performance.

9. POLICY

The establishment of a people performance culture and continuous improvement will be
essential for the development of skills in the organization. A variety of structured

Page 6 of 12
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development interventions are available to use as vehicles to promote the development
and growth of the people in our organization.

Mentorship creates the platform for the Mentee to grow and to learn from various
interventions. Mentoring relationships can run simultaneously with other development
interventions. Mentoring relationships can be used as a forum to coordinate all of the
interventions in order to get a focused development plan.

Mentorship should be implemented as part of a career and succession planning
programme, for the development of Mentees as part of an IDP (individual development
plan) and as part of the performance management grid as developed and used in the
people performance process. Mentorship is essential for the accelerated development of
employees.

10. PROCEDURE
10.1 Establishing a Partnership
e Establish a Mentorship Committee that could consisting of:

o HR Manager
HRD Business Partner

o Atleast1representative form Line Management
o Atleast1representative from HOD's.
o (The operational unit can also decide to use the Training and

Development committee for this purpose)

e Prospective Mentees are nominated by their line management or HRD
department to enter into a Mentorship programme; these nominations are to
be forwarded to the HRD Business Partner at the specific operation.

e The Mentorship Committee as specified above selects a short list of suitable
Mentors. Mentors are to be involved in the selection of their Mentees. This will
reduce the possibility of a mismatch of personalities and will reinforce the
Mentor's commitment to the development of the Mentee.

e Mentors must be appointed in writing (Formal agreement)

¢ Mentors and Mentees indicate their preferences - the formal agreement with
time lines, reporting targets, and mutually agreed objectives is formulated.

e It is imperative to have a trial run to ascertain if Mentor and Mentee are
compatible. Where there is no compatibility, the two are to be free to
terminate the programme without having their employment records
affected. The HRD Business Partners within the HR departments at the
operational levels are to maintain formal records of Mentorship arrangements.
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MENTORSHIP PROCEDURE

10.2 Building a Partnership

e Create an environment conducive for a good relationship.
¢ Communicate effectively.
¢ Manage conflict

10.3 Managing the Relationship

e Conducting the first meeting.
e Monitoring Mentee progress.
e Reporting on the progress.

e Concluding the relationship.

10.4 Sustaining high levels of Commitment

e Ensure bilateral commitment

Page 8 of 12
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11. PROCEDURE MATRIX / FLOW DIAGRAM
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12. RECORDS

The period for which records relating to this procedure before they are destroyed
(Mentoring documents) should be kept according to the retention schedule within the
Documented Information Management Procedure. Approval from the HR Manager (at
the respective Asset) has to be obtained before the destruction of such documents.

Records of external origin will be controlled by inclusion on the Inventory Material List or
applicable Registers.

13. REFERENCE

The latest revision of the following documents can be read in conjunction with this
procedure:

¢ Employment Equity Act
o Skills Development Act
e Mining Charter

e Learnership Regulations

14. SUPPORTING DOCUMENTS

Individual Development Plan ; GFA/HRD/FOR/9.1
Mentor Appointment Letter ; GFA/HRD/FOR/9.2
Mentorship Agreement : GFA/HRD/FOR/9.3
Mentor Progress Report : GFA/HRD/FOR/9.4

15. APPENDICES

A - PROCESS FLOW: Newly appointed Graduates
B - PROCESS FLOW: Newly appointed Learners
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APPENDIX A

PROCESS FLOW:

Newly appointed Graduates

HR Manager /
HR BP

HR Manager/
HRD BP

Mentor /
HR Manager

Mentor &
Mentee

Mentor

Mentee

Mentor /
HR Manager

Mentor

Mentor /
Mentee
HR Manager

Appoint Bursary
(graduate) students

O

Assign a Mentor to
graduate

Formulate formal IDP

Clﬁ

Sign Mentoring
Agreement

L

Conduct regular
meetings

o

Do regular presentations:
to Management

L

l Monitor progress of
Mentee

L

Report on progress of
Mentee

L

Conclude mentoring
process

Contract of
Employment

Mentor Appointment

Letter

IDP

Mentoring Agreement

Minutes of Meetings

Presentations

Progress Reports

Reports / Minutes of
Meetings

Annually

When
appointed

When
appointed

When
appointed

Monthly
(Or as

required
by Asset)

Weekly /
Monthly

Monthly
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APPENDIX B

PROCESS FLOW:
Newly appointed Learner

HR Manager / : : e Contract of Once off
HR BP l\ppow;ttulaz?]gershlp Employment
¢ MQA Registration
HR Manager/
HRD BP Assign a Mentor to
Learner
e Mentor Appointment When
Letter appointed
Mentor / Formulate
HRD BP Learnership
Programme
e Portfolio of Evidence When
Mentor / e Development appointed
Mentee Sign Mentoring Monitoring
Agreement document
Mentor/Group
Assessor / 5 : : e Mentoring Agreement When
roseeniems
anel Presentations)
Mentor /
Group e Minutes of Learner Monthly
Assessor / Monit 1 Monthly Meetings
Line Manager/ e Portfolio of Evidence Monthly
Mentor / e Development
Group Condust Learner Monitoring
Moderator/ Panel Interview document On request
HRD BP e Phase Tests Before
attempting
Line Manager/ Summative
Mentor / l:onclude Mentoring e Reports Assessment
Group RIOEES e Questionnaire
Moderator/ Before
HRD BP Summative
e Training Centre Assessment

Nomination form
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1. OBJECTIVE

To provide defined processes and guidelines to standardize the method of recruiting, selecting, placing
and administering of Bursars to enable the Company as well as Bursars to achieve their respective
objectives. This policy also describes the responsibilities of the various stakeholders in terms of the
Bursary Procedure e.g. Bursary Committee, Group HR Manager, Bursary Administrator, Operation
Administrators and Bursars.

. SCOPE

This procedure is applicable to the Bursary Committee, Operations (specifically HR Managers), Group
HR Manager and the Bursary Administrator.

3. RESPONSIBILITIES & IMPLEMENTATION

The Bursary Committee will be responsible for the final selection of Bursars, allocation to respective
Operations and any proposals to enhance the effectiveness of the Glencore Bursary Scheme.

The Bursary Administrator will be responsible to co-ordinate all meetings with the Bursary Committee,
Bursars as well as HR Managers. The Bursary Administrator will report directly to the Group HR
Manager.

The Bursary Administrator will also be responsible for all administrative responsibilities, processing of
payments and conducting monthly cost allocations.

The Bursars will be responsible to register at the start of each academic year and ensure that the Bursary
Administrator receives results obtained, student invoices, changes to personal info and banking detail as
well as vacation work dates.

Operations will be responsible for the following:
= total annual bursary costs of Bursars allocated to them, therefore HR Managers need to ensure
that costs are included in annual budget planning;
* accommodating bursars for a compulsory 6 weeks’ (minimum requirement) vacation work
period (including all expenses).

The Bursary Committee, Group HR Manager, Bursary Administrator as well as HR Managers of each
Operation will be responsible for the successful implementation of this Procedure.
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Bursary Procedure

4. ABBREVIATIONS
CDT
HRM
BA

5. DEFINITIONS

Cross Divisional Transfer Form
- Human Resources Managers
- Bursary Administrator

5.1 Bursars - Students (including Experiential Learners) who are selected to study by means of
Glencore Bursaries.

52 Experiential Bursar (EB) is an individual who has completed the S1 to 54 of their BTech diploma
at a University of Technology and needs to complete a practical section, or experiential section,
at the workplace, i.e. P1 and P2.

5.3 Mentor - Employee appointed at each Operation to review the candidates” progress, report back
to Management in order to enhance the understanding, skills and knowledge of each Bursar.

54 Project - A specific research project, as identified by the Mentor / Institution has to be
completed during the vacation work period and at the end of the period, Bursars are required

to do a presentation to Management in this regard.

7. LEGAL AND OTHER REQUIREMENTS

Skills Development Act (No. 97 of 1998)

Mining Charter

Employment Equity Act
Basic Conditions of Employment Act

8. GENERAL

The Glencore Bursary Procedure will be implemented and carried out under the guidance and general
supervision of the Bursary Committee, the General Manager: Human Resources, the Group HR Manager

as well as HR Managers from the various Operations.

The Glencore Bursary consists of the following;:

- Full payment of study fees
- Full accommodation (including meals). If Bursars do not make use of university accommodation, a
monthly allowance (including meals) will be paid directly to the Bursar.

- Payment of prescribed books and equipment
- Full payment for compulsory study excursions
- Living-out allowance will be provided on a monthly basis

Page 4 of 14
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- Purchase of a Laptop (PC). The University will ascertain the minimum specifications given the field
of study of the Bursar.

- Payment of any credit obtained due to study grants / merit awards to the Bursar. Such credits will
be paid directly to the Bursar.

9. PROCEDURE

9.1 Recruitment

The Group HR Manager will liaise with HRM’s at each Operation to determine possible needs in
terms of Employment Equity statistics, filling of scarce positions, general workforce planning,
possible expansions etc. They need to send their Student Request Forms (GFA/HRD/FOR/12.3) to
the Bursary Administrator.

Advertising, highlighting the requirements as well as the fields of study, will be achieved through

/ placed in:

- www.glencore.com/careers — Careers (Alloys)
- Career exhibitions
- Local newspapers

- Community Officers at the respective Operations liaising with surrounding

communities

- Visits to Tertiary institutions and schools (including Open Days)

The Bursary Administrator will send Bursary Application Forms to interested Applicants via e-
mail, as well as handing such forms out at Career exhibitions and visits to schools and University
Open Days. Application Forms will also be available on the Glencore Website.

Completed Bursary Application Forms will be sent to the Bursary Administrator who will place
such forms in the following categories:

Successful

Applications meeting the minimum requirements

Late applications

Any Application Form reaching the BA later than the closing date of the
Advertisement of every year will be disqualified.

Field of study not
recognized

Any Application Form for a field of study not being offered on the
Bursary scheme, as indicated per Bursary Advertisements.

The Bursary Administrator will then place all “successful” applications in alignment with the

following:

- the fields of study as requested by the Operations;
- available budgets, and
- local community.
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The “most suitable” Applicants will be selected and the HR Manager / HRD Business Partners of
each Operation will be informed accordingly.

9.2 Selection

9.2.1 Selection at Operational Level
The HR departments of the respective Operations will:

1.
2.
3.

Draw up a short list .

Set up interviews with Applicants.

Liaise with the Bursary Administrator to arrange an OPQ (Occupational Personality
Questionnaire)

The responsible HR/HRD person of the respective operation, handling the selection process,
will notify Applicants not successful of the outcome.

9.2.2 Selection at Group Level

1.

The Bursary Administrator will arrange for all the successful Applicants from each
Operation to be interviewed by the Bursary Committee.
Applicants will be reimbursed for travelling and any other expenses that might occur.
The Bursary Administrator will notify Applicants of the outcome after the final selection
decision has been made. Successful Applicants must accept or decline the Bursary offer
within one week of notification of outcome.
The Bursary Administrator will ensure that each successful Applicant receives a Bursary
Contract. Such Bursary Contracts have to be completed when an Applicant accepts the
Bursary offer, and returned to the Bursary Administrator by the specified date.
All original contracts and documentation are filed for each new bursar.
Group HR Manager will inform the respective operations of the outcome of the Bursary
Committee’s decision with regards to any new bursary awarded for their operation.
A Bursary Information Session and initial medical examination will be arranged for each
new bursar before the bursars studies commences for the new academic year. Qualifications
will also be verified to ensure the results are valid.
The Chairperson of the Bursary Committee reserves the right to utilize an Ad Hoc Committee
(comprising of not less than three Members) to consider ad hoc and / or merit applications
throughout the academic year.

9.3 Placement

The Group HR Manager will inform all Operations of the outcome of the final Interviews
(placements), and will confirm all Bursar placements in January of each year with HR Managers at
the respective sites.

9.4 General Administration

Operations will be responsible for the following:
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All bursary costs i.e. accommodation, tuition fees, textbooks, laptop (PC), monthly

allowances, compulsory excursions.

Arrange vacation work of the Bursar:

* Accommodation and travelling (travelling from place of residence to place of work)

* Monthly allowance for Bursars for vacation work.

= Payment of Bursars to be aligned according to a specific year of study on the
Remuneration Schedule. This Schedule is available from the Group HR / Payroll Manager.
The General Manager: Human Resources will be responsible to review these rates of pay
on an annual basis.

Follow the Cross Divisional Transfer (CDT) request process for Bursars for vacation work

purposes to transfer Bursars from Head Office to the respective Operations and back (in

conjunction with Payroll).

* Each Operation has to provide a SAP position ID for each bursar for the vacation work
period. This position should be created on the N1 subgroup. N6 subgroup should be
used for P1 / P2 students.

Appoint a Mentor for vacation work purposes for each Bursar.

* Ensure that the Bursar’s Mentor addresses specific requirements as set out by the
Tertiary Institution or that meaningful experience, in line with the Field of Study, is
achieved.

Create an opportunity for the Bursar to do a presentation to Management in terms of a

specific research project. The HRD Business Partner of the Operation then needs to file a

copy of the Mentorship Agreement (GFA/HRD/FOR/9.3) and a copy of the presentation in

the candidate’s personal file.

Submit the Vacation Work Evaluation Report (GFA/HRD/FOR/12.2) to the Bursary

Administrator electronically after completion of the vacation work period.

The Bursary Administrator will be responsible for the following;:

Page 7 of 14

Arrange an Annual Information Session and orientation programme

Arrange initial Medical fitness screening for new intakes.

Liaise with Bursars on an ongoing basis regarding performance and problems experienced
(needs).

Liaise with HR Managers of Operations with regards to vacation work dates, progress
reports and possible projects as identified by the University.

Transfer Bursars - only on 1 February and 1 November for vacation work periods, except if
other dates are required by a bursar or operation.

Visit (accompanied by the Group HR Manager and representatives from operations) twice
per annum — May and October.

Send Bursary Visit Reports to the Operations after the visits are completed.

Advertise the Glencore Bursary Scheme.

Process all Bursary Application Forms.
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- Ensure that successful Applicants receive Bursary Contracts in time.

*  Respond to various categories of applications e.g. “regret” & “successful”

- Ensure that Bursars receive letters of confirmation of attainment of Bursaries which should
be handed to the Tertiary Institutions for annual registration purposes.
- Complete all SAP hiring documentation and ensure that Bursars are loaded on SAP -

=  ensure all bursars are loaded as vendors on SAP

*  obtain and capture all Bursars’ invoices in SAP for payment
*  capture all Bursary information (final results and expenses) on SAP
- Liaise with Bursars on an ongoing basis regarding invoices, results, vacation work dates, and

any other administration related issues.

- Assist with the arrangement of the purchase of PC’s for study purposes, when specifications,

quotations, etc. are received.

- Conduct and communicate monthly cost allocation to respective Operations.

N.B. For specifics, refer to Appendix 1- 5

10. RECORDS (EXTERNAL ORIGIN DOCUMENTYS)

Bursary Application Forms (received)
Account Statements received from Universities

Quotes received from Bursars regarding stationery and prescribed books

Results obtained
Monthly cost allocations

11. REFERENCE

Cross Divisional Transfer Procedure
Mentoring Procedure

12. SUPPORTING DOCUMENTS

Bursary Application Forms:
Vacation Work Evaluation Report:
Student Request Forms:

Bursary Loan Takeover Agreement
Bursary Vacation Work Contract:
Bursary Placement Form:

Bursary Visit Feedback Form
Bursary Agreement

Evaluation for Project Presentation: Bursary Students
Addendum to Bursary Agreement
Laptop Loss/ Damage Form
Mentorship Agreement:
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GFA/HRD/FOR/12.1
GFA/HRD/FOR/12.2
GFA/HRD/FOR/12.3
GFA/HRD/FOR/12.4
GFA/HRD/FOR/12.5
GFA/HRD/FOR/12.6
GFA/HRD/FOR/12.7
GFA/HRD/FOR/12.8
GFA/HRD/FOR/12.9
GFA/HRD/FOR/12.10
GFA/HRD/FOR/12.11
GFA/HRD/FOR/9.3
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13. APPENDICES

APPENDIX 1 - PROCEDURE / PROCESS FLOW FOR RECRUITMENT OF BURSARS
APPENDIX 2 - PROCEDURE / PROCESS FLOW FOR BURSARY PAYMENTS
APPENDIX 3 - BURSARY VACATION WORK PROCESS FLOW

APPENDIX 4 — EXPERIENTIAL BURSARS” PROCESS FLOW (P1/P2)

APPENDIX 5 - COORDINATION OF TRANSFER OF BURSARS
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Bursary Procedure

APPENDIX 1

Bursary Administrator
HR Manager/GWM

Bursary Administrator

Bursary Committee

Bursary Administrator

Bursary Administrator

Bursary Administrator

HR Managers /HRD BP’s

Bursary Administrator

HR Managers /HRD BP’s

Bursary Committee

Bursary Committee

Bursary Administrator

Bursary Administrator

Bursary Administrator

Bursary Administrator

PROCESS FLOW FOR RECRUITMENT OF BURSARS

Complete and sign off
request

Advertise vacancies for
bursary positions

Screen all Applicants according
to guidelines

Submit information to ‘
W
Arrange assessments for
selected Applicants

Conduct Interviews at |

) Award bursaries l
¥

| 2

end contracts and on-boarding
documents to new Bursars

{ntormation Session for new'
bursars

4

Follow "on-boarding" ‘
process

Bursary Request Form
Approve Form

Compile Spreadsheet

Compile Spreadsheet

Advertisement

Guidelines

Link with documents

Link with documents

Assessment documents

Interview documents

Interview documents

Memo

Bursary letters & emails

Contract & on-boarding
documents

Session documents

Recruitment Documents

Annually
Annually

Annually

Annually

Annually

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc

Annually / Ad hoc
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APPENDIX 2

Operations

Org structure
Maintainer

Bursary Administrator

Bursary Administrator

Bursary Administrator

Bursary Administrator

Bursary Administrator

Bursary Administrator

PROCESS FLOW FOR PAYMENTS

Budget for bursary
positions

Create new bursary
positions on org

Create new Bursars as
Vendors

reate monthly payment
for bursars” allowances

Do all payments for
tuition fees

Send remittance advices
to universities / bursars

I Allocate costs to Assets

Capture Bursary Costs
against bursar/student

Budget

SAP

SAP

SAP

SAP

Remittance
Advice

E-mail

SAP

Annually

Annually

Annually

Annually

Monthly

Bi-Annually

Monthly

Annually

Page 11 of 14

Uncontrolled when printed




Ferro Alloys

SAP DMS Reference Number GFA /HRD /PRO /01 2
Implementation Date 20 February 2008
Revision / Amendment Number 08 Bursary Procedure
Revision / Amendment Date 22 January 2022
APPENDIX 3

PROCESS FLOW FOR VACATION WORK FOR BURSARS

Bursary Administrator _ Email Bi-Annually
Bursary Administrator _ CDT documentation 1 November
Operations _ Vacation Work Contract Bi-Annually
Operations Site specific Annually
Operations Mentor Agreement Annually
Operations ﬁ Email Bi-Annually
Operations SAP
Bi-Annually

U
Operations _ Evaluation reports Bi-Annually
Bursary Administrator _ CDT Document 1 February

g

N
Bursary Administrator Bursar Files Continuously
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APPENDIX 4

PROCESS FLOW FOR EXPERIENTIAL BURSARS

Bursary Administrator [nicrn Operation of Placement Form Annually
placement of EB (May / Novernber)

o

Create new FTC bursary SAP Annually
position on org

Operations

Bursary Administrator it foretud eniato CDT document Annually

L Operation |
v

Send proof of
registration at university

‘ to OBeration 8 |

Operations Appoint Bursar as FCT | Fixed Term Contract January / July
—f

Operations Arrange accommodation E-mail Annually
& transport

g

Operations | o Logbook Annually
A |

g

Assign Mentor and set
development plan for ‘

L Logbook completion
o

Operations Pay Bursar monthly SAP Monthly

: allowances i |
g

Operations Forward all Email End of Experiential

L documentation to BA Learning Process

[ File all documentation

Bursary Administrator Registration Letter Each semester

P

Operations Mentoring Documents Start of Experiential

Learning Process

Bursary Administrator Bursar File / Intranet On receipt of documents
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APPENDIX 5

COORDINATION OF TRANSFER OF GRADUATE BURSARS
(after completion of studies)

Bursary Administrator SAP Annually

Group HR Manager Memo June

Operations Email December annually

Group HR Manager Email December / January (when

final results from university
is obtained)

CDT Forms December / January
Bursary Administrator

HO Payroll Administrator SAP December / January

Bursary Administrator Bursas’ files/ | December / January

intranet
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1.  OBJECTIVE
The objective of this policy is to facilitate the provision of suitable and decent housing

for qualifying employees.

2. SCOPE

This policy and procedure on housing is only applicable to Glencore Alloys permanent
employees as per paragraph 8 below

3. RESPONSIBILITIES

Housing is the responsibility of the employee. The company will facilitate the process
and implement initiatives to promote home ownership.

4. IMPLEMENTATION

The HR Manager or his /her delegate is responsible for the implementation of this
policy.

5. ABBREVIATIONS

HFG: Housing Financial Grant.
FLISP: Finance Linked Individual Subsidy Program
NHEFC: National Housing Finance Corporation

6. DEFINITIONS

Serviced Stands Undeveloped stand within a proclaimed
township with services (water, sewage and
power).

Vacant Land Undeveloped land that is yet to be proclaimed
and developed.
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7. REQUIREMENTS (CODES, STANDARDS, LEGISLATION, AND
REGULATIONS)

This policy should be read in conjunction with all other relevant Glencore Alloys

Policies

8. POLICY

Glencore supports and promotes homeownership for all employees at Paterson level
A to C. More focus is given to employees at Paterson A and B. To facilitate and
promote homeownership for employees at A and B Paterson level the following
home ownership assistance had been implemented.

81 HOUSING FINANCIAL GRANT:

A Housing Financial Grant (HFG) is available for all employees at A and B Paterson
grade. This HFG will enhance the affordability of the employee in order to purchase a
home. Glencore will contribute the HFG towards the purchase of a house / build a
house on a property. The HFG is a once off payment towards the purchase of a house/
build a house on a property for the employees. The amount of the HFG is Sixty Five
Thousand Rands (R65 000).

Qualifying criteria for the HFG:

S

The HFG is effective from 1t August 2014

The HFG is for the purchasing of a property (house).

No HFG will be approved for purchasing of land/ stand.

The house that the employee will be purchasing/building should be within
a commuting distance or 80 Km radius from his or her place of work.

The employee must be working permanently for the Company for a
minimum of two (2) consecutive years or more.

The employee must remain in the permanent service of the Company for five
(5) years after receiving the HFG. Should the said employee leave the
company before the five (5) years is completed, they will repay the HFG on
a pro rata basis. This is with the exclusions of retrenchment, death,
incapacity and retirement.

Only one grant will be approved per household. Example if an employee
and spouse both work for Glencore they will only be granted one combined
grant of R65 000.00.
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h. The employee will enter into a written agreement with the Company,
recording the terms of the grant before any payment will be made

i. The full amount of the Housing Financial Grant will not be paid directly to the
Employee and will, subject to the instructions and information received from the
Employee, be paid directly to the Bank or the trust account of the attorneys
appointed to register the bond or transfer the Property.

j- The Employee shall, for the purpose of the payment of the Housing Financial Grant
provide the Company with such information as the Company may reasonably
require for such payment, including copies of the offer to purchase, bond approval,
facility approval, and/or loan agreement.

Should a bond be registered on the property:
k. The property must be financed by a registered bank
I.  Employee must apply for their own bond from the bank
m. The HFG will be paid directly to the bank or Conveyancers against the bond.
n. The bond must be in the employee’s name.
0. The house purchased must not be a government RDP house

Should there be a cash payment for the property:

p- Should an employee pay cash for a house, the HFG will be paid at registration stage
and will be paid directly to the Conveyancers to offset registration and other
applicable municipality fees/ ownership transfer costs.

q- A HFG will not be paid directly to employees

Should the employee want to build on a land:

r. Proof of registration of land, in the employees’ name, must be submitted with
request for HFG

s. Proof of approved building plans must be submitted with the HFG request.
A HFG will not be paid directly to employees

u. The HFG may be paid into a suppliers account once all the requirements have been
met and subject to approval

v. The Senior HR Business Partner and Full Time Shop Steward, where applicable,
must inspect the property before building commences, and then every 6 weeks until
we are satisfied that the HFG has been invested in the building.

w. HFG can only be used to build a new house including finishes inside the new house.

No HFG will be granted to improve an existing house or towards finishing a house

which the employee already lives in

y. The house should be built within a reasonable time and should not take more a
duration of than 12 months.

=
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8.2 HOUSING FINANCIAL GRANT TOGETHER WITH THE PENSION BACKED
HOME LOAN:

The HFG will be granted to employees who secured a pension backed home loan
provided that:

a.
b.

The employee is building a house that will cost a minimum of R120 000
The HFG will not be grated to employees who will be renovating existing houses.

8.3 HOUSING FINANCIAL GRANT WITH RURAL OR TRIBAL LAND:

The employee must secure the permission to occupy land certificate from the Chief
or King of the village or local traditional authority or relevant government
authority such as Municipality, Provincial Government

The employee must secure finance from a credible and recognized bank.

The Senior HR Business Partner and Full Time Shop Steward, where applicable,
must inspect the property before building commences, and then every 6 weeks
until we are satisfied that the HFG has been invested in the building.

The house should be built within reasonable time. It should not be over a duration
of more than 12 months.

The employee, who secure the pension backed home loan to build their homes in
a tribal land, will also qualify for a Housing Financial Grant.

The total cost of the house must be for a minimum of R120 000

No HFG will be granted to improve an existing house or towards finishing a house
which the employee already lives in

The property purchased is not an RDP house

In addition to the HFG, the employee at this level qualifies for:

a.

b.

A Housing Allowance which is a monthly amount paid to the employee as per
there salary scale.

A Housing Subsidy which is an additional monthly amount that is payable on
proof of bond registration. The subsidy is worked out on a flat rate per grade
minus the difference between 6% interest and the prime rate. The subsidy will
fluctuate as the prime lending rate change

The Housing subsidy is based on a house price limit as laid down by the company
from time to time.

Employees will only qualify for a Housing Subsidy if he/she resides in the house
and the bond is in the employees’ name.
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8.4 EMPLOYEES AT PATERSON C1 TO C5 LEVEL:

The employees at Paterson Level C1 to C5 do not qualify for the HFG. However, they
qualify for:

a. A Housing Allowance which is a monthly amount paid to the employee as per
there salary scale.

b. A Housing Subsidy which is an additional monthly amount that is payable on
proof of bond registration. The subsidy is worked out on a flat rate per grade
minus the difference between 6% interest and the prime rate. The subsidy will
fluctuate as the prime lending rate change

c. The Housing subsidy is based on a house price limit as laid down by the company
from time to time.

d. Employees will only qualify for a Housing Subsidy if he/she resides in the house
and the bond is in the employees’ name.

Glencore will endeavor to introduce a program of education and training in respect to
options and implications of home ownership in order for all employees to have the
knowledge to make informed decisions.
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M
GLENCORE MERAFE

RES OWURTCES

08 September 2022

Municipal Manager
Rustenburg Local Municipality
Rustenburg

0200

Dear MrV Makona

REQUEST FOR ENDORSEMENT OF SOCIAL LABOUR PLAN 2021 -2025 LED PROJECTS

We refer to our recent discussions with the LED & Infrastructure Directorates in respect of
possible SLP projects for Glencore’s Western Mines’ SLP for the period 2021-2025.

The table below reflects the projects that were discussed and agreed upon as well as
Glencore’s commitment to these projects:

Projects Tabhle

Project Name Community Ward Proposed Budget

Expansion of Kroondal 35 22 mil

Modderfontein Power

Stations

Internal roads Storm Phokeng 5&6 10 mil

Water Revamp or Street

lights

Water Services Ikemeleng Ward | 35 7.5 mil (In collaboration with
Sibanye)

Farmer’s support Rustenburg All wards 5 mil

(Implements or

machinery / equipment)

Piggery (Income Rietvly Ward 16 5 mil

generation)

Western Chrome Mines
GLENCORE MERAFE VENTURE Operations

Portion 27 * Farm Waterval 306 JQ = Rustenburg ¢ 0299 * South Africa
Mailing Address: PO Box 2131 e Rustenburg = 0300 * South Africa
Telephone +27 (0) 14 590 2416 * Telefax +27 (0) 86 677 4666

The Glencore Merafe Venture is a Pooling and Sharing Venture between
Glencore Operations South Africa (Pty) Ltd (Reg No 1997/017998/07),
Merafe Resources Ltd (Reg No 1987/003452/06) and
Merafe Ferrochrome and Mining (Pty) Ltd (Reg No 1976/001116/07)

General Manager of Western Chrome Mines: RF Vermeulen



We hope that you will find this in order and endorse our SLP Projects by signing this letter. As
you are aware our SLP should have already been submitted to DMRE and we hope to receive
your endorsement confirmation as soon as possible.

We are looking forward to strengthening our partnership and working together in the
execution of these projects.

Yours Sincerely,

Vermeulen, Richard (Head Office - ZA)
Sep 13 2022 3:39 PM

’ / DocuSign —
Richard Vermeulen V Makona
General Manager: Western Mines Municipal Manager

Signature of endorsement
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RUSTENBURG

LOCAL MUNICIPALITY

LOCAL ECONOMIC DEVELOPMENT

P O Box 16, Rustenburg, 0300, North West Province, South Africa
Tel: (014) 590 3528 Email: led@rustenburg.gov.za

23 May 2023

Enquiries: Thato Motsuenyane

Mr. F Muthindivhane
Department of Mineral Resources & Energy
fhedzisani.muthindivhane@dmre.gov.za

Mr. K Mondli
Glencore Operations
kabelo.mondi@glencore.co.za

RE: MOTIVATION ON SOCIAL LABOUR PLAN PROJECTS SUBMITTED BY GLENCORE

The Municipality through the Directorate Local Economic Development is implementing the
Agricultural Support Programme which provides farmers with end-to-end support including
training, compliance support and access to market. The agricultural sector remains a strategic
sector which is growing in the Rustenburg economy. It is in this light that the Directorate Local
Economic Development continues to ensure that the sector is supported and developed as it
supports the vision of developing alternative industries from the mining sector. The Rustenburg
Agricultural Support Programme has been approved by Council and is being implemented
across all wards.

The programme seeks to promote development of the agricultural sector with emphasis on the
5 flagship projects are identified to accelerate the sector development (Sunflower, Livestock
(FPSU), Poultry, Amaranths, Farmer Support Unit (FPSU) - Agri-hub (Hydroponic Tunnels))

The programme focus areas are:
e Farming Inputs and production
e Infrastructure and equipment
e Machinery and Mechanization
e Market Development
e Training (Technical and Business)
e Research and Development
e Agro-processing
e Incubation
e Compliance support



The Municipality has been implementing the project in partnership with other government
Departments, the District and Private sector stakeholders. The support that has been
requested from the mine is for the FPSU/ Agri-Parks, the operations of FPSU will be
implemented by all stakeholders including the Municipality, Department of Rural Development
and Land Reform (DRDLR); Department of Agriculture, Forestry and Fisheries (DAFF) and
other private sector partners like Glencore Mine. The programme has been developed to
ensure that it becomes continues and self-funding as it will include other farmers as it grows
post the incubation phase.

This is a national programme that is being implemented in 44 district municipalities across nine
provinces the country. The main objective of the programme is to:
» Achieve rural economic transformation.
» Tackle issues such as hunger, poverty and unemployment.
* Address challenges faced by small-farmers particularly black emerging farmers e.g.
production inputs, access to markets opportunities.

FPSU is a local production centre which will be used for the following activities:
* Primary produce and or collection points.
» Auction facilities for local markets.
» Provide Market information on commodity prices.
* Fuel (energy centre).
* Mechanization support (trucks, harvesters, tractors and Bakkies etc.) Machinery.
» Servicing, workshop facilities.
* Local logistics support, delivery of farming inputs, transportation post-harvest to local
markets.

The Agricultural Support Programme forms part of the Municipalities Integrated Development
Plan (IDP) and has been budgeted for in previous financial years and included in the
Municipalities Medium Term Revenue and Expenditure Framework (MTREF) prepared and
approved by the Municipality in terms of the Municipalities Finance Management Act (MFMA).
The Municipality future supports this programme as it has available part of the Rustenburg
Show Grounds to be used for the development of the FPSU.

Your consideration in this regard will be appreciated.

Regards

Tebogo Sehloho
Acting Director: Local Economic Development





