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Introduction and Background 
Mining, one of the oldest industries in the world, is both a cornerstone of global 
economic development and a symbol of human ingenuity. However, beneath its surface 
lies a long-standing gender imbalance. Historically male-dominated, mining has 
presented a unique set of challenges for women entering its workforce, supporting its 
communities, or growing up in mining families. This study seeks to address the mental 
health and socio-cultural dimensions of these challenges, shedding light on the 
complex realities women face across different stages of life and career. 

Why Focus on Women in Mining? 
Mining has historically been a male-dominated industry, marked by physically 
demanding work in challenging environments. Over the last two decades, the sector 
has shown growing awareness of the need to diversify, both for the sake of equity and 
for pragmatic business benefits like innovation, improved decision-making, and team 
performance. However, the integration of women into the mining workforce—and the 
creation of supportive environments for them—remains an uphill climb. 

• Global Workforce Share: Women constitute roughly 8–17% of the global mining 
workforce, varying by region and specialization. 

• Leadership Gap: Women hold fewer than 10% of top executive roles in mining 
companies globally. 

Credible Sources and Industry Bodies 
Throughout this high-level study, we will draw on data from reputable organizations and 
regulatory bodies, including but not limited to: 

• International Council on Mining & Metals (ICMM) 

• World Bank 

• International Labour Organization (ILO) 

• Minerals Council of Australia 

• Mining Industry Human Resources Council (MiHR) (Canada) 

• Minerals Council of South Africa 

• Various peer-reviewed academic journals such as Resources Policy and 
Journal of Sustainable Mining. 

By referencing these credible sources, we aim to give you a well-rounded, evidence-
based perspective. 
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Age-Group Breakdown: Who Are We Looking At? 
It is not just about women currently clocking in at the mines. The broader ecosystem 
includes: 

1. Female Children (Ages ~5–17) in mining families or communities. 

2. Female Students in Mining Programs (Ages ~18–25) exploring careers in mining 
engineering, geology, metallurgy, etc. 

3. Early-Career Women (Ages ~20–30) often in entry-level or junior professional 
roles. 

4. Mid-Career Women (Ages ~30–45) juggling career progression with family and 
other personal responsibilities. 

5. Senior-Career Women (Ages ~45+) who may be in leadership positions or 
looking toward retirement options. 

6. FIFO (Fly-In-Fly-Out) Women Workers who face unique logistical and 
emotional challenges. 

7. Wives in Mining Communities who might not work in the mine themselves but 
are deeply affected by mining life (and possibly looking to re-enter the 
workforce). 

8. Retired Women or Elders who have seen how the industry has changed over 
decades. 

We will discuss how challenges and mental health issues play out across these age 
brackets. 

Overview: Top 10 Challenges Women Face in Mining 
Before we go into detailed regions and mental health implications, let us preview the 
top ten challenges (note that there are much more challenges, we are however focusing 
our high-level study on the ones that seem to have a higher recuring rate): 

1. Workplace Harassment and Discrimination 

2. Lack of Career Advancement Opportunities 

3. Insufficient Mentorship and Role Models 

4. Physical Safety Concerns and PPE (Personal Protective Equipment) Fit 

5. Work-Life Balance and Family Responsibilities 

6. Inequitable Compensation and Benefits 

7. Limited Access to Training and Skill Development 
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8. Cultural Barriers and Stereotyping 

9. FIFO Challenges (Isolation, Mental Health Strain) 

10. Environmental and Social Pressures on Mining Communities 

We will examine how each of these challenges manifests differently depending on 
where you are in the world, your age group, and your specific role. 

Regional Hotspots for Challenges 
We map out some notable regions where these challenges are most pronounced (note 
that this mapping is based on where more information is currently available. This 
however is part of the problem, there are many more locations where women in mining 
are facing endless challenges but have no way of documenting it or highlighting this fact 
for further investigation and rectification): 

• Africa (e.g., South Africa, Zambia, Ghana): Legacy of deep-level mining with 
strong cultural norms that historically discouraged women in mining. 

• Asia (e.g., China, India, Indonesia): Regulatory frameworks vary, and cultural 
norms can be particularly restrictive for women. 

• Australia: FIFO culture is common, and while progressive in some areas, 
challenges remain in remote site conditions and workplace culture. 

• North America (Canada, USA): While policies are relatively more inclusive, 
women still face wage gaps, safety concerns, and cultural biases. 

• Latin America (e.g., Chile, Peru): Strong traditions in mining but historically 
lower female participation. Strides in legislation are being made, yet gender 
norms can still be rigid. 

These broad strokes will come into sharper focus as we get into specifics in subsequent 
sections. 

Mental Health Implications 
Even though the global conversation around mental health has grown louder, women in 
mining often face silent battles. Stressors include isolation in remote worksites, sexism, 
and limited support networks. Young women might struggle with identity and belonging, 
while mid-career women could be juggling roles as mothers and professionals under 
constant pressure. 

Quick Stat: In a 2021 survey by the Minerals Council of Australia, 59% of women 
reported “high stress levels” related to family-work conflict, compared to 41% of men in 
similar roles. 
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We will delve deeper into these psychological and emotional challenges and how they 
differ across age groups later in this high-level study. 

Company Initiatives and Programs 
Major mining companies like BHP, Rio Tinto, and Anglo American have put in place 
various programs: 

• Diversity and Inclusion Policies 

• Mentorship Programs 

• Flexible Working Arrangements 

• Zero-Tolerance Harassment Policies 

• Mental Health Support Hotlines 

But the big question remains: Are these initiatives actually closing gaps, or are they 
just good PR? We will dig into success stories, case studies, and critiques to paint an 
honest picture. 

 

References (for this section) 

1. International Labour Organization. (2018). Women in Mining Report.  

2. World Bank. (2019). Gender in Extractive Industries.  

3. McKinsey & Company. (2021). Diversity Wins in Mining.  

4. Minerals Council of Australia. (2021). Workplace Well-being in Mining.  

  



 

6 | P a g e  
 

Workplace Harassment and Discrimination 

Nature of the Challenge 
For decades, women in mining have reported experiences ranging from subtle 
microaggressions to overt harassment. These experiences often discourage new 
entrants from joining the industry and create mental health strains for those who stay. 

• Common Forms:  

o Sexual Harassment: Unwanted comments, physical contact, or jokes. 

o Gender-Based Discrimination: Being overlooked for promotions or 
training opportunities. 

o Exclusionary Behaviour: Being left out of important meetings, social 
gatherings, or mentorship circles. 

Regional Hotspots 

• South Africa: A 2019 study published in Resources Policy found that over 60% of 
women surveyed had experienced harassment at some point in their career, a 
figure higher than global averages. 

• Australia: Persistent reports of bullying and harassment in FIFO (Fly-In-Fly-Out) 
settings, particularly in remote Western Australia mines. 

• Canada: The Mining Industry Human Resources Council (MiHR) reported 
instances of microaggressions as a key factor in female attrition. 

Age Group Impact 

• Female Students (Ages ~18–25): Harassment during internships or site visits 
can deter them from pursuing mining as a long-term career. 

• Early-Career Women (20–30): High turnover rates often linked to a lack of 
inclusive culture and direct harassment. 

• Mid-Career to Senior-Career (30+): Experienced women might endure repeated 
discrimination, leading to burnout or decisions to leave the industry. 

• Wives & Female Children: They might face social discrimination in mining 
communities if their spouses or parents are in senior roles and the local culture 
resents “outsiders” or women stepping into perceived “male domains.” 
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Impact on Mental Health 

Such environments can lead to anxiety, depression, and in severe cases, PTSD. 
Continual harassment damages self-esteem and can create a cycle of fear and self-
doubt. 

Quick Stat: According to a 2020 survey by the Minerals Council of Australia, 42% of 
women in FIFO arrangements reported consistent anxiety symptoms, citing a culture of 
bullying and harassment.  

Company Responses 

• Zero-Tolerance Policies: Many large companies (e.g., BHP, Rio Tinto, Anglo 
American) enforce strict anti-harassment policies. 

• Reporting Hotlines: Anonymous channels for reporting harassment—though 
the perceived fear of retaliation remains an issue. 

• Training & Workshops: Regular workshops focusing on workplace respect and 
equality. 

Despite these efforts, the effectiveness of these measures often hinges on a robust, 
supportive company culture rather than mere policy. 

Lack of Career Advancement Opportunities 

Nature of the Challenge 

The “glass ceiling” in mining can be as thick as the ore bodies the industry mines. 
Women often find fewer opportunities to climb into leadership roles. 

• Contributory Factors:  

o Gender bias in promotion decisions. 

o Limited access to senior mentors. 

o Fewer networking opportunities for women, especially in remote sites. 

Regional Hotspots 

• Latin America (Chile & Peru): Cultural norms traditionally favour men in 
leadership. Recent legislation is pushing for more inclusivity, but uptake is slow. 

• Asia (India & China): Societal expectations often encourage women to choose 
more “feminine” roles or leave the workforce after marriage or childbirth. 

Age Group Impact 

• Female Students: The lack of visible female role models in senior positions can 
deter them from fully committing to mining careers. 
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• Early-Career Women: Often find themselves relegated to administrative or 
support roles rather than core engineering or technical tracks. 

• Mid-Career & Senior Women: Face “sticky floors”—getting stuck in middle 
management while men fast-track to executive roles. 

Mental Health Considerations 

When promotion timelines become indefinite, frustration and self-doubt creep in. 
Women may feel they are falling behind male peers, which affects job satisfaction and 
can fuel stress or burnout. 

Company Responses 

• Mentorship & Sponsorship: Formal mentorship programs can help women 
navigate career paths. 

• Succession Planning: Intentional efforts to ensure women are included in 
leadership pipelines. 

• Performance Management Overhauls: Making promotion criteria more 
transparent and objective. 

Insufficient Mentorship and Role Models 

Nature of the Challenge 

Mining has traditionally had a small pool of female leaders to serve as mentors, 
exacerbating feelings of isolation among women at junior levels. 

• Mentorship vs. Sponsorship: Mentorship involves guidance, while sponsorship 
means active advocacy. Both are in short supply for women in mining. 

Regional Hotspots 

• Africa: Programs exist but are often understaffed. Women in senior technical 
roles are a rarity. 

• North America: More structured mentorship programs, but the ratio of male to 
female mentors is still skewed. 

Age Group Impact 

• Students & Early-Career Women: Suffer from a lack of guidance on career 
progression and industry navigation. 

• Mid-Career Women: Struggle to transition into leadership roles without 
sponsors who champion their cause. 
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• FIFO & Wives: Access to mentors can be limited by the remote nature of FIFO 
and social isolation within mining communities. 

Mental Health Considerations 

Feeling alone in an already demanding industry intensifies stress. A strong support 
system can combat this, but in its absence, mental well-being might decline. 

Company Responses 

• “Women in Mining” Networks: Grassroots initiatives that foster peer 
mentorship and skill-sharing. 

• Reverse Mentoring: Some companies pair senior male leaders with junior 
female employees, aiming to educate leadership on the female experience in 
mining. 

 

Physical Safety Concerns & Ill-Fitting PPE 

Nature of the Challenge 

Mining environments can be hazardous. When protective equipment is not designed for 
women’s bodies, risks escalate. 

• Examples: Boots too large or oversize safety harnesses that compromise safety. 

Regional Hotspots 

• Developing Regions: Procurement budgets might be limited, leading to generic 
“one-size-fits-all” PPE. 

• Remote Mines in Australia/Canada: Even with bigger budgets, the range of 
women-specific PPE can be limited due to supply chain constraints. 

Age Group Impact 

• Younger Women (Students & Early-Career): May face scepticism from 
coworkers about their ability to handle equipment. 

• Mid-Career & Senior Women: Physically demanding work combined with ill-
fitting gear can lead to chronic injuries. 

Mental Health Considerations 

Consistent exposure to physical risk increases anxiety. Moreover, feeling like an 
afterthought in safety policies can degrade one’s sense of belonging and self-worth. 
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Company Responses 

• Gender-Specific PPE Initiatives: Some manufacturers now produce female-fit 
helmets, gloves, and boots. 

• Regular Safety Audits: Ensuring employees have properly fitted gear. 

 

Work-Life Balance & Family Responsibilities 

Nature of the Challenge 

Long hours, remote locations, and shift work can collide with childcare and household 
responsibilities, often disproportionately shouldered by women. 

Regional Hotspots 

• FIFO Hubs (Australia, Canada): The nature of FIFO demands extended 
absences from home. 

• Africa & Asia: Limited daycare options near mining sites force women to rely on 
extended family or leave children in urban centers. 

Age Group Impact 

• Early-Career Women: May delay marriage or children due to career uncertainty 
and demanding schedules. 

• Mid-Career: Often face burnout from juggling responsibilities at home and long 
hours at the mine. 

• Wives & Children: Family members left behind can suffer loneliness and 
emotional distress. 

Mental Health Considerations 

Strained family relationships can exacerbate mental health issues, including 
depression and anxiety. The guilt of prolonged absences or inability to attend family 
events compounds stress. 

Company Responses 

• On-Site Childcare Facilities: Rare but increasingly discussed among 
progressive mining firms. 

• Flexible Shifts: Some companies allow job sharing or shorter rotations for new 
parents. 

• Counselling Services: EAPs (Employee Assistance Programs) to support work-
life challenges. 
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References (for this section) 
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Inequitable Compensation and Benefits 

Nature of the Challenge 
Even in modern times, pay disparity between men and women in the mining industry 
persists. These gaps might be rooted in historical biases, gendered role assignments, or 
a lack of transparency around pay scales. 

• Global Wage Gap Estimates:  

o World Bank data (2020) suggests women in mining earn 10–25% less than 
men for comparable roles. 

o Discrepancies often arise in bonus structures and overtime 
compensation. 

Regional Hotspots 

• North America (USA & Canada): While wage transparency laws are improving, 
15–20% pay gaps still show up in many mining roles, especially engineering vs. 
support. 

• Australia: Workplace Gender Equality Agency found that the pay gap in mining 
can hover around 16–18% for base salaries, and even higher for total 
compensation (including bonuses). 

• South Africa: The Mining Charter aims for equitable pay, but many studies (e.g., 
Minerals Council South Africa, 2022) note slow progress. 

Age Group Impact 

• Early-Career Women: May accept lower wages due to a lack of negotiation 
experience or fear of pushback. 

• Mid-Career Women: Pay discrepancies compound over time, affecting 
retirement savings and career mobility. 

• Senior Women: Often have to push for executive bonuses and equity stakes—
areas historically dominated by men. 

• Wives & Female Children: When the female breadwinner is underpaid, entire 
families feel the economic pinch, which can heighten financial stress and 
mental health challenges. 

Mental Health Considerations 

Persistent inequities can lead to resentment, anger, and a feeling of being undervalued. 
Over time, this stress seeps into personal life, fuelling anxiety and depression. 
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Company Responses 

• Pay Transparency Initiatives: Publishing salary bands for each role, allowing 
employees to see where they stand. 

• Auditing & Reporting: Annual audits to flag and correct gender pay 
discrepancies. 

• Union and Worker Advocacy: Labor unions pushing for standardized pay 
scales, which can help reduce gaps. 

 

Limited Access to Training and Skill Development 

Nature of the Challenge 

Mining is rapidly evolving, with new tech like automation, AI, and advanced mineral 
processing techniques. Women, however, sometimes find themselves passed over for 
upskilling programs or advanced certifications that could fast-track their careers. 

• Why It Happens:  

o Implicit bias: Supervisors may assume women cannot handle “heavy-
duty” or “high-tech” roles. 

o Lack of awareness: Women in remote operations might not even hear 
about training sessions. 

o Budget constraints: When training budgets tighten, priority often goes to 
roles traditionally occupied by men. 

Regional Hotspots 

• Latin America (Chile, Peru): Women are typically underrepresented in technical 
certifications, due to cultural norms and limited outreach. 

• Africa: Economic disparities often lead to underfunded training programs. 
Women are further marginalized in skill development. 

• Asia (India, China): Rigid social structures can discourage women from pursuing 
tech-heavy roles in mining, limiting access to specialized training. 

Age Group Impact 

• Female Students: Lack of internships or entry-level training programs tailored to 
women. 

• Early-Career Women: Missing out on advanced certifications can stall career 
growth. 
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• Mid-Career & Senior Women: May need retraining to stay relevant in an era of 
automation but find fewer available slots or financial support. 

Mental Health Considerations 

Feeling “left behind” in an industry racing toward automation creates anxiety. Women 
worry about job security and losing relevance in a tech-heavy future. 

Company Responses 

• Diversity-Focused Training Budgets: Some mining giants allocate specific 
funds for women’s skill development. 

• Scholarships & Partnerships: Collaborations with universities to offer 
scholarships for female students in mining engineering, geology, etc. 

• Remote Learning Platforms: Online courses that reach women in remote areas, 
easing travel constraints. 

 

Cultural Barriers and Stereotyping 

Nature of the Challenge 

Traditional mindsets still linger, painting mining as a “man’s job” unsuited for women. 
This stereotype can manifest as subtle biases in hiring, promotion, and daily 
interactions. 

• Common Stereotypes:  

o Women are “too emotional” or “too weak” for heavy industrial work. 

o Women in technical roles are “exceptions,” not the norm. 

Regional Hotspots 

• Africa & Latin America: Strong cultural narratives around gender roles can 
restrict women’s entry or advancement. 

• Asia: Societal expectations often dictate women handle domestic tasks, 
stigmatizing industrial or “dirty” jobs. 

• Remote Regions (Global): Small communities can be tightly knit and traditional, 
making it tough for “outsider” women to integrate. 

Age Group Impact 

• Female Children: Grow up seeing few female role models in mining, reinforcing 
the notion that “mining is for men.” 
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• Students & Early-Career: Encounter scepticism from family or community 
discouraging them from pursuing mining courses. 

• Mid-Career & Senior Women: May feel the need to constantly prove themselves 
to male peers and subordinates. 

Mental Health Considerations 

Cultural pressure can spark identity crises and chronic stress. Some women internalize 
stereotypes, leading to self-doubt or imposter syndrome. 

Company Responses 

• Awareness Campaigns: Internal communication initiatives debunking 
stereotypes and promoting success stories of women in mining. 

• Policy Enforcement: Clear guidelines that forbid discriminatory language or 
practices, with consequences for breaches. 

• Community Outreach: Collaborations with local leaders to shift cultural 
perceptions, especially in remote or traditional communities. 

 

FIFO Challenges (Isolation & Mental Health Strain) 

Nature of the Challenge 

Fly-In-Fly-Out (FIFO) or Drive-In-Drive-Out (DIDO) work arrangements see employees 
working in remote mine sites for weeks, then returning home for rest. While this system 
can be lucrative, it also introduces unique stressors—especially for women. 

• Key Stressors:  

o Isolation from family and friends. 

o Limited on-site amenities for women (or families). 

o High-pressure workplace culture in remote camps. 

Regional Hotspots 

• Australia: Known for extensive FIFO operations in Western Australia and 
Queensland. 

• Canada: Provinces like Alberta and Northern Ontario have FIFO setups for oil 
sands or remote mines. 
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Age Group Impact 

• Young Women (Students & Early Career): The idea of living in a male-
dominated camp can be daunting, potentially discouraging them from even 
trying. 

• Mid-Career Women: Balancing FIFO with childcare is notoriously difficult if 
partners or extended family are not available to cover child-rearing tasks. 

• Senior Women: Leadership roles in FIFO settings can be isolating—few female 
peers on-site, and limited time to network outside of work. 

Mental Health Considerations 

FIFO lifestyles can breed loneliness and depression. Long stints away from family 
amplify feelings of guilt and stress, especially for mothers or caregivers. 

Quick Stat: A 2021 MATES in Mining study in Australia found that FIFO workers are 70% 
more likely to experience significant mental distress compared to non-FIFO mining 
employees.  

Company Responses 

• Rotational Schedules: Some companies shorten on-site periods to mitigate 
burnout. 

• On-Site Mental Health Services: Counselling sessions, peer-support groups, 
and 24/7 hotlines. 

• Family Visit Programs: Occasional family fly-in visits to ease separation (though 
still rare). 

 

Environmental and Social Pressures in Mining Communities 

Nature of the Challenge 

Women in mining communities—whether they work in the mines or not—are affected 
by the environmental footprint (pollution, land degradation) and social upheavals 
(community displacement, protests) associated with extractive operations. 

• Examples:  

o Water contamination impacting local agriculture (which women might be 
responsible for). 

o Tension between local residents and mining companies can create 
hostile environments. 
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Regional Hotspots 

• Africa (e.g., Zambia, Ghana): Rural communities heavily rely on land and water, 
which mines may disrupt. 

• Latin America (Chile, Peru): Conflicts around water usage in arid regions. 

• Asia (Indonesia): Indigenous communities face displacement; women are often 
on the frontlines of protests. 

Age Group Impact 

• Female Children & Students: Reduced access to clean water or safe 
environments can hamper education and health. 

• Wives & Family Members: Might lead community activism, adding stress and 
tension. 

• Working Women (All Ages): Juggling job responsibilities while advocating for 
environmental justice. 

Mental Health Considerations 

Living in conflict-heavy zones or areas under environmental threat triggers fear, anxiety, 
and a sense of hopelessness. Women often bear the brunt of community care, 
heightening mental strain. 

Company Responses 

• Corporate Social Responsibility (CSR): Building schools, health clinics, or 
water infrastructure. 

• Stakeholder Engagement: Involving women’s groups in decision-making about 
environmental impact. 

• Conflict Resolution Policies: Mediators and negotiation frameworks to address 
community grievances. 

 

References (for this section) 

1. World Bank. (2020). Gender Wage Gaps in Extractive Industries.  

2. Workplace Gender Equality Agency (WGEA). (2021). Mining Industry Pay Gaps in 
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3. Minerals Council South Africa. (2022). Progress on the Mining Charter: Pay Equity 
Updates.  

4. MATES in Mining. (2021). Mental Health in FIFO Workforces.  
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Overview: Mental Health in the Mining Context 
Mining is recognized as a high-pressure sector even for the average worker—long hours, 
physically demanding tasks, remote locations, and economic volatility. For women, 
these stressors get multiplied by harassment, cultural biases, or ill-fitting policies. 

• Workplace Pressures: Deadlines, production targets, health and safety 
protocols. 

• Socio-Cultural Pressures: Being a minority in a male-dominated field. 

• Home Pressures: Managing households or maintaining family life while juggling 
rotating shifts or FIFO arrangements. 

 

Key Mental Health Stressors for Women Across Age Groups 
Let us break down how different age brackets experience mental health challenges. 
Recall, we are also including female students, FIFO workers, wives in mining 
communities, and female children in mining families. 

Female Children (Ages ~5–17) 

• Family Separation: If a parent (mom or dad) works FIFO, kids might feel isolated 
or emotionally neglected. 

• Community Pressures: Living in or near mining towns can mean fluctuating 
local economies—schools may lack consistent funding, affecting children’s 
stability. 

• Gender Norms: Young girls might internalize stereotypes if they see few women 
in the mines or in leadership roles. 

Mental Health Impact: Anxiety and confusion about a parent’s absence or an unstable 
home environment can lead to issues like poor academic performance or low self-
esteem. 

Female Students in Mining Programs (Ages ~18–25) 

• Imposter Syndrome: Being one of the few women in technical fields (geology, 
engineering) can fuel self-doubt. 

• Harassment: Internships and site visits sometimes expose young women to 
harassment, impacting their decision to stay in mining. 

• Financial Strain: Limited scholarships and rising tuition costs can exacerbate 
stress. 
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Mental Health Impact: Persistent anxiety, feelings of alienation, and reluctance to 
pursue mining careers post-graduation. 

Early-Career Women (Ages ~20–30) 

• Transition Stress: Adapting to shift work, remote site culture, and male-
dominated teams. 

• Discrimination & Harassment: Direct workplace harassment or 
microaggressions can chip away at confidence. 

• Social Isolation: FIFO or shift-based roles might mean moving away from 
friends/family at a life stage where social bonds are crucial. 

Mental Health Impact: Heightened anxiety, depression, and potential burnout. Some 
women leave the industry before they gain a foothold. 

Mid-Career Women (Ages ~30–45) 

• Role Overload: Balancing motherhood, elder care, or other family 
responsibilities with demanding mining jobs. 

• Career Plateau: Hitting a ceiling due to limited advancement opportunities or 
managerial bias. 

• Financial Pressure: Income needs might be higher at this stage (mortgages, 
children’s education, etc.). 

Mental Health Impact: Chronic stress, fatigue, and sense of stagnation. Risk of anxiety 
disorders, depression, or stress-related physical ailments (migraines, high blood 
pressure). 

Senior-Career Women (Ages ~45+) 

• Leadership Isolation: There are fewer female peers at the top, creating 
loneliness or heightened scrutiny. 

• Age Bias + Gender Bias: A double whammy, especially in modernizing mines 
where “tech-savvy youth” is prized. 

• Retirement Anxiety: Concerns about pensions and adequate savings if pay gaps 
existed throughout their careers. 

Mental Health Impact: Possible disillusionment or dissatisfaction, especially if they 
feel they have had to fight harder than male peers for comparable recognition. 

FIFO (Fly-In-Fly-Out) Women 

• Intense Isolation: Living in remote camps for weeks, often with minimal 
emotional support. 
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• Limited Healthcare Access: Mental health services might be scarce or 
underutilized in remote sites. 

• Camp Culture: Predominantly male environments can exacerbate stress or 
feelings of being “outsiders.” 

Mental Health Impact: Elevated risk of anxiety, depression, and sometimes substance 
misuse as a coping mechanism. 

Wives in Mining Communities 

• Emotional Burden: Managing household routines alone when a partner is away 
on FIFO rosters. 

• Uncertain Financial Planning: Booms and busts in the mining cycle create 
instability. 

• Social Isolation: Transient nature of mining towns can lead to fleeting 
friendships and weak community support. 

Mental Health Impact: Loneliness, stress, and sometimes resentment toward the 
mining industry or the absent partner. 

 

Convergence of Stress Factors 
Multiple challenges often intersect. For instance, a mid-career woman might struggle 
with ill-fitting PPE, wage disparity, and cultural stereotyping—all at once. This 
convergence accelerates burnout. 

Coping Mechanisms and Strategies 
While the challenges can feel overwhelming, many women employ resourceful coping 
tactics: 

1. Peer Support Networks: Women in mining communities often form informal 
support groups—either in-person or online—to share tips and experiences. 

2. Mindfulness & Stress Management: Techniques like meditation, journaling, or 
exercise regimens are gaining traction, sometimes supported by Employee 
Assistance Programs (EAPs). 

3. Therapy or Counselling: Access varies by region, but telehealth expansions 
mean more women can seek counselling remotely. 

4. Mentorship: Where available, connecting with female leaders or industry role 
models can serve as both emotional and professional support. 
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5. Hobbies & Community Engagement: In remote towns, joining local clubs or 
taking up new hobbies can counter isolation. 

 

Role of Mining Companies and Communities 

Company-Level Initiatives 

• Comprehensive EAPs: Partnerships with mental health providers, offering free 
or subsidized counselling. 

• On-Site Mental Health Programs: Workshops, psychological first-aid training, 
and peer-support “champions.” 

• Flexible Schedules: Job-share or part-time options for parents or caregivers. 

• Leadership Accountability: Mandating inclusivity targets can ensure male 
supervisors are held responsible for creating safe, supportive teams. 

Community-Level Actions 

• Local Healthcare Partnerships: Expanding clinics that specialize in mental 
health services in mining areas. 

• Educational Outreach: Programs teaching families (especially children) about 
stress management and healthy communication. 

• Resilience Building: Community gatherings or events that foster social 
cohesion, reducing isolation. 

Quick Stat: According to a 2022 survey by the International Council on Mining & Metals 
(ICMM), 64% of major mining companies reported having formal mental health policies 
in place, yet only 39% provided on-site counselling or clinical psychological support.  

 

Case Example: “Women in Mining Canada” Peer Support 
In Canada, the organization Women in Mining Canada (WIMC) piloted a peer-support 
program in 2021, pairing new female hires with mid-level mentors from different 
companies. Preliminary feedback indicates: 

• Reduced Isolation: 80% felt more connected to peers. 

• Lower Turnover: Companies participating reported a 15% decrease in early-
career female attrition. 

• Mental Health Perception: Many women cited improved well-being, attributing 
it to “knowing someone had their back.” 
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Though still in the pilot phase, it showcases how structured peer networks can make a 
tangible difference. 

Gap Areas Needing More Attention 
1. Access to Culturally Appropriate Therapy: Especially in Africa, Latin America, 

or regions with indigenous populations. 

2. Family Inclusion: Programs that support not just the female worker but also her 
partner or children, to ease the burden of FIFO or shift work. 

3. Holistic Training: Combining technical upskilling with mental resilience 
workshops. 

4. Long-Term Impact Studies: Many existing mental health initiatives are short-
term or lack robust data. More longitudinal research could drive better policies. 

Looking Ahead 
This mental health overview underlines the complex web of stressors that women in 
mining face throughout their life cycle. In our upcoming pages, we will: 

• Dig into specific case studies across continents, highlighting how local 
solutions are working (or not). 

• Explore best practices from companies that have successfully improved 
conditions. 

• Outline policy recommendations to close the gaps, ensuring healthier, happier 
futures for women in mining and their families. 
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Africa: Breaking Barriers in Legacy Mining Regions 

South Africa 

• Historical Context 
South Africa’s mining history runs deep (literally and figuratively). Gold, platinum, 
and diamond deposits have built entire cities. Historically, legislation outright 
banned women from working underground. Although times have changed, 
remnants of that legacy persist. 

• Case Study: Anglo American’s Zimele Program  

o Overview: Zimele focuses on community and enterprise development, 
with a side mission to bolster female entrepreneurship near mining sites. 

o Impacts for Women: Provides training and funding opportunities for local 
women-led ventures—like transport services, catering, and safety training 
outfits. 

o Outcome: A 2022 report by Minerals Council South Africa noted a 15% 
increase in women-led SMEs around Anglo American’s operations, 
helping reduce financial stress for local families and improving women’s 
status in their communities. 

• Key Challenges: Cultural norms in rural areas still frame mining as a “man’s 
domain.” Harassment and safety remain high priorities, and mental health 
resources are often scarce. 

Zambia 

• Female Engineers & Leadership 
Zambian mines are increasingly pushing for female representation at the 
engineering level. Organizations like Women in Mining (WiM) Zambia offer 
scholarships and leadership programs. 

• Impact on Female Students 
Through outreach initiatives, WiM Zambia visits high schools and colleges, 
shedding light on mining scholarships specifically earmarked for girls. Early 
reports suggest about a 20% uptick in female enrolment in mining-related 
courses since 2019. 

• Mental Health Angle 
Limited infrastructure in remote mining towns can lead to isolation. WiM Zambia 
collaborates with NGOs to offer telehealth counselling, especially for young 
women entering the workforce. 
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Latin America: Community-Driven Innovation 

Chile 

• National Initiatives 
Chile is a top copper producer globally. The Chilean government has 
implemented policies to increase female workforce participation—from 8% in 
2008 to roughly 15% in 2021. While still low, it is a notable jump. 

• Case Study: CODELCO’s “Women, Innovation & Mining” Program  

o Objective: Increase the ratio of women in technical and managerial 
positions. 

o Method: Scholarships, upskilling workshops, and mentorship from senior 
female geologists and engineers. 

o Success Marker: Retention rates for women in technical roles at 
CODELCO rose from 50% to 65% over three years. 

• Psychosocial Landscape 
Traditional Chilean households often expect women to handle childcare and 
elder care. Hence, participants cited flexible work hours or site-provided daycare 
as major mental health boosters—reducing the guilt and stress tied to leaving 
children at home. 

Peru 

• Mining, Environment & Women 
In Peru, mining plays a central role in the economy, but environmental and social 
impacts often spark protests. Women frequently stand at the forefront of 
community activism, juggling roles as caregivers and activists. 

• Case Study: The Antamina Community Dialogues  

o Details: Mining giant Antamina hosts quarterly town halls, specifically 
inviting women’s groups to voice concerns on water usage, land access, 
and job opportunities. 

o Outcome: These dialogues have eased tensions and led to micro-grants 
for women-led agricultural co-ops, creating alternative sources of 
income. This diversification helps alleviate household financial stress, 
thus improving mental well-being for many local women. 
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Asia: Tradition Meets Technology 

India 

• Socio-Cultural Challenges 
India’s mining laws have evolved to allow women to work underground, but 
socio-cultural barriers remain strong—especially in rural areas where 
conservative mindsets persist. 

• Case Study: Tata Steel’s “Women@Mines” Initiative  

o Focus: Creating an inclusive culture through harassment prevention, 
leadership workshops, and structured mentorships. 

o Notable Statistic: Tata Steel reported a 200% increase in female mining 
engineers employed between 2017 and 2021, although women still 
represent a small fraction overall. 

o Mental Health Approach: On-site counsellors provide free therapy 
sessions. According to internal surveys, 68% of female employees felt 
these sessions enhanced their resilience and sense of belonging. 

China 

• Policy Shifts 
Historically, women in Chinese mining faced even stricter regulations, with some 
tasks considered “unsuitable” for female workers. Today, as the industry 
modernizes, companies are gradually acknowledging women’s roles in tech and 
management. 

• Case Study: China Shenhua Energy’s Training Programs  

o Objective: Upskill women in robotics, automation, and data analysis—
fields central to modern mining. 

o Impact: A 2020 corporate report showed women accounted for 25% of 
participants in advanced automation courses, up from 10% in 2015. 

o Mental Health Reflection: With more women in cutting-edge roles, stigma 
around “women not belonging in mining” is slowly fading. However, older 
generations still grapple with deep-rooted biases. 
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Australia: FIFO and Cultural Overhauls 

Western Australia’s FIFO Focus 

• High Wages, High Stress 
Australia’s FIFO workforce is famous for lucrative salaries but also notorious for 
mental health challenges—especially for women who are often few and far 
between on these sites. 

• Case Study: Rio Tinto’s “Family Fly-In” Program  

o Description: Periodically flies family members to remote sites, giving 
workers a chance to reconnect without a full-blown R&R break. 

o Result: Early anecdotal evidence indicates reduced attrition among 
female staff, who cite the “Family Fly-In” as a morale booster. Formal data 
collection is ongoing. 

o Challenges: Logistical costs are high, and some wonder if these programs 
are too limited to create widespread cultural change. 

Corporate Reforms 

• BHP’s “Inclusion & Diversity Pledge” 
BHP pledged to achieve gender balance by 2025 (in all roles, not just corporate). 
They have introduced anti-bullying hotlines, leadership accountability for 
harassment cases, and comprehensive mentoring programs. 

• Mental Health Ties 
Australian researchers—like those at Curtin University—note that protective 
factors include peer support, frequent debrief sessions, and robust mental 
health services. Without these, FIFO conditions can accelerate stress, 
depression, and anxiety. 

 

North America: Policy Progress & Persistent Gaps 

Canada 

• Mining Industry Human Resources Council (MiHR) 
MiHR’s labour market studies focus on building a more inclusive workforce. They 
offer a suite of resources for women, including best-practice guides for 
employers on harassment prevention and pay equity. 
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• Case Study: “Mining for Diversity” Job Fairs  

o Aim: Bring more women (including students and mid-career switchers) 
into technical and leadership roles. 

o Impact: Companies participating have reported an uptick in female job 
applicants—some seeing a 30% surge within a year of these fairs. 

o Mental Health Angle: More female hires lead to less isolation for women 
on-site, improving overall psychological safety. 

United States 

• Legislative & Corporate Approaches 
While U.S. mines vary widely (from coal in Appalachia to copper in Arizona), 
diversity and inclusion efforts are uneven. Some states push stricter anti-
discrimination laws; others have less robust frameworks. 

• Case Study: Freeport-McMoRan’s Mentorship Circles  

o Structure: Circles pair senior managers (both male and female) with 
junior female employees for monthly career and well-being check-ins. 

o Early Results: A 2021 internal review showed women in the mentorship 
circles were 40% more likely to be promoted within two years compared 
to those not in the program. 

 

Europe: Emerging Trends in the Nordic Region 
• Scandinavian Mines Leading the Way 

Sweden and Finland have advanced policies around parental leave, equal pay, 
and workplace inclusion. Women in these mines often report fewer incidents of 
blatant harassment. 

• Mental Health Benefits 
Generous welfare systems mean women have better access to healthcare, 
counselling, and work-family balance. Though the industry remains male-heavy, 
these structural supports can ease mental burdens. 
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Threads of Success Across Regions 
From Chile to China, certain themes crop up repeatedly in successful programs: 

1. Strong Mentorship & Role Models: Helps break isolation, offers practical career 
navigation, and bolsters mental resilience. 

2. Holistic Policies: Inclusion is more than a buzzword—policies need teeth (e.g., 
transparent pay scales, anti-harassment frameworks) and accountability for 
leadership. 

3. Community Engagement: Mining does not exist in a vacuum. Supporting female 
spouses, children, and local communities fosters goodwill and reduces social 
stress. 

4. Mental Health Services: EAPs, telehealth counselling, and peer support are 
increasingly recognized as essential—not optional rewards. 

 

Lessons Learned and Next Steps 
• Global Collaboration: Sharing best practices through international forums (e.g., 

ICMM, ILO conferences) helps spread successful models faster. 

• Focus on Early Intervention: Engaging female students and young professionals 
is critical to pipeline development. 

• Cultural Re-Education: Without tackling stereotypes head-on—through 
workshops, awareness campaigns, and leadership modelling—technical 
solutions will not stick. 

• Data-Driven Accountability: Encouraging or mandating frequent reporting on 
gender metrics and mental health outcomes ensures accountability. 
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Holistic Policy Recommendations 

Strengthen Legal and Regulatory Frameworks 
1. National Legislation 

o Mandate Transparent Pay Scales: Governments can require mining 
firms to publicly disclose salary ranges for each job category, helping 
pinpoint and address pay gaps. 

o Gender Quotas & Targets: Some countries (e.g., Norway’s quotas for 
corporate boards) show that structured mandates can boost female 
representation. Mining-specific quotas or targets could be introduced for 
managerial, technical, and leadership roles. 

o Strict Anti-Harassment Laws: Enforce zero-tolerance policies for 
workplace harassment, with robust reporting and investigation 
mechanisms. 

2. Local and Regional Regulations 

o Align with Global Standards: Encourage alignment with the 
International Labour Organization (ILO) conventions on gender equality 
and occupational safety. 

o Community Liaison Bodies: Regional governments can establish 
committees that represent women’s voices in discussions around mine 
expansions, environmental impact, and local development. 

Enforce Accountability and Reporting 

1. Mandatory Gender Disclosures 

o Annual Gender Audits: Mining companies above a certain size should 
publish data on gender composition, pay gaps, and promotion rates. 

o Third-Party Verification: Independent auditors can confirm the validity of 
these reports to prevent “window dressing.” 

2. Link to Licenses and Permits 

o Governments might tie the renewal of mining licenses or environmental 
permits to demonstrated progress in gender equity (e.g., fulfilling 
minimum female participation rates). 
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Mental Health Integration 

1. Legislated Mental Health Benefits 

o Mandatory EAP (Employee Assistance Program): Offer free counselling 
sessions and crisis helplines. 

o Preventive Approach: Policies that ensure regular stress-management 
training, mental health screening, and supervisor education on 
psychosocial risks. 

2. Family-Centric Policies 

o Include wives, children, and extended family in awareness programs. For 
instance, FIFO guidelines can require family-friendly rosters, and 
communities could receive subsidies or support for daycares and 
counselling centers. 

 

Company-Level Best Practices 

Leadership Commitment and Culture Change 

• Visible Role Models 

o Having more women in senior leadership sets a tone of normalizing 
gender diversity. 

o Example: BHP’s “Balance the Boardroom” pledge, aiming for half of all 
board and executive roles to be held by women by 2025. 

• Inclusive Culture Training 

o Ongoing workshops on unconscious bias, cultural sensitivity, and 
communication. 

o Supervisor-level training to identify and address harassment or 
discrimination early on. 

Flexible Work Arrangements 

• Hybrid and Remote Work  

o Not all mining roles can be remote, but support functions (HR, finance, 
technical design) can offer partial or full remote options. 
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• Job-Sharing and Shift Splits  

o Allow two employees to share one full-time role, each taking half the 
shifts. This is especially beneficial for new mothers or caregivers. 

• FIFO Roster Adjustments  

o Shorter rotations (e.g., 8 days on, 6 days off) compared to traditional 14/7 
or 21/7 rosters, easing separation anxiety and stress for families. 

Mentorship, Sponsorship, and Networking 

• Structured Mentoring Programs  

o Pair junior or mid-career women with senior leaders (male or female) who 
can offer career advice, advocacy, and skill development. 

• Cross-Company Networks  

o Initiatives like Women in Mining (WIM) chapters foster networking across 
different companies, reducing isolation. 

• Reverse Mentorship  

o Younger employees mentor older colleagues on new tech or cultural 
trends, bridging generational gaps and promoting mutual respect. 

Physical Safety and PPE Adaptations 

• Procurement Policies  

o Only source PPE from suppliers offering women-specific gear, including 
harnesses, boots, and coveralls. 

• Regular Safety Audits  

o Conduct inspections to confirm that all employees—particularly 
women—have correct-fitting equipment. 

• Report & Replace  

o Encourage open reporting of ill-fitting PPE, with companies mandated to 
replace gear swiftly to maintain safety compliance. 
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Community and Family Engagement 

Family Inclusion in Worksites 

• On-Site Family Visits  

o Build designated guest accommodations so families can visit 
occasionally, reducing emotional strain (particularly important for FIFO). 

• Childcare Facilities  

o Where possible, develop on-site daycare centers or partner with local 
childcare providers to facilitate easy access for working parents. 

Education and Community Outreach 

• Scholarships for Female Students  

o Collaboration with local universities and high schools to sponsor mining-
related fields for girls. 

o Mentoring from current female employees to inspire confidence and 
provide real-world insights. 

• Community Health Clinics  

o Expand services to cover mental health and family counselling, ensuring 
wives, children, and non-working residents can access professional help. 

Spousal Support Groups 

• Peer Forums  

o Wives and partners of miners can form support groups, sharing 
experiences and strategies for coping with extended separations or 
rotating shifts. 

• Financial Literacy Workshops  

o Teach budget management, saving, and retirement planning. This 
reduces stress, especially during industry downturns. 
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Technological Solutions 

Digital Platforms for Inclusion 

• Virtual Community Boards  

o Companies can create digital hubs for women in mining to connect, ask 
questions, and share experiences. 

• Online Training  

o E-learning modules for upskilling in safety, leadership, or technical 
competencies. Helpful for women in remote sites who cannot travel to 
major cities for classes. 

Mental Health Apps 

• Chatbots & Telehealth  

o 24/7 access to mental health professionals via video calls, especially 
beneficial for FIFO workers or those in remote regions. 

• Anonymous Feedback Tools  

o Encourage whistleblowing or reporting of harassment with minimal fear of 
retaliation. 

 

Monitoring and Continuous Improvement 

KPIs and Dashboards 

• Key Performance Indicators  

o Track data on female recruitment, retention, promotions, pay equity, and 
training completion rates. 

o Monitor mental health usage stats: number of counselling sessions, EAP 
engagement, etc. 

Regular Stakeholder Reviews 

• Employee Feedback Loops  

o Quarterly or semi-annual surveys capturing sentiment around safety, 
harassment, work-life balance, and mental health. 
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• Community Listening Sessions  

o Involve local women’s groups, wives, and female students to weigh in on 
mining projects. 

Transparency and Public Reporting 

• Annual Sustainability Reports  

o Dedicate sections to gender diversity, family engagement, mental health 
initiatives, and outcome metrics. 

• Cross-Industry Benchmarking  

o Compare performance among peer companies, sharing success stories 
and cautionary tales. 

Quick Stat: According to a 2023 survey by the International Council on Mining & Metals 
(ICMM), only 25% of member companies publicly report disaggregated data (by gender) 
on mental health usage. Pushing for broader transparency could encourage others to 
follow suit. 

The Bigger Picture: Cultural Transformation 

Ultimately, these policies and best practices form the scaffolding for deeper cultural 
change. When leaders champion women’s inclusion—through policies, funding, and 
day-to-day interactions—you create an environment where women are not just 
“tolerated” but fully welcomed. And with that inclusivity comes stronger mental health, 
higher productivity, and greater innovation. 

Fatherly Note: “Rules and tools are only as good as the hearts and minds behind them. 
Policy can open the door, but true change means stepping through it—together.” 
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Success Story #1: Anglo American’s “Women in 
Leadership” Pipeline 

Overview 

In response to ongoing gender gaps in leadership, Anglo American—a major 
multinational mining company—developed a global initiative called “Women in 
Leadership” around 2016. The program was designed to nurture high-potential female 
employees, fast-tracking them into strategic roles. 

• Core Components:  

1. Identification of High-Potentials: HR teams used performance data and 
manager recommendations to pinpoint promising female talent at mid-
career levels. 

2. Structured Sponsorship: Each participant was paired with a senior 
executive sponsor who would advocate for her advancement 
opportunities. 

3. Training Modules: Technical upskilling, leadership styles, negotiation 
tactics, and emotional intelligence workshops. 

Impact on Women and Their Mental Health 

• Promotion Rates: Within three years, 60% of participants saw at least one 
promotion or role expansion. 

• Confidence Boost: Feedback surveys found that 80% of participants felt more 
confident and “seen,” reducing feelings of imposter syndrome. 

• Reduction in Attrition: The turnover rate among these mid-level women 
dropped by half, reflecting stronger job satisfaction. 

Key Takeaways 

• Intentional Sponsorship Works: Having a dedicated senior champion can open 
doors otherwise closed, giving women the backing they need to break through. 

• Holistic Training: Combining leadership skills with emotional support helps 
women navigate stress and self-doubt. 
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Success Story #2: Newmont’s On-Site Childcare 
Facilities 

Overview 

Newmont Corporation, a prominent gold mining enterprise, began rolling out on-site 
childcare facilities at select operations in North America and South America starting in 
2018. The goal: tackle the notorious work-family conflict plaguing many women (and 
men, too). 

• Facility Features:  

o Flexible Hours: Centers open early and close late to accommodate shift 
workers. 

o Qualified Staff: Certified childcare professionals trained in basic safety 
and first aid (key for a mining environment). 

o Proximity to Work Areas: Within walking distance of administrative 
offices and near-site living quarters for FIFO staff. 

Results 

• Increased Female Retention: HR data showed that women with children 
remained in the company two years longer, on average, compared to those at 
locations without childcare. 

• Employee Satisfaction: Both female and male caregivers reported higher job 
satisfaction and reduced stress, as they no longer worried about finding or 
affording external daycare. 

• Community Benefit: Local communities near these sites appreciated the 
service, sometimes enrolling non-employee children (capacity permitting), thus 
improving Newmont’s local reputation. 

Mental Health Connection 

Providing childcare directly translates into less parental guilt, a common stressor. 
Women report better focus on work tasks and fewer panic moments about last-minute 
babysitting. Consequently, mental health indicators—like reported anxiety levels—
improved among these parents. 
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Success Story #3: Vale’s “Mental Health First Aid” 
Training 

Overview 

Vale, a Brazilian multinational mining corporation, noticed elevated stress levels among 
employees at several high-production sites. In 2019, they implemented a Mental 
Health First Aid (MHFA) training program across operations in Brazil and Canada. 

• Program Structure:  

1. Voluntary Sign-Up: Employees from any department could train to 
become a “mental health responder.” 

2. Professional Curriculum: Based on globally recognized MHFA 
standards—participants learned to spot early signs of anxiety, 
depression, or suicidal ideation, and how to provide initial support. 

3. Local Resource Mapping: Trainees also learned about local counselling 
services, hotlines, and community health facilities for onward referrals. 

Outcomes 

• Increased Peer Support: Participants reported feeling more prepared to 
approach a colleague showing signs of distress, creating a safety net of “first 
responders” within the workforce. 

• Reduced Stigma: Open conversations about mental health became more 
normalized. Vale’s internal surveys showed a 40% increase in employees willing 
to discuss mental health openly. 

• Life-Saving Interventions: Internal case studies (with anonymity preserved) 
highlighted situations where timely MHFA helped prevent self-harm crises. 

Lessons Learned 

• Grassroots Approach: Empowering employees at various levels fosters a 
genuine culture of caring. 

• Continuous Refresher Training: Mental health is complex, so ongoing 
workshops ensure skills remain sharp and relevant. 
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Success Story #4: Royal Bafokeng Platinum’s 
Community Upliftment 

Overview 

In South Africa’s Northwest province, Royal Bafokeng Platinum (RBPlat) undertook a 
holistic community upliftment project, focusing on the well-being of mining families, 
particularly women and children. 

• Key Initiatives:  

1. Education Scholarships: Targeted at girls interested in STEM fields. 

2. Local Enterprise Support: Grants and training for women-owned small 
businesses, like catering and transport for mineworkers. 

3. Healthcare Partnerships: Collaborations with local clinics to boost 
maternal and child health services. 

Positive Impacts 

• Rise in Female Students: Local high schools documented a 25% increase in 
female students taking math and science classes. 

• Economic Growth: Women-led micro-enterprises flourished, creating alternate 
income streams in the region and reducing families’ sole dependency on mine 
wages. 

• Community Morale: Reports show decreased crime and domestic tensions, as 
families felt more financially stable and recognized by the mining entity. 

Mental Health Boost 

By addressing economic and social factors, RBPlat tackled stress at its roots. Fewer 
financial worries meant less familial strain and greater self-esteem for women stepping 
into entrepreneurship. 
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Success Story #5: Oz Minerals’ Flexible FIFO Rosters 

Overview 

Australian mining company Oz Minerals tested a pilot program for flexible FIFO rosters 
in South Australia. Recognizing that uniform 14-days-on/7-days-off rosters can be 
gruelling, they introduced a 10-on/7-off rotation option for those with caregiving roles. 

Results 

• Reduced Burnout: Employee burnout scores (measured via internal HR surveys) 
dropped by 30% among those on flexible rosters. 

• Gender Parity Boost: More women, especially single mothers or those with 
young children, found it feasible to stay or join the workforce. 

• Recruitment Appeal: Job postings advertising flexible FIFO soared in popularity, 
attracting a broader talent pool. 

Mental Health Angle 

Shorter rotations reduce prolonged separation from family. Feedback from participants 
mentions lower anxiety and a stronger sense of work-life balance—major contributors 
to better psychological well-being. 

 

Common Threads Among Success Stories 
When we sift through these examples, several themes reappear: 

1. Leadership Buy-In: Senior executives championing these programs ensures 
adequate budget, visibility, and accountability. 

2. Holistic Thinking: Successful initiatives often address multiple layers—career 
advancement, childcare, mental health, and community ties. 

3. Measured Outcomes: Clear metrics (promotion rates, retention, mental health 
survey scores) help demonstrate tangible benefits, bolstering the business case 
for ongoing or expanded efforts. 

4. Employee & Community Co-Creation: Engaging women (and broader 
communities) in the design phase of these programs fosters trust, relevance, 
and higher participation. 
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Potential Pitfalls and Barriers 
• Greenwashing/Bluewashing: Some companies launch token initiatives for 

publicity without real impact. 

• Cultural Resistance: Long-standing stereotypes or community norms might 
undermine or slow program success. 

• Resource Gaps: Not all companies have the financial muscle of global giants. 
Smaller or junior miners may struggle to replicate expansive childcare or mental 
health programs. 

• Sustainability: Projects can fizzle if they rely on a single champion who later 
leaves. Embedding these ideas into corporate policy is crucial for longevity. 

Conclusion 

These real-life success stories prove that thoughtful, well-executed initiatives can 
genuinely transform the lives of women in mining—and often deliver measurable ROI for 
companies. The payoff includes lower turnover, higher morale, and a more robust talent 
pipeline. But as our fatherly wisdom might suggest, the race is not over when you see 
the finish line—you have got to keep running until you cross it. Sustaining and scaling 
these programs is the next big challenge. 
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Adapting Policies Under Tight Budgets 

Scaling Down, Not Watering Down 

• Prioritize “Must-Haves” 
When funds are limited, focus on initiatives with high impact and low cost. 
Examples: 

o Setting up a harassment hotline (phone or digital) that routes calls to HR 
or a trusted third party. 

o Offering flexible shift rotations (like rotating 7-on/7-off instead of 14-
on/7-off), which may only require rethinking scheduling, not massive 
capital investment. 

• Leverage Existing Infrastructure 

o If a company cannot afford a full on-site childcare center, partner with 
local daycare providers or a nearby community center. Negotiate 
discounted rates for employees or co-sponsor the facility. 

o Host training sessions for women (and men) in town halls, churches, or 
school auditoriums—lowering venue costs. 

Utilizing Public-Private Partnerships 

• Seek Government Grants & Aid 
Many governments or regional development banks (e.g., the African 
Development Bank, the Asian Development Bank) have funding streams 
targeting women’s empowerment or community development. 

• Collaborate with NGOs  

o Non-governmental organizations often bring expertise in gender issues, 
mental health, or technical training. 

o Example: A small mining company might work with an NGO to set up 
telehealth mental health services, sharing the cost and benefiting from 
the NGO’s existing networks. 
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Building Community-Driven Programs 

Grassroots Engagement 

• Focus Groups & Listening Circles 

o Before rolling out any program—be it childcare, mentoring, or mental 
health support—host simple gatherings where women themselves 
articulate what they need most. 

o This ensures your budget is not blown on something that lacks real value 
for the intended recipients. 

• Local Leadership Committees 

o Invite female community leaders or wives of miners to co-create 
solutions. They can help design shift schedules, plan skill-building 
workshops, or even run small cooperatives that supply goods or services 
to the mine. 

Encouraging “Community Sponsors” 

• Informal Mentors  

o Even if you cannot afford an elaborate mentorship system, encourage 
informal buddy pairings where a seasoned female miner periodically 
checks in on a newcomer. 

• Youth Outreach  

o Consider weekend events for female students to tour the mine, learn 
about jobs, and spark an early interest in mining careers. 

o Little cost is involved—just staff time and a bit of planning—and yet it 
builds a future talent pipeline. 

 

Cultural Sensitivity and Awareness 

Tailoring Programs to Local Norms 

• Respect Religious/Traditional Customs 
In certain regions, holding mixed-gender events might be frowned upon. If so, 
consider separate men’s and women’s discussion groups, or arrange family-
friendly gatherings. 
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• Language Inclusivity  

o If employees speak multiple languages, ensure key documents 
(harassment policies, job postings, mental health pamphlets) are 
translated accurately. 

o Train a cultural liaison—someone from the local community who can 
interpret not just language, but customs and unwritten norms. 

Addressing Stigma 

• Normalize Women’s Roles  

o Display posters or short videos featuring local women succeeding in 
mining roles. 

o Encourage male champions who publicly applaud women’s 
achievements—shifting community perceptions. 

• Mental Health Conversations  

o In some cultures, mental health is taboo. A gentle approach might involve 
broad “wellness” talks or health check-up days that subtly introduce 
mental health screening. 

 

Technology on a Shoestring 

Low-Cost Communication Tools 

• WhatsApp Groups or Telegram Channels  

o These platforms are free (aside from mobile data) and can facilitate real-
time communication. 

o Women working different shifts can share concerns, ask questions, or 
simply connect for mutual support. 

• SMS Hotlines  

o If smartphone access is limited, an SMS-based tip line could allow 
women to report harassment or request urgent help discreetly. 

Virtual Training & Meetings 

• Zoom/Webinar Platforms  

o Host knowledge sessions or mental health workshops online, minimizing 
travel or facility costs. 
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o Recorded sessions can be replayed for those on different shifts. 

• E-Learning Modules  

o Partner with online education providers offering affordable or free courses 
in leadership, technical mining skills, and personal development. 

 

Measuring Impact, Even on a Small Scale 

Simple Tracking 

• Employee Surveys  

o Just a few targeted questions (anonymous if possible) gauging job 
satisfaction, perceived harassment, and stress levels can help track 
improvements. 

• Turnover & Absenteeism Rates  

o Keep tabs on how many women leave the mine each year and how often 
they call in sick. A decline in turnover or absenteeism might indicate a 
healthier workplace. 

Qualitative Feedback 

• Anecdotes & Testimonials  

o Encourage employees to share success stories or personal changes they 
have noticed—like improved morale or less tension on the job. 

• Community Observations  

o Chat with local shopkeepers, teachers, or healthcare workers who 
interact with mining families. They might notice shifts in behaviour or well-
being before official data is compiled. 

 

Leveraging Small Wins for Bigger Changes 

Celebrate Incremental Progress 

• Recognition & Awards  

o Announce a “Woman of the Quarter” or “Mentor of the Month” to highlight 
contributions. 
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o Public praise in front of peers goes a long way in changing mindsets and 
boosting morale. 

Share Best Practices with Peers 

• Local Mining Associations  

o Present your small-scale success stories at local conferences or industry 
gatherings. 

o Even a modest improvement in harassment reporting or child-care 
solutions can inspire others. 

• Social Media & Newsletters  

o Post about your journey on LinkedIn or in mining association newsletters. 
Let the industry know that big changes can happen with a small but 
determined approach. 

 

Empowering Students, FIFO Workers, Wives, and Children 
Remember that our scope includes not just female employees, but also students 
exploring mining careers, FIFO workers, wives, and even children in mining families. 
Here are quick tips adapted for smaller-scale or emerging regions: 

1. Student Engagement  

o Organize career day visits for local schools. Offer to sponsor exam fees 
for top-performing girls in STEM subjects. 

2. FIFO Flexibility  

o Offer split rosters or job-sharing for mothers who might not manage long 
stints away. 

3. Wives of Miners  

o Set up or support wives’ clubs where they can share coping strategies or 
partner with local craft co-ops to market their products. 

4. Children in Mining Communities  

o Sponsor after-school programs (sports, tutoring, mental health 
awareness) that keep kids engaged and reduce stress for working parents. 
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A Vision for the Future (Even with Limited Resources) 
A smaller mining operation or one in an emerging region might feel overshadowed by big 
corporations’ flashy initiatives. But the core principle is simple: Start with your people. 
Listen to the women who live and work in the community. Collaborate with local 
leaders. Implement modest programs and track results. Each small step contributes to 
a broader cultural shift. 

Rome was not built in a day, and neither will a fully gender-inclusive, mentally healthy 
mining industry. But every brick laid today sets the foundation for tomorrow’s success 
stories. 

Final Note: “It is not about being perfect—it is about continuous improvement. If you 
keep chipping away at that stubborn, old rock of bias, eventually, you will reveal the gem 
beneath: a happier, healthier, and more productive workforce.” 
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Why Evaluate? 
In the hustle and bustle of the mining world, it is all too easy to launch a flashy program, 
only for it to fizzle out once initial enthusiasm wanes (or budgets tighten). Evaluation 
helps you: 

1. Measure Impact: Are women in your company actually benefiting? Are they 
safer, more fulfilled, and more likely to stay? 

2. Find Gaps: Uncover areas where the program might be missing the mark—like 
mental health resources that are not being accessed or leadership training that 
is not resonating. 

3. Refine or Replicate: Know what is working well so you can replicate it at other 
sites or scale it across the company. 

4. Demonstrate ROI: Build a business case to show investors, governments, or the 
board of directors that spending on inclusion pays off in productivity, retention, 
and community goodwill. 

 

Designing an Effective Evaluation Framework 

Align with Clear Objectives 

Before you measure, clarify what you are measuring. For instance: 

• Workplace Harassment Reduction: Track reported incidents vs. resolution 
outcomes. 

• Employee Retention: Look at turnover rates among female employees, FIFO 
workers, and compare them year over year. 

• Mental Health Support: Monitor usage of counselling hotlines, EAP sessions, or 
workshop attendance. 

Select Appropriate Indicators 

1. Quantitative Indicators 

o Number of Promotions for women vs. men in the same period. 

o % Increase in Female Student Enrolment in internships or 
apprenticeships. 

o Wage Gap Ratio: Compare women’s and men’s average earnings. 
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2. Qualitative Indicators 

o Employee Satisfaction Surveys: Ask direct questions on workplace 
climate, inclusion, and perceived fairness. 

o Focus Group Discussions: Hear personal narratives from female 
students, wives, or senior women about how they experience the current 
programs. 

o Community Sentiment: Gather feedback from local community leaders 
on how they see the mine’s engagement with women and families. 

 

Data Collection Methods 

Surveys and Questionnaires 

• Anonymous: Let women feel safe to provide honest feedback about 
harassment, mental health, or cultural barriers. 

• Digital or Paper: Offer both formats to accommodate differing access to 
technology in remote regions. 

Interviews and Focus Groups 

• One-on-One Interviews: Deeper insights for sensitive topics like mental health 
struggles or experiences of discrimination. 

• Group Sessions: Sometimes, group discussions spark brainstorming or shared 
experiences, building camaraderie. 

Observational Studies 

• On-Site Observations: Watch interactions during shifts, break times, and team 
meetings to see if inclusion efforts are truly embedded. 

• Community Engagement: Attend local gatherings to gauge whether families and 
community members feel included or left out. 

Tracking HR Metrics 

• Attrition and Promotion Rates: Are women leaving at a higher rate than men? 
Are promotions keeping pace with men’s? 

• Training Completion: Track who is attending leadership, safety, or mental health 
programs—and who is not. 
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Ensuring Sustainability 

Embedding in Corporate Strategy 

• Policy Integration: Make sure these initiatives are not “side projects.” 
Incorporate them into the core business strategy, linking them to safety, 
productivity, and corporate social responsibility. 

• Budget Allocation: Secure dedicated funds each fiscal year for women-focused 
programs. If it is always an “extra expense,” it is more vulnerable to cuts. 

Leadership Continuity 

• Succession Planning: When champions of women’s programs leave or retire, 
ensure the torch is passed to equally committed successors. 

• Accountability Structures: Tie leadership performance reviews to diversity and 
inclusion outcomes. A manager who fosters a hostile environment or ignores 
gender pay gaps should see consequences. 

Building External Partnerships 

• Industry Associations: Groups like Women in Mining or local Chambers of 
Mines often have best practice guidelines and shared resources. 

• Academic Institutions: Collaborate on research, internships, or scholarship 
programs—creating a steady pipeline of female graduates who see mining as a 
viable career. 

• NGOs & Non-Profits: They can provide on-the-ground expertise in mental 
health, community development, and gender advocacy—particularly in remote 
regions. 

 

Long-Term Monitoring and Feedback Loops 

Regular Reporting 

• Annual Reports: Dedicate sections to progress on women’s inclusion and 
mental health support. This transparency keeps stakeholders engaged. 

• Quarterly Reviews: Track short-term wins (like the success of a new childcare 
facility) and pivot quickly if something is off. 
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Adaptive Management 

• Agile Approach: If a certain mentorship program is not yielding results, tweak it. 
If a mental health hotline is underused, find out why—maybe it needs better 
promotion or staff training. 

• Dynamic Goal setting: Set 1-year, 3-year, and 5-year targets for female 
participation, leadership representation, and mental health improvements. 
Revisit them annually to adjust for new realities. 

Community Feedback Sessions 

• Open Forums: Invite wives, children, and community elders to discuss lingering 
issues or newly emerging challenges. 

• Mobile Clinics: In rural areas, a traveling team could periodically visit 
communities, offering basic health checks and collecting data on well-being. 

Potential Pitfalls to Watch Out For 

1. Lip Service: Publishing rosy metrics without genuine changes on the ground. 

2. Overload: Too many surveys or focus groups can create “feedback fatigue,” 
where people stop engaging. 

3. Under-Representing Subgroups: Failing to account for FIFO women, female 
students, or wives leads to incomplete data—and solutions that might not fit 
everyone. 

4. No Action on Data: Collecting feedback is only half the battle. If you do not act 
on the insights, trust erodes and cynicism grows. 

 

A Quick “Sustainability in Action” Example 
Case Study: Hypothetical “Emerald Peak Mining,” a mid-sized copper operator in Peru. 

• Initial Program: They started a mentorship circle for female geologists and shift 
supervisors. 

• Evaluation Approach:  

1. Monthly Surveys on job satisfaction, harassment incidents, and skill-
building progress. 

2. HR Dashboard tracking promotions and transfers. 

3. Community Liaison Meetings with local women’s groups to discuss 
childcare and health concerns. 
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• Adjustments:  

o Discovered that many women had transport challenges—they felt 
unsafe traveling to the site. The company then subsidized a dedicated bus 
route, which spiked attendance and boosted morale. 

• Outcome:  

o Turnover among female staff dropped from 18% to 9% within a year. 

o Male managers reported less conflict in teams, suggesting improved 
communication and respect. 

o Local wives’ clubs noted that they felt “seen” and “heard,” lowering 
community tensions around expansions. 
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Final Thoughts on Women in Mining and Mental Health: 
Building an Inclusive Future 
Mining, an industry steeped in tradition and resilience, is at a pivotal crossroads. While 
it remains a critical driver of economic growth, its future prosperity hinges on its ability 
to evolve—not just technologically, but socially and culturally. This study has 
illuminated the many challenges women face across the mining spectrum, from female 
students navigating early career pathways to wives managing the emotional toll of their 
partners’ FIFO roles. 

A Multi-Layered Challenge 

The study reveals a stark reality: the barriers faced by women in mining are not isolated 
incidents but systemic issues woven into the very fabric of the industry. From 
harassment and pay inequity to cultural stereotypes and limited mental health support, 
these challenges are compounded by the unique pressures of working in remote, high-
stress environments. 

Mental Health at the Core: The psychological toll of these challenges cannot be 
overstated. Stress, anxiety, and burnout ripple through women’s lives, impacting not 
just individuals but families, communities, and the broader mining ecosystem. 
Addressing mental health is not just a moral imperative—it is a business necessity. 

Glimmers of Progress 

Despite the hurdles, there is hope. Around the world, forward-thinking companies and 
organizations are piloting innovative programs to bridge gender gaps and support 
women’s well-being: 

• On-Site Childcare at Newmont. 

• Flexible FIFO Rosters at Oz Minerals. 

• Mental Health First Aid Training at Vale. 

These initiatives, coupled with evolving policies and community engagement efforts, 
offer a blueprint for what’s possible when commitment meets creativity. 

The Case for Continued Action 

To create lasting change, mining companies, governments, and communities must 
embrace a holistic approach. This includes: 

1. Investing in Mental Health: Normalize mental health conversations and ensure 
accessible support for employees and their families. 
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2. Embedding Inclusion into Strategy: Treat diversity initiatives as integral to 
corporate goals, not optional add-ons. 

3. Championing Women Across Ages: From scholarships for girls to leadership 
training for senior women, sustained engagement is key to breaking cycles of 
exclusion. 

4. Holding Leadership Accountable: Tie management performance reviews to 
measurable outcomes on gender equity and workplace culture. 

A Vision for the Future 

Imagine a mining industry where women walk into every mine site, lecture hall, and 
boardroom as equals. A future where safety gear fits, harassment is a relic of the past, 
and every worker feels mentally supported. This is not an idealistic dream—it is an 
achievable reality, provided the collective will exists to make it happen. 

As the sector grapples with challenges like automation, sustainability, and workforce 
shortages, women’s inclusion and mental health must take centre stage. This is not just 
about fairness—it is about securing the talent, innovation, and resilience the industry 
needs to thrive in an ever-changing world. 

 

Closing Message 
This study is a call to action. It is an invitation for leaders to listen, for communities to 
collaborate, and for every stakeholder to reimagine what mining can be. By 
championing women, prioritizing mental health, and fostering inclusion, the industry 
can build a legacy that future generations will admire—not just for its riches, but for its 
humanity. 

Let us break ground on a mining sector where everyone—regardless of gender—has the 
opportunity to thrive, contribute, and feel valued. Together, we can dig deeper than ever 
before, not for ore, but for the untapped potential within the women of mining. 
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Disclaimer 
This study on Women in Mining and Mental Health is intended for informational and 
educational purposes only. The findings, analyses, and recommendations provided 
herein are based on a combination of publicly available data, case studies, and 
generalized observations. While every effort has been made to ensure accuracy, the 
information may not comprehensively reflect all regional, organizational, or individual 
circumstances within the mining industry. 

Key considerations: 

1. Scope and Limitations: 
This study aims to present a high-level overview of the challenges faced by 
women in mining and their mental health implications. It is not an exhaustive or 
definitive resource and may not address every specific scenario, cultural 
nuance, or emerging issue. 

2. Data Sources: 
The insights provided rely on existing reports, publications, and case studies. The 
accuracy of third-party data and cited sources cannot be independently verified. 

3. Generalized Recommendations: 
The recommendations and strategies suggested are generalized to suit a broad 
audience. They should be adapted to specific organizational or cultural contexts 
before implementation. 

4. No Professional Advice: 
This study does not constitute legal, medical, or professional advice. Readers 
are encouraged to consult with appropriate experts or professionals when 
addressing workplace inclusion, mental health programs, or diversity initiatives. 

5. Regional Variability: 
The mining industry operates across diverse geographies, each with unique legal 
frameworks, cultural considerations, and socio-economic conditions. The 
findings may not apply uniformly to all regions. 

The authors, contributors, and publishers of this study disclaim any liability for actions 
taken based on the information provided. The intent is to inspire constructive dialogue, 
promote awareness, and encourage further research and action in fostering inclusivity 
and mental health support in the mining sector. 

 

 

 


