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Welcome to the AER International Industry Report – Mind the Gap
I have to say that working on this report has been an extremely enjoyable and enlightening experience. Delving into a subject such as gender
diversity on mine sites is always likely to throw up some quite interesting discussion points. I would like to pay tribute to Amanda Cotton who has
been instrumental in researching and writing this report.
Amanda herself spent many years on sites in Africa in senior HR positions and offers a wealth of understanding and insight, as well as a diligent
and committed approach, enabling her to provide us with such a thorough and well researched report. I am really pleased that Amanda is now
joining the business to assist us with specific projects and to spearhead our HR consultancy and services offering which we are launching in
September. One of the key services will revolve around assisting mining firms to reach out to female talent and to improve gender diversity
where desired. If you would like to know more, please contact either myself or Amanda to discuss. Our contact details are as shown overleaf.
AER International is a leading international recruitment firm dedicated entirely to the mining industry, and in particular to remote
site- based roles in emerging economies. Based on many years of experience recruiting for our clients in every continent, and in
multiple countries (over 35 so far) we are able to deliver in-depth, and up to date reports on the state of the labour market in this very
specific environment.
As the industry continues its steady recovery and projects continue to attract funding at all stages, so we expect to see increasing demand for
highly skilled people within all fields. The search for finding exceptional talent is always an interesting topic, so looking further afield to include
more women within the mining industry, it will only help to strengthen the talent pool and enable companies find the right candidate whatever the
gender.
Our reports are based wholly on our own data which is constantly updated and refined. We have thousands of records and multiple data points

which are instantly searchable through our CRM. The data used within this report is detailed and summarised in Section 1. ‘Our Data’.

3

We hope you enjoy reading the report and find it of some value in benchmarking against the market and helping to inform your decision making
when considering female staff attraction. Please note that what we have presented here, is a very limited sample of what we can present through
our data source. Please also note that we will provide industry analysis on a variety of subjects at least once each quarter with the next one due in

October 2017.
Following on from this we will be providing analysis on the following topics:
• Technical Roles in Francophone Africa
• The Russosphere and the Russian Diaspora
• Latin America
• Non-Francophone Africa
• The Construction Phase
• EPC contractor v Direct Hire – where should the staffing lines be drawn?
• Asia-Pacific
• The Process Plant
If you would like us to provide your firm with a specific report on a topic important to you, that is not mentioned here, please also contact us as we
can commission tailor-made reports. Comments and feedback are actively invited. We want to provide you with the best, most relevant, useful
and informative reports we can, so please help us to improve!!
Christopher Hume

Amanda Cotton

Managing Director,

HR Advisory,

AER International Ltd

AER International Ltd

chume@aerinternational.com

acotton@aerinternational.com

Tel: +44.207.264.4902

Tel: +44.207.264.4926
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Introduction – Mind the Gap
The main purpose of this report is to explore the gender gap within the Mining Industry.
There has been much talk of the Gender Gap within the industry over the past couple of years and many initiatives within business and steering
groups to focus on improving the gender balance. The industry as a whole, still falls short of being successful in this area and there is much work
to do.
In 2016, BHP Billiton launched an aspirational goal of achieving 50% of their workforce being women by 2025. They tracked data across their
operations to show that their more diverse sites were more successful in both productivity and safety. With such evidence to hand, it made it
easier to gain BHP Billiton’s management buy in that change was needed. However, it would be interesting to compare which sites were tracked.
As sites in developed jurisdictions are generally more productive and safe environments than in less developed jurisdictions. These locations tend
to be more attractive to female staff as well. Therefore, we have to be careful not to draw false conclusions. However, it is an interesting statistic
but can only be truly tested when we achieve a better gender balance in sites in the less developed jurisdictions.
Bloomberg also reported that Mining companies with women on their boards outperformed all-male boards by 49% in 2014. In the same year, allmale boards also had a 92% more negative rating on earnings per share.
Studies within the industry have already proven that a more balanced gender profile brings with it:•

Improved performance

•

More balanced decision making

•

Improved financial performance

In addition, an improved gender balanced Boardroom is also achievable, but a change of attitude and the right level of support is probably
required to help get women there.
AER International aim to assist in helping the industry to work towards the goal of a more gender balanced workforce and support businesses
moving forward to become leaders in this field.
Our intention at AER International is to be an industry leader amongst our peer group, helping to drive this change forward.
In order to do this, we must firstly understand the data so we can better focus our drive towards a more gender balanced workforce.
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In this particular report, we have interrogated our data to understand and present statistics behind the gender gap.
We have evaluated the below criteria:-

•
•
•
•
•

What does the gender gap look like?
What are the salary differences, if any, between the genders?
What countries are staff currently working and is location an issue?
Are there differences in job retention between the genders, including reasons for assignment failure?
What does the gender breakdown look like in the Boardroom?

In addition, we conducted a survey of women registered and placed into mining roles by AER International, to gain valuable insight mainly
into the following areas:•
•
•

The path they took to get into the industry
Their perception of the gender imbalance
Any barriers preventing women entering the industry, and remaining with it for the long term

One of the survey responses is quoted below, it sums up a number of areas we have explored in our report.
‘I believe that there is a gender imbalance in terms of corporate (head office) and board of director roles. Given that the majority of the senior
management roles and board positions require a technical background, there has to be more women attracted to study mining engineering and
metallurgy for instance at University. These professions need to be promoted to high school level students, because unless one has a parent
working in the mining industry, it is difficult for a young teenager to have a good understanding of what the profession of mining engineer really
entails. As we grow up we have been exposed to doctors, dentists, teachers, lawyers for instance, but not necessarily to those professions
encountered in the mining industry. Therefore more open days in high schools to demystify the mining industry is required to attract more women
to the industry’.
We look forward to sharing our survey results with you later in this report.
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1. Our data
The data referred in this report is drawn entirely from our own records, except for, that related to the specific survey. In that case all survey
respondents are individuals whose details are contained within our database. Because we have a full time team in the UK and India dedicated to
collating and maintaining accurate, consistent and up to date records we can be totally comfortable with the veracity of the results we present.
We can also interrogate the data in ways that are meaningful to us and our clients.
For those reading the report we thought it would be helpful to understand the nature of the data source. If however you have questions relating to
the data which you are unable to deduce from the information below, please do ask and we will endeavour to answer.

1.1 Our CRM
AER International uses a specialist recruitment CRM called Eclipse Recruitment Manager. This has been customised to specifically fit the needs
of the mining industry and coded accordingly. We have seven core professional categories which are as follows; i) Geology, ii) Finance and
Support, iii) Technical and Engineering, iv) Construction, v) Mechanical and Maintenance, vi) Processing and Metallurgy and vii) Corporate
and C-Level. Within these categories we have numerous searchable sub-categories (under Geology there are 24 for example, including such as
Hydrogeologist, Grade Control, Resource Geologist, Exploration Director, etc.) We then have a third defined area covering generic skills such as
languages.
Other aspects such as salary details, notice period, FIFO roster or residential status, preferences in this regard, years of ex-pat experience etc.
are contained within the AER International ‘Pre-Screen’ questionnaire.
We have two separate databases, one containing only those individuals who have been interviewed by us and have a completed AER
International Pre-Screen questionnaire. The second is of individuals for whom we hold a CV but who have not yet fully processed. This report
and all the information contained below, refers only to the main database with the complete records. Individuals for whom we only hold a CV but
no other supporting or corroborative information are NOT included.
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1. Our data
1.2 Where does our data come from?
Our data is drawn from job vacancies, placements made, CV’s, the Pre-Screen questionnaire (as detailed above) and our own interview notes.
For this report we have used either data from ‘Placements Made’ by us, or from the wider database, which would include both professionals we
have secured positions for and those we have not, as well filled and as yet un-filled vacancies. Where the data is comprised only of ‘Placements
Made’ this is indicated. Otherwise it is comprised of the wider data set.

1.3 Our data in numbers

7,429

As has been mentioned in the introduction we are a wholly
specialised mining recruiter with a particular focus on
staffing remote mine sites. Although we do assist with

5,086

Corporate HQ roles, these make up less than 3% of
our total activity. The following information therefore
relates almost entirely to remote mine-site specialists.
Individual records may be divided into three categories;

1,521

‘Global’ Ex-pats, ‘Local’ Ex-pats and ‘Locals’.

822

Total no. of complete "International" Exrecords
pats

"Local" Ex-pats

Local

Fig. 1.1.
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1. Our data
1.3 Our data in numbers (continued)
We define global ex-pats as coming from outside the region in which they are working and normally from ‘developed’ economies. The main
exception to this are South African nationals who are defined as global ex-pats even when working in other African countries. ‘Local Ex-pats’ are
those who work outside of their own
country, but within their own region,

for example Russian nationals

1001

working in Kazakhstan, Peruvians
in Mexico or Tanzanians in Mali.

784
693

Mining is a global industry and this is
reflected in our database which

513

478

contains people from over 90 different
nationalities.
The top 20 nationalities represented

333 316

273
178 152
149

on the database are shown in

115 105 88

83

80

70

66

51

42

39

Figure 1.2. here:

Fig. 1.2.
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2. The Gender Gap
2.1 Male vs female operatives – high-level look
As you can see from the statistics on the AER International
database shown in Figure 2.1., women are under represented
with just 4% of the professionals registered.
Having commissioned this survey within our own organisation,
we realise, we as a company need to do more to attract an

increased number of female candidates on behalf of our clients.
Taking such steps as:•

Targeting more female candidates through networking sites
such as LinkedIn.

•

Attract candidates through a referral scheme.

•

Working more collaboratively with groups such as the UK
based Women in Mining.

Fig. 2.1.

It as interesting to note that from our survey results, every
female, bar one, was referred directly for their role or knew
somebody in the industry already and that helped them with
their route into mining.
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2. The Gender Gap

Fig. 2.2.

Fig. 2.3.

2.1 Male vs female operatives – high-level look (continued)
The graphic in Figure 2.2. show women hold a higher number of roles within the support functions compared to technical roles based on site.
Surprisingly, the split is more fairly balanced than anticipated.
However, when we compare these figures to the overall percentage split across site based Support and Technical roles as shown in
Figure 2.3., we see a dominant proportion of 65% of roles being technical. This highlights the split is more imbalanced than it first appears.
Work is needed to be done to get more women taking up the harder to fill technical and operational roles.
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2. The Gender Gap
2.1 Male vs female operatives – high-level look (continued)
Historically, the industry as a whole, has been male dominated. This fact is mostly borne out of the historic need of strength in a time before
large scale machinery and automation.
As the industry has changed and progressed over many years, the workforce gender has remained predominately male.
Women are present in the workforce, but any progress to increase numbers has been very slow going. Previously, there has been a lack of
any specific focus or push in place to tackle this subject. Bloomberg produced the graph below to show the numbers of women in mining over
the past six years. Based on the statistics from Bloomberg, numbers have failed to improve year on year in four of the largest mining
companies in the world.

Fig. 2.4.
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2. The Gender Gap
2.1 Male vs female operatives – high-level look (continued)
Bloomberg has reported that BHP’s Chief Executive Officer, Andrew Mackenzie has said “Without new initiatives it would take us 30 years just
to get to 30% female representation”.
To address the issue above, companies could consider taking these positive steps to attract more female candidates:•

Improved in-house recruitment strategies, including improved employee referral schemes and incentives

•

Highlight women within their organisations that have a proven track record of success in their current role and those that have displayed the
tenacity, desire and ability to re-train from support functions and into technical roles. This is challenging, but not impossible providing the
correct support program is put in place

•

Raise the profile of women currently in hard to fill technical roles and get them out speaking at industry conferences/events

•

Secondments may be a good option or an apprentice type program could be considered, to give women the option to experience periods of

time in various sides of the business to work and understand where they may fit well if retrained
•

Female employees could be given the chance to shadow a technical and operational role employee for weeks/months to experience what
the technical side of the business looks like. This may create careers women never thought possible

•

Target more female candidates through networking sites such as Linked In

•

Offer graduate placements to female candidates after graduation

•

Offer university scholarships to females that can meet required criteria

•

Work with specialist recruitment firms to identify and recruit female talent

With the right support from board level, senior management, training, job opportunities and employment terms, women can excel in both
technical and operational roles as well as support roles.
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3. Remuneration
3.1 Male vs female average salary comparison - technical

Fig. 3.1
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3. Remuneration
3.2 Male vs female average salary comparison - support

Fig. 3.2
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3. Remuneration
3.3 Male vs female average salary comparison - analysis
The breakdown of salaries makes for an interesting comparison between the genders.
Technical Roles
We were unable to compare a wide variety of technical roles as shown in Figure 3.1., as we found we did not have enough females placed

into these positions, therefore we could only compare where we had placed both a male and a female in the same role.
Support Roles
•

Women are shown to hold positions in a wider variety of support areas as shown in Figure 3.2. compared to the more narrow selection of
technical roles

Remuneration Summary
We note from both Figures 3.1. and 3.2. that neither set of statistics are able to compare some of the most senior roles (such as General
Manager) on mine sites, due to the lack of females in senior roles.
In all support and technical roles, men appear to be higher paid in nearly every role. There was only one role that showed women being paid
at an identical level for performing the same role as a man. This may reflect differing levels of seniority within a role in some cases, but
across the whole piece, it strongly suggests that there is a real gender pay gap in the industry.

Again, this breakdown highlights just how much work there is to be done in the industry to introduce women to a wider range of technical roles
and to address the salary differential between genders.
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4. Work Locations
4.1 Male and female current work locations

Fig. 4.2

Fig. 4.1.

See appendix on page 28 for breakdown of ‘other locations’
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4. Work Locations
4.2 Male and female current work locations - analysis
We conducted a study into where both men and women on our database were based in terms of site location.
You will see from both Figure 4.1. and 4.2. African locations dominated for both men and women.
We also conducted a survey of women registered on our database on various subjects within the gender imbalance topic.
One of the issues we wanted to understand was whether if there were any countries/regions women would not consider taking a job, to see if
there was a clear location bias for women compared to men when considering a site based role.
•

5% replied ‘no war torn countries’ would be considered.

•

5% rated some areas in both North and West Africa as ‘too dangerous’ to take a job.

•

15% said no to Russia or ‘Cold Climates’.

•

15% rated Middle East as being an undesirable location due to women not being treated with respect.

•

60% said they were happy to go wherever the ‘right’ job and company took them.

With the exception of the Middle East and possibly Russia, these responses did not indicate a marked difference from what we see from male
candidates.
One survey respondent highlighted that location was not an issue as long as the company was well funded and organised.
This positive feedback shows that if the company is attractive and the offer on the table competitive, difficult location issues can be overcome
for the right female candidate.
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5. Staff Retention
5.1 Male and female average time held in mining roles

Fig. 5.1.

Fig. 5.2.

Based on statistical evidence here, it certainly appears that the female work population is worth the investment, Figures 5.1. and 5.2.
highlight the retention rates for both genders in both support and technical roles.
The statistics in Figures 5.1. and 5.2. show women were retained in their roles a third longer than their male counterparts.
Investment into women in the mining related workplace is without doubt an area that mining companies can look at with expectation of real and
sustainable returns.
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5. Staff Retention
5.2 Male and female average time held in mining roles - analysis
We investigated why assignments fail for both genders and the results are shown below (in no particular order)
Main reasons for role failure/change:
Male candidates:
• Dismissal
• Contract expiry
• New challenge/better offer/career development

Female candidates:
• Taking time out to have children/schooling needs for children
• Contract expiry
• New challenge/better offer/career development
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5. Staff Retention
5.2 Male and female average time held in mining roles – analysis (continued)
• Our data and survey indicate one of the main reasons for a female taking time out from the industry is to have a family. This highlights a key
area to be explored as to how companies can look to retain these staff members after a period of maternity leave
• Depending on geographical location of a mine site, it does not always lend itself for a female to return to a site-based role upon having a
family
• The data confirms female counterparts in the workplace remain in their roles longer than males, therefore, if the right maternity packages
and return to work program are in place, there is every chance a female may be able to return to a site based role if the geographical
location and rotation/FIFO/residential terms allow
• Alternatively, employers could explore Head Office secondments or consultative roles for those of both genders unable to return to site after
starting a family
• Flexible working practises may need to be adopted where possible to keep and retain women within mining after a period of maternity leave
• Benefits packages may need to be refined to explore whether help can be given in support of schooling or nursery costs/requirements. Lack
of adequate schooling provision may be a significant deterrent factor when considering returning to site-based work
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6. Breakdown of Boardroom Gender Profile
6.1 Boardroom gender profile analysis

Figure 6.1.

Boardroom Gender breakdown shown for Global Top 10 Mining
Companies represented by market capitalisation

Figure 6.2.

Boardroom Gender breakdown shown for FTSE 100 companies
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6. Breakdown of Boardroom Gender Profile
6.1 Boardroom gender profile analysis (continued)
We conducted a study of how many women were on the board of the Top 10 global mining Companies. As shown in Figure 6.1., statistics show
this number to currently stand at13%.
Over the past few years, more women have been appointed to Mining Boardrooms, however, 13% suggests there is a long road ahead to
achieve a more gender balanced Boardroom.
To improve on this statistic, the mining industry needs to have more experienced, qualified females working up through the industry to reach
Boardroom level and this will not be a quick process.
Whilst not a direct comparison, we see in Figure 6.2., the breakdown of women holding board positions within the FTSE 100 companies is 27%.
This gives a good indication of how successful other industries have been in achieving a more balanced Board.
Across FTSE 100 companies there are now no longer any all male boards, this cannot yet be said for the mining industry.
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6. Breakdown of Boardroom Gender Profile
6.1 Boardroom gender profile analysis (continued)
Cranfield University School of Management publish a well respected report each year entitled The Female FTSE Index benchmarking report.
It attracts significant press attention from the UK and Internationally.
Cranfield highlight in their 2016 report from their women on boards’ research, “We know that until the leadership of organisations stand up and
take diversity seriously, other initiatives are really just tinkering around the edges. Embedding true gender diversity is a change programme with
a complexity of issues and stakeholders. Like any other change programme, it needs objectives and measurable targets.”
In addition to the above, the gender gap research goes one step higher from the World Economic Forum, they focus on a more gender balanced
country rather than just at company/board level. Their report The Global Gender Gap states that gender equality is not only a fundamental human
right but is linked to a country’s overall economic performance.
“People and their talents are among the core drivers of sustainable, long-term economic growth. If half of these talents are underdeveloped or
underutilized, growth and sustainability will be compromised. Moreover, there is a compelling and fundamental values case for empowering
women: women represent one half of the global population—they deserve equal access to health, education, earning power and political
representation.”
The above research outlines the gender imbalance affects all industries and is not just particular to the mining sector, it also highlights the
process of improvement around the world is just in its infancy.
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7. Survey Results Summary
7.1 Female survey
We felt it would be useful to survey females currently or recently employed in site based roles. We aimed for, and achieved, an even split of those
in support and technical roles. We asked our respondents the following questions:1. Position Held?
2. Qualifications?
3. Route taken into the Mining Industry?
4. Tenure in the Industry?
5. Countries previously worked in?

6. Any countries or locations they would not work?
7. Is it possible to retrain from a support position into a technical role?
8. Do they feel equal to male colleagues?
9. Are there any barriers preventing women working in the Industry?
10. Is there enough support for women in the Industry?
11. What needs to change to be able to attract more women into mining?
12. What positive steps can be taken to attract more women into mining?
The full results of the survey are shown in Appendix 2.
Some of the findings and comments are summarised below:
• As noted on page 19, there were certain countries that many women were reluctant to work in. However, as noted, with the possible
exceptions of Russia, Cold Climates and Middle East, these did not appear to be different from what we see amongst their male counterparts.
• Responding to question 7, one respondent replied: “Yes, with the right support, training and the desire to do it”.
•

In response to question 8, we heard: “Not always, women have to work harder to be heard”.

•

Finally, one reply stated: “Women’s achievements in the industry should be shown alongside men to make it ‘normal’ rather than the exception”.
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8. Summary
The gender imbalance is an issue that is starting to be recognised within the mining industry and an issue that is now making it onto boardroom
agendas.
As the industry starts to recover from a downturn and balance sheets improve, companies are able to turn their attention to the ‘hot’ topic of
gender imbalance.
The impact of realigning the workforce to see an improved gender balance can be summarised as follows;
•

Improved staff retention

•

Improved staff performance

•

Better balanced workforce and views

•

Improved financial performance

•

Happier more valued workforce

•

Companies seen as leaders in their field and attracting more talented candidates

It is clear it will take a generation to truly improve the gender gap and the mindset that women can be a significant part of the wider mining
industry picture.
Realistically, we are probably 10 to 15 years away from a more gender balanced mining workplace as we need to start by making the change
from the grassroots level upwards.
Taking a longer term view, the industry needs to start focusing now on the grassroots to reshape the image of mining with young girls to highlight
it as an industry for both men and women.
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How can this be achieved?
•

Talks, lectures and events within schools to 12 -16 year old girls to put the ‘idea’ of a career in mining into their minds at the right point in their
education.

•

Talks and workshops for girls within universities

•

Site visits where possible for school and university girls

•

Scholarships for university placements.

•

Graduate placement schemes

•

Apprenticeship within mining companies

Camborne School of Mines, in conjunction with the UK based group, Women in Mining, reported in October 2016 that a scholarship awarded to

only females in their effort to drive more women into the Mining industry had been granted to a Mining Engineering student. Camborne stated
that this lead to the first year in the school’s illustrious history to have more women than men on their mining engineering course with six women
and five men being enrolled. This was the first time this had happened in the long and illustrious history of the school.
What can be done now to improve the gender balance?
•

Get Board and Management buy in to drive the change forward.

•

Lead by example with more qualified women considered for Boardroom positions.

•

Retrain existing female staff from support roles into technical roles if possible and backfill new hires into easier to fill support roles .

•

Backfill support roles with non-industry staff.

•

Advertise/PR campaigns to change the ‘face’ of mining to attract women from other industries.

•

Review compensation packages to improve the offering to make mining ‘THE’ industry that women want to be part of.
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9. Appendices
Appendix 1. Breakdown of ‘other’ work locations for women and men as shown on page 17, Figures 4.1. and 4.2.
Women - Other work locations
(28%)

Men - Other work locations
(10%)

Dominican Republic

Azerbaijan

Eritrea

Costa Rica

Ghana

Eritrea

Kazakhstan

Guinea

Liberia

Ivory Coast

Laos

Peru

Mali

Sierra Leone

Peru

Turkey

Senegal

Zambia

Spain
Zambia
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9. Appendices
Appendix 2. Survey Results
Click here to download the survey results
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9. Appendices
Appendix 2.1. Countries previously worked in
Greenland

African
Countries:
Algeria

Kenya

BurkinaFaso

Madagascar

CongoBrazzaville

Mali

Sweden

USA

US
A

Cana Mauritania
da

Canada

Cana
da

Kazakhstan

Mongolia

China

USA

Dem. Rep.
of Congo

Laos

Ghana

Niger

Guinea

USA
Senegal

Kyrgyzstan
Thailand

Ivory Coast

Zambia

Indonesia

USA

Venezuela

Chin
a

Papua New
Guinea

Australia

Australia
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