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Executive Summary
Coaltech task 7.8.4 was commissioned by Coaltech 2020’s human and social research unit, 
a collaborative research consortium involving representatives from the coal mining industry, 
government, labour unions, universities and the CSIR. Task 7.8.4 is a result of the outcomes 
of Coaltech task 7.1, a holistic audit and diagnostic assessment of productivity in the 
continuous miner sections in the coal mining industry. The study (task 7.1) identified issues 
surrounding remunerations and the fluctuating nature of bonuses and incentives as some of 
the key elements impacting on productivity and safety and also as contributing to employees’ 
stress and morale. The current study sought to confirm that outcome by examining the 
relationship between remuneration systems and employee stress and morale as well as their 
subsequent impact on production, safety, and profitability. The remuneration variable 
encompasses salaries and production, safety bonuses and other related incentives -- their 
distribution, their effects of fluctuation on individuals, and how they influence productivity and 
safety on the coal mines. 

The assessment process examined the mines’ authorities intended purpose of the creation of 
incentive system in relation to production as well as employees perceptions of the distribution 
procedures as they relate to employees’ various work environment. The ‘stress’ and ‘morale’ 
variables are proxy to measure employee well-being by examining stress outcomes as they 
relate to the work and at a personal and social level. The contextual assessment of stress 
was examined as the outcome of a psychosocial impact mechanism with a consequential 
impact on morale. The dual assessment of the work and social environments determined 
whether or not incentives serve as motivation in enhancing productivity and in practising 
proper safety measures at the work face.

The study sought to establish if there is a relationship between remunerations and employee 
stress and morale and the consequent impact on production, safety and profitability. To 
accomplish this goal the following objectives were investigated:

• Identifying the job grading systems and the distribution patterns of salaries and in-
centives within and across employee categories (senior management, middle man-
agement, operators in category three to eight, and relevant staff and office adminis-
trators and clerks) on the mines.

• Assessing employee demographic structure to determine familial and socio-economic 
responsibilities.

• Assessing the mine-based loaning systems and employees’ financial management 
patterns. 

• Identifying factors influencing employees in utilising the financial services contracted 
by the mines and the informal financial service providers (e.g. loan sharks) 

• Determining the extent of the impact (both positive and negative) of the distribution 
patterns of remunerations and debt management among employees.

Data collection methods comprised both desktop literature review and analysis as well as 
fieldwork in various coal mines in the Mpumalanga and Limpopo provinces.  The reviewed 
literature helped to inform and direct the study while the field data identified practical trends 
across the industry pertaining to salaries and bonuses and varying impacts on morale, 
production and safety. Field research was conducted through in-depth interviews and focus 
group discussions among senior managers; supervisors and mine captains in middle 
management; technical teams such as miners and artisans; operators in job categories three 
to eight; safety departments (the managers, safety officers and representatives); human 
resource departments (human resource managers, practitioners, and employee relations 
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managers); occupational hygienists and practitioners;  and time office and employee 
assistance programme (EAP) administrators.  The study participants were selected using a 
stratified non-random sampling method to ensure an appropriate selection of interviewees in 
the relevant departments for qualitative data gathering.    

Remuneration and production
The research findings established that salary packages are arranged and distributed 
according to employee job levels of grading and according to whether they are novices and 
unskilled, semiskilled and minimal experience and skilled and based on years of experience. 
Although most mines in the sample are affiliated to the Chamber of Mines and make use of 
the Chamber of mines recommended job level grading system, some mines are not affiliated 
to the Chamber of mines and therefore make use of an in-house or non-Chamber of Mines 
system of job grading. Salary increases are negotiated bi-annually and range between six 
and ten percent depending on the outcome of the negotiation process and agreements 
between labour unions and the mining industry.  

The study identified different types of bonuses issued for various tasks and responsibilities. 
Production bonuses are paid at varying intervals throughout the year in all participating 
mines with differing rates between mines, employee categories, and underground and or 
pit/open cast crew and surface crew. Production bonus is distributed to employees on the 
basis of coal production targets. These targets are set on an annual basis and broken down 
into quarterly, monthly, weekly and daily production targets. 

Factors that tend to compromise the ability of teams to meet the targeted production tonnage 
and thus cause stress among employees are geological problems, equipment breakdowns, 
underground water accumulation, fatalities, absenteeism; the delay in release of the bonus 
as a result of uncompleted or late submission of paper work; and the unequal distribution of 
bonus in the production area and within employees ranks and the exclusion of employees 
outside production sections.

Safety
Research data also indicates that the mines adopted a culture of safety to instil discipline and 
to encourage people to reframe from risk-taking behaviours to avoid injuries to themselves 
and others at all costs. Mines introduced an integrated approach to safety and production to 
ensure productivity. These measures include improvement in risk assessment practices, 
adherence to safety precautions, adherence to codes of practice or operating procedures, 
shock tactics, as well as introduction of independent and or production linked safety 
incentives in the form of money or gifts.

Other safety systems that have added value to the already existing safety programs include 
task analysis, plant observation/inspection and systems coordination to rectify any 
shortcomings in the system.  However, the drive to meet production targets is pressurising 
employees and managers in operations to engage in risky practices. It is the drudgery of 
procedures and penalties following an accident that act as a deterrent for risky behaviour.

Stress and morale
Employees in all categories identified financial difficulties (particularly debt) as the major 
stressor in their lives. In addition to that, employees in job categories three to eight cited the 
fluctuating bonus system and perceived unfair bonus distribution as part of the realm of 
stressful events.

The financial assistance programmes provided by the mines in the form of welfare loan or 
personal emergency loan or cash advance system were replaced by independent service 
providers in banking and financial assistance programmes for employees.  For purposes of 
convenience and for the facilitation of transactions for payment, these services are linked to 
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the mines’ financial systems. However, employees who are not financially responsible, find 
themselves in a lot of debt due to the convenience and accessibility of these financial 
system. 
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1. Introduction 
The political changes in South Africa coincided with global corporate transformations and 
technological changes in mining. These changes were associated with an unusual 
combination of socio-political pressure for fairness in all employee ranks and investor 
pressure for higher returns in shaping the new models of mine production. Newer technology 
also influenced corporate restructuring where jobs and organizational structure have 
transformed and continue to change. Although the new technology has compromised the 
numbers in labour power, it has, however, improved skills and production. Improvement in 
production has also come with the new corporate culture of competition and employees are 
in constant pressure to produce so that the production demands match the international 
markets. Transformation in mining included better stakeholder negotiation mechanisms, 
improvement in remunerations and other benefits, more conscious initiatives in investing 
health and safety and the general well being of employees.    
   
The objective of this study was to investigate the relationship between remuneration systems 
(bonus and salary) and employee psychological well-being and the subsequent impact on 
safety, productivity and profitability in the coal mining industry. The scope of research was to 
examine the employees’ practical work environment; social and economic status as well as 
perceptions about the remuneration system visa-vis stress and morale and their impact on 
safety, productivity and profitability. This approach of research determined the effectiveness 
of the remuneration system in the mines, that is, whether it serves as a driver to improve or 
compromise the quality of life and well-being of employees and the subsequent influence on 
safety, productivity and profitability. 

The study is based on the premise that human health and well-being are influenced by the 
environment in which people live and work. The interaction of both the work and living 
environment and the individual perception and interpretation of the status of those 
environments can impact either positively or negatively and the impact may be translated 
both physiologically and psychosocially.  The positive impact is usually driven by working 
responsibly, safely and productively. The negative impact may be presented in a form of low 
morale and self-worth which may cascade into unproductive deliverables, distracted effort, 
and occupationally and socially unsafe behavioural practices. The negative impact usually 
manifests potential physiological or psychosocial abnormalities that ultimately impact on the 
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social and work environment. The psychosocial impact tends to be unconscious and or 
subtle among employees. Workplace stress is defined by the CCOHS, 2005 " as the harmful 
physical and emotional responses that can happen when there is a conflict between job 
demands on the employee and the amount of control an employee has over meeting these 
demands.” The physical signs of stress may present themselves in the form of headaches, 
teeth grinding, clenched jaws, chest pain, shortness of breath, pounding heart, high blood 
pressure, muscle aches, indigestion, constipation or diarrhoea, increased perspiration, 
fatigue, insomnia, frequent illness (CCOH, 2005). Psychosocial stress, on the other hand, 
present themselves as anxiety, irritability, sadness, defensiveness, anger, mood swings, 
hypersensitivity, apathy, depression, slowed thinking or racing thoughts; feelings of 
helplessness, hopelessness, or of being trapped (CCOHS, 2005).

Data was collected through the review of relevant documents, in-depth interviews and focus 
group discussions with workers in various operations, their supervisors and senior 
management at different ranks in collieries.

2. Literature review
Appendix A has a detailed compilation of the review and analysis of South African and 
international literature addressing the impact of remuneration and stress on productivity, 
profitability and safety. There is vast international literature linking job stress and well being 
and some of the components of stress include remunerations. The standard elements in 
remunerations generally entail salary or wages and other components in the form of 
additional incentives, including among others, – bonus, medical aid, pension fund or 
provident fund, car allowance, education and housing subsidies etc. The guiding principles 
that have been proposed by the International Labour Organisation (ILO) to employers to be 
considered when measuring remunerations include:

a) National laws and regulations 
b) Legally established or recognised machinery for wage determination
c) Collective agreements between employers and workers (or labour unions); 
d) or a combination of these various means 

The literature on South Africa reflects on the uniqueness of mining, the shift from migrant 
labour to gradual increase in local labour, and how remunerations evolved from the racially 
divided society in the early 1900s and later during the apartheid years, as well as during the 
transformations that emerged in the mining industry in the post 1994 era. The case study of 
Lesotho shows how remittances benefitted household income of that country and it sheds 
light on how a shift from migrant to local labour might impact socio-economically on SADC 
countries. 

Much can be learned about issues of unemployment and how it is impacting on banking 
opportunities in the formal and informal sector, the consumption priorities in general and in 
mining in particular, changes in medical aids schemes and other benefits in South Africa.

Literature is also insightful on work related stress (of which remuneration is part of) and the 
importance of employee well being. Although unions are trying to address the imbalances of 
the past through the tripartite structures in mining, there is still a huge gap in remuneration 
between management and people on the shop floor, a pattern prevalent in most of South 
Africa’s corporate world. The literature analysis also examined the impact of job stress on 
corporate productivity and profitability. Various studies show various forms of stress. Some 
research show the positive impact of stress on productivity. Other studies show that stress 
can lead to poor health and even injury and the fact that it should never be confused with 
challenge. A challenge is positive in that it gives people energy to perform physically and 
psychologically but excess stress will leave an individual feeling exhausted. Excess work 
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related stress has to be properly managed, otherwise there could be serious health and 
safety implications.

The following is a summary of the effects of work related stress on worker health and safety:

Signs of stress 
• Restless sleep
• Complete sense of exhaustion
• Loss of appetite
• Short temper
• Irritability 

Possible causes of stress

• Increased demands at work
• Working shifts (prolonged hours)
• Quarrels with colleagues 
• High work demands and minimal salary
• Personal problems
• Infrequent rest breaks
• Routine work or work that needs very little skill which provide minimal sense of 

control
• Poor communication 
• Lack of family friendly policies
• Lack of support or help from colleagues or supervisors 
• Rapid changes for which employees are not prepared
• Job insecurity and lack of opportunity for growth, advancement or promotion

Health Implications 

• Increased blood pressure headaches/migraines  
• Psychological disorders
• Musculoskeletal disorders 

Possible solutions/remedies

• Communicating anxieties with the relevant people (colleagues or family)
• Professional counselling 
• Exercise
• Positive outlook
• Stress management training

Statistics (US)

• 25% of employees see work as the major stressor in their lives.
• 75% of employees agree that the present generation is experiencing more work-

related stress.
• Work problems are strongly associated with health problems/complaints, more than 

other life stressors such as family or financial problems.
• People with high levels of stress will spend 50% more on health care, compared to 

those who keep stress under control

Contrary to what some companies believe, research has shown that excessive stress or 
increased demands on employees can have a negative impact on productivity and ultimately 
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on profitability.  While infrequent stress is not harmful, once the stress becomes prolonged 
the human body experiences wear and tear, which can lead to serious health problems. Very 
often, excessive stress leads to absenteeism, tardiness (sluggishness) and even job 
dissatisfaction, which can negatively affect the bottom line.

Healthy organizations are therefore defined as those whose employees experience low rates 
of illness, injury, and disability at work, and which and also perform well in the market place.

Maintaining a healthy workplace i.e. one with (i) reduced stress disorders; (ii) satisfied and 
productive workers; (iii) profitability and competitiveness, is not difficult to achieve as long as 
genuine care and consideration is shown to employees.

It would suffice to say that each of us is responsible for our own health and safety. Stress 
should therefore be managed and it should never be allowed to spiral out of control. 

3. Research Methodology

The study was commissioned by Coaltech 2020’s Human and Social Research unit 
(comprising major coal companies, universities, CSIR, labour unions and government), and 
conducted by the CSIR.  Coaltech 2020 addresses the specific needs of the Coal Mining 
Industry in South Africa using local and international knowledge and skills.

The selection and sampling of mines for data collection were conducted from the following 
Coaltech 2020 partners:  Anglo Coal, Eyesizwe Coal, Ingwe Coal, Kumba Resources, Sasol 
Mining, and Xstrata Coal South Africa. 

3.1 Study tool and data collection
Data collection methods used to compile this report were two pronged: desktop research and 
fieldwork in various coal mines. International and local literature, as well as mine reports 
were reviewed and compiled to assess the status of remuneration, productivity, safety and 
morale in the coal mining industry generally, and specifically in South Africa. 

The study was primarily qualitative and partially quantitative with the soci0-demographic 
information forming the quantitative segment of the study and occupational/labour and socio-
economic factors forming the qualitative segment. A study guide/questionnaire which served 
as a tool for data collection was designed in two parts. The first part covered structured 
socio-demographic data profiling the background of study participants in the selected 
collieries. The second part was a non-structured, open-ended component covering labour 
and socially related issues to identify employee ranks, job grading (as proxy for salary scale), 
production related information, profitability, safety, morale, job stress, employee assistance 
programs, on-mine independent financial service providers. It also included other services 
linked on to the mine payroll system, income and expenditure patterns at personal and family 
levels.

An open-ended interview guide was used for the collection of qualitative data through focus 
group discussions and in-depth interviews. 

Quantitative data entry and analysis were conducted using Excel/Access Statistical analysis. 
Descriptive statistical data analysis was used to tabulate socio-demographic data of study 
participants. 

1



3.2 Selection of study sites
Study sites were selected with the cooperation of the Coaltech Human and Social 
Committee. It is within this forum that research concerns were identified, prioritised and the 
study protocol was approved.  The members communicated the content of the protocol with 
relevant structures at their respective mining houses and mines. The CSIR was granted 
verbal agreement and this was followed by a formal written agreement by Coaltech 
stakeholders. A selected individual on the mine coordinated the study – such individuals 
were either human resource managers, employee relations managers with the assistance of 
labour unions.

3.3 Study Participants 
Individuals who participated in the study were well integrated, and were selected using non-
random stratified sampling method identifying employees in all strata on the mine. They 
included mine managers; human resource managers; employee relations managers; middle 
management (mine captains, shift bosses, foremen); artisans; miners; support team; safety 
officers and or representatives; occupational health officers and hygienists; and general 
employees or operators (graded three to eight) working underground, open cast/pit site 
operations, plant, and laboratories. Other participants included time office administrators, pay 
roll administrators, EAP administrators and labour union representatives. Other participating 
institutions were the Chamber of Mines of South Africa (Chamber of mines), relevant CSIR 
human resource experts and financial assistance services operating on the mine. In each 
mine, 20 to 25 people participated in the study – and these excluded off-mine institutions. 

The study objectives and consenting statements to participate before interview sessions 
were either read or given to participants to read for themselves and discussed for purposes 
of clarity. Besides the formal permission received from the mines individual interviewees 
gave verbal consent.  

4. Study findings
4.1 Demographic profile of research participants
The following tables and graphs present the background to the socio-demographic data of 
study participants in the collieries where the study was conducted. The variables describing 
their profile include, age, gender, education background, home language, the home province, 
nationality, job category, and their residential status. Residency status indicates whether the 
participant lives on the mine or outside the mine, the type of housing in which they reside; it 
also establishes if the participants live with their nuclear families or not. The objective of this 
profiling was to establish the status of the workers’ socio-economic well-being and to get a 
snapshot of the psycho-social dynamics associated with the mining career, including issues 
of migrancy (looking at psycho-social differences between local labour and migrant labour), 
the financial status in maintaining their lifestyles, gender distribution and integration in 
production sections as well as their education level.  These data presents the status of the 
evolving social development and personal advancement of mine employees and the interplay 
of remunerations and financial management in the midst of mine transformation.  

Table 1 below presents the age distribution of study participants. 
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Table 1: Age distribution of study participants, 2005

t

 
Frequency Missing= 1

Figure 1: Age distribution of study participants in sampled collieries

Figure 1 above shows the age distribution of interviewees of the collieries that participated in 
the study, the majority of whom are in the 40 to 49 age bracket, followed by the 30 to 39 age 
group. The gradual increase of young people in the age category 21 to 29 is a reflection of 
the mining industry’s transformation and recent move to recruit post-matric and post-tertiary 
employees so as to offer young people opportunities to occupy positions in both technical 
and operations departments.   
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Age Frequency Percent

younger than 21 2 2.53

21 – 29 10 12.66

30 – 39 25 31.65

40 – 49 34 43.04

50 – 59 8 10.13



Table2: Gender distribution, 2005

Gender Frequency Percent

Female 12 14.63

Male 70 85.37

Figure 2: Gender distribution, 2005

Figure 2 above is a true indication of differences in gender distribution in the mining industry 
where male employees outnumber female employees in production sections. Historically, 
women in mining have been employed in cleaning, catering and secretarial positions. It is 
only recently with the introduction of the Mining Charter that initiatives and processes are in 
place to integrate women in production sections. The targeted quota for the integration 
process is 10 percent of total mine employees in a mine entity.
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Table3: Education background, 2005

Frequency Missing = 1

  Figure 3: Education background of study participants in various 
  employee categories, 2005

Figure 3 above shows a shift in education background among operators in the mining 
industry. The number of employees with high school diploma and tertiary education is higher 
than other groups. Considering that the majority of employees are between the ages of 30 to 
59, it shows that existing employees are advancing their education level and that the 
recruitment in mining has also shifted focus on employees with a minimum of high school 
diploma. 
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Education Frequency Percent

Primary 4 4.94

High school leaver 17 20.99

High school diploma 36 44.44

Tertiary 24 29.63



Table 4: Home language distribution, 2005 

Frequency 
Missing = 5
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Language Frequency Percent

Sesotho 2 2.60

Tsonga 2 2.60

Setswana 3 3.90

isiXhosa 1 1.30

Sepedi 10 12.99

isiZulu 31 40.26

isiSwati 2 2.60

isiNdebele 3 3.90

English 2 2.60

Afrikaans 21 27.27



Figure 4: Language distribution among interviewed mineworkers in collieries.

In figure 4 above, the predominantly spoken South African language among interviewed 
mineworkers in Mpumalanga and Limpopo 
collieries is IsiZulu, followed by Afrikaans. Sepedi 
is the third popularly used language after 
Afrikaans. The least spoken is the IsiXhosa.

Table 5: Provincial residency, 2005.

Frequency Missing = 5
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Nationality Frequency Percent

SA 78 98.73

ZIM 1 1.27

Home_province Frequency Percent

 Eastern Cape 1 1.30

Free State 1 1.30

Gauteng 4 5.19

KwaZulu-Natal 5 6.49

Limpopo 10 12.99

Mpumalanga 53 68.83

Northern Cape 1 1.30

North West 2 2.60



Figure 5: Provincial distribution according to where the sampled mineworkers come 
from, 2005. 

Figure 5: shows another shift from the historical employment of migrant labour to the 
employment of more local labour in the mining industry. Understandably so, the dominating 
employee home province of 68% employees is Mpumalanga, followed by the neighbouring 
province of Limpopo. This outcome presents an apparent decline in migrant labour.

Table 6: Employees’ job categories, 2005

Current_job_position Frequency Percent

Manager 15 18.29

Supervisor 12 14.63

Artisan 11 13.41

trainer/ assessor 4 4.88

health & safety rep/officer 6 7.32

lab technician/analyst 2 2.44

general employee (operators) 30 36.59

Labour union 2 2.44

Figure 6: Current job categories of the sampled mineworkers, 2005

Figure 6 shows the distribution of employees who participated in the study by job category. 
As expected employees in job category three to eight are in the majority. The study reflects a 
fair participation of all employee ranks within and across participating collieries.

2



The living environment of the participated mineworkers is as follows:

Table 7: Residential status, 2005

Table 7 above shows that more employees live outside the mines and less than five per cent 
live on the mine. Again, this is a reflection of impacts of the replacement of migrant labour by 
local labour and the changing patterns of the traditional mine-based housing arrangements 
vs. private family homes on or outside the mine.  Most collieries no longer have hostels on 
their premises and have opted for home accommodation and transport subsidy for their 
employees.

Table 8: Housing Type, 2005

Table 8 reflects the newer trend in the mining industry where a large number of mine workers 
are moving out of the mine hostels and living outside the mine, either in the townships or 
suburban houses. Most of the suburban houses referred to are mine residential houses that 
were previously allocated to white officials. The residential patterns in these housing 
arrangements are now fairly integrated and the choice to live there is based on affordability 
than on race. The other suburban houses are private and not so affordable to other 
employee categories, particularly job category three to eight. 

Table 9: Family residency status, 2005
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Residency 
status

Frequency Percent

outside mine 80 97.56

on mine 2 2.44

Res_type Frequency Percent

  Private suburban house 35 42.49

Mine suburban house 31 38.00

township municipality 
house

8 9.76

Rented room 4 4.88

mine hostel 2 2.44

flat 2 2.44

Reside_family Frequency Percent

NO 18 22.22

YES 63 77.78



Frequency Missing = 1

Table 9 confirms the changes in the living patterns in mining as exemplified in table 8. The 
majority of employees reside with family on mine family units or private houses outside the 
mine property. Only 22 percent of the interviewed workers do not live with families. They 
either live in single sex men’s hostel, or a privately rented room or flat. 

4.2 Remuneration Structures (Salaries, bonuses and other 
incentives)
The structure of employee remuneration varies from mining house to mining house, as well 
as between employees in categories three to eight and those classified as officials. 
Negotiations and bargaining for varying components of the remuneration structure and for 
varying employee categories are also conducted at different levels of the mining industry 
structures with some components negotiated at mine level, at mining house level and/or 
through the Chamber of Mines structures. 

The current remuneration system in the mining industry was adopted and has been in effect 
for a period of 10 years. The structure normally comprises basic pay, housing, medical aid 
and travel allowances, as well as production and safety incentives/bonus.  

Production bonuses are paid at varying intervals throughout the year in all participating 
mines with differing rates between mines, employee categories, and underground and/or 
pit/open cast and surface crews. These production bonuses cover mainly non-staff 
employees in job categories three to eight. The underground cutting crew gets the highest 
bonus often double or 75% of their monthly salaries. Then the production bonus gap 
increases negatively to 50%, 25% or less of the employees’ monthly salaries among the 
underground construction section, the surface workshop, and the plant sections.     

The collieries that participated in the study and their systems of remuneration are 
characterised largely by their affiliation and or non-affiliation with the Chamber of Mines. The 
concept of the Patterson grading system is utilised though the design of the content has 
evolved to uniquely fit the mining industry where, on one hand, both letter and numerical 
symbols, or, on the other, numerical symbols only are used. For more than 25 years the 
mines have used this system of grading to decide on individual or team grading and 
remuneration. With the advancement of technology, a computer-based software with a 
mathematical component (questionnaire) is used to grade a person and the resulting scores 
will determine where to place and how to remunerate that person. 

Using this standard model, different collieries have derived various remuneration systems 
that are unique for and suited to the interests of their businesses. The more pronounced 
standards that are used are the Chamber of Mines remuneration system and the non-
Chamber of mines remuneration system. However, the grading methodology is the same, 
although the design and structuring of the packages are different. Based on the data 
collected in this study the following examples are being utilised:

2



  Table 10: Employee job grading system 
Grading Numerical 

(Levels or 
categories)

Job description

A4 2 Process hand and production helpers
B2 3 Composite operators and Engineering 

attendants
B4 4 Composite operators and Senior Engineering 

attendants
B7 5 Colliery Secretary, payroll assistants. Health and 

safety representative
C1 6 Occupational hygienist
C3 7 Artisans, process foreman
C5 8 Foremen – in electrical and mining engineering
D1 9 Shift boss/production manager
D3 10 Production superintendent
E 11 Mine manager

4.2.1 Remuneration system – example 1
Employees are categorised into three graded groups: 

1) General employees or operators (graded A3 to B5 levels or level 3 to 8) comprises
- Non-staff employees and labourers (contractors)
- Labourers with years of experience (former bass boys) graded as B5
- General labourers without job experience (novice)  graded as A3

2) The category of Miners and Artisans (a majority are in grading C1 to C2)

3) Officials (B3 to E Levels).
This category includes clerics, service staff, middle management and top management 
profiled as follows:

a. Clerks without experience graded B3
b. Shift boss graded C5
c. Production superintendent (mine captain) and other technical  staff graded D2
d. Mine Manager graded E or above

Officials in C1 to C5 receive a variable commuting allowance which is calculated per 
distance travelled. It is provided to employees who are not using company transport.

4) Categories D1 to E levels are top officials and receive an all-inclusive/cost to company 
package which an individual can structure according to their applicable conditions into a 
housing and car allowance and medical insurance and retirement fund. Over and above 
the all-inclusive package, the employees get a fixed commuting allowance that the 
company contributes on monthly basis.

E level is considered head office executive post or official.
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4.2.2 Remuneration system– example 2
The salary management system is in two categories:
a) Package category applies only to middle management (foremen) and above or C level to 
E level.  In this category, salaries are negotiated annually under company policy by strategic 
management. Management addresses the interest of this category of employees because 
they are skilled contracted employees within the mining house. They are specialised labour 
with particular expectations built into a regular performance evaluation.

The total package includes basic salary, housing allowance, medical, pension, 13th cheque 
and annual bonus and production bonus. Annual bonus is based on mine performance and is 
received in lump-sum.

b) Negotiable category applies to employees in job category three to eight, as well as 
technical teams, employees below supervisory level (foreman), and would include miners, 
artisans and operators. These employees are not contracted labour and are represented by 
labour unions. The packages are negotiated annually and/or biannually by organised labour 
unions on behalf of general employees in all the structures of the mining house. 

Employee benefits are structured as follows: 
- High ranking officials (Middle and top management) – medical aid, pension and 

retirement fund
- Other officials and general employees in operations– limited medical aid and 

provident fund (in place of pension/retirement fund).

Medical aid option is not packaged the same way for all employees. Generally, the company 
contributes 70% and the employee contribution to the medical aid fund is 30% but 
percentages differ from mining house to mining house as well as between business units. 
The medical aid scheme in use avails four choices which are all based on affordability and 
salary scale. General employees therefore usually belong to a low cost medical aid option 
usually with very limited benefits, which turn out to be costly and impact adversely on their 
minimal salaries.  In this low cost option, services such as referrals to specialists are not 
covered by medical aid and employees have to pay out of pocket. Owing to the non-
affordability of these expenses, employees often default on payments. These defaults have 
at times resulted in court orders for non-payment of medical bills with some employees 
standing the risks of losing their possessions in lieu of debt. Collieries are aware of the 
problems posed by this low cost medical aid option but they have expressed frustration in 
identifying an affordable medical aid package for employees in categories three to eight. 

The provident fund structure is driven by unions. It is paid out in a lump-some or in monthly 
payments upon retirement.  Job category three to eight employees in the Chamber of Mine 
system use the Mineworkers provident fund as the service provider for retirement savings. In 
a non-Chamber of Mine setting other service providers facilitate the Provident Fund for 
employees. The conditions for both services differ significantly. Under the mineworkers’ 
provident fund the contributions are structured and compulsory whereby the employer 
contributes 13.5% and the employees contribute 7.5%. In a gate wage or non-Chamber of 
Mine system the employer contributes 5.9% and the employee contribution is voluntary and 
dependent on how the package is designed.  Previously, the mineworkers’ provident fund 
paid off retirement funds in a lump-sum.  
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But recently, the provident fund service providers have introduced a more flexible system 
whereby an employee has a choice, upon retirement to either take funds in lump-sum or 
arrange monthly payments. 

4.2.3 Remuneration system – example 3
As indicated above, senior management (level D1 to E) have an all-inclusive, total cost to 
company package where they design their remuneration structure to suite their personal 
situations. This approach is not normally practiced at C level and below but in one mine, an 
all-inclusive system of pay for employees in C level and below, including job category three 
to eight, is utilised. 

For example, remuneration packages for people in management (C level and above) are 
designed similarly to those of the Chamber mines (with company structured remuneration) 
while packages for C level and below are open and non-structured with the employee at 
liberty to join a medical aid fund or a pension/provident fund or not. This means that 
managers have basic salary and are under the company’s obligations to utilise the services 
of the medical aid insurance, pension fund and other benefits designated by the company, 
inclusive of those benefits is the 13th cheque, and various allowances and incentives. 
Employees below C level in the non-Chamber of Mine package on the other hand, are on 
gate-wage where an all-inclusive lump-sum remuneration is paid to employees, and it is left 
at the discretion of an individual employee to design the package as they see fit as well as to 
identify and utilise a service provider of their choice for medical insurance and pension fund. 
The word gate-wage literally refers to employees getting paid and being left at ‘the gate’ to 
do whatever they may want with the salary.

This system is aggrieving employees in C level and below because packages are arranged 
in such a way that they do not reflect the breakdown of basic salary, and other benefits. In 
essence, employees do not know what their basic salary is and what amount is set aside for 
other contributions in medical aid, provident fund and the likes. Only pay as you earn (PAYE) 
and unemployment insurance fund (IUF) are reflected on the pay slip. The fact that 
employees are supposed to design their packages, the majority of them neglect to identify 
service providers for medical aid as well as ignoring to make contributions towards their 
provident fund. ‘One interviewee indicated that of the people he interacts with on a daily 
basis, every tenth of them do not have medical aid.  Another interviewee who takes home 
R20 000 a month, is aggrieved by the fact that she was not disciplined enough to set aside 
money for contributions into a medical aid fund, retirement fund and other forms of savings’.

Salary packages are arranged according to employee job grading and according to whether 
they are novices, unskilled, semiskilled, with minimal experience or skilled and with years of 
experience. 

As indicated earlier, salary increase negotiations are conducted annually or bi-annually.  The 
union wage negotiations in one mine that utilises the all-inclusive package system for all 
employee categories, demand very high increases (about 20 to 25 percent) and the 
perception is that this high demand is motivated by high debts experienced by employees 
who are challenged in organising their packages.

4.2.4 Other Benefits: Bonuses and incentives
The following is a summary of bonuses and other incentives distributed by the mines for 
various tasks and responsibilities. However, for purposes of the study the discussions will be 
more focused on production and safety bonus.
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4.2.4.1 Discretionary remuneration
Discretionary remuneration within the sampled mines and mining houses comprise:  housing 
allowances (housing subsidy or living-out allowance), safety allowance, shift allowance, task 
allowances, positive behaviour allowances and long-service awards, and the production 
bonus/incentive. 

4.2.4.1.1 Housing subsidy /Allowance: 
All employees are entitled to some form of housing and transport subsidy or allowance as 
compensation for accommodation expenses while in the employ of the mine. Depending on 
the job grading, employees who live off the premises of the mine will receive either a living-
out allowance or a housing subsidy. These allowances are standardised according to job 
grading and are not meant to cover the total cost of accommodation, but are treated as a 
subsidy against accommodation costs incurred. 

4.2.4.1.2 Shift allowance 
This allowance is given only to people working shifts or alternating shifts. What this entails is 
that out of the three shifts, there are sets of employees who work morning, day or night shift 
on regular basis and there is yet another set that alternate by treading these three shifts. For 
instance, they work morning shift for one or two weeks, get few days off and move on to day 
shift, break and move to night shift and the cycle starts all over again. Due to the rigorous 
nature of this system, employees in this category are incentivised.  

4.2.4.1.3 Task allowance 
This is an allowance given to employees who are multi-tasked and performing additional 
duties outside their day-to-day activities. For example, a miner does extra duties across 
areas other than his/her everyday work of blasting. 

4.2.4.1.4 Positive Behaviour awards and long service awards
These awards are given to employees whose positive attitude and team spirit have 
contributed meaningfully to a more conducive environment particularly in production, health 
and safety. It is also awarded to long serving employees who have shown dedication and 
loyalty to the company and usually include employees who have worked for the company for 
more than 25 years.

4.2.4.1.5 Leave
According to Section 20 of the Basic Conditions of Employment Act, workers are entitled to 
get annual leave of:
o 21 consecutive days, or
o 1 day for every 17 days worked, or
o 1 hour for every 17 hours worked.

Annual leave provision differ from one mine to the other but are never less than 21 days. The 
annual leave period in some mines is 21 days and in others is 30 days. There is also sick 
leave, special leave and maternity leave. The paid maternity leave in most mines is usually 
four months and anything beyond that is treated as unpaid leave. In extenuating 
circumstances and extreme emergency situations, and with the authorisation of the manager, 
workers may be allowed to exchange leave days for pay which is released with salaries at 
the end of the month. 

4.2.4.2  Bonus system
There are different types of bonuses issued for various tasks and responsibilities. Production 
bonuses are paid at varying intervals throughout the year in all participating mines with 
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differing rates between mines, between employee categories, and between underground and 
or pit/open cast and surface crews. 

4.2.4.2.1 Production bonus
Production bonus is distributed to employees on the basis of coal production targets. These 
targets, set on an annual basis are broken down into quarterly, monthly, weekly and daily 
production targets. A monthly production bonus is paid when 80% or more of the set 
production target has been reached. Therefore, on the basis of monthly production tonnages, 
production bonuses will fluctuate from month to month, at times being as high as R2000 per 
month, or as low as R18 per month, or at times no production bonus is paid. An employee 
will receive a production bonus calculation only for the number of days on which he has been 
at the production site. 

The most common stumbling block to meeting the targeted production tonnage include 
geological problems, equipment breakdowns, underground water accumulation, fatalities, 
and absenteeism leading to staff shortages and low employee morale. Equipment 
breakdowns are most common because they are usually as a result of geological problems. 
In an event of a fatality, the section closes down and there is no work done for that day. 

People are generally concerned about the unequal distribution of production bonus in the 
mines. Although the mines argue that a single percentage is used to calculate production 
bonus in favour of equal distribution, the percentage calculation per individual basic salary 
yields varying outcomes for employees in different job categories and salary levels. These 
outcomes tend to be more favourable and beneficial to employees earning high salaries. 
Low-income earners are at a disadvantage because even though they have produced 
according to or beyond the set targets, their bonus earnings for the month will be determined 
by the basic salary and mathematical calculation for that salary scale.

The other common problem that stresses employees is the timeous release of the production 
bonus. The release of the production bonus to individual employees depends on whether the 
supervisor submitted paper work to the time office within monthly deadlines so that an overall 
calculation of production bonus for each individual in the team can be made. There are, 
however, instances when supervisors have missed deadlines for submitting production 
bonus related paper work subsequently affecting the timeous release of production bonus to 
individual employees. At times, names of some individuals are erroneously excluded from 
the production bonus list with the resultant exclusion from the production bonus share for the 
particular period. This error can only be rectified at a future date once the section supervisor 
has submitted the appropriate query and supporting documents to the time-office. 

The other matter is that production bonus distribution normally does not include all mine 
employees and this is an issue currently under discussion between unions and management. 
Administration staff such as those in human resource management departments, finance 
departments, and other non-mining related support staff are excluded from the monthly 
production bonus benefit. Only employees whose jobs are directly related to production, such 
as underground employees, open cast employees, laboratory and processing plant 
employees, etc are eligible for a production bonus. Distribution of the production bonus within 
production teams is however unequal across jobs with the underground coal cutting crew 
eligible for up to 75% of their monthly salaries. However, the value of the production bonus 
declines across other jobs, with some employees getting 50%, 25% at times even less as a 
percentage of their monthly salary. 

The inequitable nature in which the production bonus is allocated is aggrieving many of the 
employees who are not in the underground coal cutting section. In spite of justifications by 
management highlighting issues such as relative risk and direct extraction of coal, other 
sections deem themselves equally and directly making an impact on coal extraction and 
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therefore entitled to a more equitable production bonus allocation. The argument is that the 
coal extraction section is directly reliant on the maintenance section to ensure efficient 
machinery, and timely repairs whenever emergencies arise, and it is equally reliant on the 
construction team to ensure safe coal extraction. On the other hand, the coal washing 
section is directly reliant on the amount of coal extracted and hauled to the surface and the 
team is totally reliant on the extraction team’s output. Any negative bonus adjustments on the 
coal washing section are therefore seen as misplaced penalty arising from the extraction 
team’s failure to extract and/or haul the expected coal tonnage. Employees are aggrieved 
because the production chain between the construction team, the extraction team, the 
maintenance team, and the processing plant team is not reflected in the production bonus 
allocation.

In view of the production cycle, inter-dependence between production teams and 
dissatisfaction by certain teams within the production cycle, there is potential for sabotage 
within the production, maintenance and processing chain but to-date people have refrained 
from such activities. For instance, an aggrieved maintenance section could slow down repair 
times, or sabotage machines so as to slow down coal extraction, or the construction team 
could take longer than procedurally required to carry out any necessary construction 
activities as a way to slow down coal extraction. But in spite of the teams’ dissatisfaction with 
the inequitable distribution of the bonus, such ‘go slows’ or sabotage were not reported. 
Commitment to companies and their strategic activities by employees have motivated the 
teams to do their best in their assigned duties ultimately ensuring maximum production 
bonuses for the extraction team.    

The fact that production bonus is production driven, uneven geological conditions, and 
varying levels of machine efficiency results in uneven cash flow from month to month. This 
leads to financial and debt management problems among many employees. However, the 
magnitude of the impact is varied depending on the size of the production bonus in relation to 
the basic salary. The extraction team which gets the highest production bonus often 
equalling double or 75% of their salaries, is the most negatively affected when production 
bonus fluctuates due to the fact that they loose a relatively greater portion of their expected 
monthly remuneration. But the other teams, more so the surface teams, whose production 
bonus is significantly lower, is the less impacted upon by a fluctuating production bonus.    

Discussions about a flat remuneration structure where production incentives for the previous 
year are averaged and spread across the 12 months of the current year is favoured by 
employees only in as far as stabilising financial and debt management dynamics of 
employees. However, there is concern that it will be impractical to maintain a fair balance 
between bad production and good production periods.  Management’s support of the option 
of receiving a single lump sum at the end of the year can be effective only as far as 
stabilising financial and debt management of an individual as well as giving the advantage of 
a large lump sum which can benefit individuals much more than smaller sums of money 
unevenly spread throughout the year.  Conversely, the proposed and much debated 
structure raised concerns about lack of trust between employees and management. Owing to 
lack of trust by employees in management structures, individuals are concerned that they 
may not receive the total lump sum that is due to them at the end of the year. Another 
concern is that retrenchment or dismissal, unfairly or unnecessarily orchestrated by 
management to save on payouts might mean loss of any accumulated incentives. 
Employees’ concern is that they may suffer a sense of powerless and not be able to control 
or monitor what is due to them when everything is regulated by management.

In one non-chamber affiliated mine, production bonus distribution varies according to 
employee level or grading and not according to the kind of work they do. The distribution 
covers both people in production and service, irrespective of whether they work in the pit site 
or not. For instance, an employee in blasting in category B5 earns the same bonus as B5 in 
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payroll office. In this mine production is high, often ranging between 102 and 106 per cent of 
the production target set, but the production bonus rates are much lower than in other mines 
whose production levels are relatively lower.  While employees in Chamber affiliated mines 
can earn as much as R2000 bonus per month, the employees in the same category at this 
particular mine earn R350 month with minor fluctuations, for the same levels of production. 
Employees are aggrieved by this system of production bonus; they feel penalised for 
producing beyond target instead of being rewarded for the outstanding performance in 
production. People question the methodology used for calculations, which seems to be 
drastically different from the norm in the mining industry. Employees and labour unions have 
raised these concerns with management to review the current method.

4.2.4.2.2 On-target bonus
This bonus is a business unit based performance or production bonus system used in some 
mines and it is distributed quarterly or annually. It is a form of performance bonus or 
production bonus earned for meeting the targeted tonnage. Achieving 85 per cent or more of 
the set target would warrant a bonus. On target bonus for general employees is distributed 
quarterly while senior management are paid a lump some, annually. Employees in category 
C and above receive the annual performance bonus only after the mine has been audited. 
When a 100 per cent of the target has been achieved, employees get an equivalent of one 
month’s salary. There are monthly financial management meetings between mine manager 
and underground and or pit managers to decide on calculations for production bonus. 
Anything between 100% achievement of the targeted production to 20% in excess of the 
targeted production will yield a benefit of 8.33 per cent. Production in excess of 120 per cent 
of the production target yields a further 8.33 per cent. There are however financial penalties 
applicable for any form of injuries as these have an impact on general productivity. 
 
4.2.4.2.3 Performance-bonus scheme/system (PBS)
This type of bonus benefits all categories of employees on the mine. It is issued half-yearly 
with the calculation based on quality and cost of production. It is issued only in Eskom 
supplier collieries and the criteria for its issuance are to produce good quality coal for Eskom 
at low cost and with good safety measures. For instance, if the actual expense for producing 
coal is 2.5 % less than the budget and safety has been adhered to, to an extent that safety 
related costs have not been incurred in a six month period, then everyone on the mine 
benefits from the bonus. Even though the production bonus measure is an annual 
distribution, it is provided half yearly with the safety and quality statistics from the previous 
six months used to forecast an appropriate production bonus for the next six months. These 
are shared profits for good performance and over the years have been difficult to accomplish. 
In one mine, since this system was introduced, in a three year period employees have 
earned the bonus only once and the amount was about R705. Lack of proper communication 
lines between management and employees in category three to eight of how this bonus 
system is distributed has caused mistrust and a wedge between the two. Employees in 
category three to eight do not have an understanding of how this bonus is earned and 
therefore have developed less confidence in the system, which they believe does not 
address their immediate needs. Employees in senior positions on the other hand seem to 
have a full understanding of how this bonus is earned. 

4.2.4.2.4 Gain sharing bonus system
This bonus is a company–wide performance bonus where profits are shared with all the 
employees. If the total performance of the company is satisfactory or exceeds set targets, 
everybody on the mine gets a bonus.  Individuals can earn as much as five times their salary 
depending on the performance of the company.  Although it is often a challenge to achieve 
set profit targets it is possible to do so. The challenge in reaching profits is highly influenced 
by the strength of the Rand in the international commodity markets and it is hard to estimate 
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how much anyone can benefit from the system. However, the job grading discrepancy 
interferes with equitable distribution.

4.2.4.2.5 Safety Bonus
This bonus entails large to small earnings in worksite sections for practicing good safety 
measures. At senior management levels, the safety bonus is earned through the gain-
sharing scheme which normally involves cost-effective production and safety recognition 
measures associated with productivity. The distribution process varies from mine to mine; 
some mines issue this bonus annually while others issue it quarterly. The safety bonus 
incentive for employees in category three to eight, on the other hand, is non-monetary and it 
is rather issued in the form of gift items or vouchers that may be exchanged for goods in 
specific mine-based general dealer stores. According to the mines, money is deliberately not 
used as a motivating factor because incentives should rather be viewed as a gesture of 
appreciation for the teams efforts to recognizing safety and these gestures come in the form 
of braais, bicycles, electrical appliances such as kettles, irons, TV, music systems etc. The 
explanation for the non-monetary distribution of the safety bonus for this group is based on 
curbing financial abuses that were associated previously with the issuance of the safety 
bonus. It is argued that some of the safety departments compromised employee safety in 
favour of earning large sums of safety bonus.  The unions and employees have questioned 
and contested the different approaches used in safety bonus distribution between employees 
in C level below and above. The unions argue on behalf of employees that people at senior 
level already earn various bonuses including the 13th cheque and yet they benefit more on 
safety incentives when the employees are the ones most exposed to injuries and given 
meagre earnings in the form of gift items.  The union view this practice as an addition to the 
history of a perpetual compromise of mine employee earnings. The mines argue that safety 
issues are not money driven; they are driven by the understanding of the impact of safety to 
colleagues, individuals and the organisation at large.  

Some of the irregularities in some mines are the fact that people in the same level and at 
times in the same section do not necessarily earn the same safety bonus. The difference has 
not been explained to employees,

Production targets are linked to both production bonus and safety and under this system 
people feel obliged not to compromise safety over production targets. There is a penalty 
associated with poor safety performance, which ultimately impact on the total bonus. The 
culture that has also been inculcated in most of the mines is that safety is the overriding 
factor to everything; there is no justification to compromise safety. Therefore, the main 
emphasis is that production targets are achieved without compromising safety.

The MHSC millionaire award scheme seems to have been more influential in the upliftment 
of behavioural and system’s safety practices and group morale than the usual mine-based 
safety incentives. The recognition associated with the millionaires’ award by the DME as an 
external body is most gratifying to employees even if it comes with small gift items.   

4.2.4.2.6 Overtime 
Overtime denotes time worked in excess of the eight hours working shift or the 40-hour work-
ing week as prescribed by the Basic Conditions of Employment Act of 1997(BCEA). Because 
of the rolling three shift system over the 24 hour period, employees cannot do overtime work 
during the week. Overtime work can therefore only be done over weekends or on holidays, 
and again as prescribed by the BCEA, accumulated hours over the week should not exceed 
10 hours. An arrangement for employees to work overtime over the weekends and over pub-
lic holidays is made only when there is need to make up for fall-backs on scheduled work of-
ten arising as a result of equipment breakdowns or operating in difficult geological terrain. 
Overtime work is remunerated and taxed, and it is paid to employees with their monthly 
salary. Employees are often available and willing to work overtime as a way to supplement 
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their salaries. In consultation with responsible supervisors, overtime hours can also be 
traded-off for normal shift production hours in lieu of hours of production missed as a result of 
authorised time off work. The practice of taking up overtime work is however more prevalent 
among people who are in debt and some of these are those who have received debt settle-
ment court orders.

At times, overtime tends to be abused by employees where they would work up to 12 hours 
of overtime per week. Excessive use of overtime was however more prevalent among em-
ployees due for annual leave as immediate cash requirements increase owing to travel costs, 
and expectations of income transfers and gifts for the households in addition to the usual 
cash requirements for food, rent, and debt management.  But recently many mining opera-
tions have put in place systems to regulate overtime, by ensuring adherence to the 10 hours 
per week restriction stipulated in the Basic Conditions of Employment Act (BCEA). Through 
in-house regulation, overtime should not exceed 10 hours per week, but where a need arises 
any hours in excess of the 10 hours should be off-set so that by the end of the month the al-
lowable maximum is adhered to. The actual control of overtime hours lies with the section su-
pervisor. Decisions of supervisors to authorise additional overtime hours may be influenced 
by work-related problems such as equipment breakdowns that require more time to fix. Any 
hours in excess of the allowable monthly overtime limits is not paid unless it is accompanied 
by motivation from the supervisors responsible, and such motivation should have been ap-
proved by the mine manager.  The human resource department only plays the role of decent-
ralising and validating remuneration information but does not intervene.  But in spite of these 
regulatory systems, some employees, influenced by financial pressures, still take chances to 
register overtime hours in excess of the allowable limit with the hope of making extra money 
to supplement their salaries.  

Not all employees are remunerated for carrying out overtime work. There is dissatisfaction 
among employees in supervisory positions who by virtue of their job descriptions have to 
work overtime with the cutting crew, the construction crew, or the maintenance crew, but 
unlike their subordinates are not remunerated for it. Although management argues that like 
other officials, the supervisors’ salaries have already factored in the need for overtime work, 
the supervisors argue that unlike other officials who can work from home to meet job 
demands, they on the other hand have to be on site to satisfy any overtime work demands. 
In spite of this dissatisfaction, supervisors still work overtime whenever need arise, driven by 
their key performance indicators based on monthly production targets.    

4.2.4.2.7 Coal Recovery 

Coal recovery shift popularly known as Zama-zama, is another way of increasing production, 
and like overtime work, this strategy gives employees the opportunity to supplement their 
basic pay. With increasing local demand, some operations saw the need to introduce 
mechanisms that would increase production. Although employees work overtime, over the 
weekends as a means to keep track of their weekly and monthly targets, the coal recovery 
shift is worked only over the weekend and only if the weekly target has been reached. In 
addition, this shift has to be worked within the Act’s limitations of 40 hours per week of 
normal shift and not more than 10 hours of overtime or coal recovery. Towards the Christmas 
holidays, the coal recovery shift is eliminated by the need to work-off the Christmas holidays. 

In spite of the fact that it is the shaft manager who makes decisions pertaining to the 
necessity for a coal recovery shift, employees have a way of manipulating the system so that 
production conditions indicate the need for the coal recovery shift. Workers would ensure 
that weekly targets are achieved and by Thursday all machine repair needs are reported, this 
in anticipation of adequately serviced machinery that would ensure high production during 
the coal recovery shift over the weekend. In spite of the rush to be highly productive during 
the coal recovery shift, accident statistics remain low at only 3% of the total accidents. 
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Employees have learned to work efficiently and safely during this time due to the knowledge 
that a breakdown or an accident will immediately render the coal recovery shift over. 

There is never a shortage of employees to work the coal recovery shift because 
remuneration for this shift is equal to double an employee’s remuneration and is paid 
immediately at the end of each shift. 

4.3 Production, productivity and profitability 
As a result of the increase in coal demand both internationally and locally, there is increasing 
pressure to increase production. This necessitated introduction of new technology and 
production incentives that would make it feasible for production demands to be met. The past 
ten years have seen a continuing increase in coal production from 184 million tonnes in 1993 
to 239 million tonnes in 2003. Simultaneously, employee earnings have also increased from 
R2 000 million in 1993 to R5 500 million in 2003 (Chamber of Mines of South Africa, 2003). 
These increase have however been contrasted by a sharp decline in employee strength from 
61 000 in 1993 to 47 000 in 2003 (Chamber of mines of South Africa, 2003). The declines in 
employee strength have been to some extend as a result of mine closure, or as a result of 
new technology, which are less labour intensive forcing mining companies to retrench large 
numbers of employees.  

In addition to new technology, increase in production over time has been influenced by 
improved machine handling techniques, better maintenance techniques, and adoption of a 
culture of productivity, and the motivation to competitively be the best section. These factors 
have together made it easy to achieve and exceed production targets, and there is little more 
that employees can do to improve their work exertion in order to improve production. 
Contingency time for machine breakdowns and difficult geological conditions has been built 
into the production targets and at times, the system is seen to be too inflexible to accept all 
kinds of difficult conditions. Not withstanding the positive impact that production bonus has 
had on employee morale, technical conditions at the workshop, the plant, the power-station, 
or technical or geological conditions underground can make it difficult or impossible for 
targets to be achieved in spite of the level of exertion applied by employees. Similarly, even 
during a ‘go slow’, some teams can still achieve and exceed their production targets given 
available technology with limited maintenance needs, and favourable geological conditions.   

The senior management data in some mines indicate that the approach to enhance 
productivity involved the introduction of a culture of high performance, economic value-added 
(EVA) type of remuneration and a more visible leadership, including corporate level 
positions. The high performance culture instils a good work environment for people and that 
culture comes with good company values and beliefs. The EVA system is an economic value 
adding system where the benefits of team performance are shared commonly by the group. 
Some of the mines have adopted a performance-based remuneration system and it is 
believed to have increased productivity. With this approach, the mines have inculcated the 
culture of good performance, the focus being that good performance will yield good 
production and everyone will benefit in the form of good bonus. Though it cannot be viewed 
as a driver per se, it can be interpreted as one of the factors that have improved productivity 
in some mines. 

Visible leadership involves transparency in leadership and decision-making as well as 
ensuring representation of all stakeholders in the company and its business units.

4.4 Safety
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The first few years of the introduction of a production bonus among employees in categories 
three to eight were characterised by a slight increase in accidents owing to overexertion, 
overriding operating procedures, and taking shortcuts in a bit to achieve production targets 
that would entitle them to a bonus. Mines have introduced various systems to improve health 
and safety in the worksite. Mines adopted a culture of safety to instil discipline and to 
encourage people to reframe from risk-taking behaviour, and avoid injuries to themselves 
and others at all costs. They introduced an integrated approach to safety and production to 
ensure productivity. These measures include improvement in risk assessment practices, 
adherence to safety precautions, development of codes of practice and adherence operating 
procedures, shock tactics, and introduction of independent and or production linked safety 
incentives in the form of money or gifts. Other safety system that have added value to the 
already existing safety programmes and include task analysis, planned 
observation/inspection and systems coordination to rectify any shortcomings in the system.

In the event of a set number of injury free shifts being achieved, a non-monetary bonus in the 
form of vouchers and gifts is given to employees.  For instance, If 100 000 man hours are 
worked without an accident or injury, employees are given vouchers to spend at the 
promotional shop and there are not tax implications. 

Although employees are of the opinion that safety incentives and gifts have no influence on 
safety achievements first because of their relatively negligible value and second because 
they value their lives and would not wish to compromise their safety, management is of the 
opinion that safety incentives have to some extend influenced adherence to safety practices. 
In addition improvements in training and ongoing communication of zero tolerance to injuries 
messages have acted as a positive reinforcement to safe work practices. Furthermore, 
management is of the opinion that accident related penalties as well as the drudgery of 
stringent administrative procedures related to accident reporting have positively influenced 
adherence to safe work practices. For instance: 

• Direct impacts such as loss of lives, loss of limps or serious lacerations that may res-
ult in loss of lives, loss of a job, or loss of remuneration due to lost shift during recu-
peration from an injury with possible loss of income. 

• An accident leads to disruption of the normal working routine, due to the injury itself, 
accident investigation, and or re-training following an accident, and therefore a pos-
sible loss of income due to loss of production time, inability to engage in overtime 
shifts, or coal recovery sifts. 

• The drudgery of going through an accident investigation which may involve a combin-
ation of questions forms to fill in, drug and alcohol tests, re-training, etc. 

Hence the continued decline in fatalities per million hours worked from 0.55% in 1994 to 
0.2% in 2002 (Chamber of mines of South Africa, 2002). 

But in spite of the knowledge of safety procedures, the impact of accidents on production 
routines, rules and regulations guiding the mining trait, an anticipation of the production 
bonus does still sometimes motivate employees to override regulations, or engage in 
activities that would achieve them a high tonnage which would subsequently entitle them a 
high production bonus. These are however not only attributed to motivation for a production 
bonus, but also a lack of discipline, and laziness which influence abnormal work routines as 
employees strive to finish their assigned duties quickly.

Although individuals within teams have designated jobs, as is required, individuals to not 
adhere only to their designated jobs, but the whole team works together to ensure a swift 
transition from cutting one square to the next. That is, once a continuous miner has finished 
cutting a square, the team works together to transfer the machine to the next square. 
Similarly, when there is a breakdown, the team works with the assigned artisan (fitter, 
electrician) to make sure the machine is repaired within the shortest period of time.
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Starting the shift earlier than scheduled is another practice used to push production. This 
practice however has the negative impact of disrupting routine machine maintenance. 

At varying levels employees collude, or certain levels of supervisors push their teams to “cut 
out of sequence” as a way to get “easy coal” and therefore high tonnage. This practice con-
stitutes risky behaviour which compromises the ventilation needs of the section.  

To ensure minimal repair time and the least disruption to the production process, some 
employees override the electrical system by “breaching out” electricity while they carryout 
repairs instead of shutting down all applicable panels in the section or in the operation.

Some employees tend to work without the appropriate personal protective equipment (PPE) 
such as gloves so they can work quickly. But such practices are cautiously carried out having 
weighed the seriousness of any probable accidents. 

Although employees normally follow required safety and work procedures, in the month 
following a low production bonus employees have a higher propensity to engage in one or a 
combination of the measures listed above in the bit to achieve a tonnage that would earn 
them a high production bonus in compensation for the previous month’s low production 
tonnage. It is at this time that safety representatives and supervisors have to be vigilant to 
guard against workers overriding safety standards. At times, the reverse happens, with 
employees working slower as a direct response to a low production bonus. The rationale is 
that seemingly, overexertion has no impact on production tonnage, but as the feeling wears 
off over the month, the normal working routine is adopted and production goes back to 
normal. 

With the introduction of the Mines Health and Safety Act (MHSA), mines continuously 
improve health and safety measure by using more integrated approaches to safety and 
production to ensuring safe productivity. The integration process involves safety, health, 
environment risk and quality (SHEQ Thrust) to ensure good practices at work site. As stated 
by some “the idea is to produce “clean coal” or “blood free coal.” 

4.5 Financial assistance/support programmes
For a long time mines were paternalistic towards their employees whereby emergency 
financial assistance programmes in the form of welfare loans, personal emergency loans, or 
cash advance systems were in place to service employees in times of need. These 
programmes were managed by the human resources department and had regulatory 
systems that discouraged dependency and abuse by employees. However, employees have 
often found ways to override any restrictions. People were abusive of the system to the 
extent of not managing their own finances properly. Administrative hassles have forced 
mines to phase out the system in favour of independent service providers in banking and 
financial assistance programmes. Some of the service providers have established a good 
rapport with the mines and have earned the status of a preferred service provider. They have 
been operating in some mines for more than 10 years.  The adoption of an independent 
financial assistance service provider has ensured that there is adequate capacity to take care 
of debt and financial counselling, debt consolidation and matching debt to basic pay, as well 
as application of a favourable interest rate. 

For purposes of convenience, services such as emergency loan, mine based general dealer 
stores and the mine based restaurant are contracted to the mine and linked to the payroll 
system. Employees can buy on credit and pay later. Payments/transactions are done through 
the employee salaries system. The loan application process involves matching debt to basic 
pay, and a one-week waiting period is applicable to allow time for the loan to be processed. 
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Some mines facilitate access to credit from mine-based promotion shops and furniture shops 
and such credit is guaranteed by the employee’s salaries. But this system also tends to be 
misused with employees depleting their salaries long before they are received, or employees 
using their access to credit to buy goods they do not need, which are often at a later stage 
exchanged for cash. There are cases of employees who buy on credit, often spending more 
than they can afford and this often impacts on their finances tremendously. At times, mines 
receive debt collection orders from courts to settle employees’ debts taken from private 
retailers through salary deductions. The worst-case scenario is of employees who have zero 
balance on their pay slips over six consecutive months due to poor debt management. 

The screening process and the one week waiting period used by the mine-based service 
providers have induced some employees to continue using the services of off-mine micro-
finance institutions and informal individual micro-financiers (machonisa) who make loans 
available within a short period of time, and who do not conduct debt consolidation 
assessments. Employees go to off-mine financiers when they need cash quickly. Such 
service providers are however problematic because they charge high interest rates, at times 
two times higher than what is normally charged by large financial institutions or mine-based 
service providers.  Eventually debts will be so high and unmanageable that debtors would 
often seek further credit to pay-off previous debts, or will stop servicing their debts often 
resulting in garnishee orders. 

In some other mines, the provident fund is linked to one of the major banking system and 
employees can apply for loans through this system. In this case, the provident fund serves as 
collateral or security for loans that are strictly meant to buy or improve a home. Employees 
can borrow up to 50% of what they have in the provident fund. In spite of the restrictions, 
some employees have been able to obtain loans for expenditures not linked to buying, 
building or improving a home, at times applying for loans through this provident fund linked 
system to repay debts.  

The application for a home improvement loan is conducted through the time office where 
forms are filled, submitted and assessed for authorisation. Once authorised the forms are 
forwarded to the bank for the release of funds into the applicant’s bank account. The 
determination of the amount of the loan is influenced by the employee salary scale. 
Authorisation for category three to eight is rarely granted for employees with open packages 
because they do not regularly make contributions into their provident fund. The collateral 
therefore, entails the employer’s contribution only and leaves very little loan for the 
employee, particularly for home loans. 

Some of the human resource departments on the mine have introduced financial 
management sessions where experts are invited to inform and advice employees on how to 
manage their finances. But employee up-take of such services is statistically very low. 
Employees have reported to not willing to discuss their financial decisions with strangers or 
with people outside their immediate families. 

In the event of serious emergencies, as assessed by the mine, employees are allowed to sell 
their leave days but only up to a certain agreed maximum, or to access a pro rata portion of 
their 13th remuneration cheque earlier that what is required under normal procedures. 

4.6 Employee Assistance Programme (EAP)  
An employee assistance program is a counselling service for employees provided by the 
mine. The EAP clientele from the mine comprises self-referrals, which refers to employees 
taking a personal initiative to make use of the service, referrals by line managers or 
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supervisor owing to work performance and absenteeism issues, as well as mandatory 
referrals by the human resource department. The purpose of the EAP programme is to assist 
employees in resolving personal and or work-based difficulties which may be affecting 
productivity at the workplace. An EAP is supposed to provide a support system that will 
render productive employees with improved relations at home and at work. 

In most operations utilisation of Employee Assistance Programmes (EAP) is very low, 
ranging between 2.5% and 4.5% which is lower than the targeted 5%. Although a few 
employees reported not knowing of the existence of an EAP programme, a majority see it as 
an HIV/AIDS, and domestic problems counselling programme. Some of the male employees 
expressed disinterest in discussing “their personal lives with a total stranger.” Many people 
do not use EAP services because they associate it with an element of weakness and mental 
incompetence.  And still, many choose not to seek counselling at EAP for fear that the detail 
of their problems will reach the mine management and possibly have a negative impact on 
the way they are perceived at work. A majority of clients present partner problems, family 
problems, and substance abuse problems, but the root causes of these problems, which 
could possibly be financial, are not statistically reported. However, there are anecdotal 
reports that most of the presenting family and relationship problems arise from financial 
problems. In a majority of cases, the presenting problems which have been formally referred 
to EAP by the mine, have lead to absenteeism, and to a lesser extent reduced concentration 
and reduced productivity. 

Besides, EAP services, there are relationship building forums held quarterly or twice a year, 
the last of which was close to the interview period. They usually include supervisors, unions 
and management to identify employee concerns, and solutions. 

Climate surveys are conducted by an external consultant to identify good and bad things that 
make employees either happy or unhappy. People are selected at random and interviewed.

4.7 Labour union representation and relations
Labour unions serve as employee support system in the work environment by translating 
labour laws, protecting employee rights, negotiating remunerations with the relevant 
stakeholders, mediating between management and employees and the well-being of 
employees.

In most mines there are three  unions  actively representing the employees in the mines and 
they are National Union of Mineworkers (NUM) and Mine Workers Union (MWU), also known 
as Solidarity and Underground Association of South Africa (UASA). For a union to be 
recognised by the mine or employer as an employee representative, they have to have 50% 
of the total employees of the mine as their membership. When NUM started in 1994 it had 
more than 50% representation and was confined to category one to four (the majority of 
which are black employees). The current interim agreement allows NUM to have 
representation from three to eight category. Initially, the majority of Solidarity and UASA 
membership is in category C level an above (mostly white and skilled employees) and with 
the new interim agreement they are allowed to have representation from band 3 to 8. 

In the current system where NUM, UASA and Solidarity core-exist they carry out a joined 
forum for wage negotiation and other joined meetings to address employee interests. 
Traditionally, negotiations for annual increase used to be done with individual unions. For 
instance, NUM would negotiate on behalf of general employees or operators (grade A-B 
levels); (MWU) would negotiate for miners and artisans and (UASA) would negotiate for 
middle and top management officials. 
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Although some mines no longer have negotiated packages for employees in category C level 
and above, packages for category three to eight are still union negotiated. This is mainly 
because the there are a lot of transformation issues still to be negotiated to improve the 
status of the work environment for the previously disadvantaged mine employees and these 
include, inter alia, improvement of remunerations, living conditions and other benefits. The 
normal trend in mining in the past 10 years has been in favour of improving the status of low-
ranking employees due to the legacy and imbalances of the past. 

Unions would also like the gate-wage remuneration system to be aligned with Chamber of 
mines aligned remuneration system so that insurance provisions towards medical aid funds, 
pension provision and others are deducted from the salaries before employees are paid. The 
current system where employees receive the total cost of employment is disconcerting to 
unions; they are concerned that their membership has difficulty structuring their basic salary 
so that there is provision for medical assistance and retirement insurance.

4.8 Employee Morale and Stress
As the study hypothesised, interview data across participating mines indicate varying 
degrees and levels of employee morale and stress linked to differing remuneration systems. 
According to study participants, employee morale is influenced by salaries, fluctuating 
production bonus, perceived fairness of management in dealing with employee issues, 
relationship with the supervisors, a sense of respect and belonging within the workplace, 
team dynamics, production performance of the section; equipment breakdowns, working in 
the production section, and severe injuries or fatality. The morale and stress impact varies 
across employee levels, responsibilities, accountabilities and the manner in which systems 
are run on the mine. 

4.8.1 Remuneration
Employees in senior management experience high levels of morale with similarly high levels 
of stress.  Money or remuneration is not a major stressor among this group, because they 
claim to adjust their lifestyle according to the monthly salary. They are not affected by the 
fluctuating bonus system. The packages of senior management are designed at corporate 
/head office level and the annual negotiations are also conducted at that level. Participatory 
approach in negotiations influences the outcome, which is usually reached through 
compromises and understanding among participating groups. Data indicate that managers at 
this level do not suffer a sense of unfairness or confusion surrounding agreements made 
regarding salaries. The challenge and stress indicators at this level is ensuring that 
production targets are met; using the right technology to achieve the required productivity; 
improvements in productivity; and ensuring that profitability targets are achieved and are 
constant. Other concerns are ensuring that the needs of the shareholders are met; 
maintaining a good image of the organisation; and safeguarding the health and well-being of 
employees through good health and safety practices.  

Within the middle management level (shift bosses and foremen), salaries and total 
remuneration packages do not seem to cause low morale. The major stressors are ensuring 
that optimum production targets are met. The greatest challenge is playing the role of a 
coach by motivating and sustaining high morale for optimum performance. The major 
stressor among shift bosses and foremen is the fact that accountability is not financially 
compensated. The accountability of a section is the foremen’s responsibility but the foreman 
is not paid for overtime. In an event of a call out he/she will not be paid for the call, but are 
allowed to take hours off. However, the same call out for an artisan or engineer is financially 
compensated. At the same time, the artisan and engineers will also get a production bonus 
at the end of the month that the foreman does not. At the end of the month, the net salary of 
the engineer tends to be better than that of the production manager even though he 
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(production manager) has overall accountability for production and the section. This problem 
is aggrieving foremen and it is being addressed at the mine management level. 

Amongst artisans and engineers, benefits such as living out allowances and transport or car 
allowance are available although the rates are comparatively lower than what is offered to 
production managers. Owing to the fact that artisans and engineers work across the section, 
making sure that everything is in working condition for the production teams, their production 
bonus is calculated as an average of all the production sections. In this category, it is 
therefore uncommon for production bonuses to exceed monthly salaries. 

The fact that foreman and shift bosses take home less than what the artisans earn there is 
no motivation for artisans to look forward to becoming foreman or shift bosses.  The artisans 
are not directly involved in production their contribution is ensuring that breakdowns are 
minimised so that the production teams can work without interruptions. The major stressors 
are related to being blamed for production losses resulting from breakdowns and other 
maintenance problems, which sometimes are beyond their control.

Employees in category three to eight receive a basic salary, monthly production bonuses and 
other benefits including limited medical scheme benefits which exclude family members, a 
provident fund, living out allowances and transport allowance of approximately R800 per 
month. People residing in mine hostels do not receive living out and transport allowances but 
receive only food allowances of approximately R200.00 per employee per month. Employees 
find the living out and transport allowance to be too little and they do not know how that 
figure was reached. The other concern regarding benefits is the fact that employees work in 
dangerous situations and they deem it necessary to receive a risk benefit i.e. there must be 
an allowance for working underground because of the inherent dangers of underground 
work. Additional gifts such as purchase vouchers and electrical appliances usually distributed 
in lieu of good safety statistics, while not rejected are viewed with dismay: “they do not 
address our immediate needs, but we take them anyway”, some employees have 
commented.   

Employees in this category deem the total package to be generally low, and the fluctuating 
nature of the production bonus to be frustrating. The bonus fluctuations in this category 
impacts on morale because for them bonuses are supposed to complement low salaries. 
However, there is a significance difference in morale between good performing sections as 
opposed to poorly performing sections. Production bonus in performing sections is viewed to 
be a motivator, creates good performance, and creates positive energy for a reason to work 
and people are pushing themselves very hard to make their bonus.

The major stressor in this category three to eight relates to the ability to achieve a production 
target. When targets are not met, stress levels are very high because of the financial impact 
felt in the absence of a production bonus on the total monthly income. Employees query that 
the benefits accruing to achieving and exceeding production targets are not shared equally 
among all employees regardless of job category. The gap between production bonus paid to 
supervisors as compared to what is paid to operators is very wide, at times as high as R5000 
is paid to supervisors and R200 is paid to operators. Although it is generally accepted that 
employees in different job categories will earn differently owing to levels of responsibility, skill 
and qualifications, employees in lower job categories such as operators are adamant that 
production bonuses had nothing to do with qualifications and skills but more to do with effort 
and commitment and should rather be shared equally amongst all employees.    

Non-production teams: The inequitable nature in which the production bonus is allocated is 
distressing many of the employees who are not in the coal-cutting section. The most 
frustrating element is the perceived managements’ little regard of the inter-dependence 
between coal-cutting, maintenance and coal washing teams when issuing production bonus. 
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Also, a fatality or a serious injury has a negative impact on morale across all job categories. 
As a result, production generally slows down and it takes swift action for senior and middle 
management to re-motivate employees to high productivity levels. 

4.8.2 Morale in a gate-wage remuneration system
Employees in the gate-wage system are ambivalent about the system and in reality they are 
demotivated in many ways. Although they enjoy the benefits of the gate-wage remuneration 
system (e.g. large take homes) the system has the greatest demoralising effect because it 
impacts on their lack of discipline to contribute portions of their income to medical aid, 
provident fund and savings. The other factor is that employees in category three to eight 
using this system feel isolated because it is not common practice for this category to use 
gate wage and therefore had nothing to compare their remuneration system with other than 
their own mine. 

The other demoralising matter is the fact that employees are in serious debt and this is due 
to the way their remuneration packages are structured. They are not empowered to manage 
this type of package and many do not have the discipline to manage it responsibly. The all-
inclusive structure gives an impression of a high take home salary which is spent on 
insignificant necessities and neglecting the most critical matters such as medical aid. 
Employees are in debt and are constantly getting into a new debt in order to pay-off the 
existing debt. 

It was echoed by one of the employees that even if gate wage were to be replaced by the 
structured package system of remuneration the people at that particular mine will have 
difficulty in dealing with a structured package and associated deductions at the end of the 
month because they are already used to huge take homes and spending lavishly. Some of 
them may never be able to get out of debt. These include employees across all categories.

Productivity is meant to ensure effective and efficient production in a workplace.  The reality 
of productivity for employees is not only striving to produce beyond expectation or on target 
and making money but also to maintaining high status for the sections in which they belong. 
Sections are continuously competing to be the best and gain the status of the most 
productive section. The morale in high performing sections is high as compared to less 
performing and incompetent sections. The non-performing sections are financially and 
psychologically stressed.

Case study: Section 1 – has serious problem with meeting their production targets and as a 
result the morale is low. The section cannot produce the expected tonnage of coal and they 
pointed out geological conditions, frequent equipment breakdowns, the timing in fixing 
machinery and underground management as major deterrents. The breakdowns in this 
section take two to three days to repair. The last delay in repairs was attributed to delayed 
orders for parts from overseas.  Over the past three years, production has been very low and 
everyone in a team of 30 people is affected by extremely low production bonus. At the month 
of the interview the production bonus received was R18; the previous month’s production 
bonus was R24, while the highest bonus ever received was R2000. Employees in this 
section do not feel that they have the support of their immediate supervisors. They promises 
to look into the matter and improve the situation but it never really happens. The 
postponement to intervention or to address the problem is viewed by employees as lack of 
interest by both middle and senior management. They blame themselves for the non-
performance of the section although there is very little they can do if there are no repairs 
done to machinery and equipment. Self blame is only deepening the low morale and a low 
sense of self-worth.
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In a team building exercise held for the group, it was agreed that production targets for the 
short-wall were set too high. The solution in this case was to reduce production targets to suit 
the difficult mining conditions at the short-wall. Complimentary to reduction of production 
targets, a general meeting held following the team-building exercise was tasked to raise 
solutions to address frequent equipment breakdowns in the section.  Although senior 
management attribute poor performance in this section to technical difficulties in the form of 
geological challenges and challenges posed by frequent equipment breakdowns, employees 
in lower job categories such as operators, attribute poor performance to a combination of 
technical difficulties as well as attitudes of supervisors and managers. 

An observation made by employees is that surface managers used to go underground 
whenever there was equipment breakdown at the short-wall but this no longer happens. 
The interpretation thereof is that supervisors undermine the leadership of the new manager. 

4.8.3 Inconsistency of Human Resource Development Practices
The motivation for career advancement is high primarily due to incentives to earn higher 
salaries. To some extend the mine is also supportive of efforts to train employees through 
provision of in-service training, as well as bursaries to study part-time at external higher 
education institutions. But such efforts are often frustrated by “perceived” favouritism of 
certain individuals or certain populations groups. In spite of appropriate in-service training 
and certification, black employees complain about slow or no progression through the pay 
category levels. 

Inconsistency of application of requirements for career progression within operations is 
cause for concern for many employees. By design or coincidence the inconsistencies are 
perceived to be racially inclined.

 Qualifications/standard of education, skill or work experience requirements seem to 
apply only as a means to halt the career progression of black employees. The same 
requirements are relaxed or overridden to benefit white employees who are able to 
progress in spite of lack of one or a combination of qualifications/standard of educa-
tion, skill and or experience. In spite of lack of a Matric qualification and or a blasting 
certificate, white employees have been able to progress to some level of supervisory 
position, but the same practice has not been applied on black employees.

 Career progression of white employees is significantly faster than their black counter-
parts. In spite of continued in-service training, a black employee can be in a sub-cat-
egory for 10 to 15 years, while their white counterparts quickly progress through sub-
categories and at times across categories within five to eight years.  

 Appointments to supervisory positions whether internal or external to a large extend 
favour white candidates without due consideration of the comparative skill and job ex-
perience of their black subordinates. This has often resulted in the “unfair” situation 
where supervisors have to be mentored by their subordinates. 

 Career progression is tied to financial benefits in the form of basic salaries; 
incentives, pay benefits and bonuses, and these render white employees better 
remunerated than their black counterparts. This is one of the primary causes of low 
morale among black employees who see their efforts for better earning capacity 
thwarted by inconsistency and favouritism applied on the basis of race.

5. Conclusion and discussions
It has been the culture of the mine to offer automatically structured salaries that separate 
benefits from basic pay. This structure has been fully accepted by employees and any recent 
attempts to give employees the option to structure their own salaries by offering them an “all-
inclusive cost-to company package” has been met with financial mismanagement by 
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individual employees. This has frustrated medium and long-term needs such as dependents’ 
medical needs, long-term retirement benefits, leave pay or thirteenth cheque, housing and 
travel benefits. The unstructured and all inclusive cost to company package may seem 
comparatively large and attractive to employees, but its management has thrown many into 
financial hardships due to the absence of a compulsory structure that makes provision for 
basic needs such as travel costs, housing costs, medical costs, leave or thirteenth cheque 
pay, and contributions into retirement benefits. Overtime the all-inclusive cost-to-company 
package becomes a burden to employees who do not realise the benefits of a compulsory 
structured package. But an abrupt transition from unstructured to a structured would cause a 
significant cut to the basic salary thereby for the short to medium-term worsening instead of 
making the situation more bearable to deal with.      

There is consensus that the production bonus has had a positive impact on tonnage. 
Similarly, factors such as technology improvements, commitment to the company’s culture of 
productivity, competition between sections, work experience, and employee morale have had 
a significant impact on the company’s ability to reach and exceed its production targets. 
Owing to these factors, achieving and exceeding the production targets has become ’easy‘ 
and even a ’go slow‘ usually has little or no negative impact on the ability to achieve a 
production bonus. Where employee morale is low, and management strategies to drive 
productivity are lacking, production targets can seem out of reach in spite of production 
bonuses and their intention thereof. In spite of the ability of the maintenance and production 
sections to negatively impact on coal extraction through acts of sabotage such as slowing 
down machine repairs or constructions, respectively, a commitment to the company and 
adherence to operating procedures and cycles have resulted in continued attainment of 
production targets. 

The positive impact of the production bonus is to a larger extent only realised in employees 
who receive their incentives in R’000s. Smaller bonuses, in R’00s have contributed to 
dwindling morale among employees. Bonuses are looked at in relative terms, in comparison 
to basic pay, and in comparison to bonuses received by employees in other mines, in other 
sections and in other job categories. Such comparisons have led to perceptions of 
favouritism of certain sections of employees at the expense of others, with a low production 
bonus seen as a penalty for good production. Instead of encouraging high production and 
safe work procedures, low production bonuses and low safety incentives have resulted in low 
employee morale. The production targets achieved, are primarily a result of routine operating 
procedures often adhered to by teams, and safety targets achieved as a result of improved 
training methods, safety talks and the fear of accident investigations and disciplinary 
hearings.  

Lack of understanding of the formulae applied to calculate the production bonus, and lack of 
understanding as well as lack of acceptance of the reasoning behind production bonus 
allocations also contribute to low morale among many employees. 

6. Recommendations:
6.1 Education, information dissemination and 
communication

The imperatives of information dissemination to employees at all levels about the workings of 
the system, utility functions, their work environment and rights are empowering. Knowledge 
is not only empowering but also enhances self-worth and precludes speculation, suspicion 
and unnecessary mistrust about the workings of the system. The following areas may be 
targeted to enhance communication and disseminate information about systems on the mine:

• Appropriate training  during induction and throughout the course of employment
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• Training should not be limited to specialised skills but should also include other em-
powering life skills development mechanisms relevant to an individual and his work 

Upward and downward communication is critical to address justification of implementation 
and any misconceptions pertaining to formulae for calculation of incentives, any necessary 
inequities in calculating incentives or bonuses, remuneration structures and implementation 
thereof, etc. Such communication should not be once off but should be ongoing to address 
any perceptions and misconceptions that might crop up, to reinforce information, and to 
access any need for deviations from the norm or modifications of programmes. 

6.2 Production Bonus Equalisation 
The level of dissatisfaction among employees concerning inequitable production bonus 
distribution is very high and it is bound to negatively impact on employee morale. The 
production bonus equalisation scheme should take cognisance of the following issues, and 
these should be discussed and factored into the production bonus formulae.

o The interdependence between sections that cannot directly function without each oth-
er, and 

o The relative risk between underground work and the relative drudgery of opencast/pit 
work in a weather exposed area. 

Such equalisation should also not ignore the direct role played by certain levels of 
supervisors in guiding achievement of a production target. Employees at different sections of 
production feel that they are not equitably rewarded for their efforts and commitment to the 
company’s production strategies.   

Production targets must be assessed periodically to determine whether the level is set too 
high, low or at reasonable levels. Production targets that are set too high tend to pressurise 
supervisors and employees to reach targets even to the extent of compromising the lives of 
self and others. Even though safety systems are in place, people will tend to either 
consciously and or unconsciously undermine those measures because their focus is centred 
on the drive to produce and earn extra income.

A proposal to review and increase salary so that people are not so dependent on fluctuating 
bonus system may offer a sense of financial stability so that people are not panicked when 
production targets are not met.

A review and fair distribution strategy of production bonus for all may override the drive to 
working unsafely and to depend on overtime pay. 

6.3 Overtime pay
The manner in which overtime work and pay are conducted must be executed with caution 
because it has potential to increase accident and injury rates. 

It should be closely monitored so as to ensure adherence to legislated minimum hours of 
work, and minimum hours of rest between shifts. The legislated daily 12 hours and weekly 36 
hours of rest between shifts have a positive impact on the body’s ability to recuperate in 
readiness for the next day’s shift; this will have a positive impact on alertness, and therefore 
safety at work. Due to financial pressures to supplement basic pay, employees are willing to 
overwork themselves by overriding any precautions meant to ensure adherence to legislated 
weekly hours of work. 

Pay for overtime and or Sunday work should adhere to legislated minimums at all times. 
Where workplace agreements make provision for deviations, they should be communicated 
with employees.   
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The issue surrounding non-compensations for supervisors who are on-call vs. compensated 
engineers/artisans should be reviewed and addressed in a more appealing sense for parties 
concerned. The challenge in ignoring this compensations structure places unnecessary 
strain on colleagues working in the same environment and space where responsibilities 
overlap. Resolving the issue has the potential to yield positive production results.

6.4 Safety incentives
Safety incentives should not only target to reward injury free man hours and penalise injury, 
but should also penalise injury free accidents, non-adherence to work procedures, and any 
risk behaviour. Such strategies have the potential to discourage any non-procedural 
practices that people tend to engage in to save on time to do repairs, or to ensure minimal 
disruption to production. In spite of experiences in practice, operating procedures indicate 
that practices such as overriding procedures to minimise disruption to production during 
equipment repairs constitute risky behaviour, which may lead to an accident and possibly 
injury or fatalities.      

The inequitable application of safety incentives to different employee categories is also a 
cause for concern. The mine’s value system is seemingly applied differently to different 
employee categories and this has a potential for jeopardising the culture of safety already 
achieved. In the categories three to eight there is greater “. . . focus on production quantity to 
the relative exclusion of other parameters which are expressed as important in the mine’s 
value system” (Ashworth et al, 2003). Although there are rewards for targeted fatality or 
injury free shifts achieved, penalties are not uniformly applied to all concerned employee 
categories as a means to portray that productivity is as critical as safety to the mine value 
system. 

6.5 Financial management counselling
Financial and debt management counselling are critical and informed by the findings of this 
research, like production, safety related induction and HIV/AIDS information, form part of the 
compulsory annual employee induction programme following leave. While such induction is 
group based, measures that are more stringent should be put in place to compel private 
financial services/institutions enjoying some relationship with the mine to implement 
measures to ensure basic salary and debt consolidation for individual loan applications. 
Loans must utilised for reasons they were applied for and such loans should be limited to 
investment goods such as home loans and home improvements, dependents’ education 
needs, etc. Any benefits that afford employees the opportunity to access long-term benefits 
or salaries before they are due, should not override the importance of financial and debt 
management counselling. As a condition for access to the mine’s employees as clients, and 
given the credit guarantee in the form of salaries and or retirement benefits, mines should 
use their leverage to compel financial services providers to provide financial management 
counselling programmes to employees within agreed settings and intervals.  

This proposal does not however seek to undermine the understanding and assumption that 
some individuals will strive to find means and ways of overriding any limitations and 
conditions set to protect users and prevent misuse of benefits. 

Any credit benefits that either affords employees access to retirement benefits, or allows 
employees to use their retirement benefits as collateral against credit should take cognisance 
of the costs and benefits of accessing such benefits before their designated due period. Such 
costs and benefits should form part of the induction programme to employees so that their 
decisions pertaining to use of long-term benefits before their due period are fully informed. 
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Employees with garnishee orders, and/or those with negative or significantly small take-
home salary balances should be formally referred for financial counselling as these financial 
problems have the potential to impact negatively on the employees’ social and professional 
well-being, and subsequently productivity. 
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8. Appendix 1: Literature Review
1. Introduction
There is substantial amount of literature linking job stress with health and well-being but very 
minimal that directly links workplace stress and remunerations (particularly salaries and 
bonuses) and their subsequent impact on employees’ morale, productivity and profitability. 
Most studies examine work stress as a multifaceted entity involving an array of other work 
related challenges rather than as a single entity. According to NIOSH (1998), job stress can 
be defined as the harmful physical and emotional responses that occur when the 
requirements of the job do not match the capabilities, resources, or needs of the worker. Job 
stress can lead to poor health and even injury. Remunerations are in actuality part of the 
complexities of work stressors and therefore not easy to measure as a single variable. 
However, there is some work which, on one hand, link remuneration with employee morale, 
whereby salaries and other incentives have a tendency to serve as a driver for motivation 
and influence on the positive delivery of production and related services. While on the other 
remuneration has proven to be a driver for de-motivation and thereby influencing the 
production of goods and services in a sluggish and poor manner.

Remuneration is defined as a form of payment, or compensation or incentive given in return 
for the delivery of work or services. According to the International Labour Organisation (ILO 
2002) “the term “remuneration” includes the ordinary, basic or minimum wage or salary and 
any additional emoluments whatsoever payable directly on indirectly, whether in cash or in 
kind, by the employer to the worker and arising out of the worker’s employment” (ILO 2002). 
Article 2 of the ILO convention (2002) holds institutions and employers responsible in 
applying appropriate methods to determine rates of remuneration and equal value for both 
men and women. The methods used are guided by principles whereby measures to 
remunerate are applied by means of:

• National laws and regulations
• Legally established or recognised machinery for wage determination
• Collective agreements between employers and workers; or
• A combination of these various means

Bonus is money granted to workers as an extra dividend or gratuity over and above what is 
expected or usual. The primary component of remuneration entails salary or wages and 
other components are in the form of additional incentives and usually these include – bonus, 
medical aid, pension fund or provident fund, car allowance, education and housing subsidies 
and the likes.  

Remunerations in mining industry have evolved quite significantly from the period when 
minerals were first discovered in South, through the apartheid era when labour and 
remunerations were racially divided and well into the new democratic state. In the post 1994 
major transformation initiatives are in place to address the imbalances of the past.

2. Background: A brief history of mine labour and 
remunerations
The mining industry has historically being the major consumer of both local and foreign 
labour since the discovery of minerals in South Africa in the 1800s. Primary to the advent of 
mining was the formation of the migrant labour system which facilitated labour from the local 
rural areas of South Africa and the neighbouring countries of Southern Africa. The 
participating SADC countries were Lesotho Swaziland, Botswana Mozambique, Zambia, 
Malawi, Angola and as far as Tanzania.  The South African government in collaboration with 
the governments of the frontline states and the mining houses came up with policies and 
signed agreements that necessitated the administration of foreign labour to the mines.
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The migrant labour system is the system of labour, which involved the movement of the 
African labour force from the rural areas within South Africa (mostly the former Bantustans) 
and in neighbouring countries to the gold mines of South Africa. The migrant labour system 
was formalized and became more structured when the Chamber of Mines was formed in 
1890 to serve as a recruiting agency for mining houses and mining companies (Wilson 
1972). Once a mining house had become a member, it was the task of the Chamber to 
recruit labour for the mines under that mining house. The Chamber of Mines designed 
uniform recruiting policies for the mines, which the Union government approved (Jeeves 
1985). It increased the supply of labour for the mines and kept wages uniformly low for as 
long as possible. The recruiting levels increased from about 200,000 in 1920 to a peak of 
427,000 in 1961 (Crush et al. 1991; Wilson 1972). According to the 1999 statistics, out of 
560,000 employees in the mining industry, 522,000 had membership with the Chamber of 
mines (Chamber of Mines1999). According to the Johannesburg office of the Mozambican 
Labour Department (2004), currently there are 52,918 Mozambicans employed in the mining 
industry, 2,020 in the agricultural sector, and 5,007 in the service sector (Irin News 2005). 

The four major players who had a stake in the socioeconomic makeup of South Africa and 
the region of southern Africa were the South African government, the governments of the 
neighbouring countries, the mining houses (represented under the umbrella of the Chamber 
of Mines) and the mineworkers themselves. 

The mineworkers used the migrant labour system as a seasonal form of wage employment 
that allowed investment in land, farming, cattle, sheep, and goats, bride price (Murray 1981) 
and by building a homestead for the family (Moodie 1994). Access to land was and is an 
essential economic base for a rural migrant worker. As time went by, joining the mines, 
factories, plantations and seeking work in the cities became a necessity, as the colonial 
governments began to impose taxation laws and land dispossession on the indigenous 
people (Johnstone 1976; Wilson 1972).  The viability of rural economies has and continues 
to be supported by the miners’ remittances home.

The mining companies depended on the South African government for the development of 
policies regarding the migrant labour system. The design of these policies resembled the 
national system of discrimination by racially dividing labour between white and black. For 
instance, the Mines and Worker Act of 1911 under the colour bar protected the white miners’ 
monopoly of high-paying jobs (supervisory and management positions), leaving the 
exceedingly low-paying jobs for the African migrants (Jeeves 1985). Also, the cheap labour 
provided by thousands of unskilled African labour force kept the costs of mining low. Wages 
were also very low. 

The colonial governments and later African governments in the neighbouring states 
supported this system because they benefited constantly from the income generated by the 
migrant labour system. Workers' wages were deferred to await them in their home countries 
so that their earnings could be spent in their respective countries (Crush, 2000, James 1992; 
Crush et al. 1991; Murray 1981). 

Determination and fluctuating wages of mine employees in South Africa have historically 
being influenced by many factors, and among these were a combination of economic and 
socio-political issues.  For instance, the wages of mine employees are dependent on the 
fluctuating gold price in the local and international markets as well the political systems of the 
time. An example of this dates back to the impact of Anglo Boer War in 1899 to 1902 
(Wilson, 1972). Prior to this period, labour in the mines had increased from 14,000 in 1890 to 
88,000 by the end of 1897 (Wilson 1972). When the war broke out there was a serious 
disruption of production due to shortage of African labour force. After the war, wages were 
reduced from an average of R5.00 to R3.00 a month for the Africans (James 1991; Wilson 
1972). The wages of a migrant worker on the mines did not include families; it was believed 
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that families could support themselves at home through traditional means of subsistence 
farming (Murray 1981).

The political climate during the union ad apartheid governments throughout the most part of 
the 20th century prevented African employees from unionising and therefore not able to 
participate in wage negotiations and other issues relating to health and safety in the 
workplace (Crush 1991). The administration in the mines in particular was more paternalistic 
than participatory where the needs of the African employees were identified and dealt with by 
mine management as they saw fit. Nonetheless, with very serious repercussions, there were 
strikes and resistance throughout the 20th century and they impacted tremendously on the 
production of the two major industries of gold and coal at that time. The main character that 
had profound impact on industrial conflict on the mines was racial division of labour. The 
strike was challenging the fact that management, supervisory and skilled jobs were set aside 
for white employees while unskilled and cheap labour was predominantly African and 
assigned to do manual labour. The exceedingly low wages, poor working and living 
conditions of the African majority employees were some of the main drivers for work 
stoppages. The 1920 and 1946 strikes were initiated by African employees in the gold mines; 
and the 1922 was a general strike by white employees in the gold and coal mines (Jeeves, 
1985). None of the two racial groups had supported one another in all events. Despite the 
suppression of opposition by blacks that came with the apartheid government of 1948, there 
was a wave of strikes and the formation of a new militant labour movement in the 1970s 
(Moodie 1994).

The legal changes that were introduced in the early 1980s gave new unions access to South 
Africa’s statutory industrial relations structures, and ultimate formation of Congress of South 
African Trade Unions (COSATU) and the National Union of Mineworkers (NUM) (Alexander 
2004?; James 1992).  

The formation of the National Union of Mineworkers (NUM) in 1982 and other unions of the 
time coincided with the wage protests on the mines. In its inception NUM had 40,000 
members and by the end of 1984, it had 110,000 card-carrying members. NUM grew to 
230,000 members a year later and it became the largest COSATU affiliate (Moodie 1994). 
The union strength also intensified in the collieries and this was marked by NUM’s 
mobilization of 250,000 workers’ strike (the largest one-day strike ever). This was a result of 
the death of 177 mineworkers due to underground fires at Kinross in 1986 (Moodie 1994; 
Leger 1987).

The 1987 demand for “a living wage” negotiations between NUM and the Chamber of Mines 
reached a deadlock, which ultimately resulted into a major and longest strike and major 
retrenchments that South Africa ever experienced (Alexander 2004). NUM demanded a 30% 
increase and the Chamber stood at offers ranging from 15%-23% (Markham and Mothibeli 
1987). NUM’s adamant position was based on the great disparity between African wages 
and white miners’ income. Data indicate that while real minimum wage rates had actually 
declined slightly since 1975, in about the same time period the total mine profits had in real 
terms gone up by 44% (Fine 1987).  In the 210,000 worker participation in strike ballot 95% 
supported the strike. About 240-334, 000 workers participated in the strike which lasted for 
21 days (Crush 1991). About 400 employees were arrested, 8 were killed and 50,000 were 
retrenched (Alexander 2004). The resulting losses for the mining industry due to the strike 
amounted to an estimated R250 million (compared with the R34 million per year it would 
have cost had it accepted the union’s wage demand) (Alexander 2004).
Among SADC migrant labour, the majority of Basotho mineworkers suffered most the 
consequences of the retrenchments that followed the 1987 NUM strike. However, Lesotho 
continues to be the major contributor of migrant labour to South Africa. About 60 percent of 
its gross domestic product (GDP) is mainly composed of the remittances sent home by 
miners.
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Currently, the compulsory deferred pay system is under scrutiny like many other changes in 
the industry and serious debates continue between the labour unions and the Chamber of 
Mines.

Recent studies indicate two types of remittances currently in effect and they are:

2.1 Compulsory Deferred Pay system
The home country legislation of Lesotho and Mozambique compels migrant miners to remit 
60% and 30 % respectively of their earnings home. The amounts involved are large and 
constitute a significant proportion of the gross national product (GNP) for Lesotho and foreign 
exchange earnings for Mozambique (Crush 2000; Daily Mail and Guardian, June 1999). A 
survey (Sechaba Consultants, 1996) showed that most miners were opposed to the system 
of deferred pay while most of the miners’ wives actually favoured it. Others argue that the 
system violates the basic rights of a person to earn and spend their money where they wish. 
 
2.2 Voluntary Remittance system
The Employment Bureau of Africa (TEBA) and the banks have established efficient systems 
for voluntary deferment where miners defer an amount of pay to their respective countries 
voluntarily. The system is much more favourable to miners to an extent that they actually 
remit more funds to the home countries than the compulsory system. The abolition of the 
compulsory deferred pay would be detrimental to the governments of the neighbouring 
countries due to the interests earned from the system but beneficial to the individual 
households. 

In the post 1994 era, a period influenced by major political reconstruction and all-inclusive 
democracy in the country also shaped the ever- resistant relationship between government, 
the Chamber with organised labour. In 1996 NUM continued to fight for the narrowing of a 
gap between black and white mine workers. The average wages of white mine employees 
were almost four times higher than those of black mineworkers (Rosenberg 1996). Also 
included in their demands were the restructuring of wages to reduce the number of job 
grades so gap between the highest and lowest paid workers is minimised. NUM demanded a 
13 percent wage increase and 1 percent contribution towards the workers’ education and 
training programmes, while the industry wanted to settle for 7.5 percent in the gold mines 
and between 6 and 12 percent increase in the coal mines (Rosenberg 1996). These 
demands were accompanied /followed by protests and marches as an attempt to pressure 
the Chamber to submit to the union’s demand.

3. Current Mining Legislations and Remuneration system
The ownership of mines and the buying of shares in mining were influenced by the 
discriminatory political and economic structure of the union and apartheid governments and 
opportunities were therefore inaccessible to black potential investors. The Chamber of Mines 
of South Africa as an association of mining houses and mines operating in gold, coal, 
diamond, platinum, lead, iron ore, manganese, antimony, zinc and copper mining sectors has 
also undergone major transformation in the management of its membership (Chamber of 
Mines 1999). Also, it has relationship with government and other relevant entities; it is 
determined in supporting the interests of development in South Africa. It represents the views 
of its membership to various departments of national, provincial and local governments and 
influences policy at local and international levels. In doing so, the Chamber of Mines is a 
member of various stakeholder committees in the interest of advancing the economic 
development of communities surrounding the vicinity of its members’ mines.

The endorsement of the principles of private enterprise within a free-market system and 
equal opportunities for all people in South Africa came with the democratic changes in the 
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1990s. Key to these changes was the introduction of the new Constitution of the Republic of 
South Africa. The changes are regulated through the introduction of new and amendment of 
legislations to address the in-balances of the past and to encourage equal opportunities for 
all South African citizens. Since 1994 there were several legislations that were changed, 
amended and introduced to transform labour relations in South Africa.

 3.1 The South African Constitution
The terms of the Constitution of the Republic of South Africa (Act 108 of 1996) places the 
enactment of laws regulating and administering all mining related matters under the control 
of the Department of Minerals and Energy (DME). The constitution entitles the DME to issue 
prospecting permits or contracts, mining rights, licenses and authorisation, closure 
certificates, designing regulations etc. In doing so, the constitution calls for equality in all 
government entities to ensuring that non one is discriminated directly or indirectly on one or 
more grounds, including ace, gender, sex pregnancy, marital status, ethnic or social origin, 
colour, sexual orientation, age, disability, religion conscience, belief, culture, language and 
birth (Chapter 2, section 9 (3)).

3.2 The Minerals and Petroleum Resource Development 
Act
Section 75 Bill, published in Government Gazette No. 23316 of 2002, Pretoria: Government 
Printers, 2002.

The enactment of the new Minerals and Petroleum Resources Development Act (replaces 
the Minerals Act of 1991) of 2002 is key to some of the national transformation issues:

 Transformation of the minerals and mining industry

 Promotion of equitable access to South Africa’s mineral resources

 Promotion of investment in exploration, mining and mineral beneficiation

 South Africa’s socio-economic development

 Environmental sustainability of the mining industry,

The purpose of this Act is to make provision for the equitable access to and sustainable 
development of the nation’s minerals and petroleum resources and to pride to matters 
connected therewith.
The objectives of the act are to:

• recognise the internationally accepted right of the State to exercise sovereignty over 
all mineral resources within the Republic;

• give effect to the principle of the State custodianship of the nation’s mineral 
resources;

• promote equitable access of the nations mineral resources to all the people of South 
Africa;

• expand opportunities for historically disadvantaged persons to enter the mineral 
industry and to benefit from the exploitation of the mineral resources;

• promote economic growth in the Republic;  
• promote employment and advance social and economic welfare of all South Africans;
• provide for security of tenure in respect of prospecting and mining operations;
• give effect to section 24 of the Constitution by ensuring that the nation’s mineral 

resources are developed in an orderly and ecologically sustainable manner and ; and
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• ensure that holders of mining rights contribute towards socio-economic development 
of the areas in which they are operating. 

3.3 The South African Mining Charter 
In terms of mining legislation recently passed in South Africa, including the Minerals and 
Petroleum Resources Development Act (MPRDA), the Broad-based Socio-economic Charter 
for the Mining Industry (the Mining Charter) was developed in consultation between the 
mining and minerals industry stakeholders and Government The mining charter was enacted 
in October 2002 and the goal was to 'create a mining industry that will proudly reflect the 
promise of a non-racial South Africa'. According to the terms of the Charter there is 
commitment to see to it that the previously Historically Disadvantaged South Africans 
(HDSA) control 15% of the mines within the next five years which will rise to 26% within the 
next 10 years. Among others, this may be accomplished through the Black Economic 
Empowerment (BEE) initiatives.

Since 2002 several black economic empowerment deals were concluded and among those 
were the African Rainbow Minerals, Mvelaphanda, African Vanquard Resources and New 
Mining Corporation. African Rainbow Minerals partnered with Harmony to acquire access to 
Free State Province mines, Mvelaphanda closed a deal with Goldfields for the African-based 
precious metal as well as with Trans Hex in a diamond grouping.  At the end of 2002 the 
New Mining Corporation partnered with Harmony on a R250 million equity deal and Anglo 
Platinum formed a consortium as a 50 percent partner in the R1.7 billion  Der Brochen 
platinum project with New Mining Corporation.  

In the coal mining industry, Anglo coal has identified some coal reserves for black economic 
empowerment deals, including Base Metals and Industrial Mineral Rights database for BEE 
mining ventures. 

The government then produced measures for assessing the progress of mining companies in 
respect of a number of key areas as they relate to socio-economic goals. This document is 
known as the 'Mining Scorecard'. 

The nine elements of the Mining Scorecard are listed below. Each element has a number of 
sub-requirements. 

• Human resource development 
• Employment equity 
• Migrant labour 
• Mine community and rural development 
• Housing and living conditions 
• Procurement 
• Ownership and JVs 
• Beneficiation 
• Reporting

3.4 The Labour Relations Act
The act was founded on section 23 of the South African constitution which states that:

1) Everyone has the right to fair labour practices
2) Everyone has the right –

a) to form and join a trade union
b) to participate in the activities and programme of a trade union;
c) and a strike
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3) Everyone has the right –
a) To form and join a employer’ organisation and
b) To participate in the activities and programmes of an employers’ organisation

4) Every trade union and every employers’ organisation and employer has the right to
a) to determine its own administration, programmes and activities
b) to organise and
c) to form and join a federation

5) Every trade union, employers’ organisation and employer has the right to engage in 
collective bargaining. National legislation may be enacted to regulate collective bar-
gaining. To the extent that the legislation may limit a right in this Chapter, the limita-
tion must comply with section 36 (1). 

6) National legislation may recognise union security arrangements contained in collect-
ive agreements. Ro the extent that the legislation may limit a right in this Chapter, the 
limitation must comply with section 36 (1).

3.5 The Basic Conditions of Employment Act (BCEA)
Among those introduced/amended are calculations pertaining to employee remunerations as 
stipulated in the Basic Conditions of Employment Act (BCEA) of 1997 and were implemented 
in July 2003. According to section 35(5) of the BCEA, Act 75 of 1997 (Government Gazette 
No. 24889):

1. The following payments are included in an employee’s remuneration for the purposes 
of calculating pay for annual leave in terms of section 21, payment instead of notice in 
terms of section 38 and severance pay in terms of section 41 - 

(a) Housing or accommodation allowance or subsidy or housing or accommodation 
received as a benefit in kind;

(b) Car allowance of provision of a car, except to the extent that the car is provided to 
enable the employee to work;

(c) Any cash payments made to an employee, except those listed as exclusions in 
terms of this schedule;

(d) Any other payment in kind received by an employee, except those listed as 
exclusions in terms of this schedule;

(e) Employer’s contributions to medical aid, pension, provident fund or similar 
schemes;

(f) Employer’s contributions to funeral or death benefit schemes.

2. The following items do not form part of remuneration for the purpose of these calcula-
tions - 

(a) Any cash payment or payment in kind provided to enable the employee to work 
(for example, an equipment, tool or similar allowance or the provision of transport or 
the payment of a transport allowance to enable the employee to travel to and from 
work);

(b) A relocation allowance;

(c) Gratuities (for example, tips received from customers) and gifts from the employer;
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(d) Share incentive schemes;

(e) Discretionary payments not related to an employee’s hours of work or 
performance (for example, a discretionary profit-sharing scheme);

(f) An entertainment allowance;

(g) An education or schooling allowance.

3. The value of payments in kind must be determined as follows - 

(a) a value agreed to in either a contract of employment or collective agreement, 
provided that the agreed value may not be less than the cost to the employer of 
providing the payment in kind; or

(b) the cost to the employer of providing the payment in kind.

4. An employee is not entitled to a payment or the cash value of a payment in kind as 
part of remuneration if - 

(a) the employee received the payment or enjoyed, or was entitled to enjoy, the pay-
ment in kind during the relevant period; or

(b) in the case of a contribution to a fund or scheme that forms part of remuneration, 
the employer paid the contribution in respect of the relevant period.

5. This schedule only applies to pay for annual leave accrued from the date of operation 
of this Schedule. 

6. If a payment fluctuates, it must be calculated over a period of 13 weeks or, if the em-
ployee has been in employment for a shorter period, that period. 

7. A payment received in a particular period in respect of a longer period (e.g. a thir-
teenth cheque) must be pro-rated. 

This Schedule only applies to the minimum payments that an employer is required to make in 
terms of the Basic Conditions of Employment Act, 1997.
 
3.6 Foreign Labour relations
The new recently passed legislation passed by immigration introduces a 2.5 percent tax on 
foreign mineworkers’ wages to fund training courses for South African workers (Irin News 
2005). Furthermore, the law reduces the contract period for SADC foreign employees (mainly 
from Mozambique, Botswana and Swaziland) working in South Africa to a six month 
maximum stay. They are expected to leave South Africa within 72 hours of their contracts 
expiring. Thereafter, they may reapply for another contract. The Mozambican embassy has 
reacted to the new legislation, which is viewed as unfair and unaccommodating to SADC 
employees who have worked in South Africa for more than 20 years and contributed to the 
country’s development. 
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The Mozambicans feel that the 1964 accord, which validated the bilateral agreement 
between Mozambique and the apartheid government in South Africa, was “far more 
beneficial for migrant worker” than the new legislation (Irin News 2005). Under the 1964 
accord, migrant mineworkers received 40 percent of their salaries in South Africa and the 
remaining 60 percent in their respective countries.  The 1964 agreement also included a one-
year minimum contract, which was automatically renewable for six months.  The argument 
surrounding the new legislation is to consider some positive aspects of the old accord and 
blend them with some aspects of the new law. The concern on the side of International 
Labour Organization (ILO) is the fact social protection for mineworkers is critical, more 
especially that general mine employees do not have or have limited regular employment 
benefits (2004). For instance, they do not have retirement pension fund but lump sum 
provident funds upon retirement. Private benefits such as housing are optional and usually 
do not extend beyond the workers’ period of employment (Irin News). The dark side of mine 
benefits is that they become unavailable after retirement and at the time when they are most 
needed.      

4. Coal Mining: Productivity and Profitability 
The two major factors that have influenced productivity and profitability in mining in South 
Africa are technology, management styles and human and labour relations. The 
improvement in technology in the coal mining industry can be traced as far back as the 
1970s. The advent of democracy in the 1990s also influenced the structure of the old 
production model in the mining industry, which was for many decades influenced by the 
South African political and economic climate of the time. The national hierarchical structure 
and control then was also reflective in the old mining production model whereby the top 
management was represented only by white engineers, geologists and mine managers, in 
the middle were white shift bosses, mine captains, miners and artisans and at the bottom 
were the African majority who served as general labourers (James 1992; Crush 1991). Under 
the old order the conditions of employment for both local and foreign labour were dictated by 
government and the mining industry. Lower ranking employees were not part of the decision 
making process, were not influential to activities surrounding production. Also, there was no 
investment in human capital as unskilled labour could come and go and the system was 
generally paternalistic to African employees, particularly those living in the mining compound. 
The structure was generally rigid and the colour bar had ensured and prevented Africans 
from advancing to ranks where they earn decent salaries. 

The mining corporate structure in South Africa was as much challenged by both global and 
local political and economic changes to transform and transformation had to come with 
newer models both in management and production teams. Within this new framework focus 
was placed more on business and productivity and less on the management of mine hostels, 
distribution of responsibilities was across all ranks, salaries had to be reviewed and the 
provision of appropriate incentives had to be made.
  
In the post 1994 era, mining continues to be the major employment sector for the poorest 
areas in South African and the SADC region. These areas have high dependency ratios 
whereby several dependents are under the care of a single bread winner. For instance, in 
seven African men with a formal sector job in 1996 was employed in the mining industry. The 
1996 population census identified 56 magisterial districts in which a 6th or more of the 
aggregate earnings of African men came from mining. Meaning that on average more than a 
quarter of all income earned by African men is earned in mining. The Eastern Cape is a case 
in point where more than 20 percent of all earnings come from mining.

Coal is still the primary source energy for several countries world-wide. It is used primarily for 
the generation of electricity and steel production. About 14% (almost 528 Mt) of total hard 
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coal production is used by the steel industry - almost 66% of total global steel production is 
dependent on coal. Coal in South Africa has both a strong local and international presence, 
whereby 53 percent of domestic sales are dominated by the generation of electricity, 33 
percent by synfuels and petrochemicals and the other 12 percent by metallurgical and other 
uses. It is one of the world’s biggest producers and exporters of steam coal, and that coal 
supplies 34 percent of the world’s electricity.  

There are generally five major coal seams across the country in South Africa. The coalfields 
are distributed at 700 kilometre radius from north to south and 500 kilometres from east to 
west. About 90 percent of coal produced in South Africa comes from Mpumalanga province 
(Prevost). The coal distribution in the Mpumalanga and Limpopo provinces occur at seams 
up to several meters thick and are generally classified as bituminous and the seams in the 
Kwazulu-Natal area are thin and often produce anthracitic coal. South Africa’s recoverable 
coal reserves amount to about 55 billion tons which is equivalent to about 11% of the world’s 
total production. Including low grade and high ash content coal the country’s total world 
ranking is 25%.  

The five larger mining houses that supplied almost 89 percent of saleable coal production 
were Ingwe-Billiton at 26%; Sasol at 22%; Anglocoal at 21%; Kumba Resources at 10% and 
Eyesizwe at 9 percent (Prevost, 2004).

During the 1990s, the total export directly generated by mining was 41 percent. In 1997 the 
value of mineral exports was R51billion and for the first time in history the non-gold mineral 
exports exceeded the value of gold exports at R27 billion (Statistics South Africa, 1998). 
Over the past 20+ years there has been a general increase in the production of platinum 
group metals (PGM), coal, diamonds, iron ore and chrome. Coal and chrome production has 
doubled while platinum production has increased by 89 percent. 

The global economy ranks South Africa as the fourth largest coal exporting country. China, 
Australia and India are the world’s major coal producers. The South African total coal sales in 
2000 were valued at R19, 7 billion and R10, 9 billion was attributed to exports. Growth in 
production is driven by exports. In 2002 the South African high grade coal was exported to 
41 countries and among the largest customers were Spain, Great Britain, The Netherlands, 
France, Germany, Israel, Italy, Morocco, India, Portugal, Denmark, Belgium, Brazil Turkey 
Taiwan, China and Japan. Of the export coal valued at R19, 4 billion, and 74% of it was 
supplied to the European Union, 19% to the Far East, 5% to African countries, and 1% to 
South America and only 0, 2% went to the USA.  

Total world recoverable coal was 1,083,259 short tons in 2003. Global hard (black) coal 
production has grown by over 46% in the last 25 years to 3837 Mt in 2002 (3801 Mt in 2001). 
Major producers include China 1326 Mt, USA 916.7 Mt, India 333.7 Mt, Australia 276.0 Mt, 
South Africa 223.0 Mt, Russia 163.6 Mt, Poland 102.6 Mt, Indonesia 101.2 Mt, Ukraine 82.9 
Mt, and Kazakhstan 70.6 Mt. Brown coal/lignite production totalled 876.5 Mt in 2002 
compared with 896.9 Mt in 2001. Approximately 14% (almost 528 Mt) of total hard coal 
production is currently utilised by the steel industry - almost 66% of total global steel 
production is dependent on coal.

Geographically South America is the continent with the least coal reserves with only 2.2% of 
total reserves and only 1.5% of the bituminous reserves. Africa has less than 6% of total 
reserves with these reserves concentrated in the bituminous category and dominated by 
South Africa with an estimated 90% of the continent’s reserves. Botswana and Zimbabwe 
have the only significant reserves outside South Africa.

Coal is classified by rank, which is a measure of the amount of alteration that the coal has 
undergone (i.e. amount of heat and pressure that the coal has undergone during formation).
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The increase in rank describes an increase in temperature and pressure which results in the 
coals having a lower volatile content, therefore increased carbon content. Coal is also 
classified according to its sulphur, phosphorous, volatile and ash contents, whose 
proportions generally vary according to its rank. Consecutive stages in evolution of rank, 
from an initial peat stage, are brown coal (or lignite), sub-bituminous coal, bituminous coal, 
and anthracite.

Coking coal is used in the steel making industry whereby the coal requires specific qualities 
such as low sulphur and phosphorous contents. Approximately 630 kg of coal are used for 
every ton of steel produced. Electricity generation uses thermal coal, which is ground to a 
fine powder prior to combustion. China, Australia and India are the world’s major coal 
producers.

In the three components of value added, employees (in the form of wages and salaries), 
mine owners and government, labour has increased its share of value added since the 1970s 
from historical levels of around 40 percent to current levels of about 60 percent. This is an 
indicator of the increase in real wages (Chamber of Mines of South Africa 1998).

With the advancement in technology, the production of coal increased two-fold in the period 
between 1980 and 1998 and reached 224, 580 thousand tons in 1998 (South African 
Reserve Bank 1998).

Data presented in table 1 below show employment per wages in the South African mining 
over a ten a period.  It indicate between 1993 and 2002 a total of 202 088 employees lost 
their jobs as a result of retrenchments following the shrinking gold sector and improvements 
in productivity in the local mineral industry. This yields a nominal decrease from 5 percent to 
2.6 percent. However, between 2001 and 2002 there was a slight increase of employees 
from 407 54 to 416 925, totalling 9 771 (South African Reserve Bank 2002).   

During the course of 2002 the labour force in the coal mining industry was reduced from 50 
000 workers in January to 43 000 workers in December while the number of collieries in 
general decreased from 55 to 54 (Prevost 2004).   

The total wage income increased from 12 827 805 in 1993 to 26 406 in 2002, making a 
nominal increase of 8 percent. Also wages per worker increased from 35 805 to 63 335 over 
a 10 year period. That means an employee who earned R2 983.75 per month in 1993 now 
earns R5,277.90 per month in 2002 (South African Reserve Bank 2002). This means an 
annual increase in real Rand terms in excess of 5, 0 percent.

Table 11 below reflects a 10 year decrease in mining labour with a difference of 203 000. 
The wages of employees have also increased three fold over a ten year period from R20.7 
thousand to R63.3 thousand.
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Table 11 Employment and wages in South Africa's mining industry, 1993-2002
      

  EMPLOYMENT     WAGES    
YEAR Average As % of total Total Per worker As % of total

number economically per annum mining revenue#

employed
active 
population       

Nominal Nominal Real
Real+  

% R Million R R %
              

1993 619 013 5 12 827 22 164 20 721 35 805 27.4
1994 610 794 4.5 13 641 13 641 22 333 35 420 26.9
1995 598 123 4.3 15 485 15 485 25 889 37 786 28.1
1996 569 069 4.1 16 885 16 885 29 672 40 329 26.8
1997 553 116 3.8 18 644 18 644 33 708 42 199 28
1998 466 663 3.4 19 240 19 240 41 228 48 287 27
1999 437 028 3 20 138 20 138 46 079 51 313 26
2000 418 294 2.6 22 127 22 127 52 898 55 930 22,5
2001 407 154 2.7 24 409 24 409 59 979 59 979 21,2
2002  416 925  2.6  26 406  26 406  63 335 63 335 19.3  

Sources: South African Reserve Bank, 2002, 
pS132

Minerals Bureau

Note: # Export plus local commodity sales
+ Deflated by means of the CPI with 2002 as base year
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Table 12 South Africa’s mining industry: employment and remuneration by 
province, 2002

Department of Minerals and Energy, 2003

Table 12 above presents data as indicated by DME records on South Africa’s employment 
and remunerations by province. Of the total 416 926 people employed in the mining industry 
the majority of them are in the North West platinum industry at 31%, followed by Gauteng 
gold industry at 24, 5. The North West, Gauteng, Mpumalaga and the Free State provinces 
are the main employers in the mining industry, yielding 81, and 2 percent of the total mining 
workforce which in turn, earned 78.4 percent of total remuneration (DME 2003). 

Gold mining sector remains the largest employer despite the declining economic contribution 
and retrenchments with a total labour force of 48%, Platinum at 27% and coal at 11%.

Employee and remuneration structures as presented by the DME, the Chamber of mines and 
the Reserve Bank indicate the following in table 13:
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PROVINCE         EMPLOYEES                      TOTAL REMUNERATION

Number Percentage R million Percentage
North West 129 096 31.5 6 849 25,9
Gauteng 102 287 24.5 5 600 21,2
Mpumalanga 54 464 13.1 4 751 18,0
Free State 52 492 12.6 3 523 13,3
Limpopo 48 931 11.7 3 103 11,8

Northern Cape 20 579 4.9 1 647   6,2
KwaZulu-Natal 5 612 1.3    670   2,5
Western Cape 2 834 0.7    234   0,9

Eastern Cape  631 0.2      29   0,1

Total 416 926 100 26 406 100



Table 13 Average number of employees in service during 2003
Item Gold mines Coal mines Total
Company employees

Contractors

Total

Total Salaries, wages 
& allowances

146 394

21 024

167 418

9 402.8

21 994

5 991

27 985

2 873.8

168 388

27 015

195 403

12 276.6

The gold mines have a higher average number of employees.

Table 14 The number of employees and earnings in mining, 2003

Commodity Number of Employees Total Earnings (R’000)
Gold

PGMs

Iron Ore

Copper

Manganese

Chrome

Diamonds

Coal

Aggregate and Sand

Other Minerals

Total

196 964

127 672

5 961

4 953

2 459

5 775

18 588

47 249

4 165

20 821

434 608

12 306 921

7 215 827

523 079

438 181

208 150

399 477

1 983 896

5 393 328

227 555

1 788 409

30 484 824

Source: Department of Minerals and Energy 2003

1. Safety
Literature and various mine health and safety summits argue that the fact that production 
bonus was designed to directly raise productivity has a potential to compromise safety 
standards. Although safety standards have improved over the years the incidences of 
occupational diseases such as silicosis have increased from 2000 to 2003. Rock bursts and 
rock falls have caused most fatalities in the gold mining industry and roof falls and machinery 
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are accountable for deaths in the coal mining industry (Nonyatyambo, 2003). Between 1998 
and 2002 81 percent of all fatalities occurred in the gold mines, which employ only 62 
percent of mining industry labour. A total of 288 fatalities relating to mining accidents 
occurred in 2002 alone. 

There have been incidents of lost man hours and work stoppages due to demands for higher 
wage settlements, safety violations, job losses and various labour relations issues. About 
23.7 percent of strikes were attributed to wage negotiations and 76.3 percent relate to worker 
grievances. As compared to other major issues, the majority of enterprise level wage 
negotiations were settled without industrial action or declaration of a dispute.

6. Financial Management and Micro-lending
Due to market forces such as shareholder expectations, global trends and the governments’ 
emphasis on maintaining a globally competitive economy, commercial banks have been 
unwilling and unable to provide credit access to low income categories of employees. This 
category of employees and those in the informal sector have to rely on the semi-formal, 
informal and micro-lending sources of credit and loans.  

The birth of micro- lending dates back in the mid-1970s when an economist professor in 
Bangladesh sought an alternative form of loaning to the conventional banking and credit 
system by introducing a small scale lending system. Grameen Bank was found and its 
purpose was to lend money to promising up and coming business men who had no access to 
the formal banking system. Currently, the bank distributes more than $4 billion in small loans, 
grew to employ 11,000 people in more than 40,000 villages in Bangladesh (Bayat 2004). 
This approach inspired other people in other countries all over the world, including South 
Africa and other African countries. Some loans are as small as $2 but the normal range is 
$50 to $1,000 and is made without conventional credit checks or collateral requirements. In 
this context, beneficiaries include people in small businesses or working in the informal 
economic sector, people living in peri-urban and rural areas, including women. Loan 
repayments under this system have proven to be as high as 97 percent and even better than 
commercial banking system (Bayat, 2004).

In March 2003 the South African Reserve Bank estimated that 60 percent of the 43 million 
people in South Africa do not have access to formal banking system and the majority of 
which have no bank accounts. Micro-lending has become an alternative for these people. 
The Blue Orchard Finance South Africa is one among many with an advisory in Geneva, 
Switzerland is dedicated in micro-lending in situations throughout the world. The system 
targets small micro-finance banks in emerging economies with an average investment of 
$450,000 in each bank. Samba is an example of micro-lending banking system in South 
Africa also operating under Blue Orchard. This establishment afforded people in the semi-
formal ad informal sector the opportunity to access funds for small business.

Financial difficulties associated with debt usually have significant impact on the workers 
health and performance. These issues usually cascades to depression, low morale, 
underperformance, absenteeism among workers and subsequent compromise on 
productivity and profitability of a workplace. 

Micro lending institutions have more risks of survival due to high competition in the 
international financial sector. Samba was an example of micro lending banking system in 
South Africa operating under Blue Orchard until 2002 when government had to step in to 
help out in its demise. The central bank did this by freezing all accounts and declaring 
bankruptcy. In view of the experience of Saambou government realised the need to establish 
a regulating body or mechanism for micro lending institutions.  South Africa established a 
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Micro Finance Regulatory Council (MFRC) in 1999 to promote among others sustainable 
growth of the micro-finance industry. The lesson learned in this process is that the model of 
operation and regulatory functions will differ from country to country as it may be influenced 
by different cultures, regulatory frameworks, and definition of terms of the lending procedure. 
For instance, the micro-lending program that started in 1992 in the United States using the 
non-profit intermediaries provides loans mainly to small businesses with average loans of 
$2,000. The method of service and clientele in this setting would be significantly different 
from the regular banking system.

The new legislation, the Consumer Credit Bill due to be enacted will replace the Usury Act, 
Exemption Notice to the Usury Act and the Agreement Act.  This bill is meant to apply to all 
lenders, including banks, consumers and micro-loans, vehicle finance, overdrafts, credit 
cards and home loans (Clayton 2004).  The new draft bill will cover a range of credit matters 
and these include:

Consumer Rights:

• Information to be presented to the consumer in plain, simple and understandable lan-
guage

• Clarity from the credit provider why the application for credit was turned down

• Personal and financial details must be treated in the strictest confidentiality measures

• A consumer must have a copy of the credit agreement that he/she can refer to

• A consumer is entitled to free access to records and any information held at a credit bur-
eau, make correction to any false information and challenge the bureau if information is 
falsified.

7. Lesotho Remittance Case Study
Household income, Expenditure and Money Management

A survey was conducted in Lesotho to determine the role of remittances in the livelihoods of 
households among 1028 Basotho cross border migrants in 2004. Sixty percent of migrant’s 
households that participated in the study are in mining. 

The data indicate that in most households there are one or two members who earn income; 
in 59% of those households only one member is a bread winner and in 32% of the two 
members are income earners. Income from remittances is significantly higher than income 
from wage work and income from formal business, which come second and third, 
respectively (see table 15 below):

Table 15 Sources of household income, 2004
Source of Income Mean Mode Cases
Remittances (money) 10,172.57 12,000 969
Wage work 7,373.98 4,800   98
Income from formal business 6,708.00 4,800   20
Pension/disability 3,008.57 1,200     7
Income from informal business 2,988.87 1,000    71
Remittances (goods) 2,630.56    500  203
Casual work 2,581.08    200    65

64



Income from farm products 1,550.00    500    29
Gifts 1,134.13    100    23
Source: Southern Africa Migration Project (SAMP), 2004

In table 16 below, a majority of households regard remittance of money as the first most 
important source of income followed by remittance of goods, wage work and casual work. 
Inversely, the remittance of goods is the highest second most important source of income 
followed by remittance of money, wage and casual work. It is also ranked high in the list as 
the third most important source of income

Table 16 Priority of household source of income, 2004
Item First most 

important
Second Most 
Important

Third most 
important

Remittance money 879 76 14
Remittance goods   76 99 28
Wage work  56 37  5
Casual work  34 26  5
Informal business  30 31 10
Gifts  13  5 5
Farm products  12 13 4
Formal business   5 15 0
Pension/disability   4   3 0
Source: SAMP, 2004

Given that these were low-income households, about half of them (49.8%) do not have 
savings. They live from pay check to pay check. Those with formal savings in Lesotho make 
36.1%, slightly over a tenth (13.5%) save their money at home and about 7% save outside 
Lesotho. 

Table 17 show that remittance money contribute most to the mean of expenditure in all the 
households studied and the top most items is used for are food and groceries, fuel, clothes, 
transport, medical expenses, utilities, alcohol, cigarettes, savings and special events. A 
disturbing finding is the fact that alcohol rate mid-range in terms of the average amount spent 
on it.

Table 17 Household expenditure, 2004

Item Frequency Percent Mean 
Expenditure

Mean contribution 
by remittances

Food and groceries 951 92.5 490.27 436.32
Fuel 785 76.4 119.01 115.70
Clothes 774 75.3 678.43 617.02
Transportation 537 52.2 123.23 106.42
Medical expenses 250 24.3 100.23 90.34
Utilities 175 17.0 116.53 137.09
Alcohol 123 12.0 201.83 159.51
Cigarettes/tobacco 108 10.5 83.19 75.14
Savings 88 8.6 746.60 639.74
Special event 75 7.3 2152.21 1616.35
Farming 73 7.1 618.49 588.79
Education 56 5.4 749.36 665.98
None 41 4.0 00 00
Building 36 3.5 3,072.85 3013.13
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Gifts 36 3.5 119.83 72.69
Entertainment 16 1.6 125.00 125.00
Other 12 1.2 1060.00 1051.11
Housing 10 0.97 151.00 131.00

Table 18 shows the methods used in remitting or transferring money, their reliability and the 
frequency of remittances. The most common method of money transfer is when a migrant 
goes home monthly and brings the money along with him or sends it via a friend/colleague. 
The next frequently used methods are by when a household member goes and collect it, 
money being deposited in the wife’s TEBA account and bank in one’s own country (see table 
below).

Table 18 Methods of remittance, 2004
Method used Count Percent of responses
Bring it along 772 54.4
Via a friend/colleague 469 33.1
Via post office 72 5.1
Household member collect it 27 1.9
Wife’s TEBA account 26 1.8
Via Bank in home country 24 1.7
Bank in South Africa 15 1.1
Via TEBA own account 10 0.7
Via Taxi 3 0.2
Source: SAMP, 2004

Table 19 shows the frequency of remittance in Lesotho’s households, and the most common 
and favour approach is once a month. The money is remitted either mid or end of the month.

Table 19 Frequency of remittance, 2004

Frequency of 
remittance

Migrant 1 Migrant 2 Migrant 3
Frequency Percent Frequency Percent Frequency Percent

Twice or more per 
month

12 1.3

Once a month 736 76.7 54 78.3 4 57.1
More than twice in 3 
months

85 8.9 5 7.2 1 14.3

Once in 3 months 60 6.3 6 8.7
Once in every 6 
months

14 1.5 1 1.4 1 14.3

Once a year 49 5.1 2 2.9 1
At end of contract 1 0.1 1 1.4
Don’t know 2 0.2
Total 959 100.0 69 100.0 7 100
Most families (78%) receive households’ remittance once a month. Only a few (8%) receive 
more than twice in three months.

The Lesotho Bureau of Statistics data shows that 7% of households have a migrant in South 
Africa (Bureau of statistics 2001). Meaning that with a population of about 2,200,000.00 the 
number per households with migrants is around 31,428. Based on one migrant per 
household the total amount that would be remitted than per annum is M298, 843,600 (R298, 
843,600) (SAMP 2004).
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A large proportion of mineworkers in Mozambique come from urban areas and that explains 
minimal expenditure on farming or agricultural produce or material. The average monthly 
wage was R1 205, with considerable variation and it is mostly influenced by production 
bonus. Households in Mozambique receive a bulk of these salaries averaging annually, R11, 
022 (De Vletter 200?).

The distinguishing fact among Mozambicans as compared to Basotho mineworkers is the 
weaker tendency to unionise, only a few are members of NUM, and visit home only one or 
twice a year. Home visits are influenced by work schedule rather than desire (Department of 
Minerals and Energy 2003)

8. Stress
Stress is generally an eminent component of the body’s response to demands that are 
placed on it. The UK Health and Safety Commission (1999) define stress as the “reaction 
people have to excessive pressure or other types of demand placed on them.” The demands 
may either be moderate or excessive and the degree of human response to the demands 
varies from person to person. 
 
8.1 Stress Theory and human health  
The pioneers of stress theory in relation to human biological factors are Walter Cannon 
(1929) and Hans Selye (1932). Cannon focused more on the responses of the autonomic 
nervous system while Selye identified the endocrine system, mainly the pituitary and adrenal 
glands, as major factors in stress resistance and adaptation.  They were both correct 
because the responses of stress are partly influenced by the direct action of the autonomic 
nervous system, and partly due to hormones secreted by the adrenal glands and the pituitary 
gland. However their research tended to focus more on the physical environmental impact of 
stress and less so on the social environment and psychological mechanisms.

From an environmental perspective, stress is defined as a process involving a complicated 
series of changes and adjustments in the relationship between the body and the 
environment. In this process the body suffers strenuous physiological impact as it expends 
more energy to defend itself against pressures from the environment. This process is called 
"defence reaction" (Bjorntorp 1991).

Although a stress may be externally induced, it places a potentially serious physiological 
burden on an individual. The low-oxygen tension in high altitudes serves as a good example 
of an environmental stressor because it is a climatic variation requiring physiological 
adjustments. Cultural and psychological endurance to stress varies, and individuals tend to 
learn how to cope with certain levels of stimulation depending on the environment in which 
they were brought up. Also, the level of endurance depends on the intensity of the challenge, 
the duration, one's whereabouts, and the adaptive capacity of the mind and body. 

Fear and rage are two of the emotions that we experience subjectively. Cannon (1929) 
studied these in relation to the autonomic nervous system. The physiological responses to 
them may be different from those induced by environmental stressors. For instance, the 
adrenal glands release the hormone epinephrine in response to fear, and norepinephrine in 
response to anger (Rhoades and Tanner 1995). These hormones are closely related 
chemically, but epinephrine raises blood pressure by increasing cardiac output whereas 
norepinephrine does so by constricting the blood vessels. Whether the emotion is intense 
fear or anger, it is the sympathetic nervous system that responds first.
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When the body prepares itself for an emergency (fight-or-flight) in cases of fear, excitement, 
and anxiety, more energy is required. The nerve fibres transmit impulses that widen the 
pupils of the eyes, direct more blood to the muscles and brain, accelerate the heart beat, 
raise blood pressure, raise the blood sugar level, and inhibit intestinal activity (Tortora and 
Grabowski 1993). As soon as the real or potential danger is over, the parasympathetic 
nervous system takes over to conserve energy levels by reversing the initial process. This 
reverse process involves lowering blood pressure and heart rate, constricting the pupils, and 
encouraging digestion by increasing salivary secretion and digestive juices in the stomach.
When the energy released during an alarm reaction is not used, this may be a result of 
"submissive reaction" (Bjorntorp 1991). Submissive reaction means defeat in response to a 
situation where an individual cannot cope with the environmental pressure and cannot 
control the situation. For instance, the glycogen released from the liver to raise blood sugar 
levels in order to supply the brain and muscles may just idle until it is stored as excess fat by 
the body. This fat may be deposited on the lining of the arteries. Over time, this repeated 
reaction may narrow and obstruct the arteries and lead to atherosclerosis (Williams et al. 
1990; Bjorntorp 1991; McElroy and Townsend 1989). It is hypothesized that this condition is 
one of the leading risk factors for heart disease (Bjorntorp 1991).

This pathogenic process is one of several pathways by which emotional pressure alone 
poses a risk for the development of cardiovascular diseases; that risk is further enhanced 
when personality factors compound stress from external circumstances. In a study that 
involved two groups of men in the same occupation, three variables were measured and 
compared: their attitudes toward work, serum cholesterol, and history of cardiovascular 
problems. The study revealed that men with type A behaviour showed urgency about time 
had a greater increase in norepinephrine secretion, higher serum cholesterol levels, and 
faster blood clotting during working hours than men who did not worry about time and 
competitiveness (Dubos 1965:32). The first group (with type A behaviour) had a higher 
incidence of coronary heart disease. This study showed a true case of anxiety for perfection 
in the first group of men.

8.2 Job Stress and morale
According to the Taber’s Cyclopedic Medical Dictionary, stress is “the result produced when 
a structure, system or organism is acted upon by forces that disrupt equilibrium or produce 
strain.” In simple terms, stress is a result of any emotional, physical, social, economic and 
other factors that require a response or change and that change can either be positive or 
negative. Job stress then is “the harmful physical and emotional response that can happen 
when there is a conflict between job demands on the employee and the amount of control an 
employee has over meeting these demands.” (Canadian Mental Association, 1995).   

An example of a positive stress is the mechanism that provides us with the energy and 
motivation to meet our daily tasks or challenges especially if the challenges are outcome 
based and attributable to some form of deliverables or accomplishments. Meeting the 
challenge always gives a sense of satisfaction and success. When the feeling of satisfaction 
turns into fatigue, frustration, dissatisfaction or too demanding and the outcome may yield ill- 
fulfilment or negative stress. In a workplace negative stress  may a result of one single event 
or encompasses a variety of factors such as increased job demands due to staff cutbacks, 
pressure to perform, layoffs due to uncertain economy, fear of job redundancy, minimal 
salary/wages, lack of control over one’s job, not being part of the decision making process 
etc.    
Among the intense stressors at work are the following: 

• Having no participation in decisions that affect one's responsibilities. 
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• Unrelenting and unreasonable demands for performance. 

• Lack of effective communication and conflict-resolution methods among workers and 
employers. 

• Lack of job security. 

• Long hours. 

• Excessive time spent away from home and family. 

• Office politics and conflicts between workers. 

• Wages not commensurate with levels of responsibility.

According to ILO data (2005) people most vulnerable to stress in a workplace in terms of age 
are adolescents ad older workers, in terms of gender are women employees, the disabled, all 
categories of employees, including blue collar and white collar workers, and both developed 
and developing countries.  The difference in the of stress impact in these groups are the 
dynamics involved among individuals, communities and countries 

Previous studies considered job stress to be more prevalent among blue collar workers than 
white collars and the basis of this argument was based on the work pace, demanding job and 
lack of control and not being part of decision making structures. With advancing technology, 
recent studies reveal that stress levels between blue and white collar workers is not 
significant  

Research carried out in Sweden found that the total workload of women employed fulltime is 
much higher than that of men employed fulltime and that the total workload for women 
employed part-time is as much as that of men employed fulltime (ILO 2005).  Furthermore, 
the study reveals that although 86 percent of Swedish women are now part of the work force, 
responsibilities for family and running a home have not changes – women are still in charge

The results of another survey carried out in 1992 of nearly 1,300 full-time employees in a 
random sample of US private companies, reflects that gender (occupational level of 
employee in a workplace, income and family responsibilities) accounted for difference in job 
stress. The study indicate that stress affects women more than men and women are most 
likely to report burnout, stress-related illnesses or a desire to resign from their jobs. The 
factors contributing to this outcome are the fact that women are generally paid less than men 
fro their work, even if they have earned their bachelors degree and the fact that many 
workplaces do not have policies addressing family and personal issues. Some 50 percent of 
single women with children report burnout compared to 31 percent of married women with 
children (Work in America 1992).

A business survey conducted between September and October 2004, by Grant Thorton, 
found that 61% of South Africa’s business owners claimed to be highly stressed (Business 
Day 2005). The survey found that 82% of them said profitability, turnover and prices 
contributed to high prices. Many complain that although the economy is relatively well, the 
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strong rand is responsible for high costs of doing business. Other factors contributing to 
increasing stress levels were customer expectations (75%); red tap and regulation (71%), 
complaints from owners about not being able to spend enough time with their families (63%), 
high volumes of email (34%) and fear of terrorism or lack of security (32%). Auditing 
requirements (25%) and future ownership of companies (28%) were among the least stress 
contributors. 

Of the 24 countries that participated in the survey, Turkey and Poland were the most 
stressed, at 82% and 64% respectively. On the whole, South African businessmen are the 
third most stressed in the world. To everyone’s surprise, Port Elizabeth and East London are 
South Africa’s most stressful business centres, beating the supposedly frantic Gauteng. 
Seventy one percent of business owners in Port Elizabeth and East London reported being 
“stressed out” compared with 67% in Durban, 61% in Cape Town and 59% in Gauteng.

What businesses are experiencing is positive stress. The stress levels are caused by positive 
trends and the ability to keep up, and that is success.  At least 75% of local businesses 
expected an increase in turnover for 2004, compared with 58% in other countries.

8.3 Financial Stress

With 40 percent unemployment rate the income disparity between the rich and the poor 
continue to grow wider in South Africa. Recent survey show that 78 percent of people in the 
country earn less than R3000 a month while an average company CEO earns 200 times 
income of minimum wage worker (Rose 2003).  The high unemployment rate and the socio-
economic imbalances of the past are subsequently impacting on banking opportunities for 
low-income earners. Of the 27 million adults in South Africa, only 51 percent of them are 
engaged in a formal banking system while more than 10 million have never held a bank 
account in their lives (Simeka Bulletin 2003). Of the 10 million never bankers, 6.8 million of 
them have given lack of a “formal job or income” as reasons for not having bank accounts. 
Other components of the survey reveal that:

• Less than 20 percent of the population have some form of insurance
• 84 percent of the population does not have medical Aid
• 82 percent of the population have no pension fund and
• 94 percent have no disability policy  
• low levels of literacy, education and skills (Simeka 2003). 

According to the 2000 World Bank report about 9 percent of South African males and 
females between the ages of 15 and 24 were illiterate compared to 6 percent Brazilians, and 
less than 0.5 percent Russians, Greeks and Spaniards.

The medical aid rates have gone up at an average between 13 to 15 percent in an open 
scheme market and this has impacted on consumer inflation. The increases are as follows;

• 3  percent increase to meet statutory requirements
• 1 percent to enhance benefits
• 0.5 percent to accommodate inflation on medical technology
• 0.8 percent to account for an ageing demographic profile
• to balance a core medical inflation rate of 8 percent (Bisseker 2003)
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The findings of a survey conducted among 100 employers with about 700 000 medical 
scheme beneficiaries indicate that medical aid is becoming unaffordable. Employees have 
suffered the impact of high medical inflation rates which run at almost twice the general 
inflation rate in the past 10 years. This has resulted in employees taking lower and poor but 
affordable medical schemes and it has become obvious that many of them may not be able 
to afford proper healthcare services. Employers have also decreased their liability for health 
benefits for their retired pensioners. In 1995, 5 percent of companies provided these benefits 
and now the figure is down to 43 percent and only 25 percent plan to continue with this in the 
future (Bisseker 2003).

In the past employers used to provide controlled loan benefits to employees in the form of 
loans for personal use, study, vehicle finance, housing etc. Due to fringe benefit taxation, the 
administrative burdens on internal loans and optimised use of cash resources, many 
employers have changed the practice to structured cash benefits. Also, although the 
changes that came after 1994 The result has been that where employees felt the need to 
obtain loans, they had the option of seeking loan finance which requires individuals to apply 
their own budgetary discipline. Often lack of financial and debt management skills have led to 
financial stress, which usually result in a negative impact on worker productivity. 
International research has “identified financial stress as the single most important factor 
influencing worker productivity (General Union 2003)”.  “Ten systems of cost were identified 
within each household: housing, food, clothing, transportation, recreation and entertainment, 
education, health, personal care, saving and security, debt and servicing, and addictive 
behaviour.” (General Union 2003). A study has indicated that even in a first world economy 
as large as the United States of America, 15 percent of workers are experiencing financial 
stress and the statistics could be as high as 40 to 50 percent for a single employee. In 
another study of the identified five major sources of stress - relationship, work, health, 
crime/violence and personal finance, personal finance was rated number one (General Union 
2003).

Generally, the spending patterns of people in different income quartiles have proved their 
ability or inability to deal with debt. In the middle to upper income quartile, the bulk o the 
household budget goes in to paying off debts for assets acquired. Often this would also 
include budget for savings and investments, which ensure a pool of financial security in case 
of emergencies. Based on earnings, these types of expenditures are voluntary and therefore 
easy to manage. During desperate times of need assets can be sold to finance emergencies 
or to settle debt.

People in the low-income category tend to spend a bulk of their earnings on household 
running costs. As these costs raise either due to inflation or increased responsibilities, they 
tend to go into debt to supplement the household costs. Debt to complement household 
expenditure is involuntary and very difficult to et out of. This spending pattern leaves little or 
nothing for purchase of assets such as houses, cars, furniture or for savings. When 
emergencies arise, there are no savings or assets to fall back on and the vicious cycle of 
debt becomes even more desperate. There is also a high increase among low income 
earners or unemployed individuals to use or depend on the services on loan sharks. This 
study reflects on this dependency among mine employees, particularly employees in 
category three to eight.

9. Conclusion 
The data presented reflect on how national transformation in the post 1994 era has mapped 
into the transformation of South African businesses (including the mining industry), 
government and non-governmental agencies, academic and science institutions, labour 
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organisations, employees and community structures. These changes are a result of the new 
constitutions, new government dispensation and the willingness and enthusiasm of all the 
stakeholders contributing in the South Africa’s economy.  There are some limitations to the 
positive outcomes where change is not necessarily good for everyone. For instance, it is not 
necessarily good to phase out the deferred pay system (the process of phasing out 
compulsory deferred savings) as in the case of Lesotho; open remuneration packages – 
people in all employee ranks cannot manage finances appropriately without employer 
administration services. It may be necessary to test and assess the feasibility of these 
systems before they can be implemented. It is possible that they may have been successful 
elsewhere and not necessarily compatible for the South African financial and or social 
systems.
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