
‘Securing our future responsibly’ means pursuing true business 
sustainability through the effective management of  our long-term risks 
and opportunities – and through the implementation of  our Vision and 
Values. The nature of  our business, which has been built up over more 
than 120 years, means we are more aware than most of  the need to lay 
the right foundations now to maximise our profitability in the future. It also 
means we take our responsibilities seriously and recognise how these 
relate to our long-term business interests. 

This requires an integrated approach that takes into account all of  the 
disparate dynamics and issues that affect our business – including the 
effective development of  talent, the wellbeing of  our employees, our 
relationships with local communities and the ethical fundamentals of   
how we do business.

Securing our future responsibly5. 

5. Optimising our operations
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5.2 Promoting employee health, wellbeing and productivity Page 149
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Our employees sit at the heart of  our 
efforts to become the global leader 
in sustainable gold mining – and are 
fundamental to our bottom line. If  we 
are to achieve our Goal of  5 million 
ounces of  quality gold production 
by 2015, we need a well-trained, 
motivated and stable workforce. 

This is particularly important given 
current competition for global 
mining talent. In this context, we are 
committed to ensuring that we stay 
an employer of  choice within the 
mining sector – whether for technical 
experts, managers or operational 
personnel. As part of  this commitment, 
we aim to provide a constructive and 
supportive working environment in 
which our employees can develop 
and excel to our mutual benefit. We 
also aim to ensure that our employees 
are properly rewarded for their efforts 
through competitive remuneration and 
benefit packages. 

We endeavour to help build local 
capacity and broaden the pool of  
skills where we operate by employing 
and developing local staff  at all levels 
of  the business. This approach is 
in line with our efforts to empower 
historically disadvantaged individuals 
within our workforce in South Africa. 
By doing so, we aim to make it more 
representative of  the demographics 
of  the country, and to promote the 
employment of  nationals in all the 
regions in which we operate.

Providing 5.1.1 
productive and worthwhile 
employment positions
Gold Fields has a total of  47,268 
employees in service (C2009: 51,122). 
Of  these, 93% are located in our 
South Africa Region (C2009: 94%). 
The remaining 7% are based in our 
Australasia, South America and West 
Africa Regions (C2009: 6%). The vast 
majority (97%) are nationals of  the 
countries in which we operate. In South 
Africa, Historically Disadvantaged South 
Africans (HDSAs) comprised 93% of our 
local workforce at the end of C2010 – and 
41% of employees at D-band and above. 

All of  our employees receive formal 
contracts of  employment setting out 
their roles and responsibilities. These 
terms are explained to each employee 
during the recruitment process and 
during induction. Remuneration is 
based on pre-defined salary scales 
linked to an employee’s band and 
location – although these can be 
renegotiated with key employees in 
order to ensure that we retain their 
skills and experience. All of  our 
employees receive more than local 
minimum wages and receive regular 
performance reviews. The ratio of  
standard entry level wages compared 
to local minimum wages range from 
1.1 in South Africa to 6 in Ghana. 
This wide range is partly accounted 
for by regional variations in statutory 
minimum wages. 

A significant proportion of  our 
employees’ variable remuneration is 
determined both by individual and 
corporate performance. This ranges 
from a 30:70 performance ratio 
for executive level employees to a 
70:30 ratio for specialist groups. All 
employees working in a managerial 
or supervisory role have Individual 
Balanced Scorecards, which  
assess performance in a range of  
areas. This not only includes  
financial and operational measures, 
but also sustainability measures 
including, for example, safety and 
environmental performance. Other 
employees are subject to production 
and safety targets. 

Although they vary between locations, 
typical benefits include vacation, 
maternity and paternity leave, sick 
leave, medical support, pensions  
and life insurance. For example, 
in South Africa our employees rely 
on three main pension funds: the 
Mineworkers Provident Fund, the 
Mine Employees Pension Fund and 
the Sentinel Pension Fund. Other 
typical benefits include educational 
assistance, skills development, free  
or subsidised accommodation  
and/or living out allowances. 

Figure 5.1: Group human resources performance in 2010

Category C2010 C2009 C2008

Total employees1 47,268 51,122 49,325

HDSA employees in South Africa (%) 92.95 92.83 93.22

HDSA employees in South Africa (% - Management) 41.4 39.1 37.2

National employees in Ghana (%) 96.92 96.91 97.08

Minimum wage ratio2 2.72 2.79 2.52

Female employees 7.4% 6.9% 5.7%

Women in Mining3 3.3% 3.0% 2.8%

Ratio of  basic salary of  men to women 1.05 1.07 1.12

Employee wages and benefits (Rm) 7,514 6,612 5,804

Average training (hours per employee) 683 650 584

Employee turnover (%)4 13.41 13.70 18.57

Managing our people effectively and respectfully5.1 

1 Excluding contractors 

2 Average of  regional minimum wage ratios

3  This refers to women who are actively engaged 
in operational mining activities

4  Non-management employees only. Turnover 
amongst managers is less than 1% in each year
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It has always been our intent to 
promote the ownership of   
Gold Fields shares by our South 
African employees. During C2010, we 
developed and implemented a R1.2 
billion (US$172 million) Employee 
Share Ownership Plan (ESOP) that has 
resulted in a 10.75% equity ownership 
in our South African assets by all  
non-managerial employees in South 
Africa (p173).

During C2010, large-scale forced 
retrenchments at our operations were 
avoided due to continuous natural 
attrition and voluntary separation. 
Nonetheless, the merger of  our Kloof  
and Driefontein management teams 
with the regional executive structure 
as part of  our business re-engineering 
programme in South Africa, resulted in 
a reduction of  115 middle- to senior-
management positions (p62). We 
intend to further reduce the size of  
our workforce in South Africa through 
natural attrition, voluntary severance 
packages and moving certain 
contracting services in-house. Forced 
retrenchments are at this stage not 
envisaged, but cannot be ruled out, 
depending on changes  
in underlying economics. The 
efficiencies the restructuring will 
secure will contribute significantly 
to the long-term sustainability of  our 
South African operations.
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Over the past three years, Gold Fields has rolled out a Group-wide 
employee survey to gauge the mood of  its staff. Almost 17,000 employees 
have responded to the survey, which was conducted by South African 
human resource specialists BeQ, since November 2007. The scale and 
coverage of  the survey makes it one of  the most comprehensive ever 
conducted by a company in South Africa. As such, it has proven invaluable 
in terms of  the formulations of  policies and strategies to address issues of  
key concern to our employees.

Amongst the most interesting findings of  the survey has been the 
difference in values embraced by employees in different regions.  
For example:

In Ghana and Peru, the majority of  respondents stress the need to  □
respect people in management or authority positions, whereas in 
Australia and South Africa, greater stress is placed on a more egalitarian 
style of  interaction

In South Africa and Ghana, taking care of  relationships is deemed more  □
important than only focusing on task and delivery, which is given greater 
emphasis in the Australian and Peruvian operations

Most groups value a degree of  risk-taking, although this is less the case  □
in Australia. This has real implications for safety practices

Following rules is considered to be particularly important in Australia  □
and Peru, whereas this is less the case in Ghana and South Africa – 
implying that rules are flexible or only seen as guidelines. Again, this  
has potentially important safety implications in terms of  the following of  
best practice

In South Africa and Ghana, the community is seen as more important  □
than the individual. In Australia and Peru, the prevailing view is slightly 
more balanced. This appears to be an important issue to factor into 
reward and recognition practices 

In most of  the operations, people place importance on values  □
congruent with care and nurture. This is less the case at the Australian 
operations, where greater focus is placed on task and reward 

During C2010 and early C2011, Gold Fields CEO Nick Holland took key 
findings from the survey on a road-show to each of  Gold Fields mines. 
Action plans have been developed to address key shortcomings identified 
through the survey. 

Gaining real insight into employee values and 
concerns through Group-wide consultation 

Improving capabilities 5.1.2 
through training
The provision of  quality training is not 
only an issue of  improving employee 
productivity. It is also a key tool in our 
efforts to attract the best talent in an 
increasingly competitive labour market. 

Our strong commitment to both the 
development of  our employees and 
the strengthening of  our long-term 
capabilities is demonstrated by the 
fact that during C2010 we invested a 
total of  R229 million (US$31 million) in 
internal training and skills development 
across the Group. During C2010, our 
training facilities hosted a total of  
70,000 employees and contractors 
(including multiple attendance by 
individuals), to increase their skills 
and enhance our capacity to meet our 
long-term production targets. 

The maintenance of  strong internal 
training institutions is integral to 
our approach. Our flagship in this 
respect is the Gold Fields Business 
and Leadership Academy in South 
Africa, on which we spent R175 
million (US$23.9 million) in C2010. 
The Academy is accredited by 
the Mines Qualifications Authority, 
the Construction Education and 
Training Authority and the Institute of  
Leadership and Management. It offers 
a comprehensive range of  in-house 
and on-site training courses including 
mining engineering, metallurgy and 
mineral resources management. 
The Academy is represented in a 
number of  external bodies, including 
the Chamber of  Mines Education 
Advisory Council, the mining advisory 
committees of  the University of  
Witwatersrand and the University of  
Johannesburg and the Mine Education 
Trust Fund. 

The Academy uses a unique training 
approach that focuses on tailored 
programmes adapted to each 
individual’s specific level, education 
and maturity. 
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In addition, once individuals have 
completed their training they are 
subject to subsequent follow-up 
and monitoring to assess whether 
continued support is required. 
Around 35,241 employees received 
induction and refresher training at the 
Academy during C2010, while 20,015 
employees underwent new skills 
training. In addition, 2,997 employees 
attended Adult Basic Education 
and Training (ABET) programmes, 
234 employees were engaged in 
engineering learnerships and 388 in 
mining learnerships. Learnerships are 
ongoing training programmes, which 
include both theoretical and practical 
training and lead to the award of  
nationally recognised qualifications. 
Furthermore, a total of  106 university 
bursaries were provided over the 
course of  the year. 

We also operate extensive portable 
skills training programmes, which are 
aimed at equipping employees for 
construction and other work after they 
leave Gold Fields. 

Achieving 5.1.3 
success through careful 
talent management
We are operating in a labour 
market characterised by strong 
competition for experienced technical, 
engineering and mineral resource 
specialists. Furthermore, our push 
to ‘regionalise’ the management of  
Gold Fields makes it imperative that 
we cultivate a strong and capable 
cadre of  leaders within each of  our 
regions. As a result, each region 
has a strategy in place to attract, 
develop and retain the best talent 
available. We continue to maintain 
our competitiveness in the labour 
market by regularly participating in 
industry market surveys. This not only 
helps us benchmark our remuneration 
practices, but also keeps us informed 
of  industry developments relating to 
employee benefits and non-financial 
recognition programmes.

In Australia, where labour 
competition is particularly intense, 
we have implemented a new and 
comprehensive remuneration structure 
based on best practice within the 
region. This includes the delivery 
of  better transparency, clarity and 
definition around pay and rewards. 
It also ensures that our salary review 
processes are now more forward 
looking in order to proactively 
anticipate expected market trends. 
Further initiatives implemented in 
Australia include:

A new system of  bonuses for our  □
operational personnel

Implementation of  a performance  □
enhancement process primarily 
using the Individual Balanced 
Scorecard methodology (p142) 

The offering of  secondments to   □
our other regions, as well as 
education assistance

Promotion of  a good and productive  □
work-life balance

Enhancement of  our succession  □
planning processes

Development of  a new 90-day  □
‘onboarding’ process for the full 
integration of  new employees

Development of  a formal two-year  □
graduate programme

Plans for a centralised recruitment  □
centre for the Australasia Region 
to allow for the more strategic 
sourcing of  candidates 

In Ghana, we have established a new 
‘Career Path Framework’ for every 
employee. This is a ‘map’ on which 
each employee can plan and follow 
their career progression in terms of  
their skills, competencies and role 
requirements. It also serves as a 
useful audit tool, through which we are 
able to accurately target training and 
development at the right individuals. 

In Peru, we started an internal 
leadership programme for all C-Band 
employees to identify staff  that will 
eventually move into middle- to senior-
management levels. 

Leadership development 
programmes
These talent management initiatives 
are augmented by the roll out of  our 
innovative leadership development 
programme from South Africa (where it 
was first piloted) to our other regions. 

In Australia, for example, we have 
developed and implemented an 
innovative leadership development 
programme in partnership with 
the University of  Western Australia 
and the Australian Institute of  
Management. The programme is 
closely tailored to our Values and 
leadership competencies, and is 
currently available to supervisors and 
middle management, with a further 
course planned for senior managers. 
In C2010, a total of  29 managers took 
part in this programme. 

In Ghana, we have started a 
Senior Leadership Development 
programme with the Ghana 
Institute of  Management and Public 
Administration. This programme 
includes attendance at the Darden 
School of  Business at the University of  
Virginia in the United States. 

“As the mining 
industry ramps 
back up in 
response 
to growing 
demand, talent 
shortages will 
become more 
pronounced”
Deloitte, Tracking the Trends 2011:  
The Top 10 Issues Mining Companies 
Will Face in the Coming Year 
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A total of  13 senior officials have 
attended two one-week sessions to 
date. The programme is aimed at 
expanding the capabilities of  our 
executives and senior managers 
– enhancing their professional 
development as well as the quality of  
Gold Fields leadership. 

In Peru, we initiated a Programme 
for Leadership and Management 
for managerial personnel and a 
Programme for Leadership for 
supervisors. These are run in 
partnership with the University  
of  Piura and DBM Peru, and cover 
issues such as leadership, human 
rights, executive coaching, technical 
skills and financial skills. We are  
in the process of  finalising 
partnerships with three other 
universities in the country. A total of  
13 senior employees completed the 
leadership programme last year.

In South Africa we use two major 
programmes to develop leadership 
talent. At the highest level, 15 of  
our senior staff  have completed a 
leadership programme in conjunction 
with the Gordon Institute of  Business 
Science, a leading business school 
in Johannesburg. At our Gold Fields 
Academy, we have rolled out the 
Louis Allen Leadership Development 
programme to senior, middle and 
junior management employees. In 
C2010, 881 employees benefited from 
this extensive programme.

Promoting 5.1.4 
constructive labour relations
By the end of  C2010, none of  our 
employees in Australia and Peru had 
opted to join unions. In contrast, 84% 
of  our employees in South Africa 
and 92% of  our employees in Ghana 
belong to unions. All employees 
belonging to unions are subject to 
collective bargaining agreements. 
These agreements include provision 
of  minimum notice periods regarding 
operational changes that impact 
on their conditions of  employment. 
In Ghana, this notice period is four 
weeks, whilst it is between 30 and 60 
days for the majority of  our employees 
in South Africa. We have formal 
structures in place to engage with 
trade union representatives, many of  
whom are full-time labour organisers at 
our mines. Other channels for dialogue 
with organised labour include: 

Established communication  □
channels with human resource 
managers on all sites

Employee representative committees □

Our website, intranet,   □
newsletters and campaign- 
specific communications

Employee climate surveys  □

Our relationship with our employees’ 
unions is constantly maturing. In 
April 2010, we proposed a new 
employee relations model and revised 
engagement structures to union 
representatives in South Africa, as part 
of  our efforts to better understand 
employee concerns. Similarly, in 
October 2010 we agreed a three-year 
wage agreement with the Ghanaian 
Mineworkers Union. The agreement 
marks a considerable step forward, 
as it provides for mutually agreeable 
terms and will avoid the need for 
extensive annual negotiations. It is also 
further evidence of  the particularly 
constructive relations we enjoy with the 
unions in the country. 

Despite these advancements, in 
November C2010 we experienced a 
one-week industrial action called by 
the National Union of  Mineworkers 
(NUM) at our South Deep mine in 
South Africa. The action focused on 
demands for greater union influence  
in Gold Fields procurement processes, 
as well as the appointment of  senior 
management. This was resolved 
through constructive negotiation and a 
commitment to work with the NUM  
in the achievement of  our 
transformation targets, without 
sacrificing our ultimate sanction and 
right to manage the business. 

Respecting 5.1.5 
human rights
Human rights form a central pillar 
within our Sustainable Development 
Framework and are enshrined in our 
Code of  Ethics and Human Rights 
Policy. As a signatory to the United 
Nations Global Compact, and as part 
of  our commitment to the principles 
of  the ICMM, Gold Fields upholds the 
highest standards for the protection of  
human rights. These include:

Freedom from child labour □

Freedom from forced or   □
compulsory labour

Freedom from discrimination □

Freedom of  association and  □
collective bargaining

A key tool in our management of  
these issues is our Human Rights 
Toolkit, which we use to educate 
employees and contractors. It uses 
a range of  innovative techniques to 
sensitise users to relevant human 
rights issues, including case studies, 
games, scenarios and multimedia 
communications materials. The Toolkit 
materials can be adapted to specific 
regional contexts and to different 
employee roles. This ensures that 
human rights training remains relevant 
and appropriate across Gold Fields. 
All of  our induction programmes also 
include human rights elements.
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Our human rights initiatives are 
supported by our internal grievance 
mechanisms, through which 
employees and contractors can raise 
human rights concerns. All grievances 
are handled by our human resources 
department, which uses defined 
guidelines to record, evaluate and 
address complaints. In addition, 
employees can raise individual 
concerns with independent, external 
counsellors and advisors through our 
Employee Assistance Programme. 
This sits under our ‘24 Hours in the Life 
of  a Gold Fields Employee’ wellness 
programme (p154). 

During C2010, there were no incidents 
of  discrimination. Where incidents of  
discrimination do take place, these are 
investigated and resolved internally. 
There were no incidents of  forced 
labour or child labour at any of  our 
operations. None of  our operations 
represent significant risks in this 
respect – or to the rights of  freedom of  
association and collective bargaining. 

As our human rights capabilities 
mature, it is envisaged that we  
will integrate related requirements  
and commitments into our  
investment agreements and 
procurement contracts.

Transformation 5.1.6 
and diversity
Gold Fields is committed to the 
creation and maintenance of  a  
diverse and demographically 
representative workforce. 

Empowerment of Historically 
Disadvantaged South  
Africans (HDSAs)1

In South Africa, workforce 
transformation is a matter of  key 
national importance – as represented 
by the Employment Equity Act, the 
country’s Mining Charter and our 
Social and Labour Plan obligations 
(p165). Our primary contribution to 
workforce transformation has been 
to invest in the targeted education, 
training and development of  our  
HDSA employees. Nonetheless, 
the development of  highly skilled 
employees is a lengthy process. 
As a result, we are also recruiting 
experienced HDSA managers 
externally and placing them in key 
positions within the company. 

Employee at Tarkwa, Ghana
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Figure 5.5: HDSAs within the Gold Fields workforce in  
South Africa (%)2

Under the Mining Charter, which was 
revised in September 2010, we are 
required to ensure that 40% of  all 
management positions are filled by 
HDSAs by 2014. 

At senior to middle management  
level, we have achieved the following 
HDSA representation:

36% at Board level (C2009: 31%*) □

15% at ExCo level (C2009: 27%) □

32% at senior management level  □
(E-Upper and above) (C2009: 25%)

40% at middle management   □
level (D-Upper and E-Lower) 
(C2009: 37%)

Although we are making progress, 
more needs to be done to improve 
HDSA representation at all 
management levels. 

1 All references to HDSAs is by reference to HDSAs including white women 

2 This excludes foreign nationals that represent the regions we operate in
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Employment of nationals
Although there is less regulation 
around the employment of  nationals 
in Ghana and Peru, it is considered 
best practice and underpins our social 
licence to operate. Currently, 99.4% 
of  our employees in Peru are Peruvian 
nationals (C2009: 99.1%). 

In Ghana, nationals make up 96.9% of  
our workforce (C2009: 96.9%). We are 
working hard to ensure that nationals 
are adequately represented amongst 
our senior managers (currently 72%). 
This is largely being managed through 
an intensive succession planning 
programme. Under this programme, 
whenever we fill a post with an expatriate 
employee, we also develop a national 
employee using formalised Individual 
Development Plans. This means they will 
have all of  the capabilities needed to fill 
this post in future. 

Ghanaian nationals are increasingly 
being elevated to senior management 
positions in Ghana – including the 
general manager of  our Tarkwa 
mine. Our efforts to recruit senior 
national personnel externally have 
been hindered, however, by local 
employment market conditions. Highly 
skilled nationals are in great demand, 
both nationally and internationally 
– in part, due to the growth of  the 
West African mining industry. This 
is a common problem for mining 
companies operating in Ghana, 
and one that we plan to address 
through the significant revision of  our 
remuneration and benefit packages to 
ensure that we remain competitive. 
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Representation of women 
In line with our transformation 
commitments, we are also continuing 
to seek higher levels of  representation 
of  women throughout Gold Fields 
– from the mines to the boardroom. 
Women currently make up 7.4% of  
employees (C2009: 6.9%) across the 
Group. Of  these, 3.3% are working 
in mining roles, 14.7% are in middle 
management roles and 2.7% are in 
senior management roles. At Board 
level, our female representation is 
21%. This means we are ahead of   
the 20% target currently being 
considered by the Securities and 
Exchange Commission in the  
United States for 2013.

We are continuing to face a number 
of  challenges in our efforts to attract 
women to the company. These include 
an inadequate pool of  skilled female 
workers, as well as perceptions 
around the physical demands of  
mining. Nonetheless, the appointment 
of  a female HDSA chair to the Board 
in November 2010 (p8) marks a 
key milestone in our efforts to drive 
transformation more broadly.

Tarkwa, Ghana
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The health of  our workers is vitally 
important to the ongoing success of  
our company. In many senses, health 
poses as much of  a legal, operational 
and reputational risk as our safety 
performance – albeit over a longer 
time scale. As a result, we go beyond 
an attitude of  ‘compliance’ based on 
traditional measures of  occupational 
health and communicable disease, 
and instead take a more holistic view 
of  worker wellbeing.

As part of  this approach, we believe 
that our responsibility towards our 
employees extends beyond their 
formal working hours, to also cover the 
rest of  their 24 hour day. Pioneered 
in South Africa, we spent C2010 
embedding our innovative and 
 sector-leading 24 Hours in the 
Life of  a Gold Fields Employee 
programme across the company 
(p154). This includes initiatives around 
occupational health and safety, 
healthcare, living conditions, nutrition, 
education and sport and recreation.

Through this approach, we aim to 
ensure that we have a fit and motivated 
workforce that will carry us towards 
our production Goal of  5 million quality 
gold ounces by 2015. 

Promoting 5.2.1 
occupational health
As with safety, our deep underground 
and relatively labour-intensive South 
African operations tend to pose  
higher occupational health risks than 
our other mines. In particular, the 
nature of  our operations in Australia, 
Ghana and Peru mean they only pose 
relatively limited risks in terms  
of  silicosis, Chronic Obstructive 
Airways Disease (COAD) and 
Tuberculosis (TB). 

In addition, the impact of  HIV/AIDS 
and relatively high levels of  dust 
exposure mean that South African 
miners are at particular risk of   
TB, which can be exacerbated by  
the simultaneous presence of   
HIV/AIDS infection. 

Promoting employee health, wellbeing and productivity5.2 

Figure 5.8: Health performance in 2010

South Africa C2010 C2009 C2008

Noise Induced Hearing Loss submissions  
(Rate per 1000 employees)

1.51 1.04 1.80

Silicosis submissions (Rate per 1000 employees) 3.11 3.52 5.45

Chronic Obstructive Airways Disease  
(Rate per 1000 employees)

1.54 0.68 1.55

Cardio-Respiratory Tuberculosis (CRTB)  
(Rate per 1000 employees)

15.97 13.89 23.79

Pulmonary Tuberculosis (CHEST) (Rate per 1000 employees) 4.66 4.20 7.00

Employees on Highly-Active Anti-Retroviral Treatment (HAART) 2,991 2,155 1,492

Started HAART (Individuals) 5,150 4,114 3,136

Retained on HAART (Individuals) 2,991 2,155 1,492

Exited HAART (Individuals) 2,159 1,959 1,644

As a result, we place particular focus 
on monitoring this disease. All of  our 
employees undergo initial and annual 
medical surveillance. These are tailored 
in line with local legal requirements, 
as well as operation-specific health 
risks. The assessments are aimed at 
preventing, identifying and treating 
occupational diseases. In C2010, we 
received the following submissions: 

78 cases of  Noise Induced Hearing  □
Loss (NIHL) 

164 cases of  Silicosis □

81 cases of  COAD □

1,108 cases of  TB □

In addition, we implement 
sophisticated and quantitative risk 
assessments under our 24 Hours in 
the Life of  a Gold Fields Employee 
programme (p154), which, in addition 
to the above, seek to address issues 
such as hypertension, diabetes, 
cholesterol, diet and mental health. 
These are used to benchmark the 
wellbeing of  each of  our employees 
and monitor any improvement or 
deterioration in their condition. 
This also helps us identify high-risk 
individuals, who we will then transfer 
to appropriate roles that pose a lower 
health risk. This approach offers 
important benefits in terms of  the 
prevention of  occupational disease, 
whilst keeping employees at work.

Engineering controls
One of  the most important ways in 
which we can reduce health risks in 
the workplace is through the use of  
proactive engineering controls. This 
is the basis of  our Project 4M initiative 
in South Africa, which aims to reduce 
silicosis and NIHL in line with the Mine 
Health and Safety Council milestones 
for 2013. Measures taken during 
C2010 under Project 4M include: 

Adoption of  a Voluntary Code of   □
Practice on diesel particulates, 
as well as the establishment of  
current exposure levels (this has 
the additional benefit of  anticipating 
expected legislation in this area)

Silencing of  more than 95% of  our  □
auxiliary fans, more than 90% of  our 
pneumatic loaders and more than 
85% of  our diamond drills

The upgrading of  more than 65% of   □
our tip filters and sprays to improve 
air quality, as well as the chemical 
treatment of  more than 95% of  
footwalls to reduce dust levels and 
the fitting of  tip doors in more than 
60% of  cases 

Implementation of  a vibration  □
assessment exercise to identify 
high-risk individuals, and the 
training of  medical personnel  
in the identification and treatment  
of  related ailments

Introduction of  enhanced   □
hearing protection
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Our approach to managing HIV/AIDS 
has been developed in cooperation  
with a number of  stakeholders, 
including the South African HIV 
Clinicians Society. Acturial assessments 
forecast that we will spend R47 million 
on HIV/AIDS treatment in C2011. 
Spending on HIV/AIDS and TB affected 
individuals is forecast at an additional 
R14 million (US$2 million). Over the 
same period, we are expected to spend 
R25 million (US$3 million) on treatment 
of  TB-only affected individuals. 

It is the policy of  Gold Fields to 
ensure that employees with HIV/AIDS 
are not discriminated against. We 
are continuing to address the de-
stigmatisation of  HIV/AIDS through the 
integration of  its management into our 
chronic disease health management 
processes, instead of  treating it as a 
standalone disease. This is vital for the 
long-term success of  our management 
of  HIV/AIDS and the eradication of  
new HIV and TB infections. Integration 
is achieved through the inclusion of  
Voluntary Counselling and Testing 
(VCT) into our holistic wellbeing 
assessments (p151), confidentiality 
assurance, treatment access through 
our on-site network of  medical clinics 
and our 24/7 employee assistance 
programme. Our management 
programme is supported by our 
workplace HIV/AIDS education and 
awareness raising programmes, poster 
campaigns, guidance documents and 
condom distribution at all of  our South 
African workplaces.

Our engineering controls to reduce 
exposure at source are supplemented 
by a range of  measures to induce 
behavioural change, including 
administrative control, training and 
awareness-raising.

Legal context
In March 2011, the South African 
Constitutional Court ruled that 
legislation which limited employees 
rights to claim compensation for 
certain diseases including silicosis 
was unconstitutional. As a result, the 
Court found that employees had the 
right to sue employers for common 
law damages to the extent that such 
employees could prove that they 
had suffered loss as a result of  the 
negligence of  the employer and such 
loss could be quantified.

In the circumstances there is potential 
for claims against Gold Fields and we 
are currently analysing the situation in 
order to try and quantify the risk. 

In West Africa, NIHL and silicosis are 
considered to be emerging issues. 
During the past three years, 76  
cases of  NIHL have been registered 
for compensation – although no  
claims have yet been approved by 
local authorities. 

We are further enhancing our 
management of  NIHL and  
silicosis within both regions, and 
will be in a position to report more 
comprehensively on these issues  
in future. 

Helping employees 5.2.2 
address HIV/AIDS, 
TB and malaria

HIV/AIDS and TB
According to the latest figures from 
UNAIDS, the adult prevalence rate for 
HIV/AIDS in South Africa is 17.8%.1 
Our employees form part of  the 
community and are thus exposed to 
the risk factors associated with the risk 
of  HIV transmission, with the additional 
factor of  being migrant workers. Given 
that South Africa is where the majority 
of  our employees (92.7%) live and 
work, it is a key issue of  concern for 
Gold Fields – both morally and in 
terms of  the long-term effectiveness 
of  our workforce. TB and HIV/AIDS 
remain the largest contributors to 
morbidity rates, mortality rates and 
ill health retirements due to medical 
causes. In the six months ended 31 
December 2010, we had a medical-
related death rate of  6.5 per 1,000 
employees (F2010: 7.81). As a result, 
our focus is on promotion, prevention 
and treatment, as well as the provision 
of  related support. Our integrated  
HIV/AIDS, Sexually Transmitted 
Infections and TB (HAST) strategy 
recognises the interrelationships 
between HIV/AIDS, other sexually 
transmitted diseases and TB. 

NIHL SilicosisCRTB CHEST COAD
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Figure 5.9: Occupational disease in the South Africa Region  
(Rate per 1,000 employees)

1 UNAIDS, UNAIDS Report on the Global AIDS 
Epidemic 2010, www.unaids.org
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Although it is our policy to provide free 
VCT to all of  our employees in South 
Africa, we still have much work to do to 
before we achieve our target of  100% 
annual workforce participation. We are 
in the process of  trying to increase 
our current participation rate from 
13% (C2009: 14%) through ongoing 
awareness raising campaigns, as well 
as a potential partnership with the 
government to achieve the national 
goal of  testing 15 million people by 
June 2011. 

We provide free Highly Active Anti-
Retroviral Treatment (HAART) to HIV 
infected employees through our 
network of  on-site, doctor-based 
clinics. All employees also have the 
option to join the contribution-based 
in-house medical scheme. Through 
this scheme, they can provide their 
dependents with access to relevant 
healthcare services. During C2010, 
a total of  1,036 employees in South 
Africa joined our HAART programme 
(C2009: 976), taking the number of  
active participants to 2,991 (C2009: 
2,504).Our five-year retention rate 
on the HAART programme is 60%. 
Approximately 4% of  employees  
who leave the programme do so  
as a result of  non-adherence to the 
HAART regime. 

Those infected with HIV are provided 
with support through our 24 Hours in 
the Life of  a Gold Fields Employee 
programme (p154), including doctor-
based primary healthcare, nutritional 
support, psychological counselling 
and social services. Former  
employees continue receiving 
treatment at their place of  residence 
through government-funded  
public health facilities. In addition,  
we provide care and support for ill 
health retired employees through our 
home-based care programmes in 
labour-sending areas. 

Although the national adult HIV/
AIDS prevalence rate in Ghana is 
much lower than in South Africa at 
1.8%,2 we run an active HIV/AIDS 
programme in the country. This 
includes health risk assessments and 
VCT provision. In C2010, a total of  
68% of  our employees at our Tarkwa 
mine participated in VCT, which is 
also extended to our contractors. 
Employees found to be HIV positive 
are provided with free HAART, as are 
their families and dependants. 

Malaria
In Ghana, we have a comprehensive 
malaria strategy based on  
education, prevention, prophylaxis  
and treatment. Specific actions  
carried out in C2010 include:

Education and training for local  □
community members

Indoor residual spraying □

Distribution of  insecticide-treated  □
nets in partnership with the Ministry 
of  Health

Provision of  anti-malarial drugs □

Monitoring, measurement and  □
evaluation of  affected individuals

Auxiliary nurse at Gold Fields Leslie Williams Hospital, South Africa

2  UNAIDS, UNAIDS Report on the Global AIDS 
Epidemic 2010, www.unaids.org



Gold Fields - Integrated Annual Report  
for the six months ended 31 December 2010

Supporting 5.2.3 
employee wellbeing
As noted above, Gold Fields takes a 
holistic view of  employee care. This 
means looking beyond traditional 
measures of  health and safety to 
take into account employees’ social, 
psychological and emotional wellbeing. 
This provides advantages in two 
respects, as employee wellbeing can:

Directly impact motivation   □
and productivity 

Indirectly impact health and safety  □

As a result, our 24 Hours in the Life of  
a Gold Fields Employee programme 
(p154) covers a broad range of  
measures that go beyond occupational 
health and workplace safety. It aims to 
ensure our employees:

Receive market-  □
related compensation

Have competitive incentive and  □
bonus schemes in place to  
increase their output and achieve 
greater efficiency

Are well housed □

Work safely and effectively  □

Have access to recreational  □
activities, including sport

Enjoy a healthy lifestyle, including  □
decent nutrition 

Although pioneered in South 
Africa, the philosophy behind this 
programme is being rolled out to 
our other operations, having been 
adapted to local circumstances. In 
Ghana, for example, our Wellness 
Programme covers our employees’ 
and contractors’ physical, emotional, 
financial, spiritual, occupational and 
social wellbeing.

Gold Fields provides a range of  
healthcare services to employees.  
In South Africa, for example, this  
includes access to two hospitals, as 
well as primary healthcare clinics  
and emergency medical services 
provided by the mines. 

Accommodation
The quality of  accommodation is a key 
determinant of  employee wellbeing. 
As a result, we are in the process 
of  increasing the proportion of  our 
employees who live in formal mining 
accommodation in South Africa. This 
is of  a better quality than much of  the 
informal, off-mine accommodation 
currently used by a significant 
proportion of  our workforce. 

We are upgrading our high density 
accommodation, in which 44% of  our 
South African workers live. This is in 
order to achieve our Social and Labour 
Plan commitments. We are unlikely to 
meet the Mining Charter requirement 
of  one occupant per room by 2014 
and will be making representations  
to the Department of  Mineral 
Resources on this issue. Nonetheless, 
we are making good progress in this 
respect and are likely to achieve an 
occupancy rate of  1.7 per room by 
2012. Between C2010 and C2014,  
we have committed R550 million 
(US$75.1 million) to this programme. 

All other employees are either housed 
in family accommodation or receive 
a living out allowance of  R1,300 
(US$177.6) a month. Approximately 
14,000 of  our employees have taken 
up the allowance. We plan to assess 
the overall impact of  the living out 
allowance on employee wellbeing. 
In many cases, these are workers 
without families or whose families 
live far away. As a result, some prefer 
to live in informal settlements, so 
that they can save their living out 
allowance and raise their disposable 
income. Conditions in the informal 
settlements are often far from ideal – 
with potential implications in terms of  
fatigue, motivation, health, safety and 
absenteeism. As a result, we  
are planning a major study on how  
we can improve the circumstances  
of  this group by, for example, helping 
upgrade living conditions in such 
settlements. During C2010, we  
spent R120 million (US$16.4 million)  
in this respect. 

Visiting family accommodation at KDC, South Africa
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Employees at KDC, South Africa
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Learning

In C2010, we spent a total of  R175 million  
(US$24 million) on training through the  
Gold Fields Business and Leadership Academy. 
The Academy offers employees a wide range of  
accredited education and training opportunities. 
In addition, we have a ‘portable skills’ 
programme, which provides exiting employees 
with practical training that will help them generate 
income post-mining. These include, for example, 
construction and plumbing skills.

“If we cannot mine safely, we will not mine”

Through the ongoing integration of  our Safe 
Production Rules, as well as our ‘Stop, Think, 
Fix, Verify and Continue’ safety campaign, we 
have made great strides in improving safety. Our 
focus on safety helps maintain strong levels of  
production and, in C2010, we did not experience 
any unplanned, mine wide safety closures in South 
Africa. It is our goal to reduce all accident types 
by a further 25% as we move towards our ultimate 
target of  Zero Harm. 

Health care

Our employees are subject to Health Risk 
Assessments (HRAs), which proactively evaluate a 
range of  health risks, including HIV status, lifestyle 
related diseases and mental health. As a result, 
they provide a ‘predictive’ picture of  employee 
health. Over the last two years, we have completed 
more than 10,000 HRAs. It is our aim for as many 
employees as possible to receive HRAs. This will 
help reduce sick leave, which in F2010 reached an 
average of  13.3 days per employee (F2009: 12.0). 

Employee Wellbeing

24 HOURS IN THE LIFE OF A GOLD FIELDS 
EMPLOYEE PROGRAMME
At Gold Fields, we believe that the wellbeing of our employees extends beyond their working day. It is this belief 
that underpins our 24 Hours in the Life of a Gold Fields Employee programme (the 24 Hours Programme). This 
not only relates to ‘conventional’ health and safety issues, but encompasses a concept of ‘total-wellbeing’ based 
on six key elements (outlined below). Through this holistic approach, we aim to improve the lives and safety of our 
employees, and increase the productivity of our mines.

The 24 Hours Programme was first launched in the South Africa Region in F2009, and was further entrenched 
during C2010. The details below set out some of the key initiatives implemented under the programme in  
South Africa.

Nutrition

We are standardising our meal plans to ensure 
our employees have access to a nutritious and 
balanced diet. As part of  our efforts, which 
exceed government health guidelines, we are 
encouraging employees to stick to the Council 
for Scientific and Industrial Research (CSIR) 
recommended energy intake of  15,000KJ a 
day. This will help prevent a range of  ‘lifestyle’ 
diseases caused by excessive calorie intake.
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Accommodation and living conditions

We have significantly reduced room density in our 
hostels to an average of  just over two per room. 
This compares to an average of  eight per room 
in 2006. This has been due to a major, five-year 
housing investment programme. Further initiatives 
include the distribution of  over 24,000 mattresses 
under our Sleep Deprivation Project.

Sport and recreation

Sports and recreation are critical to our employees’ 
mental and physical health, which is why in F2010 
we spent R17.9 million (US$2.4 million) on mass 
employee participation in running and soccer. 
Approximately 2,379 employees, or 5.4% of our 
South African workforce, currently participate 
in formal sport. This exceeds our target of  5% 
participation. In C2011, we will continue to focus 
investment on further increasing participation. 

The unintended consequences of the 
Living Out Allowance (LOA)

We offer our employees in South Africa a Living 
Out Allowance (LOA) as an alternative to living in 
company accommodation. This measure was taken in 
response to demands from the Department of  Mineral 
Resources to significantly reduce the density of  our 
high-density mining hostel accommodation. 

Approximately 14,000 employees choose to receive 
the LOA, which is currently R1,300 (US$177.6) per 
month. Rather than use this money to rent quality 
accommodation, some have instead moved into 
informal settlements in the vicinity of  our mines.  
The largest of  these informal settlements, which has 
a population of  approximately 7,000, is adjacent to 
our Driefontein mine. 

Inhabitants often have limited access to nutritious 
diets and do not enjoy conditions conducive to 
proper rest and sleep. Both issues have significant 
implications for health, safety and productivity. This 
is demonstrated by the fact that absenteeism rates 
are higher at operations with significant LOA uptake. 

Gold Fields has taken a number of  steps to improve 
conditions within the informal settlements. At the 
Driefontein settlement, these include improvements to: 

Waste collection □

Road conditions □

Lighting  □

In addition, we are in the initial stages of  exploring a 
two-pronged strategy aimed at addressing the issue. 
This is based on: 

Reducing the number of employees living in informal  □
settlements by placing conditions on the allocation of  
LOAs, as well as measures to encourage and facilitate 
proper home ownership 

Collaborative approaches to improving living  □
conditions in the informal settlements, for example 
through the creation of  ‘sustainable villages’ that 
are conducive to employee wellbeing 

Modern Gold Fields accommodation near KDC
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Gold Fields ultimately requires the 
support and cooperation of  its host 
governments and local communities in 
order to be able to operate effectively. 
Given the long-term nature of  many 
of  our operations, it remains important 
that we demonstrate clear social 
and economic benefits to the people 
amongst whom we work in order to:

Maintain a productive   □
operating environment 

Access opportunities for future  □
expansion and licences

Demonstrate that we are living our  □
Values, including our commitment 
to act with responsibility

Engaging  5.3.1 
our communities
Constructive and transparent 
engagement with local stakeholders 
is a critical prerequisite for the 
sustainability of  our operations.  
As a result, we spend considerable 
time and resources on the 
establishment and maintenance 
of  constructive, consultative and 
cooperative stakeholder relations. 
This includes regular and proactive 
engagement with: 

Local government officials □

Elected community leaders □

Informal community groups □

Non-Governmental   □
Organisations (NGOs)

Environmental focus groups □

Organised labour □

Local enterprises □

Our engagement with each of  these 
groups is guided by our Communities 
and Indigenous People Policy,  
the requirements of  our Social  
and Labour Plans, as well as the 
AA 1000 Stakeholder Engagement 
Standard. This requires the 
establishment of  regular and 
formalised engagement platforms  
with all relevant stakeholders. 

These are used to address relevant 
and material issues as identified both 
by Gold Fields and by the groups 
being engaged.

In Australia, relationships with local 
communities mainly focus on the rights 
of  indigenous people under the Native 
Title Act 1993 (p170). These include 
issues around native title, land access 
and cultural heritage. 

Our operations in Ghana enjoy 
a particularly strong and well-
established community engagement 
framework. This plays an important 
role in the effective and constructive 
management of  our community 
relationships and the development of  a  
stable operating environment in what 
could otherwise be a challenging 
socio-economic context. It is based on 
five different levels of  engagement, as 
described on p157. 

In addition, our mines in Ghana hold 
regular mine tours for a range of  
stakeholders, and operate an ‘open 
door’ policy with respect to members 
of  the community who wish to raise 
issues of  concern. Collectively, these 
structures have proven particularly 
effective in ensuring that we continue 
to enjoy positive relations in the area.

In Peru, we engage with the 
communities within our direct area of  
influence through systematic meetings 
held under a formalised community 
engagement framework. These follow 
a pre-established schedule aligned 
with the priorities of  each of  the 
communities involved. This continuous 
channel of  dialogue has been essential 
to build trust and enables us to address 
community concerns in a proactive 
manner. We also work through the 
“Mesa de Dialogo y Concertacion de 
Hualgayoc”, a community forum led 
by the Mayor of  Hualgayoc, to discuss 
development projects for the region. It 
is attended by over 40 representatives 
from local communities, as well as local 
authorities and NGOs.

In addition to our ‘routine’ community 
engagement processes, all of  our 
Environmental Impact Assessments 
(EIAs) include a significant public 
engagement element throughout the 
Group. This includes processes to 
inform stakeholders about relevant 
aspects of  our projects, as well as 
likely impacts and mitigation measures. 
It also requires us to respond to all 
written comments and to address 
the issues raised. During C2010, this 
process was particularly relevant in 
relation to the development of  our:

Combined Tailings Storage Facility  □
in West Wits, South Africa (p80)

Advanced stage Chucapaca project  □
in Peru (p122)

Advanced stage Far South East  □
project in the Philippines (p120)

Maintaining our social licence to operate5.3 

Social-economic  
development spend 
Gold Fields measures its socio-
economic development spend using 
a holistic approach that recognises 
its broad, positive socio-economic 
impacts in the communities in 
which it operates. This replaces 
traditional measures of  corporate 
social investment, which uses a 
narrower definition. In particular, we 
define socio-economic development 
spending as spending that:

Falls outside our core   □
business needs

Helps uplift the communities   □
in which we work

Lays the ground for   □
longer-term development

Relevant categories of  spending 
that fall under our definition 
include, for example, spending on: 
Social and Labour Plans in South 
Africa, enterprise development, 
local procurement, investment in 
on-site accommodation, mining-
related education, infrastructure 
development, certain categories of  
internal training, community training, 
conservation, culture, health, sports 
and charity. 
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Gold Fields regularly engages with nine communities near 
its Tarkwa mine through a multi-layered framework that 
incorporates an understanding of  the local context and 
traditional power structures. This ‘bottom-up’ framework 
allows the Community Affairs team to closely tailor socio-
economic development initiatives to address community 
needs and has been instrumental in securing and 
maintaining Gold Fields social licence to operate.

1. Tarkwa Mine Consultative Committee

Every quarter, the Tarkwa Mine Consultative Committee 
meets to set policy and coordinate Gold Fields development 
projects with relevant stakeholders. This guides the work 
of  our Community Affairs team, which works through the 
Community Committees. The Mine Consultative Committees 
consists of:

The Tarkwa mine general manager, who chairs   □
the committee

The head of  the municipal and district assemblies  □

The heads of  relevant departments of  the municipal and  □
district assemblies 

Traditional leaders from all nine communities □

Relevant NGOs □

Local media representatives □

Gold Fields provides updates to the committee  
on Gold Fields Ghana Foundation projects, and their 
suggestions are then incorporated into future plans where 
possible. It is particularly important to coordinate initiatives 
with the municipal and district assemblies, since  
Gold Fields hands over projects to municipalities and 
districts for their day-to-day management once it has 
developed and implemented them. 

2. Engagement with chiefs 

The Community Affairs team collectively engages 
community chiefs once every quarter. Additional meetings 
are organised on an ad hoc basis as needed. The aim of  
these meetings is to reach consensus amongst the chiefs 
on issues affecting their respective communities. This 
process informs the allocation of  the annual budget for the 
Gold Fields Ghana Foundation. It also provides a forum 
for Gold Fields to manage expectations regarding the 
availability of  resources. 

A multi-layered approach to community engagement at our Tarkwa mine  
in Ghana

3. Community Committees

Once every two months, the Community Affairs team  
meets with a Community Committee made up of  eight 
people, including:

The local chief, who chairs the committee □

An Elder □

A women’s representative (decided on by the committee)  □

A youth representative (decided on by the committee) □

Local assembly members □

As these committees represent various stakeholders, they 
provide a thorough insight into the full spectrum of  issues 
affecting local communities. 

4. Community forums 

Gold Fields holds community forums on a quarterly basis to 
give community members direct access to its Community 
Affairs representatives. These ‘open-door’ forums allow 
Gold Fields to clarify issues that community members 
feel were not sufficiently covered during the Community 
Committee meetings.

5. Continuous informal engagement

All community members are welcome to visit the mine’s 
Community Affairs department at any time. The Community 
Affairs team will then investigate and resolve any complaints 
made, or refer the complaint on to the relevant Gold Fields 
department. A log book of  all complaints is kept and 
monitored to ensure timely resolution. In certain cases, 
however, more complex issues are resolved with the 
assistance of  the traditional and official authorities.

Engagement with local chief  in Tarkwa, Ghana 



Promoting socio-5.3.2 
economic development
We believe that it is in our clear 
business interest to promote local 
socio-economic development in the 
communities in which we operate. As 
noted earlier in the report, our primary 
means of  doing so is through our 
economic contributions to our host 
countries. We also have extensive 
socio-economic development 
programmes that directly address 
some of  the specific challenges faced 
by our local communities. 

Australia
We invest in community development 
projects around the St Ives and  
Agnew mines through the  
Gold Fields Australia Foundation. The 
six organisations currently receiving 
the most significant beneficiaries of  
the Foundation include: 

Starlight Children’s Foundation,  □
which supports children living with 
illness or injury (A$50,000)

Royal Flying Doctor   □
Service (A$50,000)

The Leinster Primary   □
School (A$36,000) 

Australian Red Cross (A$30,000)  □

Grass Roots Holiday   □
Haven (A$25,000) 

Indigenous scholarships (A$24,750)  □

During the 2010 FIFA World Cup, Gold Fields organised a wide range of  
related events in response to strong enthusiasm amongst employees. 
This enthusiasm was particularly strong in host-country South Africa, and 
in Ghana, whose national football team (the ‘Black Stars’) reached the 
quarter-finals with the help of  Gold Fields longstanding sponsorship. 

The events, which were carried out as part of  our 24 Hours in the Life of  a 
Gold Fields Employee wellbeing programme (p154), included: 

Our own Gold Fields Mini World Cup tournament, held at our South  □
African mines and involving 32 employee teams

The distribution of  56,000 Bafana Bafana (as the South African national  □
team is known) t-shirts amongst employees and contractors

The provision of  community school coaching clinics aimed at improving  □
football skills amongst 45 boys in local schools, whilst also providing life 
skills training. 

We arranged a total of  14,000 visits to World Cup matches. This included:

Employees from all our operations and from all levels. Selection was  □
based on criteria developed by the regions

Diverse stakeholders representing host communities, including  □
indigenous leaders from Australia

Business partners  □

Social and political leaders from all countries □

Other events included signings of  a giant Adidas Bafana t-shirt, the 
provision of  ‘TV Fan Parks’ at all of  our mines in South Africa and Ghana, 
the installation of  more than 1,200 televisions in on-site accommodation, as 
well as the upgrading of  beer gardens, television halls and recreation clubs 
across the Group.

Soccer World Cup celebrations at Gold Fields 

‘Black Stars’ supporter



Gold Fields is building community capacity and creating sustainable 
employment opportunities in Ghana, by funding and managing a number 
of  agribusiness initiatives near its Tarkwa mine. Revenues from the projects 
are channelled into other socio-economic development ventures in the 
area. The key projects include: 

Awuada Oil Palm Project: □  This was established by Gold Fields in March 
2008 to support local farmers through the cultivation of  oil palms. 
Project participants include 42 people from the Awuada community (the 
traditional capital of  Tarkwa), 10 of  whom are women. Each participant 
is provided with 4 ha of  land to cultivate on the Tarkwa concession, as 
well as training from the Ministry of  Food and Agriculture in advanced 
farming methods and environmental management. For the first 25 years 
of  the project, 70% of  proceeds will go to the farmers, with the rest 
directed towards the Gold Fields Ghana Foundation to cover project 
expenses. After 25 years, farmers will take full ownership of  the land. 
The long-term goal is to set up an oil mill, which can be used to process 
palm oil on an industrial scale. This mill could also be used by over 2,000 
community members under Gold Fields various agribusiness initiatives, 
including the Abekoase Agribusiness Project (see below). To date,  
Gold Fields has invested US$100,000 in the project, through which 78 
ha of  oil palms (11,700 seedlings) have already been cultivated

Abekoase Agribusiness Project: □  This is a sustainable farming project 
established by Gold Fields in October 2008 on 17 ha within the Tarkwa 
concession. The farm is currently intercropped with plantain, vegetables, 
maize and pineapples to generate revenue in the short-term. It also 
includes eight fish ponds stocked with fingerlings and a piggery that 
holds over 75 pigs. The medium-term goal is to produce and sell palm 
oil harvested over the next two years. This will initially be processed at 
a nearby small-scale mill, with plans to ramp up processing through a 
planned industrial scale mill to service the Tarkwa area (see above). 
Produce from the farm is sold to the Tarkwa mine’s catering services, 
which cook meals for more than 4,000 employees each day. To date, 
Gold Fields has invested US$330,000 in the project, which provides 
full-time employment and training in advanced farming methods to 40 
members of  the local community 

Cage Culture Project: □  This is an innovative fish farming project set up 
by Gold Fields in November 2009 on a small lake located 600 meters 
from the Tarkwa mine. The project consists of  eight state-of-the-art 
floating cages stocked with 50,000 tilapia fingerlings. The project 
provides a sustainable source of  fish for local businesses and the mine’s 
catering services. This also serves as an active demonstration to local 
communities of  the excellent water quality maintained on the Tarkwa 
concession. Our maintenance of  water quality is supported through 
regular testing by the Water Research Institute (WRI) of  Ghana’s Council 
for Scientific and Industrial Research. Plans are in place to improve 
cultivation methods in light of  advice received from the WRI and to 
construct eight more cages in C2011

Promoting alternative livelihoods through 
agribusiness initiatives at Tarkwa

Ghana
During C2010, Gold Fields invested 
US$2.3 million in socio-economic 
development projects at the Damang 
and Tarkwa mines. Our socio-
economic development programmes 
are funded through the Gold Fields 
Ghana Foundation, to which we 
contribute US$1 per ounce of  gold 
produced in Ghana and 0.5% of  
our pre-tax profits. Relevant projects 
entered into during the year included: 

The provision of  35 new, four- □
year community scholarships and 
124 new bursaries, in addition to 
existing educational sponsorship 
programmes aimed at secondary 
schools and tertiary institutions 
linked to the mining industry

Initiation of  our Small Town Water  □
Supply programme, through which 
we are constructing pilot boreholes 
and overhead tanks in communities 
around our Tarkwa mine. This 
programme, to which we have 
allocated a total of  US$260,000, is 
aimed at improving water quality 
and security of  supply

A range of  innovative agricultural  □
programmes to promote local 
entrepreneurship and best 
agricultural practice to boost  
local incomes

Construction of  a clinic at   □
Damang to serve local and  
satellite communities

Ongoing support of  the Nana  □
Amoakwa model school, including 
financial support to increase 
teachers’ salaries by 50%, to attract 
the highest quality teachers and 
improve educational standards
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Peru
The remote location of  our Cerro 
Corona mine means local communities 
are particularly reliant on Gold Fields 
for socio-economic development, as 
well as basic infrastructure, such as 
roads and telecommunications. During 
C2010, we invested US$4.48 million in 
support of  related projects (p161-162). 

A key example of  this spending can 
be found in our milk supply chain 
project. This focuses on increasing 
cattle resilience through veterinary 
treatment and artificial insemination, 
the maintenance of  a successful ‘cattle 
bank’ for husbandry and improvements 
to pastures. 

This has resulted in an almost threefold 
increase in the yield of  pasture land, 
a near doubling of  pasture land area 
and a significant increase in milk 
production amongst local farmers. 
The final phase of  the programme 
in C2010 saw the construction of  a 
US$400,000 dairy plant, which has the 
capacity to process 4,000 liters of  milk 
per day. 

In addition, we completed the first 
phase of  a major rural electrification 
programme in C2010, covering our 
direct area of  influence and the town  
of  Hualgayoc. In late C2010, we 
initiated a US$900,000 project 
to develop a secondary power 
transmission network that will  
provide electricity to local households.

The community of  Cajamarca near Cerro Corona, Peru

Other programmes carried out at 
Cerro Corona include: 

A textile craft training programme  □
for local people

Provision of  nutrition to local children □

Paving of  the road between  □
Yanacocha and Hualgayoc

At Chucapaca we have carried out 
construction of  community centres at 
Antajahua and Maycunaca in the Oyo 
Oyo community.

These measures, as well as our 
extensive stakeholder engagement 
programme, have helped establish 
strong relations with our local 
communities. This has been – and 
will continue to be – important given 
the Peruvian political context, where 
particular focus is placed on the 
social, economic and environmental 
impacts of  mining.

“As mining companies move into regions ever more 
remote, they find themselves cast in the role of  
providers of such basic community services as 
water, electricity, health and education”
Deloitte, Tracking the Trends 2011: The Top 10 Issues Mining Companies Will Face in the Coming Year
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Cerro Corona, Peru
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As part of  our Vision to become the world leader in sustainable gold mining, we have established an integrated 
approach to managing our operations in Cerro Corona. We recognise the often close relationship between 
social, environmental and economic issues, and the need to manage these issues together to create lasting 
value for the surrounding region. Through this approach we have established and maintained a strong social 
licence to operate in a region that has traditionally had challenging relationships with other mining companies. 

CERRO CORONA – AN INTEGRATED APPROACH 
TO SUSTAINABLE LOCAL DEVELOPMENT 

Cerro Corona

Cerro Corona is an open pit gold and copper 
mine, which is expected to be in production until 
at least 2023. The mine is located in the District of  
Hualgayoc, 80km north of  Cajamarca in northern 
Peru. It sits between 3,600 and 4,000 meters above 
sea-level in a remote, rural area. 

Hualgayoc has been an important mining region 
for centuries. The legacy of  at least 22 current 
and historical operations has impacted both the 
landscape and the quality of  local water in some 
areas. A total of  2,651 people live in Cerro Corona’s 
direct area of  influence. Of  these, approximately 
39.1% live in extreme poverty. These factors have 
historically contributed to low-levels of  trust and high 
expectations amongst local community members. 
In the past, this has created challenges for some 
mining companies operating in the region.

0
Number of incidents 

resulting in a  
mine closure

19.4%
Economically active 

local population 
working for the mine

Environmental capital

Water quality and access have traditionally been 
major concerns for local communities. We have 
addressed these concerns by upholding our 
commitment not to use water from local rivers, 
instead using rain and subterranean water. We 
have also implemented a closed circuit system to 
recycle our water and launched several internal 
campaigns to reduce water waste. Deforestation 
has also traditionally been a major environmental 
issue in the region. However, we have increased 
local coverage from 22 ha in C2005 to 463 ha in 
C2010, through our reforestation projects. As well 
as protecting local flora and fauna, this helps offset 
CO

2
 emissions from our operations.

Environmental capital
Water treatment and  
re-use programmes

Campaigns against  
water waste

Tingo River 
Participatory Monitoring

Reforestation programme

ISO 14001 certified  
since 2009

Social capital

Most social indicators in the region – including life 
expectancy and literacy – are lower than national 
averages. To address this we engage in strategic 
partnerships with local and regional authorities 
to implement health and education initiatives. 
This includes US$753,700 investment in health 
and education infrastructure in C2010, as well as 
support for improvements to local services through 
capacity building and the donation of  educational 
resources. Infant malnutrition is a further challenge, 
which we address through our community capacity 
building programmes, including dietary education 
initiatives, as well as technical support for breeding 
guinea pigs and planting vegetables.
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Social capital
Health infrastructure and capacity building

Nutritional awareness campaigns

Support for farming and agriculture

Construction of housing and sanitation

Education infrastructure and  
capacity building

Other social infrastructure projects,  
organisational development projects  
and donations

Economic capital 

We have a targeted local employment policy to 
address a previous lack of job opportunities. We 
currently employ over 470 community members, 
either directly or through contractors; well above our 
initial commitment of 150. We further strengthen 
the local economy through a capacity building and 
financial subsidies programme for local companies. 
Thanks to the programme, 65 local companies 
currently work with Gold Fields and its peers in the 
region. We also support economic opportunities that 
are independent from Cerro Corona and relevant to 
the local context. For example, building on the local 
tradition of cattle farming, our ‘milk production chain’ 
projects have improved pastures, and increased 
cattle populations through artificial insemination and 
improved veterinary care. 

Social 
licence 

to operate Economic capital
Targeted local hiring and procurement

Projects to strengthen the local milk 
production chain

Support for the production of alternative 
crops and farming projects

Rural electrification programme in  
local villages

Support for the establishment of  
handicraft businesses

Portable skills training

Other economic projects, including  
road improvements

Local construction  
company supported by Gold Fields
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South Africa
Our socio-economic development 
programmes in South Africa are 
primarily implemented by our mines 
through the statutory Social and 
Labour Plan (SLP) framework. Under 
South Africa’s Mineral and Petroleum 
Resources Development Act 2002, 
applicants must submit an SLP prior  
to the granting of  mining rights.

We also implement a range of  
additional initiatives that go beyond the 
requirements of  our SLPs.

SLP spend
Each SLP includes both a Skills 
Development budget for employees, 
local community members and labour 
sending areas, as well as a Local 
Economic Development (LED) budget. 
We implement LED initiatives at all 
of  our South African mines – and in 
major labour sending areas – in line 
with plans agreed with the Department 
of  Mineral Resources. Our SLPs 
are also closely aligned with local 
municipalities’ integrated development 
plans – as well as relevant and material 
issues identified during our community 
engagement activities. During C2010, 
our SLP spending amounted to a total 
of  R75.6 million (US$10.3 million).

Notable near-mine projects supported 
by Gold Fields include, amongst others: 

The Alien Vegetation Project at our  □
Kloof-Driefontein Complex (KDC), 
which aims to create jobs and 
conserve local biodiversity through 
the clearing of  alien vegetation 
and the production of  charcoal. 
The project’s 45 participants have 
produced 500 tonnes of  timber 
since it started in November 2010

The Living Gold rose farm on the  □
West Rand, which has provided 
training for over 650 people in the 
skills of  growing, harvesting,  
sorting and packaging world  
class quality roses for export.  
The project has already produced 
over 60 million roses. 

It is accredited by the Global 
Gap and as a result is audited for 
performance with regards to both 
rose production, and environmental 
and social issues

A sewing project involving 22 local  □
women, which has received LED 
funding for equipment and training. 
The project produces a range of  
safety attire and equipment. The 
sewing project is based in the Eden 
Village Community and Spiritual 
Centre, which was established to 
serve as a hub for independent 
community businesses

The Futyana bakery, which is based  □
at our Driefontein mine and is run 
by an ex-Gold Fields employee. 
The bakery, which employs 22 local 
people, supplies the mine with more 
than 2,000 loaves of  bread every 
working day. Gold Fields supplied 
loan finance to the enterprise, 
as well as indefinite rent-free 
accommodation in an old  
hostel building

Plans have also been approved for 
a major LED project at South Deep, 
including a five-year, R1.5 million 
(US$204,918) project to provide 
funding to local farmers in need of  
‘seed capital’. 

Following the issuing of  the South 
Deep mining licence in May 2010, 
we established a joint task team to 
undertake further engagement with 
external stakeholders, including local 
municipalities and communities. 

We also consult with our employees, 
organised labour and the Department 
of  Labour in order to ensure that our 
SLP programmes help benefit  
workers who are exiting Gold Fields. 
These include, for example, the 
Paragon ‘Stitchwise’ initiative, which 
provides employment to injured ex-
employees through the production of  
safety apparel. Our internal  
portable skills training programmes 
and Adult Basic Education and Training 
programmes also help employees 
generate alternative livelihoods after 
leaving Gold Fields. Our labour 
sending area projects, on which we 
directly spent a total of  R3.1 million 
(US$423,497) in C2010, are particularly 
pertinent to exiting employees. They 
include rural development programmes 
in the Eastern Cape and KwaZulu-Natal 
provinces – home to approximately 31% 
of  Gold Fields staff  in South Africa. 

 Ex-employee Monde Boyce at Futyana Bakery, South Africa
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Our projects in the labour sending 
areas are coordinated via TEBA 
Development – a well established 
South African organisation with a long 
history of  working with the mining 
industry. For example, our Abalimi 
Phambili farming project provides 
over 1,800 emerging local farmers in 
more than 150 villages with training, 
mentorship, technical support and 
advice, access to funding and links  
to viable markets. This includes 45 
former Gold Fields employees who 
have been medically boarded due to 
workplace injuries. 

Our farming project has also created 
175 jobs, improved crop yields and 
is supplying an increasing number of  
local stores and supermarkets. We 
also support an associated livestock 
development project, which has 
reached more than 7,800 farmers.  
The project has contributed to a 
significant increase in livestock 
numbers, as well as a reduction 
in livestock fatality rates and an 
increase in crop yields. It is based 
on a successful pilot programme first 
initiated by Gold Fields in Ghana.

In addition, TEBA Development 
coordinates Gold Fields funded 
programmes in labour sending 
areas outside of  South Africa, in the 
wider Southern African Development 
Community area. 

Additional socio-economic  
development spend

Additional projects that benefit our 
employees, their family members and 
local communities outside of  the SLP 
framework include:

A five-year, R550 million   □
(US$75.1 million)  
housing programme

Regular investment in schools that  □
serve local communities and the 
children of  our employees (p166)

A three-year, R28 million   □
(US$3.8 million) sponsorship 
programme of  Wits University and 
the University of  Johannesburg

About R175 million (US$23.9 million)  □
on training in South Africa through  
the Gold Fields Business and 
Leadership Academy, on-mine 
training and bursaries 

In addition, all our operations in  
South Africa contribute towards the 
Business Trust and the National 
Business Initiative, both of  which 
support economic development  
across the country. 

 http://www.teba.co.za/
 http://www.btrust.org.za/ 
 http://www.nbi.org.za/

The Living Gold rose farm, South Africa
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Local employment 5.3.3 
and capacity building
One of  the most common and 
pressing challenges facing the 
diverse communities in which we 
operate is unemployment. We place 
particular emphasis on the use of  local 
labour, where it is operationally and 
commercially viable. 

The nature of  our operations, which 
are increasingly mechanised and 
often require highly specialised skills 
that are not always locally available, 
means the number of  positions we 
can offer local community members is 
sometimes limited. As a result, we also 
promote alternative income generation 
opportunities and skills development 
to help establish viable futures  
for local community members and  
their families.

Local employment
As well as providing important benefits 
to local communities, the employment 
and development of  people around 
our mines also helps bolster our own 
skills pipeline. This ensures that we 
have ready access to necessary 
skills and competencies, and are 
increasingly able to employ local 
citizens. This has become even more 
important in light of  global competition 
for mining specialists, as well as our  
commitment to ensure that our 
workforce reflects the demographics 
of  our host countries.

Our efforts in this regard are most 
apparent in Ghana and Peru. Cerro 
Corona, for example, is already 
outperforming a commitment we 
made to employ 150 people from local 
communities during its operational 
phase. The mine employs (both 
directly and through contractors)  
523 people drawn from its 
neighbouring communities. It is 
estimated that around 20% of  the 
local economically active population 
in the mine’s direct area of  influence 
works at the mine either as Gold Fields 
employees or contractors.

In addition, C2010 saw the full 
implementation of  a programme 
to promote local employment at 
our Tarkwa mine in Ghana. Under 
this programme, which was first 
implemented in 2009, vacancies for 
Gold Fields employees or contractors 
are communicated to the Community 
Affairs department. These are  
then cross-checked against a 
database containing details of  the 
skills and qualifications of  local 
people. If  viable candidates are 
available, they will be shortlisted and 
interviewed on a fair and transparent 
basis by the mine’s Employment 
Committee, which is chaired by a local 
chief  nominated by his peers. Other 
initiatives at Tarkwa include: 

A programme to draw potential  □
technical employees from our 
local communities and sponsor 
them through the Tarkwa Technical 
Institute before commencing 
employment as engineers and 
geologists. In C2010, 10 local 
community members went through 
this process

An Employees’ Children’s  □
Programme, through which we 
provide US$1,000 individual 
bursaries for 60 pupils a year to 
pursue studies and training that will 
benefit our operations 

A targeted programme to  □
fill unskilled positions from 
local communities. In C2010, 
approximately 20 people gained 
employment via this route

We have requested our contractors 
to adopt a similar approach to local 
employment – multiplying the impact 
of  our efforts. In Ghana, for example, 
all contractors sourcing unskilled 
labour are required to do so through 
our Community Affairs department. 

Local capacity building
In addition to our employment of   
local people, we also place emphasis 
on the training and development of   
local community members. This is 
in order to improve our local skills 
base and to promote broader socio-
economic development. 

At Cerro Corona, for example, we 
offer in-house operator and electro-
mechanical skills training to 60 
members of  the local community  
each year through our human 
resources department. This 
programme is aimed at improving 
their employability within the broader 
Peruvian mining sector. During C2010, 
we also started construction of  two 
educational facilities.

In C2010, Gold Fields had a total of  
106 university bursaries, 546 technical 
learnerships and 74 postgraduates 
in training in South Africa. Although 
it will take time for participants in 
our external education and training 
programme to fully develop, the 
programme is establishing a solid 
pipeline of  highly skilled HDSAs 
who will help us transform our future 
leadership and provide a base from 
which the wider South African mining 
industry can draw skills. 

In addition, we entered into new 
sponsorship agreements with the 
mining faculties of  the University 
of  the Witwatersrand (Wits) and the 
University of  Johannesburg (UJ), with 
a combined value of  R26 million  
(US$4 million) for three years.
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In early C2010, Gold Fields formally committed to a R26 million (US$3.6 million), three-year sponsorship deal with the 
mining engineering faculties of  the University of  Johannesburg (UJ) and the University of  the Witwatersrand (Wits). 
UJ and Wits will receive a combined one-off  capital injection of  R8 million (US$1.1 million) and a combined R6 million 
(US$819,672) a year for three years. This is in addition to traditional funding that Gold Fields has channelled for 
decades to UJ, Wits and the University of  Pretoria.

The new sponsorship aims to strengthen the alliance between Gold Fields and the universities to promote the 
study of  mining engineering and technology. These are core disciplines that will not only sustain Gold Fields own 
operations, but also the South African mining industry as a whole. The money will be used to pay for the construction 
of  new mining design laboratories, the upgrading of  laboratory equipment and other facilities, as well as the salaries 
of  senior lecturers. Gold Fields will be given naming rights to the mining laboratories and associated infrastructure. 

At present, the number of  engineers graduating from South Africa’s universities is not sufficient to maintain a healthy 
skills pipeline. Indeed, in 2009 only around 90 mining engineering students graduated in South Africa. This compares 
to an intake of  around 200 students four years earlier. There are currently only four universities in South Africa that 
offer mining engineering qualifications. As a result, building capacity at both UJ and Wits will play a pivotal role in 
addressing the skills crisis facing the national industry. 

South Africa’s mining engineers are also in great demand across the globe and skills flight is further compounding 
this shortage. A March 2010 survey by the Landelahni Business Leaders recruitment firm found that only around 15% 
of  South Africa’s mining engineers remain in the national industry for a long-term career. This compares to 75% in the 
US and 80% in Australia.

Gold Fields is adopting a leadership position in proactively addressing the South African skills gap. This will give 
the company a competitive advantage in terms of  accessing skilled mining engineers, and will greatly enhance the 
sustainability of  Gold Fields operations in South Africa.

 http://www.uj.ac.za/
 http://web.wits.ac.za
 http://www.landelahni.co.za

Supporting South African engineering through sponsorship of the 
Universities of Johannesburg and Witwatersrand

“The industry is currently facing a skills gap 
crisis which is proving to be a serious challenge 
for the mining industry. We are pleased to be 
partnering with Wits University and the University 
of  Johannesburg to help ensure that we create a 
pipeline of qualified engineers who can benefit 
Gold Fields and the industry in general”
Nick Holland,  
Chief  Executive Officer of  Gold Fields 
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Local procurement5.3.4 
It is Gold Fields policy to make use, 
where possible, of  local suppliers in 
all of  the regions in which we operate. 
In addition, we provide assistance 
to potential and active suppliers to 
help them improve their business 
and management processes. As with 
our socio-economic development 
programmes, local procurement plays 
a key role in helping us secure and 
maintain our social licence to operate.

The often remote location of  many of  
our operations, where there may be 
little other infrastructure or economic 
activity, means local procurement can 
have a particularly positive impact 
in terms of  our community relations. 
It also offers significant long term 
operational advantages with respect 
to the development of  reliable local 
industries that will enhance our long-
term security and flexibility of  supply. 

In Ghana, we are playing a leading 
role within the Chamber of  Mines 
and in partnership with the Mineral 
Commission of  Ghana, to drive the 
import substitution agenda. This aims 
to increase the local content of  the 
materials and goods that we use – and 
so ensure more value is added locally. 
We are also engaging closely with the 
government in order to help inform the 
development of  commercially viable 
future policy on local procurement. 
Local procurement offers particular 
advantages in Ghana, due to the often 
substantial transport costs involved in 
importation.

For example, four years ago we 
entered into a strategic partnership 
with Tema Steel Limited, a Ghanaian 
company that manufactures steel 
milling balls. We worked collaboratively 
with Tema to improve production 
quality and expand its operations to a 
level where it was a viable supplier – 
both for our own operations and other 
large mining companies. This support 
helped Tema cope with the global 
downturn, whilst also ensuring security 
of  supply for our own operations. 

Other notable procurement 
partnerships include a US$28 million 
contract for the construction of  our 
Tarkwa TSF3 tailings dam, which 
was awarded to Ghanaian company, 
Engineers & Planners, in July 2010. We 
have also diversified our fuel supply to 
include a Ghanaian provider (p69).

In Peru, we and other companies 
are legally required to give priority to 
local suppliers, provided they meet the 
necessary standards. We currently 
spend approximately 15% of  our South 
America Region procurement budget 
on suppliers in the vicinity of  our Cerro 
Corona mine. This includes the provision 
of  heavy equipment, light transport and 
general services. These contracts – as 
well as our proactive commercial support 
of  local business during the construction 
phase of the mine – have played a key role 
in the development of commercially viable 
medium-sized businesses in the area.

In South Africa, local procurement 
is an important component of  our 
SLPs. In light of  this, and our broader 
transformation commitment (p164), 
it is our policy to make use of  HDSA-
owned companies where possible. 

During C2010, we spent a total of   
R2.6 billion (US$355 million), or 41% 
of  our total procurement budget  
for the South Africa Region, with  
such suppliers.

Despite our efforts, there are certain 
latent issues that limit our short-term 
ability to take local procurement as far 
as we would wish. In many cases, local 
suppliers are currently unable to meet 
all of  our required operational and 
contractual standards. Where we can, 
we work with such suppliers to help 
them address relevant issues around, 
for example, product specifications so 
they can achieve preferred supplier 
status. In Peru, our managers meet 
with local suppliers every two months 
and offer ongoing training to help them 
reach our procurement standards. 

Tarkwa and surrounding area, Ghana
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Respecting 5.3.5 
the rights of local and 
indigenous people
Wherever possible, we engage with 
local people through traditional 
decision-making structures and 
processes. We do so before any 
substantive exploration activities take 
place and ensure that information is 
presented in an accessible form. 

The management of  relations with 
indigenous people is particularly 
pertinent in Australia, which has 
a well defined legal framework 
governing cultural heritage and other 
related issues. This includes the 
Commonwealth Native Title Act, as well 
as the Aboriginal Heritage Act 1972, 
under which it is an offence to damage 
or destroy indigenous heritage.

During C2010, we engaged with a 
number of  indigenous groups near our 
Agnew mine in order to establish the 
exact extent of  indigenous sites under 
the Act in five of  our concession areas 
– and to gain approval to drill in the 
Crusader South area. This included 
consultation with the following groups: 

Ngalia □

Wutha □

Koara (Evans) □

Koara (Hogarth) □

Wanmulla □

Tjupan (Elliot-Scgehi) □

Tjupan (Harris) □ 1

Our engagement is based on an 
innovative risk-based ethnographical 
and archaeological programme to 
identify relevant heritage sites. It 
includes comprehensive community 
consultations, predictive modelling 
and site identification surveys. 
The programme goes beyond the 
conventional assessment of  registered 
claims of  Native Title and is conducted 
by our own in-house experts. 

If  culturally sensitive sites are 
identified, they must be registered with 
the Department of  Indigenous Affairs 
and cannot be drilled on without 
formal permission from the minister. In 
C2010, we took this process to its final 
stage for the Crusader South area, but 
ultimately decided not to drill in the 
area in the short-term (p170).

At our St Ives mine, we continued 
dialogue with the Nagdju and Widji 
Native Title Claimants to secure on-
going access to mine development 
areas. In addition, we have signed 
heritage agreements with the Ngadju 
Native Title Claimants over a number 
of  exploration leases and are currently 
finalising a new heritage agreement 
covering exploration leases with Widji.

In Canada, our exploration team 
carries out early and ongoing 
consultation with relevant First  
Nation communities when operating 
in their traditional territories. In 
addition, we conduct archaeological 
investigations before disturbing the 
land to ensure we respect sites of  
cultural significance.

Where appropriate, we employ First 
Nation members as environmental 
monitors. By doing so, we deliver 
transferable skills to First Nation 
youths, ensure transparency around 
our exploration activities and offer 
additional assurance that we are not 
impacting on sensitive sites. 

In C2010, there were no incidents 
involving the violation of  indigenous 
peoples’ rights by Gold Fields. The 
only areas in which our operations 
take place in or adjacent to indigenous 
peoples’ territories are at our Agnew 
and St Ives mines in Australia. There 
have been no significant disputes 
relating to land use, customary rights 
of  local communities and indigenous 
peoples in C2010. 

Gold Fields has formal agreements  
in place with the following  
indigenous communities: 

Wutha (renewal in negotiation) □

Wanmulla □

Ngalia (renewal in negotiation) □

St Ives, Australia

1  The Wongatha are also consulted regarding the 
southern part of  the Agnew tenement



Resettlement
Our use of  the open pit mining method, 
as well as the presence of  numerous 
farming communities around our 
mines, makes community resettlement 
particularly pertinent in Ghana. A small 
number of  resettlements took place in 
C2010, including: 

The relocation of  one household as  □
part of  the Volta Region Authority 
Relocation Project, which saw the 
construction of  a new power sub-
station at Tarkwa

Resettlement of  around 50 people  □
from the Kofi Sah village at the 
Damang mine, due to expansion of  
the mine areas

Resettlement of  more than 90  □
people from the Rex pit area at the 
Damang mine, due to expansion of  
the mine areas

In each case, resettled people were 
provided with adequate compensation 
and/or housing and, where relevant, 
with the means to generate alternative 
livelihoods. Under our Livelihood 
Restoration Programme, which started 
two years ago, resettled people can 
purchase agricultural land using their 
compensation money – while  
Gold Fields will also provide them with 
the means to successfully cultivate it. 
This includes the provision of  palm 
seedlings, as well as livestock. 

This programme is integrated with 
our broader agricultural development 
projects in the area (p159). It was put 
in place well in advance of  a draft 
amendment to the local Minerals and 
Mining Act, which contains livelihood 
restoration requirements. It also 
helps ensure the productive use of  
compensation payments.

The nature of  the land and communities around the Agnew mine in 
Australia means Gold Fields needs to pay particular attention to the 
engagement of  indigenous communities. This is not only to maintain a 
‘social licence’ to operate, but also to comply with the Commonwealth 
Native Title Act and the Western Australian Aboriginal Heritage Act 1972. 
Gold Fields, however, endeavours to operate beyond a strictly compliance-
based approach to develop a best practice approach to stakeholder 
relations and land management.

In particular, focus is placed on the identification and protection of  sites  
of  indigenous cultural significance in the planning of  drilling activities  
to support the expansion and flexibility of  the Agnew mine. Heritage 
surveys are conducted as a preliminary land clearance process, prior to 
exploration. Simultaneously, Gold Fields engages with local indigenous 
groups to support the development of  cultural knowledge and protection of  
heritage information.

The first stage of  this process is called an Area Avoidance Survey, which 
defines areas that contain known or likely heritage sites. This method 
covers large tracts of  land whilst at the same time identifying cultural sites. 
Site Identification Surveys subsequently revisit these avoided areas in more 
detail, defining the actual extent of  sites and protecting specific locations.

In C2010, Gold Fields carried out site identification surveys in five areas 
around Agnew: Mount White Hinge, Miranda Central, Crusader South, 
Miranda North and Mount White South. The surveys consist of:

An archaeological assessment carried out by external consultants. The  □
consultants perform preliminary desktop studies, which then progress 
onto project area field surveys. Indigenous field monitors from local 
groups assist the consultants. Specific articles of  interest include stone 
tools, stone tool making quarries and other evidence of  habitation dating 
back 20,000 years

An ethnographic engagement process implemented by internal  □
personnel, who rely on external anthropological consultants to liaise 
with indigenous stakeholders and record sensitive cultural information. 
Overlapping interests of  different indigenous communities means 
that different cultural stories may exist over the same area of  land. To 
record this, the consultants speak separately with community elders, 
maintaining discretion with each group’s information

The reports provide Gold Fields with data around the extent and location of  
the heritage site, which is then entered into a spatial data system to assist 
with land access planning for mineral exploration. This information is also 
sent to the Western Australian Department for Indigenous Affairs’ registry 
of  sites. 

Efforts are made to avoid disturbing heritage sites. Nonetheless, if  drilling 
still needs to go ahead, an application under the Aboriginal Heritage  
Act 1972 allows for formal permission for specified site disturbance from 
the Minister for Indigenous Affairs. In C2010, Gold Fields went through 
the full extent of  this process in the Crusader South area. Although 
permission was ultimately granted, it was decided not to pursue drilling  
for operational reasons.

Protecting indigenous culture through heritage 
surveys in Australia 



S
ecuring

 
our future  
resp

onsib
ly

171

Land impacts
As with resettlement, our surface 
operations in Ghana will often impact 
upon local land use and crops. This 
is a key risk that requires careful 
management. It includes differentiation 
between the majority of  cases that 
are legitimate, and a number of  
‘speculative’ cases whereby planting 
and/or settlement takes place in the 
expectation of  future compensation.

Community members are able to 
contact our Community Relations 
teams at any time to raise concerns 
and register a formal complaint. 
All such complaints, which can be 
made anonymously, are recorded, 
investigated, tracked and resolved  
as appropriate.

In addition, a formal system is in 
place to engage with farmers who are 
likely to be affected by our activities. 
This includes the identification of  
stakeholders, including farmers, 
district assembly members and NGOs, 
as well as the provision of  information 
around relevant activities and their 
likely impacts. We then form – along 
with local community members – 
multi-stakeholder committees aimed 
at addressing negotiation procedures 
and compensation packages. During 
this process, the committee meets 
with farmer representatives, traditional 
local authorities, representatives of  
the local district assembly and the 
Environmental Protection Agency. 

Once packages are signed off, project 
activities can progress with the 
assurance that all major compensation 
issues have already been addressed. 
This process also ensures that 
all related procedures, including 
grievance procedures, have been  
pre-defined and enjoy broad 
community consensus.

This engagement procedure was used 
in two key cases at Damang. Plans 
to establish a new tailings storage 
facility, for example, were predicted to 
impact up to 220 ha of  land and affect 
more than 400 farmers. Compensation 
payments were successfully settled 
with all those affected. Likewise, the 
development of  the Huni waste dump 
affected more than 70 farmers, all of  
whom were successfully engaged 
without incident. The procedure was 
also used twice in C2010 at Tarkwa.

Where new mining activities are likely 
to displace illegal miners (p178), 
proactive efforts are made to avoid 
boycotts and conflicts. This includes 
programmes to inform illegal miners 
of  the status of  the land, as well as 
the schedule of  work. This allows 
illegal miners the opportunity to plan 
alternative arrangements and move out 
of  the area. Representatives from the 
district assembly, as well as the police, 
military and immigration authorities are 
also involved in the process. Although 
there were no significant movements 
of  illegal miners in C2010, our 
established engagement process has 
proven to be reliable and successful in 
previous years. 

Addressing 5.3.6 
artisanal mining
Informal artisanal mining represents an 
ongoing challenge for the gold mining 
sector in a range of  countries. Issues 
that have the potential to impact on the 
reputation of  gold mining, as well as 
companies operations, include: 

A sometimes close relationship with  □
illegal mining activities (p178)

Poor health and safety standards  □

Pollution as a result of  improper  □
environmental practices

Incidents of  child labour  □

Where artisanal mining takes place 
on our concessions illegally, we will 
address this using our relevant security 
procedures (p178). Otherwise, we are 
committed to playing a positive role 
in improving the working conditions, 
environmental performance and 
socio-economic conditions of  those 
engaged in artisanal gold mining.  
This includes ongoing engagement 
with the International Council 
on Mining and Metals on issues 
surrounding artisanal mining. 

In the forthcoming year, we plan to 
investigate potential ways in which we 
can collaborate with artisanal miners 
in the vicinity of  our mines – as well as 
other interested stakeholders – to our 
mutual advantage. This is a particular 
issue in Ghana, where a significant 
amount of  artisanal mining takes place 
in the vicinity of  our Damang and 
Tarkwa mines.

Artisanal mine, Ghana
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Business ethics5.4 

Our Values commit us to the 
implementation of  the highest ethical 
standards – both in our own actions 
and in the promotion of  ethical 
practices in our external environment. 
We aim to go beyond legal compliance 
so that we can continue to enjoy the 
full and unreserved confidence of  our 
shareholders, business partners and 
other stakeholders. Our approach 
enhances our share value, our 
reputation and our ability to secure 
new licences. It also ensures we 
maximise the development impact of  
the economic contributions we make 
in our host countries – and thus our 
social licence to operate. 

 http://www.goldfields.co.za

Complying 5.4.1 
with the law
We will not engage in any activities 
that undermine the legitimate business 
environment, including bribery or 
corruption in any form. We will honour 
this commitment whether legally 
required to or not. 

All of  our directors and employees are 
bound to uphold the company’s core 
values of  honesty, transparency and 
integrity, which underpin our Code of  
Ethics. The Code requires all directors 
and employees of  Gold Fields, or its 
owned and controlled subsidiaries, to 
maintain the ethical standards set by 
the company. This means they must 
conduct themselves with integrity, 
in accordance with all applicable 
laws and in a manner that is beyond 
reproach. The Code of  Ethics also 
articulates Gold Fields policy with 
respect to:

Anti-corruption □

Confidentiality □

Insider trading □

Conflicts of  interest  □

Fair dealing □

Human rights □

Under the Code of  Ethics, employees 
are forbidden from giving, authorising 
or accepting on behalf  of  the 
company or any subsidiary or affiliate 
– whether directly or indirectly – 
anything of  value for the purpose  
of  obtaining an improper personal  
or business advantage, or any action 
that might create the appearance  
of  impropriety.

The Code of  Ethics is supported by 
an implementation framework, with 
defined responsibilities and reporting 
processes. Employees found to violate 
the Code of  Conduct will be subject 
to disciplinary procedures ranging, 
depending on the severity of  the 
violation, from a warning to dismissal.

An appropriate protocol is in place  
to ensure that all employees are 
trained in this regard – including on 
anti-corruption. Employees in ‘high-
risk’ roles, such as procurement, 
are given additional support in this 
respect. The Code is available on our 
website and is communicated to all 
new and current employees. Likewise, 
all of  our operations and business 
units are monitored for corruption risks 
by Gold Fields Protection Services 
(GFPS), as well as our normal internal 
audit systems. 

We operate a ‘closed period’ prior to 
the publication of  our quarterly and 
annual financial results during which 
employees and directors may not deal 
in Gold Fields shares. 

Pouring gold at Agnew, Australia

This is also extended to periods 
when Gold Fields is trading under 
a cautionary announcement or 
when employees or directors are in 
possession of  unpublished price-
sensitive information.

We have contracted the services of  
Tip-Offs Anonymous, an independent 
hotline service provider, to facilitate 
the confidential reporting of  
Code violations, fraud and other 
inappropriate behaviour. Employees 
found guilty of  ethical breaches are 
disciplined in accordance with the 
company’s disciplinary code.  
Should the breach be criminal, we  
will pursue prosecution of  the 
employee concerned.

During C2010, there were:

No material transgressions of    □
our ethics policy reported via  
our dedicated hotline, or any  
other means 

No significant incidents of   □
corruption at management level. 
When incidents of  corruption are 
identified, these are investigated 
internally and, where relevant, 
referred to disciplinary procedures 
or, in more serious cases, to law 
enforcement authorities

No legal actions against Gold Fields  □
for anti-competitive behaviour, anti-
trust, and monopoly practices

No significant fines or non-monetary  □
sanctions for non-compliance with 
laws and regulations
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Employee at KDC, South Africa

Maintaining strong 5.4.2 
government relations
Gold Fields relations with its host 
governments are amongst its most 
important. As a result, this is a key 
area of  focus for our stakeholder 
engagement activities. In most cases, 
we carry out such engagements 
through the national Chambers 
of  Mines, due to the efficiencies 
and legitimate influence offered by 
collective sectoral action. In other 
cases, our engagement has been of  a 
more bilateral nature. Gold Fields does 
not make financial contributions to any 
political parties nor does it receive 
financial assistance from any of  its 
host governments.

Black Economic Empowerment
Bilateral engagement has been 
particularly important in South Africa, 
due to the government’s ongoing 
Black Economic Empowerment (BEE) 
agenda. This is implemented through 
the Mineral and Petroleum Resources 
Development Act of  2002, as well as 
the associated Mining Charter, which 
was revised in September 2010. In 
C2010, we have made some major 
advances in our contribution to the 
substantive transformation of  the South 
African mining industry. 

In May 2010, for example, the 
Department of  Mineral Resources 
approved the conversion of  our South 
Deep old order mining right into a new-
order mining right – marking a key step 
in our development of  this major mine. 
Given our existing new-order mining 
rights at KDC and Beatrix, all of  our 
South African mines have now been 
successfully converted.

In addition to a previous BEE 
transaction between Mvelaphanda 
Gold and Gold Fields, the company 
developed three BEE deals in C2010 
to meet its 2014 Mining Charter 
ownership target.

These are: 

An Employee Share Option Plan   □
for 10.75% of  GFI Mining South 
Africa Limited (GFIMSA), a  
Gold Fields subsidiary that owns 
and operates our South African  
gold mining assets

A broad-based BEE transaction for  □
10% of  the South Deep mine

A broad-based BEE transaction for  □
a further 1% of  GFIMSA (excluding 
South Deep)

The value of  these three transactions 
is approximately R2.1 billion (US$298 
million) and they diluted existing 
shareholdings by between 2% and 3%. 
Nonetheless, they mark an important 
milestone in meeting our 2014 BEE 
equity ownership requirements, as 
well as our maintenance of  a stable 
political and social licence to operate.

The introduction of  the revised  
Mining Charter has clarified some 
elements of  the previous version –  
but some uncertainties remain. 
As a result, it provides a concrete 
benchmark against which our 
performance can be gauged. 

Given that non-compliance with the 
Revised Mining Charter can potentially 
lead to the cancellation of  mining 
licences, we are in the process of  
carrying out a full gap analysis of  our 
compliance with the updated terms.
In addition to meeting our formal 
BEE requirements, Gold Fields has – 
through the South African Chamber 
of  Mines – been an active participant 
in the Mining Industry Growth, 
Development and Employment Task 
Team (MIGDETT). It is through this 
vehicle that the Department of  Mineral 
Resources (DMR), companies and the 
trade unions are seeking to promote 
sustainable growth and meaningful 
transformation of  the mining sector. We 
are already making strong progress in 
the transformation of  Gold Fields into 
a fully ‘empowered’ company. In those 
areas where our progress is more 
limited, we will proactively engage 
with the DMR to seek a mutually 
acceptable solution.

 http://www.info.gov.za
 http://www.bullion.org.za/



During C2010, the South African Department of  Mineral Resources (DMR) 
unveiled the revised Mining Charter 2010. The revised Mining Charter 
updates a set of  empowerment targets (originally set in the original Mining 
Charter 2002) that mining companies in South Africa are required to 
comply with by March 2015. There are a number of  matters that still require 
clarification and future discussion in respect of  interpretations of  the 
requirements are in progress with the DMR. Details of  Gold Fields progress 
are set out below:

Minimum 26% HDSA ownership by 2014: □  In 2009 Mvelaphanda Gold 
subscribed for 15% of  Gold Fields South African assets (GFIMSA) 
representing an effective 15% HDSA ownership interest. MvelaGold 
subsequently sold its holdings. During C2010 Gold Fields concluded an 
agreement with the DMR in terms of  which the company implemented 
three Black Economic Empowerment (BEE) transactions (p173). Taken 
together these transactions enabled Gold Fields to achieve its 2014 
Mining Charter HDSA ownership target. (p173)

Procurement of a minimum 40% of capital goods, 50% of consumer  □
goods and 70% of services from BEE entities by 2014: By C2010  
Gold Fields had achieved an overall HDSA procurement rate of  41% 
across all categories. HDSA procurement is broken down as follows: 
44% of  capital goods; 46% of  consumer goods; and 37% of  services

Minimum 40% HDSA representation amongst management and technical  □
skills: At our South African operations we have achieved; 43% HDSA 
representation amongst junior management, 40% amongst middle 
management and 32% amongst senior management. At Board level the 
representation is 36% 

Invest 3% of annual payroll in skills training:  □ Apart from our South 
Deep mine, which is still undergoing construction and development, all 
operations have met and exceeded the interim 2010 target of  3%, and 
have already met the March 2015 target of  5%

Investment in community development: □  As part of  their Social and 
Labour Plans, our operations are involved in a number of  community 
development projects focused on infrastructure development, job 
creation and poverty alleviation – with particular support for enterprise 
development (p164). The projects that qualify under these plans 
are listed on our website. Projects are specified on our website and 
referenced (www.goldfields.co.za)

Attain an occupancy rate of one person per room (in on-site  □
accommodation): We have completed more than 79% of  planned hostel 
upgrades and made significant progress in terms of  the establishment 
of  family accommodation. At the end of  C2010 our occupancy rate 
averaged 1.8 people per room, a ratio that is set to improve to 1.7 by 
C2012. We are unlikely to achieve the March 2015 target and are in 
ongoing discussions with the DMR on this issue

Gold Fields makes strong progress against  
new Mining Charter targets in South Africa

Royalties and revenues 
In Australia, a Resource Super-Profit 
Tax was proposed in May 2010,  
which had the potential to impose 
levies of  up to 40% on all mining 
operators by 2020. In July 2010, and 
in the face of  strong opposition from 
the mining sector, this was abandoned. 
Instead, focus shifted on to a less 
onerous Minerals Resource Rent Tax 
that only applies to iron ore and coal 
mining companies and comes into 
effect in 2012. 

In Ghana, we and other mining 
companies are facing a hardening 
fiscal regime. This includes an 
increase in mining royalty rates from 
3% to 5%, effective from March 2011. 
In addition, we continue to be subject 
to the temporary National Stabilisation 
Levy of  5% of  pre-tax profits, which 
was implemented in July 2009.  
The burden of  these and other 
impositions on the Ghanaian mining 
industry are considerable. This 
is particularly the case given the 
substantial pressures facing the 
industry as a result of  rising energy, 
commodity and labour costs. We 
are urging the government to act 
with caution, in order to maintain 
Ghana’s status as an attractive mining 
investment environment. Nonetheless, 
the relatively strong cost profile of  the 
West Africa Region within the Group 
means that we are in a good position 
to weather these pressures. 

We continue to play a key role as a 
major contributor to national revenues 
in Ghana. During C2010, our two 
mines in the country paid a total 
of  US$160 million in the form of  
corporate taxes, royalties, dividends, 
income taxes and contributions to the 
National Stabilisation Levy. According 
to a report prepared for the Extractive 
Industries Transparency Initiative, 
between 2006 and 2008,  
Gold Fields was the largest  
contributor to government revenues 
in the Ghanaian mining sector. 
During these years, our contributions 
amounted to 65%, 49% and 54% 
of  total mining revenues for the 
country – reflecting the fiscal size and 
importance of  our  
operations there. 
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In Peru, we are actively working with 
the Sociedad Nacional de Industrias to 
engage with the government over early 
proposals to amend legislation that 
would considerably increase royalty 
payments by mining companies. This 
could have a particularly significant 
impact on producers of  copper and 
gold, both of  which are currently 
enjoying high prices. The proposed 
changes contemplate an increase 
in percentage, as well as a new 
calculation methodology. In addition, 
we are coordinating with our peers 
with respect to the ‘Voluntary Mining 
Contribution’, through which mining 
companies contribute 3% of  their 
taxed profits to a fund used to finance 
community projects. These projects 
are jointly approved by the company, 
civil society and local authorities. 
The mining sector has proposed the 
scheme be extended for a further five 
years from C2010, and the government 
is currently evaluating this proposal. 

In South Africa, the government 
has introduced a new Mineral and 
Petroleum Resources Royalty Act, 
which came into force in March 2010. 
Under the Act, royalty charges are 
calculated on a gross basis with 
the rate increasing or decreasing 
depending on company profitability.  
In the six months ended 31 December 
2010, our royalty payments in South 
Africa totalled R101 million  
(US$14 million). 

 http://www.mofep.gov.gh/
 http://eiti.org/

Managing an ethical 5.4.3 
and effective supply chain
Supply chain management at  
Gold Fields extends beyond ensuring 
a commercially advantageous and 
reliable supply pipeline. We also aim to 
ensure our supply activities contribute 
to local economic development 
and reflect our own commitment to 
sustainable and responsible business. 

As with other large organisations, we 
are in a strong position to promote 
good business practices in our 
supply chain. This means requiring 
our suppliers to not only accept and 
adopt our operational and commercial 
requirements, but also our social, 
environmental and ethical standards. 

We require all contractors to meet 
our occupational health and safety 
and environmental management 
standards, including the OHSAS 
18001 and ISO 14001:2004 standards. 
We monitor adherence through 
the pre-screening of  suppliers, as 
well as regular compliance audits 
– whether by our own specialists 
or independent experts. In certain 
circumstances, for example in relation 
to strategic and/or critical projects, 
vendors and contractors are required 
to report regularly on a defined 
set of  compliance requirements. 
Where incidents of  non-compliance 
are identified, we will develop joint 
corrective action plans, unless non-
compliance is of  a sufficiently serious 
nature to justify termination.

In South Africa, we have approximately 
5,000 active vendors. We take a risk-
based approach by auditing those 
who represent the top 80% by value 
of  our procurement spend. These 
selected vendors must submit a self  
assessment check list with any tender 
and are then subject to subsequent 
auditing for issues ranging from their 
BEE status to child labour.

We plan to roll out our Human Rights 
Toolkit to suppliers and contractors in 
order to raise awareness about the risk 
of  human rights abuses. 

Although we do not currently have 
a specific human rights screening 
programme for suppliers, our general 
selection audits for new suppliers 
include human rights components. 
Similarly, suppliers are required to 
meet our own human rights standards.  
Any failure to do so will result in 
immediate contract termination. 

In future, we plan to examine 
opportunities for the further 
enhancement of  our ethical  
supply chain management 
programme, including (where  
relevant and/or appropriate): 

Country- and sector-based   □
supplier screening

Self-assessment and/or auditing of   □
high risk suppliers

Ongoing monitoring and proactive  □
management of  supplier 
performance to encourage 
continuous improvement 

 http://www.bsigroup.com
 http://www.iso.org

“We want to put 
on record what 
you have done 
for Ghana”
Dr. Kwabena Duffuor,  
Finance and Economic Planning 
Minister, Ghana



In January 2010, the World Gold Council (WGC) and 
its members – including Gold Fields – established the 
‘Responsible Gold’ initiative, which is being road-tested 
from January 2011 on a 12-month trial basis. Under the 
initiative, the WGC plans to establish a series of  standards 
that will help differentiate responsibly-produced gold in 
the market place. It will provide a means for responsible 
companies producing, transporting and refining gold 
to obtain third-party assurance that their product is 
‘Responsible Gold’. We intend to build on these standards 
through the ongoing development of  our own policies and 
management systems. 

Initially, the initiative is focusing on the development of  
standards relating to: 

Chain of  custody (to identify the origin of  gold)  □

Conflict gold (to ensure the exclusion of  conflict- □
related gold from global supply chains) 

As a result, current efforts are focused on ensuring 
all gold which “enables, fuels or maintains conflict” is 
excluded from the value-chain. Plans are in place for the 
development of  additional standards relating to: 

Environment □

Health and safety □

Socio-economic development □

The initiative is being developed alongside broader 
international guidelines aimed at addressing conflict 
minerals. These include: 

The Organisation for Economic Development and  □
Cooperation (OECD) Due Diligence Guidance for 
Responsible Supply Chains of  Minerals from Conflict-
Affected and High-Risk Areas 

The Dodd–Frank Wall Street Reform and Consumer  □
Protection Act in the United States, under which 
certain publicly traded manufacturing companies will 
be required to confirm that their input minerals did not 
originate from the Great Lakes region of  Africa 

The WGC is exploring opportunities to align the 
Responsible Gold initiative with these two wider initiatives 
in order to streamline value-chain management and 
reporting processes for its members. 

Gold Fields role through the Rand Refinery 

The success of  the initiative will be contingent on high-
levels of  cooperation between gold producers and 
refineries, in order to ensure that chain of  custody is 
sufficiently assured. Gold Fields 34.9% ownership of  the 
Rand Refinery puts it in a strong position to play a major 
role in the success of  the WGC initiative and standards.

The Rand Refinery plays an important role in the global 
gold value-chain, as it refines approximately 75% of  
all gold produced in Africa. Like Gold Fields, the Rand 
Refinery has pledged its commitment to the Responsible 
Gold initiative. Given its prominent status in the global 
value-chain – and Africa in particular – this commitment 
will be pivotal to the success of  the scheme. The Rand 
Refinery is set to take a leading role by engaging a 
range of  leading NGOs, in order to keep them informed 
of  developments. Gold Fields also plans to provide 
information resources for Responsible Gold stakeholders.

Under the initial application of  the Responsible Gold 
initiative, gold producers are requested to include a 
warranty on all waybills and pro-forma invoices to warrant 
that their gold has been produced in a responsible 
manner. Gold Fields has already started this process, 
and on 14 January 2011 authorised its first waybill in 
compliance with the WGC standards for nine bullion bars 
processed through the Rand Refinery. 

 http://www.gold.org
 http://www.randrefinery.com
 http://www.oecd.org
 http://www.sec.gov

Removing conflict gold from the value chain through the Responsible 
Gold initiative 

Gold Stamping at the Rand Refinery, South Africa
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Securing people 5.4.4 
and assets whilst 
respecting human rights
Gold Fields Protection Services 
(GFPS) is responsible for the effective 
and responsible protection of  our 
people and assets. All GFPS personnel 
receive human rights training during 
induction to guide them in carrying out 
their duties. This training is based on 
local legal requirements, the terms of  
the Mining Charter and human rights 
best practice. We are now taking steps 
to implement an annual refresher 
programme with the help of  external 
security experts, in order to ensure 
that their knowledge remains current.

The primary duties of  the GFPS are  
to address: 

Illegal internal activity, including  □
gold theft, fraud and other illicit 
activities carried out by employees 

Illegal external activity, including  □
illegal gold mining (p178), cable 
theft and other illicit activities 
carried out by third parties 

Our security personnel also help to 
‘police’ good safety practices on our 
sites by observing, recording and 
rectifying examples of  poor practice. 
This ensures that our employees 
remain conscious of  their safety 
responsibilities, both to themselves 
and others. GFPS personnel also 
participate in emergency response 
activities where needed. 

Key initiatives to address illegal activity 
within our organisation include: 

Pre-employment screening   □
and qualification verification for  
all new employees

Hand-held or static metal   □
detection systems

Comprehensive access card  □
systems to regulate access to those 
areas of  our sites necessary for 
each employee’s role

Advanced biometric access control  □
systems at all of  our plants and 
some of  our mines (p179)

Introduction of  an advanced  □
‘SecureBase’ security data system 
at our Tarkwa mine, to improve 
access and movement control;

CCTV monitoring in sensitive spots  □
(including centralised monitoring)

Use of  an anonymous,  □
independently managed  
whistle-blowing hotline

In addition, we are looking at the 
potential employment of   
advanced low dosage X-ray  
machines in our processing plant 
areas and shafts. These are currently 
used within the diamond industry, 
allowing for very accurate detection at 
no risk to the subject. 

We maintain close links with local law 
enforcement officials. At Cerro Corona, 
we have an agreement with the local 
police force to keep a small number 
of  officers onsite in return for financial 
support. Like other gold mining 
companies in Ghana, we also have a 
small detachment of  soldiers located 
onsite at our Tarkwa mine, for which 
we provide financial support. This 
detachment was put in place on the 
instructions of  the government, and is 
used to assist us with our  
bullion transfers. 

Plans are in place to carry out human 
rights screening and training for all on-
site soldiers. 

In addition, in South Africa we are 
working with the Chamber of  Mines, 
the Rand Refinery, the police and peer 
companies to investigate technology 
to geologically ‘fingerprint’ gold. This 
will help identify the provenance of  
potentially illicit gold and will aid in the 
prosecution of  gold theft.

Employees at Tarkwa, Ghana
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Addressing 5.4.5 
illegal mining
The geographical and social contexts 
of  our mines in Ghana and South 
Africa means illegal mining is an issue 
that requires ongoing management 
and attention.

Although our targeted socio-economic 
development and community 
engagement programmes help 
mitigate some of  the conditions that 
lead to illegal mining in the first place, 
we also implement a range of  external 
security programmes. In part, this 
is because of  the organised nature 
of  illegal mining activity, the fact that 
many illegal miners are not from local 
communities and the considerable 
illicit profits offered by current high 
gold prices. Our ‘firm but fair’, non-
antagonistic and prosecution-based 
approach helps ensure we do not 
experience the kind of  violence seen 
at some mines operated by other 
producers, whilst at the same time 
addressing the issue directly.

Once apprehended, illegal miners are 
removed from our operation in a non-
confrontational way and transferred to 
local police officers, after their details 
have been recorded. As a sign of  our 
commitment to securing our people 
and assets in a way that respects 
human rights, GFPS became a 
signatory of  the International Code of  
Conduct for Private Security Providers. 
This Swiss-backed initiative commits 
all signatories to respect human 
rights and humanitarian law in their 
operations. GFPS personnel tasked 
with addressing illegal mining do not, 
as a rule, carry out armed security 
operations. In certain situations, 
however, one or two members of  
a team will be armed during an 
operation for defensive purposes only. 
Should GFPS personnel face attack, 
our security teams will withdraw and 
regroup to address the situation in line 
with relevant legal and human rights 
requirements. GFPS personnel are fully 
armed during bullion despatches and 
cash escorts.

 http://www.eisf.eu/

Ghana
During C2010, illegal mining activity 
in Ghana tended to be of  a relatively 
sporadic and small-scale nature. This 
is in large part due to our innovative 
use of  community task forces and 
cooperation with the authorities at 
Damang and Tarkwa (p157). This has 
proven highly effective at addressing 
illegal mining before it becomes a 
significant issue at these operations.

We have also worked actively to assist 
local law enforcement agencies in 
their efforts to address the issue. This 
included our hosting in July 2010 of  
a conference on illegal mining at our 
Tarkwa mine. Discussions focused on 
how judicial officials, the police and 
the Chamber of  Mines could help 
the industry to address the issue. 
This included a seminar on minerals 
and mining law that we organised to 
highlight the legal options available to 
police and prosecutors. 

This, as well as our ongoing 
engagement with law enforcement 
officials, has helped promote 
prosecutions based on more  
robust illegal mining laws rather  
than trespass laws. 

As an additional measure, we 
coordinate our security activities with 
peer companies in the region. This 
is in order to provide a collectively 
more effective response and to 
manage challenges caused by the 
displacement of  illegal miners from 
one location to another.

Tarkwa, Ghana
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The Community Task Forces (CTFs) are dedicated teams established  
by Gold Fields at Damang and Tarkwa to help prevent illegal mining on  
its properties.

CTF applicants are first selected by local chiefs and then interviewed by  
Gold Fields Community Affairs representatives to assess their suitability.  
They keep Gold Fields Community Affairs and Security departments 
appraised of  any suspicious activities in and around mine areas, thus  
helping our operations respond to illegal activity at the earliest possible  
stage. Following successful service in the CTFs, several members have  
been taken on as full-time members of  our security teams. 

In addition to their formal security duties, members of  our CTFs: 

Report environmental threats, including instances of  cyanide  □
mismanagement by illegal miners

Identify potential threats to our operational efficiency, including instances of   □
external community unrest

Report on issues that are likely to affect our relationships with   □
local communities

Act as Gold Fields ambassadors within the local communities from which  □
they are drawn 

The CTF in Tarkwa was founded eight years ago and today has 157 full-time 
members drawn from 15 local communities. Our Damang mine formed its own 
CTF following an incursion of  approximately 3,500 illegal miners at the Rex pit 
in November 2009. Almost all of  the illegal miners came from outside the local 
area. While the incursion was quickly resolved through peaceful negotiation, 
the incident highlighted the need for a strategic response to prevent such an 
occurrence happening again. Today, a total of  144 full-time CTF members, 
drawn from four local villages, work in the Damang mine’s CTF team.

The close ties between the CTFs and our local communities help to foster a 
collaborative and proactive approach to security. Further incentives driving 
this collaboration include the employment opportunities created through the 
CTFs, and the fact that illegal miners are generally from outside the area. As 
a result, these illegal miners are often perceived as a threat to security and 
economic development by the local communities themselves. 

Security issues relating to illegal miners at Tarkwa and Damang are extremely 
rare, in large part due to the CTF system. Since the November 2009 Rex pit 
incident, there have been no large scale incursions. Gold Fields innovative 
approach has proven so successful that the Ghanaian Chamber of  Mines’ 
Security Committee is currently advising some of  Gold Fields peers on  
similar initiatives.

Community Task Forces: Enhancing community 
relations and mine security

South Africa
The nature of  our underground 
mines in South Africa means that 
our management of  illegal mining is 
focused on the entry and exit of  illegal 
miners from our shaft heads. 

During C2009, GFPS instituted an 
innovative programme to fit advanced 
bio-metric (i.e. facial recognition) 
access control systems at five of  our 
South African shafts. This process was 
completed in C2010. The aim is to 
roll out this system to all of  our shafts 
in the country. In combination with 
enhanced physical access controls, 
these have greatly enhanced the 
security of  our underground mines. 
Furthermore, we are looking to better 
record and analyse sightings of  illegal 
miners by our underground personnel. 

At a more strategic level, we are 
working with peer companies and 
the police via the National Precious 
Metals Forum to push for a more 
robust legislative response to the 
issue. We are also working with the 
UK Department for International 
Development on a programme 
examining potential opportunities to 
help illegal miners acquire legitimate 
mining concessions elsewhere. 

We are also working through GFPS 
with peer companies in the West  
Wits area to finalise and deliver a  
joint strategy to address illegal  
mining activities.




