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Human Capital Development and 
Management
Labour relations

Mintek concluded wage negotiations with the National Union of 
Mineworkers (NUM) in October 2010 and the salary increases 
were implemented in November, backdated to October 2010, after 
a dispute was resolved by the Council for Conciliation, Mediation 
and Arbitration (CCMA). 

In September 2010 Mintek entered into retrenchments 
consultation with the NUM on 46 possible redundant positions in 
the Pyrometallurgy Division. In December the parties agreed to 
enter into formal consultations facilitated by the CCMA.  Only 39 
retrenchments were finally affected.

The retrenchments were effected after taking into consideration 
the year-to-date loss that Mintek had suffered. Discussions were 
held with NUM and a number of possible options weighted to 
ameliorate the situation. But in the final analysis, an inevitable 
conclusion was that the institution had no option but to lay off the 
workers. However, several measures continue to be undertaken to 
return these members to service at Mintek. These include seven 
affected members who were temporarily deployed to the Mintek 
MetRIX RIP pilot plant, which was commissioned at Harmony’s 
No1 Shaft near Welkom in the Free State Province towards the end 
of the last quarter of the financial year. In another effort to assist 
the situation, Mintek has negotiated a research and development  
project with Anglo Platinum which may result in a long duration  
smelting test.  

Mintek will continue to pursue avenues to create work that will 
result in long-term sustainability of the company. In recognition 
of the retrenched workers’ experience and contribution the 
institution over the years that they have been employed at Mintek, 
the workers will be given priority for re-employment should the 
financial situation improve. This is even more positive considering 
that the effects of the recession have begun wearing off and 
Mintek is beginning to experience an upturn in the request for 
commercial work.

Demand for commercial work in the Mineral Processing and 
Hydrometallurgy Divisions continued to increase from the low 
levels experienced during the recession. These divisions are 
working to full capacity on both research and commercial work. 
However, both divisions have been adversely impacted by 
resignations from relatively experienced engineers, for whom 
there is a strong demand from industry.

After a long accident-free period, Mintek unfortunately suffered 
a minor Lost Time Incident when a worker suffered a tendon 

injury and this increased the Lost Time Injury Frequency Rate 
(LTIFR) to 0.3, still well within the target of less than 1. The Health 
Incident Frequency Rate (HIFR) remained at 0. The External Client 
Dissatisfaction Frequency Rate (CDFR) has increased to 14.3, 
exceeding the target of 10. Any causes for client dissatisfaction are 
receiving attention.  

Developing and Managing Human Capital 

Mintek’s strategy is to ensure that the organisation is a world 
class research and development facility. Our excellence lies in 
continuously strengthening and building a skilled, motivated, 
high-performing and diverse workforce. In the past year the 
Human Resources Division (HRD) continued to drive effective 
implementation of its human resources strategy by ensuring 
that Mintek grows talent from within, especially from its pipeline 
development initiatives, and aggressively recruiting and retaining 
staff.

MAP Programme

During 2010/11, HRD implemented all the identified drivers 
of the shareholders’ compact. Specifically, Mintek continued 
the implementation of Management Advanced Programme for 
managers and employees in supervisory positions, in partnership 
with Wits Business School, which resulted in twenty employees 
graduating from the programme. The programme started in 2008, 
with an aim to introduce supervisors, heads of departments and 
management at Mintek to a mini-MBA programme. The 2010 
graduation brought a total number of employees at Mintek to have 
gone through the programme to 60.

Skills Development

The Human Resources Division (HRD) established a skills 
development committee that included employees’ representatives, 
the Diversity Forum and the National Union of Mineworkers 
(NUM). Through that we continued to invest in the training and 
development contribution towards transformation and growing our 
own talent. We further introduced the coaching and mentorship 
strategy that will focus on developing skills by mentoring 
and coaching employees with potential and expose them to 
opportunities within Mintek.

In 2010, Mintek participated in the Deloitte’s “Best Company to 
Work For” survey, which is conducted by the company every 
three years. Mintek will leverage off the strengths identified and 
take advantage of opportunities for improvement by streamlining 
human resources processes and procedures. 
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Mintek’s total staff turnover this year fell to just over 12 per 
cent. Although this is higher than the 7 per cent at the closing 
of the previous reporting period, it remains lower than the 15 
per cent reported in 2009. The current reporting period also 
showed an increase in the turnover of professionals and associate 
professionals, which is a third of the total labour turnover 
percentage. A manpower planning process was conducted to 
ensure consistency in job grades and classifications across all 
Mintek staff.

Employment Equity

Mintek’s current Designated Group (DG) representation 
among the total permanent workforce is 83 per cent. However, 
DG individuals remain under-represented at the technical, 
professional, and managerial levels. This is due to the general 
shortage of DG engineers and scientists, which results in extreme 
competition between prospective employers to recruit such 
people. We are currently focusing on our pipeline development 
initiatives to minimise the impact in future.

Human Resources Administration

Mintek continues to develop, improve and streamline its human 
resource information systems to meet the demands of the company 
and its staff. A manpower planning process was conducted to 
ensure consistency in job grades, classifications, and titles across 
the organisation. The following policies were reviewed: leave 
policy, retrenchment policy, working time procedure and the 
recruitment policy.

Wellness

Mintek is convinced that the wellbeing of the company is 
imperative to the health of its employees. The company 
understands that accidents, illnesses, and sick days directly affect 
the business efficiency, profit and the general morale. Maintaining 
healthy employees translates into a more productive workforce. 

•	 A	candle	light	memorial	was	held	as	part	of	the	HIV	and	AIDS	
awareness campaign.

•	 Partnerships	were	established	with	local	clinics	as	well	as	with	
local public and private hospitals to address injury on duty and 
primary health activities.

•	 Biological	monitoring	indicated	normal	levels	of	exposure.	

•	 Medical	surveillance	and	risk	assessments	were	done	and	
successfully completed.

•	 A	wellness	week	was	organised	in	September	in	partnership	
with our staff’s medical aid schemes.

HIV/AIDS

Mintek maintains a high level of AIDS education by means of 
outreach programmes, awareness events, and a dedicated team of 
peer educators and counsellors. All employees are encouraged to 
make use of the voluntary counselling and testing services that are 
provided through the Mintek Medical Clinic, in association with 
the Randburg municipal clinic and the Olive Leaf Foundation.

A	HIV/AIDS	prevalence	survey	was	conducted	at	Mintek	and	501	
employees participated in the survey. The results of the survey 
– where employees were invited to voluntarily provide a saliva 
specimen	swab	for	HIV	antibody	testing	–	was	aimed	to	assess	
whether	Mintek	has	been	able	to	prevent	the	further	spread	of	HIV	
in the company. Two similar campaigns were conducted at Mintek 
in 2004 and 2007, the results of which have respectively indicated 
that	7.8%	and	8.7%	of	all	permanent	employees	were	HIV	positive.

Academic Support and Training

The activities of the Academic Support Unit within the Human 
Resources Division include:

•	 Undergraduate	and	postgraduate	bursary	programmes	for	full-
time science and engineering students;

•	 Undergraduate	and	postgraduate	bursary	programmes	for	
Mintek staff for part-time science, engineering and non-
technical studies;

•	 Graduate	and	postgraduate	internship	programmes;

Occupational Categories
Male Female Foreign 

Nationals Total

A C I W A C I W Male Female

Legislators, senior officials and managers 5 2 0 7 2 0 0 3 0 0 19

Professionals 30 2 9 50 21 2 14 25 23 6 182

Technicians and associate professionals 59 1 5 22 44 0 6 9 4 3 153

Clerks 25 1 0 2 40 3 2 22 0 0 95

Service and sales workers 1 0 0 0 4 0 0 0 0 0 5

Craft and related trades workers 49 6 0 14 23 0 0 0 1 0 93

Plant and machine operators and assemblers 114 9 0 3 2 0 0 0 2 0 130

Elementary occupations 93 5 0 2 2 0 0 0 0 0 102

TOTAL PERMANENT 376 26 14 100 138 5 22 59 30 9 779
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• Work-integrated learning (WIL) – formerly In-Service Training – 
for diploma students;

•	 Science,	technology,	engineering	and	mathematics	promotion	
programmes (including Minquiz, a national science competition 
for Grade 12 learners);

•	 Corporate	social	responsibility	programmes	(the	Adopt-a-
School programme and the black Grade 10 to Grade12 girl 
learner job shadowing programme); and,

•	 Facilitating	access	to	various	research	and	development	grant	
and infrastructure funding opportunities for Mintek’s operating 
divisions.

Bursary programme for full-time students

In order to ensure that only the best full-time students are offered 
Mintek undergraduate bursaries, Mintek hosted 15 of the students 
who were interviewed for a one-week on-site assessment in 
December 2010 and January 2011. This additional assessment 
step was conducted formally for the first time at Mintek in order to 
make a better informed decision concerning awarding bursaries 
based on the output of small projects given to the students during 
their five-day sojourn as well as their conduct. This ensures that 
Mintek’s decision to award bursaries is informed not only by 
academic performance and potential as assessed during the 
bursary interview, but also that the students are also the right fit 
for Mintek based on the one-week assessment period.

Mintek hosted all of its full-time first to third year undergraduate 
bursars at the end of November for approximately seven and a 
half weeks so that the students could undertake industry-based 
vacation work as required by their university, and also so that their 
host divisions can assess the quality of their work and conduct. 
Mintek also hosted 11 MQA-funded students for vacation work as 
well as three non-bursars during the same period.

Unfortunately Mintek’s full-time postgraduate degree cohort 
continued to decline in 2010. However, Mintek plans to review 
the postgraduate bursary values via a benchmarking exercise in 
2011, and also implement a studentship programme in 2011 which 
would entail hosting full-time masters and doctoral students at 
Mintek on a fixed-term basis so that the students conduct their 
research using Mintek equipment and resources, and are also paid 
at a more market-related rate.

Black Female Total 

Undergraduate 53 87% 32 52% 61

Postgraduate 

masters
14 78% 73 9% 18

Postgraduate 

doctoral
57 1% 34 3% 7

TOTAL 72 84% 42 49% 86

Bursary programme for part-time studies

The aim of this new programme was to centralise bursaries for 
technical (science and engineering) and non-technical (e.g. 
human resources, administration, business administration and 
management) studies for full-time employees (for diploma 
or degree studies) at both undergraduate and postgraduate 
levels, and also to augment Mintek’s retention and development 
imperatives. The programme will also assist in upgrading 
employees with National Diploma and B.Tech. qualifications so that 
they are eligible to undertake further science and engineering 
degree studies. It also aims to address the decline in the number 
of full-time postgraduate bursars at Mintek.

A training course in hydrometallurgy involving approximately 
twenty candidates was held on site at Mintek in August 2010 and 
January 2011 in collaboration with the University of Cape Town’s 
Department of Chemical Engineering. The course also led to one 
of the attendees undertaking a part-time M.Sc. in hydrometallurgy.

Overall the intention to offer bursaries to Mintek staff at both 
undergraduate and postgraduate levels has been quite successful 
on a number of fronts. Firstly the programme has allowed Mintek 
to accurately quantify the number of its staff undertaking part-time 
studies, especially those studying towards a degree or diploma in 
science or engineering. Secondly the programme has augmented 
Mintek’s bursary programme for full-time studies quite well, and 
has assisted in balancing out the decline in the number of full-time 
postgraduate bursars.

Black Female Total

Undergraduate 45 100% 22 49% 45

Postgraduate masters 18 78% 10 43% 23

Postgraduate doctoral 5 100% 1 20% 5

TOTAL 68 93% 33 45% 73

Work Integrated Learning (WIL)

Unfortunately the MQA withdrew funding support for the July 2010 
Work-Integrated Learning intake. In addition, Mintek was not able 
to participate in the January 2011 intake because the MQA issued 
a call for applications for this intake only a few weeks before the 
programme was due to commence. This discontinuity had quite 
a disruptive effect within participating Mintek divisions who 
relied on a steady stream of technical students to assist in project 
work. However, the programme will resume in July 2011 after 
the MQA confirmed that funding was indeed available, although 
the intake will be substantially less than before due to the above 
discontinuities.
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Black Female Total

WIL students 45 100% 23 51% 45

Internship

Subsequent to Mintek submitting an expression of interest for 
37 interns in the DST-NRF Internship Programme in the second 
quarter, Mintek obtained approval for 25 interns. After interviews 
22 of the candidates accepted the NRF’s offer of a one-year 
internship at Mintek commencing in April 2011. Concerning the 
DST-PDP, Mintek nominated two candidates (one Ph.D. student 
and one post-doctoral fellow) to the NRF (the administrators of the 
programme). Subsequently one of the candidates withdrew, and the 
remaining candidate will commence his fellowship at Mintek in the 
nanotechnology group in the first quarter of the 2011/12 fiscal year.

Black Female Total

DST/NRF PDP 
(Masters)

5 100% 1 20% 5

DST/NRF PDP 
(Doctoral)

1 33% 2 67% 3

DST/NRF interns
11 85% 7 54% 13

MQA GDP interns 11 100% 2 18% 11

Total
28 88% 12 38% 32

Science, technology, engineering and mathematics (STEM) 
promotion

Mintek scaled back its schools-focused STEM promotion 
activities considerably in 2010, and in future most of Mintek’s 
STEM promotion activities will be focused at the university level. 
The main reason for this is that it is generally accepted that the 
transition from high school to university represents the greatest 
risk to Mintek due to school-leavers not being adequately 
prepared for the rigours of university life.

The Minquiz annual national science competition enjoyed great 
success in 2010, both in terms of an expanded footprint as well as 
greater financial support from the corporate community. School 
registrations have grown from 281 in 2007, 333 in 2008, 398 in 2009 
to 500 in 2010.

The provincial leg of the competition took place at fourteen sites 
around the country. Four sites were newly established provincial 
Minquiz centres, specifically the Walter Sisulu University in 
Mthatha, the University of Fort Hare in Alice, the Boitjhorisong 
Education Centre in Sasolburg, the Sci-Enza Science Centre in 
Pretoria, and the Osizweni Resource Science Centre in Secunda. 
Additional centres were established in 2010 with funding from 
Sasol and the DST.

Corporate Social Responsibility

Mintek’s Adopt-a-School programme was rationalised from 
three to one school, primarily as a cost-saving measure. Only 
Kwadedangendlale High School in Zola North, Soweto will 
continue to be supported in future as the better-performing school 
and also since the school was the first school to be adopted by 
Mintek. Mintek’s other corporate social investment programme, 
the Girl Learner Job Shadowing Programme, was also shelved for 
the year due to budget cuts.

R&D personnel data collection

A study was commissioned by Mintek’s executive management 
in order to implement an R&D personnel classification and data 
collection framework for reporting purposes. The literature 
revealed that the Organisation for Economic Co-operation 
and Development’s (OECD) “Frascati Manual” represented 
international best practice concerning an occupation-based R&D 
personnel classification method. A standard operating procedure 
was developed based on the resulting report in order to classify 
Mintek employees as either  “researchers”, “technicians in support 
of R&D” and “other R&D support staff”, as well as a guide for data 
collection and reporting. The procedure, which was accepted by 
Mintek’s executive management, will be implemented in the first 
quarter of the coming fiscal cycle.

New programmes for 2011

In addition to the Studentship Programme, Mintek plans to 
implement two new programmes in 2011, which are the Graduate 
Development Programme and the Researcher Development 
Programme.  The Graduate Development Programme entails a 
structured soft skills training programme, but the primary focus 
is to place scientists and engineers on a structured development 
programme for them to gain and upgrade their professional 
registration with the South African Council for Natural Scientific 
Professions (SACNASP) and the Engineering Council of South 
Africa (ECSA).

The Researcher Development Programme builds on the Graduate 
Development Programme and aims to fast-track the production 
of researchers via tailored development programmes including 
niche training to develop research competence. Both programmes 
would have strong links with the Coaching and Mentoring 
Programme, and aims to plug the 5 to 10 year experience gap.

In addition, Mintek is working closely with the MQA to establish 
an on-site Artisan Learnership Programme in 2011. The first intake 
will seek to strike a balance between recruitment of potential 
apprentices from Mintek’s ranks, as well as recruiting from Further 

Education and Training (FET) colleges.

35


