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Introduction and History of WIM

-Mining started

-No female 
workers at mines

-Women’s roles:

-Motherhood

-Domestic 
servants

-Agriculture

Prior 1900 

1912-mid 1940s

-Mining expanded,

-Safety and Health 
concerns

-Women’s role expanded 
to:

-Church roles

-Owning Shebeens

-health care roles and 
admin at mines

-Worst Health and 
safety disasters in 
the SAMI

--Birth of FEDSAW, 
Women’s League

-Women’s charter

1950-1996

-1996-1999

-Leon’s commission and 
enquiry in 1994,

- MHSA (1996)

- MHSC (1997)

2000-To date

-SA mining charter 
(2002)

(10% of women in 
mines by 2009)

-Influx  and 
advancement of 
women in mines 

- 53 179 (2017)

-app 12% women 
in the mining 
industry



MHSC research – Addressing challenges faced by WIM

 Historically mining industry was male dominant

 A steady flow of women in the SAMI through a regulated process. 

 Introduction of Women in Mining presented Occupational Health and Safety issues.

 The SAMI has made progress in advancing the rights of women(12% of women in 

2017), workplace violence and sexual harassment are still common

 Interventions needed to facilitate safety and security challenges of WIM.

 It is against this background that the MHSC conducted research to address OHS issues 

affecting WIM and ultimately accelerate our goal of Zero Harm



Legislation in support of Women in S.A

 Mine Health and Safety Act,29 of 1996

 Proposed broad-based socio-economic empowerment charter for the SAMI(Mining 

Charter of 2002)

 Constitution of South Africa,108 of 1996(chapter 2;Bill of rights)  

 Employment Equity Act, No. 55 of 1998 (EEA). 

 The Promotion of Equality and Prevention of Unfair Discrimination Act,4 of 2000



Completed  MHSC Project: SIM 130903

“Safety and security challenges impacting on Women in the South 
African Mining Industry”

Author: Professor Lindiwe Zungu (2013)



Objective of the project

Primary purpose of this project:

1. Identify and describe the safety and security challenges, issues and 
barriers for women in the South African mining industry 

2. To develop guidelines and recommended preventive strategies of 
violence and harassment and interventions to be implemented at 
primary, secondary and tertiary levels of prevention.



Methodology

Qualitative study:
Reviewed local and international predecesor research outcomes to 

assist in developing prevention strategies
participant observations
 In-depth interviews 
 Focus group discussions

quantitative cross-sectional descriptive survey
 262 participants from platinum, gold and coal mines 
Questionnaires



Findings of the study 

Workplace violence

 Sexual Harassment
Unwanted physical contact, Unwanted verbal or Non-
verbal behavior, Quid pro quo sexual harassment/sexual 
coercion, sexual favoritism.

 Negative attitudes and discrimination-Barriers

 Non-existent or Ineffective Policies

 SH and WV had negative effects on health, safety and 
production.

Violence

Self directedInterpersonal

Family/partner

(child, partner, elder)

Community

(Acquaintance or 
stranger)

Collective

Physical

Psychological

Deprivation/neglect

Sexual



Findings of the study

Workplace violence

• Men more violent than women.
• Men are mostly perpetrators (socially advantaged men, low self control, history of being abused) 
• Their  masculine belief of sexual entitlement and male dominance was predictors of violence.
• Disabled employees are at a greater risk 
• Associated with Peer pressure and work group aggression
• Physical work places( hot, cold, cramped and noisy environments) associated with increased 

workplace aggression and violent behavior

 Sexual harassment

• Most common in male dominated environments (e.g underground mines)
• Women who are young, divorced or single, and have relatively low level of training and education, 

lone workers and shift workers are a vulnerable group.
• Living at home and travelling to work was associated with workplace violence



 negative attitudes and discrimination

• Societal norms and values are a predictor of whether women will report violence or 
indeed sexual harassment.

• Women do not formally report cases due to-Lack of formal structures, awareness, 
education and support in the management of violence and sexual harassment.

Findings of the study



Conclusion

 WV and SH is a recurrent problem and a threat to the health, safety and 
security of female workers in the SAMI 

 Having more women in mining will have a positive effect on health and 
safety practices and production.

 A multi faceted approach is needed in dealing with WV and SH.( Training 
and education, formal WIM structures, effective policies  and interventions 
at primary, secondary and tertiary level of prevention)



Recommendations



6 level mode of interventions directed at men to prevent 
violence against women (Flood 2007)

Level 5 Level 6

Level 3

Level 2

Level 5

Strengthening 

male capacity 

to avoid or 

prevent 

violence 

against 

women

Level 1

Promoting 

community 

education on 

violence 

against 

women

Level 2

Improving 

capacity of 

support 

workforce & 

organisations

Level 3

Strategies to 

engage and 

mobilise the 

community

Level 4

Changing 

organisational 

practices and 

cultures 

impacting on 

community 

norms

Strategies to 

influence 

policies and 

legislation

Level 5 Level 6



Primary Prevention

-Proactive

Secondary Prevention

-Reactive. measures taken 

when SH/WV has occurred

Tertiary Prevention

-Reactive. Post incident. Support 

offered to victims and perpetrators

Prevention of workplace violence



o Primary aim at this level, is to create organisational climate that proactively 
prevents WV and SH.

o Conduct risk assessments of WV and SH
o Develop effective policies and procedures in line with current legislation
o Awareness and training (ongoing)
o Effective communication systems 

Reporting all incidents of violence and harassment in the mines. 
It will assist mine management to monitor and evaluate the magnitude of 
violence and harassment and develop appropriate measures to effectively deal 
with the problem(s).

o Environmental interventions (physical and workplace design)
• Including: adequate lighting should be maintained, particularly in cages and          

ablution facilities.
• Security measures, ablution facilities  next to workstation, buddy system, safe 

access routes to and from work, self administered risk assessments
o Availability of security and support structures
o Monitoring and evaluation 

Primary  prevention 



Mines should implement the following reactive measures should a sexual harassment 
or violence incident occur:

Investigation and handling of reported incidents of violence and sexual harassment:  

o Mines should provide various safe reporting structures for incidents of WV and SH 
with freedom from retaliation. 

o Reporting systems should encourage reporting by victims or witnesses and also 
provide for their protection and confidentiality after reporting.

o Reported cases to be followed by promp, thorough investigations and subsequent 
appropriate punishment for perpetrator.

Support from external agencies and groups

o Utilisation of the law enforcement agency is essential e.g SAPS
Counselling, treatment and care of victims and perpetrators

Maintaining clear and open communication

o Adequate and timely communication can defuse tension and frustration among 
workers, thus lessening the risk of further violence and harassment.

o Reporting and continuous improvement of effectiveness of the program

Secondary  prevention 



It comprises measures to ensure affected workers recover their health and dignity including:

o Early diagnosis of health effects to help reduce the consequences of workplace
violence and harassment for the individual, family, organisational and social network.

o Rehabilitation of victims and perpetrators through, e.g introducing groups to raise
consciousness .

o Provide job counselling for employees who have been laid off/ dismissed
o Passing legislation: the law should take into account local habits and cultures by

encouraging preventive measures that reduce workplace violence;
o Protect those workers who engage in self-help to address violence and harassment in

their workplace;
o Provide incentives to those employers who respond promptly, fairly and effectively to

events of violence and harassment;
o Provide relief such as compensation damages, reinstatement where applicable to

victims and punish perpetrators and the employers who allow them to abuse their co-
workers.

Tertiary prevention 



Credible violence management programme should 
comprise the following elements:

1 2 3 4 5 6 7

Comprehensi

ve

policy 

development

Design & 

Implement

ation

Developing 

procedure 

& 

resources

Establishing 

critical 

incident 

management

Developing 

& 

Delivering 

training & 

education

Developing 

a referral 

roster of 

community 

resources 

Establish 

victim 

support 

plan



- Aimed at preventing and manage workplace violence

Policy to include:

- The State the organisation’s zero tolerance for all acts of violence.

- scope of application,

- Responsibilities and accountabilities of all stakeholders,

- Procedures to report and prevent incidents ,

- Procedures for investigating and resolving complains ,

- Consequences of violations,

- organisation’s commitment to violence prevention and training of
employees,

- Commitment of management to inform employees of potential risks and
support and protect victims of violence;

1. A comprehensive policy against Workplace 
violence 



o Referral roster of community resources: e.g. police, legal advice, health care services, in addition 
to the organisation’s employees’ assistance programme (EAP) to be used when incidents occur.

oAdopt of best practices that address the persisting challenge of male-dominated culture in the 
SAMI.

oPromote gender-inclusive leadership and initiatives to come from the mining sector itself.(the 
MHSC‘s Cultural Transformation Framework can serve as a guide)

oWork together to develop organizational strategies,create broader initiatives, and measure the 
success of these initiatives. 

o Focus on transferability of skills from other sectors to attract women more rapidly into leadership 
positions.

• e.g, the mines should build partnerships with governments, schools, academia and the non-
profit sector to  attract women into the sector and to support women’s participation in the   
trades.

Other interventions 



The SAMI to:

o Increase public awareness of the job opportunities available for women in multiple 
occupations

o Work towards a collective struggle to advocate for a gender sensitive mining policy for 
the country through initiation of policies and practices that promote work-family balance 

o Programs for women in mining to be specific to women in view of their unique 
physiological needs. 

Other preventive strategies



1. Availability of surveillance cameras in hidden areas underground is vital to reduce incidents of violence 
and sexual harassment in the mines.

2. Mine management should stop shifting the resolution of sexual harassment cases to unions and become 
involved in finding resolutions. 

3. Visibility and accessibility of sexual harassment policies to all employees is essential since computerised 
documents are not accessible to all the employees.

4. Translation of information on violence and sexual harassment materials for access to the low literacy mine 
employees.

2. Development of mining community dialogues with men and women in addressing violence and sexual 
harassment in the mines.

Strategies suggested by participants to prevent/deal with 
violence and sexual harassment in the mines



6. Availability of counselling and debriefing programs for women who experience 
violence and sexual harassment in the mines is crucial.

7.    Availability of women support groups in the mines to enable them to speak up freely 
about their experiences of violence and sexual harassment in the mines.

8.    Hosting workshops, awareness training and forums to include male mine workers to   allow open discussion about 
their expectations of the role of women in mining and vice versa. 

Strategies suggested by participants to prevent/deal with violence and 
sexual harassment in the mines



Develop and implement multi-faceted strategies that address workplace 
cultural change, as well as specific initiatives that are incorporated into their 
operational priorities

For an example the Mine Health and Safety Council’s Cultural Transformation 
Framework should be used as a guiding principle. 

A multi-faceted strategy may include:
cultural or gender audits, 
examination of recruiting and promotional practices, 
creating targets, and holding employers responsible for their success. 

This is crucial given the impact of a male-dominated workplace culture 
that discourages women’s retention and advancement in the mining.

Conclusion



• Adopt the 3 C model of: 

Way forward 

Caring

Compassion

Collegiality



ENSURING THAT EVERY WOMAN RETURNS FROM 
WORK UNHARMED EVERYDAY

21 Years of Positive Contribution to Zero Harm for mine workers. 
Pursuing Research Excellence


