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Glossary of terms

ABBREVIATION MEARING

AET Adult Education and Training

BEE Biack Economic Empowermsent

DMR Department of Minaral Resources

DOL Department of Labour

ol Department of Trade and Indusiry

EE Emplayrment Equity

ElA Ervironmental Impact Assesament

FY Firancial Year

GET Genaral Education and Trainming

HDSAs Historically D=advantaged South Africans
HET Higher Education and Training

HR Human Resourcas

HRD Human Resources Development

HRDP Human Resources Development Programme
ICDP Individual Career Devealopment Plan

I0DP=a Integrated Development Plans

J¥ Jaint Yenture

LED Local Econpmic Devalopment

LEDP Local Econpmic Development Programime
TLM Thabazimbi Local Municipality

MPRDA Minerals and Petroleum Resources Davelopmant Acl {no. 28, 2002)
MQA Mining Qualifications Authorily

NOF Matioral Qualifications Framewaork
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Provincial Growth and Development Strategy
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Republic of South Africa
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1. PREAMBLE

Table 1: GCompany Delulls

Preamble

Mame of the Company
Mame of mine/production operation
Physical address

Postal address

Telephone numbser
Fax number
Location of mine ar production operation

Commodity

Life of mine
Financial vear
Reporting year
Responsible person

Geographic origin of employees (mine community and
labour sending areas).

toriferm Plahimaes- Zondansimde Dhwison
Sociai and Labow Flan
4 Movernber 20HE

MNartham Platinum Limited

Mortham Platinum Zondersinde Division

Farm Zondareinda 384K0 and 386K0, District of Thabazimbi, Limpopo
Province

PO Box 441

Thabazimbi, 0380

+27 14 T84 3000

+27 14 T35 0126

Farm Zondereinde 384%0 and 3860, Distnct of Thabazimbi, Limpopo
Prowinog

» PGMs (platinum, palladium, rhodium, indium, ruthenium, osmium}
» Gold and Silver

+ Azsociated base matals (Copper, Mickel, Cobalt)

= Chrome

20+ Years

30 Jure
By 30" June sach yaar
Danny Gonsalves — General Manager

Polobwane Local Municipality (Limpopa)
Waterbarg District Municipality (Limpopo)
Thabazimbi Local Municipality {Limpopo)
Rustenburg District Municipality (North Wiest)
DR Tamba District Municipality {Easiern Cape)
Limpopo — 14.1%

Morth West — 16.6%

Eastern Cape = 13.2%

Gauteng - B.7%

Eaper 100



_. Vision:

Our Vision is to grow the business into a long-life, major producer of PGM's, and doing this
safely and efficiently while continuously moving down the cost curve.

[ How We Create Value:

Mortham creates value for shareholders, employees and communities in many ways,
including increasing production and sales, increasing earnings and growth, through taxes
and royalties, transformation, salaries and wages, training and development, housing and
accommodation and investing in the community.

Our commitment to Health and Safety:

People are vital to our business, and a skilled, engaged and productive workforce is
essential for the achievement of our strategic objectives. Programmes are in place to train
and develop the skills and capabiliies of our employees and to ensure a safe and healthy
workforce,

Marham Platmum- Zandereisoe Didzion Paga 11
St & Labow FYan
1 Aoy 2016



1.1 Introduction

Nartham Flatinum s an independent, fully empowered, mid-tier, integrated PGM producer with two primary operaling assets,
Zondereinde and Booysendal platinum group metal {(PGM) mines In the South African Bushveld Complex. The Zondersinde lease
area is also the location for Northam Platinum's metallurgical operations, which include a smeiter and base metals recovery plant.

The Zonderginde mine le an established, long-life operation which produces approximately 280 000oz of refined PGMs annually.
The mine is loeated on the northem and of the western limb of the Bushveld Complex near the town of Thabazimbi, Zondereinde
has a life of mine (LoM) in excess of 20 years. It has been producing PGMs since the 1980s.

Mortham Platinum's world class mining infrastructure comprises a moderate (o deep level mine accessed by a twin shaft system and
a 3 stage beneficiation plant comprising separate concentrators to treat both Merensky and UG2 ore, a smelter and base matals
remaoval plant. In mitigating the effects of the unique underground conditions associated with deep-level platinum mining, Northam

Nertham Pladinum- Zondereide Divisin Page 12
Socig! amd Labour Plan
& Nevermber 2018



Platinum has been at the forefront of the developing a suite of hydro-powerad mining equipment which is now being used mora
widely in other deep-level mines in South Africa. The smelter expansion at Zondereinde is In progress and due for complation by
December 2017, An offtake arangemant with Heraeus has secured an investment contribution of 20 milkon euros in this overall
RE50 milllon expansion programme and Investment in beneficiation in South Africa.

Northam Platinum's primary products are the three main PGMs: platinum, palladium and rhodium. The primary consumers of
platinum, palladium and rhodium are the motor-manufacturing and jewellery industries. Other industrial uses range from chemical
and elactrical applications, to glass manufacture. In the automotive sector, PGMs ara used in exhaust systems, specifically auto
catalysts, helping to reduce noxious and greesnhouse gases released inlo the atmosphers. Platinum jewellery has grown in
popularity, specifically in parts of Asia.

This Social and Labour Plan will apply for the period 2016 — 2020, and is developed in collaboration with key slakeholders.

Morthan Plstinam- Zonfereinde Divigion Page 13
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Northam Platinum undertake, through regular consultation with its Fulure Forum, to update key stakeholders in aliendance on
progress against the targets and commitment set in this Social and Labour plan, and is committed fo the intent of the transformation

cbjectives of the Mining Charter and the industry al large.

howthan Plsdnam- Zonderainda Divisiom Fage 14
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G,

.12 Breakdown of Employees
Mortham Platinum has a total of 5793 employees which are at the Zondereinde operation, which employees emanate from across

South Africa, as well as from neighbaoring countries:

|._ q. ._n".u.llﬁ_.ﬂ.lr| -.:._"......ru

...rrl

Figura 1: Source of Employees by Province
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1.3 Location

Zondereinde mine is a stand-alone mine situated at the northem end of the western limb of the Bushveld Complex. The mine is
located in the Limpopo Province, within the Thabazimbi Local Municipality, approximately 40 km south of Thabazimbi, 15 km north
of Martham and 100 km north of Rustenburg. Major access to the mine is by roads. Mining operations exploit the Merensky and
G2 reefs via a vertical twin shafl system at depths varying between 1 200 and 2 200 meter.

[npgimamsle

280 000.:

CIF REFINFDE P M.

Extern & Aitver
Winstom Plals FoRarestng

Figure 2: Locality Masp
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1.4 Performance against the Mining Charter

Table 2: Ferformanca agains Mining Charters

Scorecard Criteria nnﬂﬁﬁ._.ﬂ Weighting
| et | 2018 | 2016 [ 2017 T 2018 ‘2018 | 2020 |
ctual | Actual | Target | Target | Target Target
Reporting il
Crwnership 265% ..J_.Z 26% 35.4% a5.4% 35.4% | 35.4% 3545 35.4%
| Housing & Living Conditions YN
Upgrading Hostels - 4 parroom | 100% 100% | 72% | &% | 100% | 100% | 100% | 100%
Upgrading Hastets - Family | 4ope 100% | 100% | 100% | 100% | 100% | 100% 100%
Procurement & Entarprisa
Developiment - | i
Procurement - Capital Goods 40% . 5.00% 60% 62% B82% 609 607 B0 GO%%
Procurement Sendces | T0% 5.00% 70% 59% 59% 0% | 70% 708% 70%
Procursmant - Consumahins Bl 2.00% 50% BEY BE% B5% B5% B5%% GAT
Employment Eguity
Top Management {Board) 40% 3.00% 4054 55.6% T0% G05E Gl B0 % BO% |
Sanios Managemen a0% 4.00% 40% 33% 44% B4% | B4% 649 B4%
Midedia Management 4% 3.00%; 40% 42% 45%, 48% 51% %%, m.__jm -
unior Management 0% 1.00% 0% AT 409 1% S3% EL% 57%
Cora Skills A40% 5.00% 40% G2% G1% 819 81% 1% 1%
ety 5% 25.00% 2.7% 5% 5 5% %
Decidpuent IRNPAT | 1500% NPAT | NPAT | NPAT | NPAT | NPAT | wPaT
Movibhart FYatinm- Zosdaensimds Dhidsion Paga 17

Soveal and Labor Flan
9 Movember 2036




*Notwithstanding the targets set out above, sirategies and implementation plans are and will be developed fo ensure continued
complance with any changes in the Mining Charter.

Ownership:

Northam Platinum has historically, and continues 1o exceed the Broad-Based Black Economic Empowerment (‘Mining Charter)
ownership transformation targets. In anficipation of the reviewed Mining Charter reguirements, Mortham Platinum has led the
industry through a landmark evolution of its empowerment structure 1o enable sustainable ownership participation of employees,
communities, black woman, black entreprensurs, and other black shareholders. The company (Zondereinde mining right} Is 35.4%
black owned, which is 9.4% grealer than the Mining Charter target of 26%. The 35.4% black ownership is comprisas of 4% Toro
Employes Empowarment Trust, 3% toward further emphoyee lrusts being established, 5% toward two community trusis, 6% in the
hands of black womean, and 17% with other black shareholders including black entreprensurs.,

Martham Plafinum enarship Brsakdown [15)

N -
[ .
LEL
& ¥ ;
B
EiiE
porsst ol
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{ermernhim Trushe® Fiamen'  [ncludng

el

e e
Figura 3 Ownarship Breakdown
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Procurament and Enterprise Development:

Mortham Platinum currently outperforms the Mining Charter targets in two of three criteria, namely precurament of capital goods and
consumabies. Northam Platinum is mindful of the proposed changes in the Drafl Reviewed Mining Charfer and in the course of the
period 2016 - 2020, the company intends to focus its efforts on sustaining its high compliance for capital goods and consumables
and improving its procurement of services, while also increasing spend on exempt micro enterprises (EME's) and qualifying small
enterprises (QISE's).

- Housing and Living Conditions:
Mortham Platinum will achieve 100% compliance target with regards to its hostel conversion programme as outlined in the mining
charter scaracard, by early 2017. Tremendous progress has bean made by Mortham Platinum on improving housing and living
conditions, currently only 337 employeas share a room, which has reduced from 3152 in 2011. The final 337 are being addressed in
the hostel de-densification project. A total of 2724 units have been either build or remodelled betwean 2011 and 2016.

in addition to the hostel de-densification, Nartham Platinum have actively contributed to homea ownership for employees through the
two housing projects (Mojuteng and Mogwase housing project) and financial support, the delails of which are set out further on.

Employmeant Equity:

Martham Platinum currently exceeds the 40% HDSA targets set by the Mining Charter for all levels of management and core skills.
Challenges are being assessed to expedite improvements in order to meat the new compliance fargets as proposed by the Drafl
Reviewed Mining Charter, The company will continue to increase its HDSA Talent Pool for the period 2016 - 2020

Human Resource Development:
Mortham Platinum will play an active role in the education, development and growth of its employees, assisting with the education
challenges faced by South Africa as a whole. The company's HRD sirategy focuses on all levels of employment, with the

Nartham Plsinumm- Zonderemhe Divisaon Page 19
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development of fulure HDSA leadership seen as critical in achieving the mine’s employment aquity and gender equity targets and
objectives.

Mine Community Development:

During the period 2010 — 2015, Northam Platinum exceeded the allocated spend on mine and community development taking info
consideration the 1% of NPAT as a guideline as stipulated by the DMR's Codes of Good Practice. Northam Platinum have, in
consultation with key stakeholders, planned several mine and community development projects focused on infrastructure, poverty
alleviation, education and other areas.

Beneficiation:

Platinum group metals are a focal part of the DMR's beneficiation strategy, aimed at enabling South Africa’s mineral wealth 1o be
developed to its full potential and benefit of the population.

Hel WA TIVTERE T PREIKE Pl
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Flgure 4 Banaficiation activilies
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Mortham Platinum hawve over many years invested heavily in beneficiation of PGM's in Soulh Alrica. Pasl investments include a
currenl 15MW beneficialion smeller in place at Zondereinde, and through a partnership / siretegic relationship with German
technelogy group, Heraues (established in 1851), the commissioning of a fine's metal refinery in Port Elizabeth. Northam and
Heraues am investing further in beneficiation of PGMs through:

»  The current build programme for a further 20MW fumace al Zonderainde;
« The building of a chemical plant in Port Elizabeth; and
» The initiation of research and development activities in South Africa for PGMs
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2 HUMAN RESOLURCES DEVELOFPMENT
2.1 iance with Skills Development Legislation
Mortham Platinum is aware of the need that exists to develop and transform the South African mining industry, with specific
emphasis on fast-tracking the development of Historically Disadvantaged South Africans (HDSAs) and women in mining (WIM).
The desperate state of education in South Africa has, furthermore, brought with it a social imperative to improve the levels of, and
access to, education and skills training. Northam Plalinum is aware of these challenges and appreciative of the important role it, as
part of the private sector. should play its parts in this regard. |t views human resource development and training as pertinent to
empowering its employees in their growth, development and ability to participate fully at higher levels within the organisation and the
indugtry at large.
The fellowing section deals with the information reguired under Regulation 48 (b} with regard 1o Human Resources Development
(HRD}), as per the Minarals and Petroleum Resources Development Act (MPRDA).
The current mining charter requires that 5% of payroll {exclusive of mandatory skills levies) be invested in human resource and
essential skills davelopment. The targets and objectives specified in the Mining Charler form the basis for Northam Platinum's HRD
plans.
MNortham's HRD strategy and objectives are as outlined below:
Regulation 46 (b) (i) | Skills Development Plan -
Regulation 46 (b) (i) __ A Caraer Progression Plan and its implementation in line with
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the Skills Development Plan

‘Regulation 46 (b)(ii} | A Mentorship Plan and itz implemantation in line with & Skills
Development Plan and the needs of the empowerment groups

‘Regulation 46 (b){iv) An Internship and Bursary Plan and its implementation in line
with the Skills Developmeant Plan

Fegulation 46 (b) (v} | The Employment Equity statistics and the mine's plan to
achieve the 10% women's parlicipation in mining and 40%
HDSAs participation in management within five years of the
granting of the mining right or the conversion of the old-order
right.

Northam Platinum’'s HRD strategy focuses on all levels of employment, with the development of future HDSA leadership seen as
critical in achieving the mine's employment equity and gender equity targets and objectives.

The mina’s HRD plans and its Workplace Skilis Plans (WSP) will regularly be aligned and integrated with the long-term business
plan for the period of the SLP. In terms of this process, HRD plans will constantly be assessed, reviewed and revised to cover the
organization's short-, medium- and long-term human capital development needs.

The company's training and development programmes primarily focuses on:

= Literacy and numeracy programmes, with the main objective that all employees achieve functional literacy and numearacy
(AET)

= The implementation of career paths and skills development plans for HDSAs

o Inlernships and Learnerships
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# Bursaries

« Porlable skills training programmes

=  Management development programmes

= Mentorship and coaching programmes

« Achieving and maintaining a talent pool fo sustain its business objectives and HR plan
» Monitoring the implamentation of HRD programmaes.

MNortham's training and development focus is aimed at emphasising the competence and competitiveness of employess as well as
their personal development. The impact of training and development interventions will be assessed in order to ensure thal these
interventions positively influence workplace behaviour,

Mortham is committed to Increase spend on training 1o meet the 5% payroll target. In 2016 the actual spend is reflectad below, and
then there is & ramp up in terms of forecast spend Ll 2020,
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Name of SETA

Mining Cualfications Authority

Registration number with the SETA

L350713709

Confirmation of having appeinted a Skills
Development Facilitator

Primary Skills Development Facilitator
Registration altached as Annexure 1

Proof of Submission of Workplace Skills
Plan and Date of Submission

Annaxura 2
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2.2 Skills Development Plan / Regulation 46 (b) (i)

2.2.1 Background information on the workforce

The workforee consists of permanent workers, from different labour sending areas throughout South Africa as discussed |n detall in
section 1,

2.2.2 Form Q: Number and education levels of the warkfarce

Table 4 below (Form Q) reflects the education levels of the Northam Platinum’ Zondereinde division permanent workforea as at 30
September Z016.
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Table d: Education Lovels of the workforce |Saplamber 2016}

Education

Qualification African Coloured Indian While MNon-S8* Tatal Age Calegories
HNQF -
L) | system " Folm|Flm|Fr M| F|m|F|m|F |pwo|<ss|% |~
Below | Pre-AET 3 | 8 (o | o|o|o| 2 |0|18| 0 Jar| & | 7 | 20 | 248 | 138
18 | Grade 3-4FAET 1/
Eﬁ:&nﬂm_nmaﬁﬂm 456 2 o |o]|lo|o]lo | olzs| o486 2 w | 17 | 340 | 92
Grage 5-87AET 2/ :
General Mational Cartificata 813 <8 0 0 0 i 1 O (398 | 0 | 814 | 28 | 16 T8 | 852 | 112
= Girade 7-8/ AET 3
= = [
Kberal Coriifcala R4 48 1 O i ¥ i 0 |226| 2 | 591 | a6 | 12 | o8 | 488 | 55
(Zrade 9/ AET 4/
Matinnal Cartificate / 178 a i il 0 0 3 (] 7 1 182 3 3 42 131 12
Vocational 1 / NOF 1
Grace 10 { National
2 | Cartificate / Vocational 108 12 ] 0 | 0 0 | 23| 5 & 0 131 |17 | © 79 | 5 | 10
2/ M1 MNOF 2
Furher Grade 11/ Naticnal —
Education 3 | Cerificate / Vocational 335 51 2 0| o o || o 54 1 | 348 | 54 7 104 | 106 | 9
and ZIMNZ I MNOF 2
traenmg Grade 12 § Senior [
Cartificate | Mational
4 | coanifcsia | Vacational 627 149 1 o | 1| 0o |ss| 2 | 24| 0 |684|5| 4 |532 20| 7
4 N2 N4 NS/ NOF 4
Higghar Cartificats /
Advanced National
B | Certificate / Vocatlonsl 31 4 21 )o|o]|w]|o| 1 |0o||s]| 0 |2]swm]r7
z_quﬁa 5 NE [ MOF 5
EEhi, Diplorna | Advanced
H_n_ﬂ_:n 5 | Certificate | NOF & 21 5 o |o|o|oa|72|loe| o6 |o|e)]|s5s| o |s]|ae]|o
Bachalor's Dagres /
7 Advanced Diploma | 19 d 5 0 0 | 20 18 dq 1] ag 26 0 2T A7 ]
MGF 7
Othess B | 1 | g |lo]oe|lo|lo|lo]lar]o || 1| a | 151195
Total 3752 17 12 | 1 1 O | 232 | 25 |1336| 4 |5680 | 343 | s8 | 1185 | 2670 | 400
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2.2.3 Adult education and training (AET)

Adult Education and Training {AET) is a key instrument lowards transformafion and development within the company, and a driver in
improving employees’ lives. The focus of AET is to completely eradicate illiteracy at Zondereinde. The aim is to address hiteracy and
numeracy levels, respond to the labour market and provide individuals with knowledge and skills which ulimataly adds value to the
individuals and the company. It facilitates individual growth and career development.

The mine's aim is that all employees who wish to participate in the programme will have achieved AET 4. As per form @, in all there
are 2 530 employees with an educational level of AET 4 and below, incduding 408 employees with no schooling or whose schooling

level is unknown.

Against this backdrop, the company has developed a model to implement AET as a voluntary programme. Individuals are requirad 1o
commil 1o the programme and to their education. AET training initiatives are pro-actively driven by Mortham Platinum, to ensure that
employess have a fair opportunity to meet the minimum criteria to apply for positions that become available at higher levels. Table 6
reflects the apnual employes training largets al each AET leval.

From 2010 to 2016 the company has exceeded AET targeis of 150 employees per year, effort will be put in to uplift the current
qualification levels of the workforce with even mare emphasis and sustainability of AET participation.

The AET facility is located on the mine and all facililators and administralors are employees of the company, They are fully qualified to
implament the AET programme and are constantly monitored and assistad (o ensure that they pro-actively recruit employees to
participate In the programmaea. AET-classes are run on a pan-time basis and participation is voluntary. Each level has a par-time
duration of gix months,
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The AET process is explained below with The different phases and the leaming in each area.
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Flgurn 6: AET Procass

Agsessmants will be conducted to ensure the quality of training as well as the competence of individuals on the courses. All
assessments and examinations are subject to a siringent quality assurance process from legislative bodies such as the Mines
Qualification Authority (MOA), Umalusi (the governing body for AET) and the Department of Education.
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Tabla 5 literacy lavels and AET naeds (20T6-2020)

Lewial Mumbar of -ﬂ—._n_.m.-“".___n___
Pra AET 413 [185 non 54}
AET 1 A6H [226 mon 5A)
 AET 2 BAE (396 non SA)
AET 3 G51 {228 rion 54
AET 4 188 [78 non 54|

The calculation of the below targets is based on a ratio of one facilitator to 25 learners. As the company only has § empioyed
facilitators, the purpose of reducing the number of learners per class is to improve the quality of facilitation and pass rate.

Tabde §; AET Targets (2016-2020)

AET Level 2016a 20078 20161 20191 | 20204
I 7 0 30 30 a0
i an 30 50 &0 RO
T 73 70 an 100 100
AT 74 70 80 ol a0

e | 2 0 an 50 5o |
GETC 45 45 55 a5 EL
T s s 246 265 345 405 a05
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2.2.4 Other training

In this secticn different forms of training will be discussed Io address the core training needs of the workforce and the community. A
budget has been forecasted il 2020 to spend on these other training types. Included In this discussion s
» Learnerships (158.1 and 18.2)

» Cadelship (18.2.)
+ Core business fraining
« Management developmeant

= Portable skills

2.2.4.1 Learnerships

Northam Platinum plays a key role in the national skills development strategy through its learmnership programmes which focus on
training unemployead leamers,

In order to contribute to the mining industry’s leamearships targels Northam Platinum will grow its total number of employment eguity
learnerships with a suffisient percentage per annum. Learnerships are registered and accredited leaming programmes thal inelude
practical work experience as well as a theorafical component. Northam Platinum will offer learmerships in core business disciplines
such as mining, engineering and metallurgy.

Employees can be developaed as part of their internal carear development through a learnarship (18.1, as defined by the Depariment
of Labour). Learnerships opportunities are also offered to learners from local communities to give them opportunities to develop and
grow (18.2 as defined by the Depariment of Labour).
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The budget for 18.2 learners is guided by the minimum remuneration and conditions of the sectoral determination for leamerships,
which form part of the Basic Conditions of Employment Act. Added to this is the cost for recruitment and selection, the institutional
phase at the training provider {Technical Training Centre), accommodation and travel, where relevant, and other persanal
requirements like a toolbox and PPE requirements. The average period in training for these learners is 24 - 30 months.

The Company's Artisan Learnership Programme includes compulsory fraining at the Artisan Accredited Training Provider which
provides accredited training with typical leaming which comprise of the following 3 phases:

» Phase 1: 12 lo 15 weeks institutional training

» Phase 2: 12 weeks inslitutional training

s Phase 3. approximatefy 8 weeks of institutional training

In preparation te writing trade tests, loamers retum to the Institute for 1 fo 2 weeks trade revision, aftar which they will write trade
lests.

Learnerships are primarily identified as part of the overall management of scarce and critical skills as well as towards achigving the
HDSA and women in mining targets.

Maoderators and Assessors are also managed and assisted to ensure that they are always aware of trends and challenges in the
sector and how o address these,
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Table 7: Intormal (18,1} and external {15.2) Leamership targels {2016-2020)

2016 2017 2018 2019 2020
Type of Learnership {Intake] {Intake) {Intake) {Intake) {Intake)
1. Artisan Development Learnerships (Combined trades) —
1.0, Elecirician, Bodler Maker, Fitter, Rigger and 2 16 19 24 27
Instrurment BMechankClan
2. Maon-Artisan Learnerships (Combined disciplines) - Le,
Mining, Minerals Processing, Survey, Sampling. Geology,
safety, Health, Envirenmental and Dccupational Hygiene 15 16 14 28 s
Learnerships
Total training expenditure 17 34 38 52 55

P T e e e e |

*An Increase in fe number of leamers per learnership gualification may be amended depending on the meeds of the DUSINESS [N any Qiven year
2.2.4.2 Cadetship

Cadetship pragramme s a training programme that will be focusing on the training of unemployed youth in the requisite accredited
skills programmes that will increase their chances of employability in the mining industry. The skills programme which will be
accupationally directed or giving a person the reqguisite skills in a particular cccupation may be in core mining, enginesaring (arlisan
assistants or metallurgy (minerals processing). It is envisaged that the majority of the beneficiaries in this programme would be
absorbed into meaningful employment.
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2.2.4.3 Core business training

Core business training needs are identified based on both the workforce planning requirements as well the scarce and critical skills
pricrities identified by the Mining Qualifications Authority (MQA). Specific emphasis is placed on legal and skills training where
individuals are assisted In remaining legally compliant in respect of their training and development requiremeants.

Naortham has prioritized a diversity management training program which will be initisted in early 2017, as well as team building
sessions focusing on transforming teams and being more efficient in functioning as a team.

Arga specific training will also be prioritized 1o develop key skills in the support services areas. Supervisory competence and
capability is one of the key focus areas of development to ensure competent supervisors, This area will focus on building supervisor's
skills and capabiliies in erder to enable them to thrive in overseeing technical and people managemaent requirements of their

viocalion

Scheduling of training will be achieved as part of the overall labour managemenl process and priority will be given to production and
safety neads.

The Training Centre on the mine is accredited by the MQA and conducis a series of courses in-house, using the accredited trainers,

assessors and moderators,
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Table 3: Targets lor cora business iraining (20 16-20:240 )

Training 2016 2017 018 2019 020
Legal 1052 1200 1400 1700 2000
skills devedopment (including Cadetship) 147 2060 250 B 350
Seminars 27 ELY az 47 52
internal training 12599 13850 13000 13250 | 13500
| Diwersity 4] 255 255 255 255
| Team building (teams) #] a0 A0 50 50
SErViCE area fic traini 0 30 40 50 &0

2.2.4.4 Management development

Supervisory, management and leadership skills development programme will aim to support and capacilate new and existing team
leaders, supervisors and managers that they are able to meet their cument responsibilities and prepare themselves for the next level
of manageament.

From 2017, Northam Platinum will offer a Supervisory Development Proegramme (SDP) for team leaders and junior supervisors,
Middle Management Programme (MMP) for middle level supervisors and a Senior Management Programme (SMP) for higher
management and (where appropriate) higher tertiary and executive level education. Mining Shift Supervisor Course, Enginearing
Foreman Development and Metallurgy Supervisory Development will also be accounted under this section.
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Table 0: Managameant devalopmant targets (2018 — 20204

Fiald/ training area 2016 {intake) | 2017 {Intake) | 2018 (Intake) | 2013 {Intake) | 2020 (Intake)
Supervisory development programme (SDF) | | 50 100 110 133

- Middle management development programme ETH an 50 5h]

| Senior Management develnpment programme 10 12 12 14
Master s in business administration 2 F 2 Z

2.2.4.5 Portable skills

Partable skills can be defined as those skills that you can use when you move from one job or situation lo another. Portable Skills will
be pricritized for employees above 53 as well as for members of the community to enhance their skills and employment apportunities.
Employees will be entitled to a once off course al no cost to the parficipant. The indraduals will complete specific modules and will be

iszued with a cerificate of attendance on completion of the said course.
Table 10: Poriahlo skills [2006-20.200

| Training area 2016 2017 018 2019 2020

* sewing 100 100 100 120
General (warkforen need analysis) 100 10 100 120
Agriculture i 50 50 50 ]
Basic Walding 50 0 100 120
iBasic wiring 50 4] 70 ED |
Basic plurnbing a0 a0 50 &0
Basic compuler 150 200 50 20
Basic Bricklaying 25 50 75 75

Total number &0 795
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Interventions will be undertaken as part of the overall workplace skilis plan process. Emphasis will be placed on the accreditation of
training providars and the provision of certified training programmes to ensure that employees recaive recognized certificates for
courses atlended.

In consultation with Northam Platinum’s union representatives, and based on their portable skills needs assessment for the mine and
community employess, it has been agreed that consultation and analysis of possible additional portable =kills training in the following
areas will be undertaken:

= Driving skills

#« Candle making

e Shoe making

s Catering skills; and

« Basic mechanics

Dependent on the outcomes of this analysis, training interventions will be planned and have been accommodated in the general
workforce.

The skills development centre will ba upgraded and aligned to the HRD strategy.
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2.2.5 Bursaries and internships

2.2.5.1 Bursaries
Bursaries are offered to learmers who wish lo study at recognised universities or technical colleges. Bursanes are awarded in the
speciic discplines where there is a need or shortage of qualified persons in Northam, Current need is in four core business areas

being engineering, plant, metallurgy and mineral resources.

Each year potential candidates are sourced from local communities 1o be sponzorad for their studies. Aflter graduation, some young
professionals are taken through @ structurad development programme, which cperates as an intemship, for at least 24 months,
enzuring proper training and development in the respective fields of study, During this pericd, the young professionals are properly
mentored and coached, Bursaries cover the cost of luition, registration fees, examination fees and compulsory study material.

The Bursary Plan below shows how Mortham Platinum will support students each year. Northam will focus on giving Bursaries for

school learners, to university studenlts as well as other contributing towards general bursaries or inshitubons.
Tahle 11: Bursary Largel (2016-2020)

BURSARIES 2016 {Intake) | 2017 {intake) | 2018 (Intake) 2019 (Intake) 2020 {Intake)
Technical Vocational Education and Tralning 10 25 40 45
Colleges .
Ui sy 7 0 mn 20 0
TOTAL St SR ot | I A5 i By ]

i gy e _ e = | it L ]

*The amount above indicales the amount of bursars who would be i the sysfem i a given year. (thia would be a spread beween differend year groups)
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2.2.5.2 Internships
Internships provide opportunities lor practical exposure or expenential leaming for external and internal learners as well as other
professionally qualified pecple in wvarious disciplines. The intemships offered are depandent on the praclical component of the
gualificalions of learners, as well as the specific disciplines where shortages are baing experienced. Vacation work will also ba made

availabile over and above this.

The company would further source university students and assist them with funded structured Experiential Learning (Work Integrated
Learning / P1-P2 funded vacation work} in order (o provide them with curriculum aligned workplace leaming so that such students can
graduate in their respective field of study. Once such students have gradusted, the company may put them into the Internship
Programme as highlighted abave.

The intemship programme also offers MNortham Platinum the opportunity to recruit suitable candidates from the ranks of external
interns to add to its lalent pool, In addition, Northam Platinum would be able to choose frem a pool of Mining and Engineering Intems

those wheo could immediately be developed further in the Diplomats {1.e. GCC programme in Engineering and Mning)

Table 12: intermship Targeis

INTERNSHIPS (Including Experlential Learning / Work Integrated %
Learning (F1-P2) 2016 (Intaka)] | 2017 {intake) | 2018 (Intake) | 2013 {Intake) | 2020 [Intake]

h_.____:ﬂ F 10 20 30 as

Minlng services 4 12 16 il

Engineering 1 10 11 16 0

Matallurgy B 11 14 18

Finance z P G . 10 |

HR 5 10 15 15

TOTAL 3 a9 [ o7 120
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23 Form R: Hard to fill vacancies
Form B below reflects vacancies that Northam Platinum, at its Zondereinde mine, has found hard to fill {for a period konger than 12

manths), despite concerted efforls to recruit suitable candidates
Northam Platinum’s strategy to address hard-to-fill positions includes:
= Developing current employees through training programmes and career progression planning

« Difering bursaries, internships, learnerships, skills programmes and employment eguity development structure
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Tabio 13: Farm R Hard to il vBcancies

making

NA

Occupational Level Job Title of Vacancy Grade | Main Reason for not being filled
Top Management Mone N/A | NfA
hManager: Engineering, Shafts and E3 Experience for deep level Platinum mining
) Surface Emvironment difficult to obtain. Geographic location not an
senior Management Manager: Mining Services E2 attraction for professional couples normally
Manager: Production EZ associated with these positions,
. Rock Engineering skills as such not
Professionally gualified and problematic to obtain. Currently individuals
experienced specialists and mid | Senior Rock Engineer D2 with skills and experience are pricing
management themselves out of the market in terms of
remuneration expectations.
mMinimum experience and scarcity of
) . Senior Safety Officer s prospective candidates in possession of
Skilled Technical and i Mational Diplomas i Safety Management.
academically gualified workers, =
Junior management, sSUPErvisors, ks T ac ke — i Technician skills scarce in market. Once again
foremen and superintendent surface Instrument Technician . a situation of remuneration expectations
Underground Instrument 3 outweighing the offered packages.
Technician
mm.._.._...ur___mm m.& discretionany Wana M/A NJA
decision making B
Unskilled and defined decision None

M A
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2.4 Career progression (path) planning

This section describes the Career Prograssion Plan for Mortham Platinum employees, and iis implemeantation in fine with the Skills
Development Plan. Northam Platinum as a single operation aims io affectively manage the talent pool of existing employees in order
to optimise the human resources deployed in a manner that will meet the requirameants of the businass plan.

The career progression of individual employees is managed via Indmwdual Development Plans in conjunction with the Skills
Developmeant Plan. Typical progression paths, for the various disciplines are shown in Figures 7 to 23. The ming intends 10 ensura
that opportunities for promotion are created for all employeeas with potential who are cumently on lower grades.
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Figure T: Human Resources developmant madrix
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2.4.1 Individual development plans

Individual Development Plans will be developed between the employee and their immediale supervisors. These u_m:m will be
am,.,_m.__,__mn_ m_._E.E_E as _u_m: of the .u_._.m.m__ parformance management and skills development process. Employees :m_nc_..m assistance
and m_._un.n_: _= E.ﬁwnm_m:_u__:m _:_m specific career paths applicable to their core area as well as other areas in the business.

These development plans will be designed taking into consideration the HDSA and WIM targets as well as retention and succession
pranning.

Career development remains a priority as many employees are recruited into areas thal they may not see a fulure in. This process
will assist the company, and more specifically, supervisors to understand the overall vision employees have for themselves. By
nurturing and directing this vision, the employee is then meore focused, molivated to succeed and efficient in the workplace.

Specific assessment tools will be utiised to determine the skills development requirements of all employeses The Training and
Development Policy clearly stipulates that all training and development interventions taken, need 1o be in line with an understood
and clarified need In the workplace as well as having a long term vision with regards the future of emplayees.

2.4.2 Talent pool to be fast tracked

The purpose of the Talent Development Pool is to provide designated employees with the opportunity 10 develop 1o their maximum
potential to meet current and future business needs with focused development and support. The objectives of the Talent Pool are:

» To match individuals to appropriate roles based on cumrent and future capability,
= To identify employes development needs in line with likely career progression and company objectives

FoeTham Fiatmim- Fondermimde Divisin FMags &2
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+ Toidentify companywide development needs;
This enables the organisation to develop a pipeline of talent through which candidates can be sourced for current and future
vacancies. This will increase the effactiveness of appoiniments as such decisions are more accurate when candidates are from

within fhe arganisation.

Growth of talent is facilitated, thereby providing opportunities for all employvees to contribute to their full potential, The talent pool wall

be reviewed and updated to ensure transformation commitments are achisved.

Tahle 14: Update on the talent pool (as at 30 June 2016]

1 Matlala, ¥ J Gaologis Mines Black Fermsals Howth Afrca Suppont
2 Khomoatsana, T LG Instrument Tachnician Black Male Soudh Afvica Suppont
3 Shivur, & WG Electrical Foraman Black Mala South Alrica Supgon
4 Lengau, ES Firsancial Adminisiealor Accounis Black Male Sonth Afrca Support
5 Modizana R Flant Leadar Black Femializ Souilh Alvica Core
5 Walerboer, JH LIS Prater Cilourad Fermals South Africa Support
¥ Matabana BR Sanlor Buyer Elack Mala South Africa Suppor
g Mugreedi D Lab Anahyst Black Male Soath Africa Cama
o Mashale 50 Seclional Surnegar BElack Male Soulh Alrica Supporl
10 Gouda ET Sectional Venlilation Cfficer Black Male South Afrca Suppont
11 Thabetha M " Sanior Geologist Black Male Eouth Africa Support
12 | Modisans MR Shift Boss Black Famale Sowth Afrca Cora
13 | Sibuflo S8 Shifl Bioss Eilack Female South Alnica Care
14 | Banisha, P W Undermround Manager Black Male Souti Africa Care
Rarthan Piatina- Zorderade Division Page &1
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15 ¥mba, 5 Sectional Enginear Black hale South Afnce Suppon
16 Miphafe v ndenground Manager Black Mala Soulh Africa Core
17 | Mashile, 5C Senior Rock Mechanics Engineer Elack Male Soulh Afica Support

2.5 Mentorship and Coaching

Mentorship and coaching has been idenlified as an essential component of employee growth and career development. Taking into
consideration the unique nature of the mining sector, employees face many challenges and hurdies in their growth, specifically

woman in mining. Mentorship Implemented by suitable and appropriate mentors and coaches s invaluable and a critical part in
dealing with and ovearcoming thesa challenges.

Mentoring is focused on management level development. The focus of mentoring would be to develop leadership skills necessary for
dealing with the day to day responsibilities of a managemaent role.

Coaching will be focused on supervisory level and below, with specific interventions focusing on key technical skills, knowledge
tranzfer as wall as paople management and leadership skills.
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Figure 24: Mentoring and Coaching Model

Key areas have been identified wherein mentorship and coaching will be focused. The individual development plans finalised with line
management will be used to determine specific mentorship and coaching needs.

DOnece identified, mentors and coaches will be reviewed (o determine their suitability for specific candidates and will undergo regular
training to be aware of the unigue needs of their meniees and coachees as well as the constantly fransforming culture in the
workplace. Mentors and coaches will at all times be fully supportive of and commitied to equity and transformation of the workplace.
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Mentoring focus:
s D-evels supervisors and specialisis
» Individuals in the talent pool
» Bursary benaoficiaries; and

¢+ Inferns.

Coaching focus:
& Supervisors (G- levels)
¢ Team leaders; and

& Learnership incumbents.

All of thesa will farm parl of the programmes and these will be recorded and administered consistently.

Table 15 Menlorship and coaching targats [2016-2020)

Field/ Training area | 2016 | 2017 | 2018 2019 2020

Coaching i} £ 40 50 50
Mentorir 0 |30 | 40 50 51

Executive coaching 3 3 3
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2.6 HRD Management system
2.6.1 HRD Management system and educational material

An HRD management system will be implemented in 2017 to support Northam Platinum on reporting and managing of HRD targets.
The HRD management system Is designed and configured o manage the end to end process of training, keeping track of all
training evenis including permanent staff, contractors and community leaming. Detailed records will be available on training hours
per individual as well as the associated costs involved for the training initiatives.

An internal skills audit will form the basis of the HR Management system to ensure the input data into the new system is credible
and a true reflection of the workforce aducational levels.

2.6.2 Infrastructure upgrade

. To accommodate and capacitate Northam for the increase in amount of learning and development, capital investments will be made

A throughout the 2016 to 2020 period to upgrade current infrastructure and build new infrastruciure fo be able to execute current HRD
commitments.

2.6.3 Marketing and change management

The new commitmeants in the HRD plan will take dedicated change management and preparation of the workforce. The changs
management plan around the new HRD programme will include the following:

« LUpdate of learning and development policy, including seleclion criteria for training and development
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« Engagement with various stakeholders on HRD Programme commitmenis

« Commitment on reporting meetings and meealing structure

» Roadshow to inform workforce on new fraining commitments and obtain buy in
= Markeling material for fraining interventions

2.7 Employment Equity

In terms of the MPRDA, REGULATION 46 (b) (v} “The conlents of a Social and Labour Plan must mclude a human resources
development programme which must include the employment equity statistics which must be completed in the ferm of “Form 57
contained in Annexure 1l and the mines plan lo achieva the 10 percent women paricipating in mining and 40 percent historically
disadvantaged South Africans (HDSA) parlicipation in management within 5 years from the granting of the nght or the conversion
of the cld order right”,

The Current Mining Charler stipulates: “Workplace diversily and equitable representation at all levels are catalysts for social
cohesion, transformalion and competitveness of the mining industry. In order lo creale a conductive environment to ensure
diversity as well as participation of HDSA at all decision making positions and core occupational categories in the mining industry,
every mining company must achieve a minimum of 40% HDSA demographic representation at all levels by 2014. In addition,
mining companies must identify and fast frack their existing talent pools to ensure high level operational exposure in terms of
carear path programmes.
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Mortham Platinum has and confinues 1o embraca the opportunity o transform the composition of the company’s workforce and
management to rafiec! the demographics of South Africa. This is a business imperative to ensure the company laps into the entira
skills base of the South African population and shares value across it's employee base.

The following principles guide the way in which employment equity is implemented al MNortham in support of EE plans and
slralegies;

« Comphance wilh the Employment Eguity Act and all other legislation establishing a culture that embraces equily, dignity,
diversity and respect;

= |dentifying talent pools and designing strategies towards selecting, devaloping, training and relaining talant;

+ Conducting skills audits across all disciplines in order to address skills gaps and enable continuous growth and development of
employess,;

« Ensure proactive recruitment and advancement of people in line with Economically Active Population (EAP) targets, as
proposed in the Draft Reviewed Mining Charter,

« Grant employment opportunities to disabled persons;
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G4 Training all levels of management to maonitor employment equity and transformalion processes, raising concems where
appropriale,
« Ensuring on-going fransparent consultalion processes on the employment equity plan;

» Analysing the workforee profike in order to align and support the achievemen! of the employment eguity plan;
« Regular imeraction and updates with employee representatives on transformation processes, challenges and opportunities.

Tahla 168: Emplayrment eguily status (Form 5)

ir ﬂﬂﬂEﬂ. ‘quﬂ EE .H.D.H'u —.El i_! El -E EEE
"_n-,-_EHH
Decupationa! Levis African | Colowred | Indisn | White | African | Colourad | indian | White | Male | Female » * e % Male | Fo
Top Management [Board) 5 ] L] 5] 1 3] 0 1 iy 1] 12 5.3 18.7 B0 a3 56

Senins Managemsnt 3 1 i) ] 1 1] 1] | (1] 12 58.3 25.0 6 ]
diddis Management 23 1 0 32 2 4] 1] g 1 i L B 181 314 248
Junior Mansgement 83 z 1 a2 13 i} i g b 206 440 0.7 44.6 48
Core Skilis 2263 ¥ o 107 Faird 0 1 T 1515 74 4176 a1.0 6.2 0.4 6.1

Tutal 27T 11 1 241 269 L] 2 8 1521 24 4474 5B.8 15,2 46.4 6.1 1.3%

“rabile refects workforee dida as indicated by form 8 fexcluding suppont’ sami-stilled and weshited)

The above fable reflacts currenl parformance levels as at Seplember 2016 for top, senior, middle, junior management and core

skills.
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According to the MPRDA, “historically disadvantaged person” at present maans:

{a) any person, category of persons or community, disadvantaged by unfair discrimination before the Constitution took effect:

{b) any association, a majority of whose members are persons contemplated in paragraph (a);

{e} any juristic person other than an assoclation, in which persons contemplated in paragraph (&) own and contral a majority of the
issued capilal or members' interest and are able to control a majority of the members’ vates

The table below indicates the progress achieved thus far (2013 — 2020) in growing the presence of HDSA's in management at
Northam Platinum. As is evident, Northam Platinum has progressed and, as atl 2016, achieved compliance with the 40% targat as
HDSA across fop, senior, middle and junior management as well as core skills.

Table 17: HOSA in Management

Element J Description Measure Target compliance TIOiRE achitnd Y Tant .
=2 2013 | 2014 | 2015 | 2016 | 2017 | 2018 | 2019 | 2020
Top managemeant (Board) 4% 83% | 80% | 556% | V0% | 60% | 60% | 60% | 60%
Diversification of
the workplace to Senior Management 0% 14% | 25% | 33% | 44.4% | 64% | 64% | 64% | 64%
Emplayment refiect the : i
aqity countries Middle Managemeant 40% 31.9% | 39% | 42% | 458% | 48% | 51% | 54% | 57%
demographics to _
sttmin Junior Management 0% 42% | 45% | 47% | 49% | 51% [ 53% | 55% | 57%
compeliiivensss : —
_ Core Skills 0%, | m2% | e2% | B2 | s1% | ere | eow | ez | E2%

With the imminant publishing of a Reviewad Mining Charler, a drafi of which has been released for comment, Mortham Platinum
plans to continue to improve its transformation at all levels taking into consideration the proposed increase In targels, the inclusion
of black females and the application of economically active population metrics.
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The Draft Reviewed Mining Charter intends to amend the definifion of HDSAs to that of "black’ paople in line with the definition of the
BBBEE Codes of Good Practice, which includes Black Africans, Coloureds and Indians -

(a) Who are cilizens of the Republic of South Africa by birth or descent; or

(b} Whao became cilizens of the Republic of South Africa by naturalisation;

(i) Before 27 April 1994; or

(i} On or after 27 April 1594 and who would have been enfiled to acquire citizenship by naturalisation prior to that date;

In addition, the Draft Reviewed Mining Charter also references a future need to use economically active population (EAP) as a
further measuremeant criterion for employment equity, EAP is dafined in the Draft Reviewad Mining Charter ag, all those betwaen tha
ages of 15 and 64 who either work of wish to be employed. Glven the youthfulness of the black population the EAP includes many
black teanagers who have never ablained a matric or waorked at any job at all.

el .E_n_w!ul n___:uzq.__.._".ﬂu Chister Dk Chatrier Targets
Fol , | A% B0 fie 254 Back Fevals) .__..h_.l-_._
B .. —
ans nu_.-_ ___._1 b ﬂ_i.nxﬂ.._._._ ale| e
[ e |y Mgkl
A i ___._n_ 544 Bmck Fernale|
“SEA S P & A N
s BBy oo i BakFewmle) PP
40 HE, Frehighon ot |
o Tiarwias
H Famuia ‘ |
_u_..._.....i._ i Applcakn of |
............. vt el s BT e i Bk A i scnanecay oover
Nalicnsl 4214  Bam 1% hem _ WM A 1M 4% Ennﬁhmi_

_L_._.__u_u_u_u mu..-... _u.u.F_ _uu#. ._ul. “ ...-u.-.ﬁ _“_._.ur 13 (r'ss fa%

Figura 25 Gurrant complianece and new considerations emanating from ihe Draft Reviewed Mining Chaner
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2.7

Once applicable Northam Platinum will apply the relevant EAP targets, being those of the Mational footprint or Limpopo, where
MNortham Platinum is located.

Representation Women in Mining

Mining has tradiionally been considered an exclusively male activity, with most operational reguirements being demanding
physically, historically performed with very little mechanisation. Legislation prohibited women from working underground until as
recently as 1997. However, due to the advancement of technology and mechanisation of mining, women can increasingly
participate in mining activities as this makes the employmeant of women and the use of their skills a priority for the mina of the fulure.

Tha Mining Charter requires 10% participation in mining by wamen. Northam Platinum bas priofitized the crealion of emplaymeant
opportunities for women, and as of Septamber 2016 Northam employs a tolal of 478 women (excluding foreigners). In lotal, females
represent 8.2% of the workforce at Mortham Platinum. Measures are being taken to reach the mining charter target of 10% within
the SLP perod,

Mortham Platinum will continue to focus on addrassing the HDSA and Warnen in mining. Recrultmant and talent planning will aim to
achlave black reprasentabion for males and females in line with the new draft mining charter.

The mine has embarked on an external recruitment drive, wheraby sullably qualified women from the surrounding local communities
are identified, trained and employed. During the recruitment process counselling and physical capabilily lesting s conducted, It is
anticipated that this approach can contribute substantially to the achievement of the Women in Mining targets. Certaln barriers and
challenges that Northam identified with regards fo women in mining are discussed below along with ways in which Northam

addressed thesea issues.
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2.7.2

Table 18: Interventions identified to overcome barriers and challenges for WM

Barriers and Challenges

Interventions implemented by Northam

Scarcity of skills in the management category

Identification of positions suitable for females

Perceptions about women in mining

The suitability of protective equipment for the needs of

WwWomen

Underground facilities for women in the workplace

Encouraging women to enter mining professions

Active soureing of women for bursaries and __mm:.__mﬂwriw

A tabent pipeline aimed at developing women for positions in
which they are under- represented

Changing perceptions using training programmes for a
diverse waorkforce

Sourcing suppliers able to provide suitable protective
equipment for female employeas

ldentifying and discussing women's requirements and

aslablishing appropriate arrangements and facilities

Martham will encourage women's parficipation in all levels of the mining and processing operalions by:

= Encouraging women to further their education in mining occupations, in order 1o qualify to fill vacant or newly created

positions

« Providing bursanes to promote mining-related aducational advancemant, prioritising the fields of mathematics and science
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« |ncluding female employees in management and leadership Iraining, as described under the HDSA fast-tracking plan in the
employment equity section
» Supporting young female studenis at high school and univarsity level through bursaries

273 Development programmes for the existing WIM

The shortage of adequately skilled workers for the mining industry may be addressed by focusing on womaen in mining. Northam
Platinum will address the skills gaps for women in mining, in conjunction with the education authorities such as the MQA, by

» Formulating comprehensive skills development strategias
« Crealing vanous skills training and related development opportunities
= Develop a strategy lo encourage women who have chosen a career in mining 1o stay and advance their mining careers.

To achieve these objectives, Northam Platinum will consider the following:

» |dentify potential female employees who have demonstrated an interest and abdlity to further their careers in mining

#; Preference will be given to females in acting/refieving positions

« |dentify the training and technical needs of women miners and organize the resources required to meet these needs

« Provide bursaries to promising young women students to study for a commercial or technical degres, with a view Lo making
a caraer in mining

= Enhance training programmes for women.
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2.7.4

2.7.5

Internal succession and promotion of WIM

Internal succession planning and promofions will be used to help achieve greater representation of women at all levels of
responsibility on the mine.  Furthermore, ongoing skills development and promotions will be used to empower female HDSAs for
existing and fulure management positions, starting with creating awarenass of careers in mining within the local community. Special
focus will be applied o black females as per the Draft Reviewed Mining Charter.

WIM Targets

Mortham is commifted to compliance of 10% of women in mining across all levels within this SLP period, and impgroving woman
representation at junior and middle management. Currently we are standing at an 8.2% of female representation in the workforce.
MNortham will provide all employees with the opportunity to participate in training and development that will improve their workplace
competency and chances for fulure upward mobility. Northam s also commilted to developing employees through appropriate
recruitment, retention and dewelopment initiatives. An emphasis is placed on identifying polential falent, mentoring and parsonal
development planning and accelerated development, specifically employess who ware previously disadvantaged, and to retaining
thesa lalents. Additional emphasis will be placed in this regard on developing junior and middie management HDSA and WIM.

labie 18: Current WIM performances (2073 = 2016)

2013 2014 20115 2016
AMBA WWim Wi Wi
‘Occupational Level Total % Total % Total Yo Total | %
Top management 2 33% 1 20% 1 11% 2 20%
Senior Management 1 14% 1 12.5% 2 22% 2 20%
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Middle Management i A% 4 10.6% a 13%: 13 18.1%
Junior Management 16 B%% 16 & 18 B6% 18 8.7%
Care 248 4 B% 237 4 50 251 80 284 B, 2%
Tabie 20: WIM Targets including whole workfores (2016 — 2020)

2016 207 2018 2019 2020

Wim Win Win Wi WiM
Oc ional Lewvel Total % Total S Total o Total %o Total W
Top Management 2 20000 2 20% 2 20% 2 20% 2 20.0%
Senior Management 3 25.0% 4 A% 4 0% 4 300 4 30.8%
Middle management 13 18.1% 14 19.2% 16 21% 20 21% 20 19.2%
Junior Managemeant 19 8. 7% 20 10.6% 20 10:6% 20 10.6% 20 10.6%
Skilled a2 10:5% 4F 10, 5% 42 10.5% A2 10.5% 42 10.5%
Semi-gkilled 140 4.6% 157 5.1% 165 Bo% 22 T.1% 05 8.1%
Unskilled 258 12.6% 258 12.6% 258 12.6% T 12.6% 235 12.6%

“sxciuding forsign ralionals
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Recruiting of females i a challenge. Specific areas such as head-hunting, talent management and coaching will be emphasized in
addrassing the cumrent shortfalis in HDSA and Wamen in Mining largets. Recruilmenl priority will be given o HDSA and women
candidates. All efforts will be made to identify suitable candidates and ensure that the unigqueness of this company 15 adequately
projected to attract them.

The Employment Equity and Training Committee will also participate pro-actively in the implementation of the above to ensure
complete fransparency and efficiency in approach. The Recruitmeni and Selection Policy as well as the Learning and
Development Palicy will be followed without excephion, This structure also assists with identification of key issues that could impact
on retention and altraction of HDSA and women candidates and thereby provide clear direction in respect of areas that need to be
addressad. Tha company commitmeant is also based on upliftiment and growth of existing individuals in the company bul whare
necessary, external candidates will be sought to ensure consistent productivity, efficiency and professionalism in the workplace.
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276  Management Structure

TOP MANAGEMENT (BOARD)
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27.7  Draft Reviewed Mining Charter

Mortham Platinum's objectives from 2016-2020 are to plan towards improving its transformation at all levels taking into
consideration the Draft Reviewed Mining Charters new targsts.

tovtharm Platmum- Zosdareiioe Divisan Pags 70
Socval and Latiowr Bian
& Movembar 2045



o m:“nﬂfﬁ:ﬂi_ Current Mining Charter Diraft Charier Targets
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Figure 26; Curmonl Progress against Mining Charber Largets

The reviewed largels are significantly higher across all levels of management and the inclusion of specified black female targets
necessitate a period during 2016 and 2017 of review and strategy development as to how to begin the road to progression towards
compliance with thase new targets.

Norfturm Platinume Fandermimde Daisin FPape B0
Epaist and Labow Flan
4 Movember 2616



1

EOWBEREE | HBE DIMISELON

SECTION 3

MINE COMMUNITY AND LOCAL ECONOMIC DEVELOPMENT
(MCD / LED)
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COMMUNITY AND

The mining industry is required fo both legally, via the Minerals and Petroleum Resources Development Act {(MRPDA), and ethically as
responsible corporate citizens, to actively contribute towards the upliftment, growth and development of specifically their labour sending
areas and affected mine communifies. This 5 through, but not limited to, the alignment, consultation and review of the community's
Integrated Development Plans (IDP's), Provincial growth and development strategy (PGDS) and the National spatial development
strategy (NSDS).

Mortham Platinum recognise the importance of the mine and labour sending communities in the sustainability of its Zondereinde mining
operation, and wish to maove from a culture in the mining industry of corporate social responsibility to one of sharing value across the
ecasystem in which it operates.
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The Mining Charter

The Broad Based Black-Economic Empowerment Charter for the South African Mining and Minerals Industry (Mining Charter)
emphasises a mines' position within the communities they operate where a balance belwean mining development and mineé community
socio-economic development must be created. It states that:

‘Mining companies mus! meaningfully contribule lowards communily devalopment, both in terms of size and impact, in keeping with
the principles of the social licence o oparata.” In doing so, mine right holders must:

= Be consistent with intemational best practices in contributing towards shared valus and meaaningful communily requiremeants;
» Conduct meaningful consultations and co-ordination between themselves, communities and local municipalities, thereby
understanding the needs of the mining communities in line with the IDF's, PGDS and NSDS where necessary

Furthermore, the Charer requires the mine or production operation to consull communities (both mine and labour sending) and the
relevant authorties to provide a plan that is in line with the IDF's of the communities. The social and labour plan agreed upon details

specific requirements for the mines to deliver towards local economic development.

In line with Regwfation 46 (c) (i) of the MPRDA, it Is required that the contents of a social and labour plan must contain a local
ecanomic development programme which must include:

i.  The social and economic background of the area in which the mine operates;
ii. The key economic activities of the area in which the mine operates;

i,  The impact that the mine would have in the local and sending communities;
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