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EXECUTIVE SUMMARY 

This study falls under an overarching project which seeks to establish a baseline 
uncovering the existing gender-disaggregated profile of workers in the large-scale mining 
sector and in its supply chain, with particular attention paid to the participation of women. 
Focusing on the case of Ghana, the aim of this study is to establish a state of play of 
gender-disaggregated employment and skills development. The study set out to (i) 
collect and analyse gender-disaggregated employment data; (ii) conduct a situation 
analysis of women’s working conditions at the workplace; and (iii) analyse women’s 
participation in skills development programs. 

The study applied quantitative and qualitative research methodology with descriptive 
data analysis. Due to the lack of sufficient and consistent data, various sources and data 
for different periods were used. The study was desk-based, and most of the raw data was 
sourced from the Ghana Minerals Commission (GMC); Ghana Chamber of Mines (GCM); 
the International Labour Organisation (ILO), which relied on the Ghana Living Standards 
Survey, Ghana Labour Force Survey, and population census; and Ghana Statistical 
Services. In some cases, data collection involved communication with relevant 
stakeholders in Ghana. While the data from the ILO covers all mines as well as quarrying 
activities, a specific number of mines is included in the GMC data (23 mines) and GCM 
data (9 mines). Due to data shortages and inconsistency, multiple trends ranging from 6 
to 2 years are considered, to understand a series of changes over a time period. 

The findings of the analysis are organised into six categories and are summarised as 
follows. 

Mining Employment by Industry Group and 
Commodity Types  

1. The mining and quarrying sector accounts for only 2% of the general workforce, 
employing approximately 172,175 people in 2017. The sector is male dominated, 
with women accounting for 18% of total employment, which includes the relatively 
large proportion of women (45%) working in the quarrying sub-sector. Even with 
the inclusion of quarrying, it was the economic sector with the seventh-lowest 
proportion of women out of total employment in 2017. 

2. Excluding the quarrying sub-sector and focusing on the 23 mines for which data 
was provided by GMC, Ghanaian women’s representation in the large-scale mines 
and their contractors was 13.5% in 2017, which decreased to 8% (2,597) in 2019 
before slightly picking up to 9% (2,737) in 2021. It seems that the sector’s 
downturn in 2013–16 affected women’s employment more than the employment 
of men. This is likely due to the types of jobs in which women are mainly employed 
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(e.g., clerical and administrative roles, community and personal services) which are 
subject to a decline with a downturn.  

3. According to the 2021 data, employment of Ghanaians is much higher with 
contractors (18,607, 66%) compared to direct employment with large-scale mines 
(9,781, 34%). This means that there is a greater opportunity for women to be 
employed in large numbers with contractors than directly with large-scale mines. 
Despite this opportunity, it is concerning that there is the same proportion of 
women’s employment in both large-scale mines and with contractors. 

4. There was a slightly lower proportion of women employed in the top-producer 
and -employer mines relative to smaller mines in 2021. For example, the 
participation of Ghanaian women relative to men was 9% and 7% (Gold Fields–
Tarkwa and Abosso, respectively); 6% (Adamus Resources), 8% and 7% 
(AngloGold Ashanti Obuasi and Iduapriem, respectively), 8% (Perseus Mining), 9% 
(Asanko Gold), and 12% and 7% (Golden Star–Bogoso and Wassa Mines, 
respectively). Although Newmont Ahafo Mine had a relatively higher proportion of 
women employed (14%), these large-scale mines would need to make far more 
effort to demonstrate their commitment to gender inclusivity. 

5. According to the 2017 ILO data, 96% (163,939 persons) of employment in the 
mining and quarrying sector was in the private sector. Women accounted for 18% 
(30,195 persons) of employment in the private sector, and there was no woman 
employed in the public sector. It is difficult to understand why this is the case; 
however, it clearly indicates that the public sector, too, needs to address the issue 
and ensure gender inclusivity. 

6. The proportion of women employed was greater in the age ranges of 15–24 years 
(34%), 45–54 years (25%) and 55–64 years (22%) whereas the proportion of men 
employed was greater in the age ranges of 35–44 years (91%) and 25–34 years 
(86%). In general, women tend to be employed in large numbers at young ages 
below 34 years, which can be due to the common occurrence that women’s 
careers are interrupted during their late thirties and forties for family reasons, 
particularly as they leave for maternity and find it hard to return to employment. 

7. Unlike in other countries, such as Australia, the 2017 data shows that women are 
mainly employed in rural areas, accounting for 26% of gender proportion. 
Moreover, women’s wages were found to be about the same in both urban and 
rural areas (or higher in rural areas), while that of men is higher in urban than rural 
areas. This makes it harder for women to find employment in urban compared to 
rural areas. 

8. Across all the nine GCM member mines considered, indigenous women 
employees made up 27% (266) of the total Ghanaian women’s workforce that was 
directly employed in those mines in 2020. Gold Fields (Abosso) and AngloGold 
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Ashanti (Obuasi) employed the most indigenous women as a proportion of their 
respective total Ghanaian women employees, 41% (19) and 40% (43), respectively. 
AngloGold Ashanti (Iduapriem) employed the least number of indigenous women 
in the workforce, 3% (1), as a proportion of its total Ghanaian women employees. 
When considering a gendered proportion of indigenous women in the workforce 
(as opposed to the above number of indigenous women as a proportion of 
Ghanaian women), indigenous women employees accounted for 9% of the gender 
proportion of total indigenous employees with large-scale mines as well as with 
contractors. This suggests that employment by indigeneity is more in favour of 
indigenous men than women. Of the mines considered, Perseus Mining had the 
highest proportion of indigenous women employed both directly at the mine 
(15%) and with contractors (25%). Gold Fields (Abosso) had one of the lowest (7%) 
proportions of indigenous women employed, which is a sharp contrast to the 14% 
in its Tarkwa mine. The lowest proportion of indigenous women employed at both 
the mine (5%) and with contractors (5%) was by AngloGold Ashanti (Induapriem), 
as well as in its Obuasi mine, although at a slightly higher level (8% directly at the 
mine and 7% with contractors).  

9. Women made up 16% and 17% of the permanent and temporary workforce, 
respectively. Of the total number of women employed, 80% were on a permanent 
contract and the remaining 20% on a temporary basis. Similarly, 81% of the total 
number of men employed were on a permanent contract, indicating that there is 
no gender discrimination with respect to the type of employment contract issued. 
Perseus Mining, Asanko, and Gold Fields mines in Abosso and Tarkwa are the 
main employers of casual workers, in which case the proportion of women ranges 
from 3% to 9% of total casual employees. 

10. As elsewhere and based on the 2017 data, a significant number of Ghanaian 
women are employed part time, making up 31% (9,650) of the total part-time 
workforce, while accounting for 15% (20,545) of the full-time workforce. Of the 
total number of women in the workforce, 32% were employed as part-time and the 
remaining 68% as full-time workers. 

Mining Employment by Occupation  
11. Across the nine mines operated by GCM member companies in 2020, most 

Ghanaian employees were technicians and trades workers (5,865, only 6% of 
whom were women), followed by professionals (1,462, with women making up 
21%). There were 36 managers, 47% of whom were women. While this is 
encouraging, many women managers may be working in junior-level 
management, as the data on occupations by seniority imply. 

12. Of the total number of women employed in the nine GCM member mines, 90% 
were labourers (49%) and managers (41%). 
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13. In 2020, women dominated the human resources occupation, accounting for 60% 
of the total 292 human resources workforce of contractors to Gold Fields (Tarkwa). 
Protection services and engineering were the other two occupations at Gold Fields 
that have a relatively large number of employees but were male dominated, with 
only 1% and 4% women, respectively. 

14. On average, the oldest women (52) and men (53) at the AngloGold Ashanti 
(Obuasi) mine in 2020 were in employed management occupations. This is 
followed by employment in human resources, in which the average age of women 
was 39 and that of men was 46. The average age of women working across all the 
occupations listed, except for management, ranged between 30 and 39. The 
average age of men across nine of the listed occupations was above 40, with the 
youngest average age being 36 in sustainability and 37 in geology and 
environment departments. A similar situation can be observed in the case of 
Newmont Mine. This supports the observation that women employed in the 
mining sector are mostly in their 30s and 20s. 

Mining Employment by Education, Skills, and 
Experience 

15. Based on the 2017 data, 130,041 (84%) men and 25,529 (16%) women working in 
the mining and quarrying sector had either a basic, intermediate, or advanced 
level of education. No women but some men (6,708) were recorded as having an 
advanced education. However, the 2020 GCM data, which focus on only nine 
large-scale mines, suggest that women had much more advanced educations, with 
39 women (74 men) and 91 women (74 men) having a master’s degree and first 
degree, respectively. 

16. The opportunities for women to work in technical areas of the mining sector are 
hampered by the lack of a secondary/vocational/technical level of education, 
which is attained by only 12.7% of women compared to 21.5% of men across the 
national population. 

17. About 92% of the labour force in the large-scale mines within the GCM 
membership was skilled in 2020, of which women accounted for 10%. For every 
unskilled man, there were 12.5 skilled men, whereas for every unskilled woman, 
there were 10.5 skilled women in 2020. This means that there were more unskilled 
in proportion to skilled women employed compared to that of men. This further 
highlights the lower levels of women’s educational attainment, particularly in the 
technical and advanced levels of education. Of the GCM member mines, 
Newmont had the largest number of skilled women (236) and men (1,755). Golden 
Star Resources had the lowest number of skilled women (5%) in proportion to its 
skilled men. 
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18. There were higher levels of skilled women workers with the large-scale mines 
compared to those with contractors. This may partly be explained by the overall 
efforts made by the mining companies to increase gender equity in their 
workforce. It may also simply reflect the tendency of large-scale mines to attract 
skilled labour. 

19. Ghanaian women made up 9% (694) of the 6,871 senior and 10% (1,867) of the 
21,516 junior employees in the 23 mines considered in 2021. The proportion, 
however, varies when considering employment by seniority “as employed directly 
with the large-scale mines” compared to “as employed with contractors.” Women 
who were employed in senior positions were more represented in the large-scale 
mines (a 14% proportion of women) than with contractors (a 7% proportion of 
women). 

20. The larger mines, especially Newmont Ghana Ahafo (20%), AngloGold Ashanti 
Iduapriem (16), AngloGold Ashanti Obuasi (15%), and Goldfields Tarkwa (16%), 
had a relatively higher proportion of women directly employed in senior positions 
in the mines. 

21. Overall, women tend to have more opportunities for senior positions when 
employed directly by large-scale mines than by contractors, and it is the larger 
mines that employ more women in senior positions than the smaller ones. In 
particular, Newmont Ghana had the highest proportion of women in senior 
positions for both direct employment and with its contractors. 

22. Despite some government initiatives, the enrolment of women in science, 
technology, engineering, and mathematics (STEM) has not improved, which is 
considered the main impediment to women’s career advancement. Among many 
other factors, cultural barriers that discourage women from pursuing education in 
STEM and acquiring technical skills could be behind this lack of progress. 

Training and Apprenticeship for the Workforce  
23. Taking the example of Asanko Mine, women—including direct employees, 

employees with contractors, and those involved in supervisory/management 
roles—had 40 hours of training per person (compared to 28 hours for men) in 2019 
and 19 hours of training per person (compared to 21 hours for men) in 2020. 
There was a total of 34,183 training hours in 2020, with women receiving only 4%. 
These latter numbers only reflect the proportion of women to men; otherwise, the 
training hours per person provide a more accurate depiction of the share of 
training hours for women, which is higher than for men. 

24. Over the period 2015–2020, women’s gender share of 15% in 2019 with respect to 
the total number of hours of training was the highest compared to the other years. 
While training and apprenticeships provided by mining companies prepare locals 
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for employment opportunities in the sector, there are concerns that those 
opportunities are limited overall and especially for women. 

Gender Pay Gap  
25. The extractive sector pays significantly higher wages (about ten times) than other 

sectors; for example, Newmont reports men’s average annual salary to be USD 
25,347 (USD 2,112 monthly) and that of women to be USD 23,620 (USD 1,968 
monthly). This indicates a gender pay gap of 7% per dollar (a pay equity of 52% for 
men and 48% for women), meaning that women in Newmont earn 93% of what 
men take home. A similarly low pay gap of 8% can be observed at Perseus Mining 
Ghana, with an average pay equity of 47% (women) and 53% (men) at the junior 
level. The pay gap at Perseus increases as the level of employment goes higher to 
senior (11%) and management (31%) levels. However, women in the extractive 
sector overall are found to be underpaid, with a median gender pay gap of 27.5% 
in 2013 largely attributed to women’s lower levels of education and qualifications 
in STEM. 

Employment Turnover 
26. At Newmont Mine, there has been a general increase in employee turnover since 

2016. While the company-initiated employee turnover rate for men stayed stable 
over the 2016–2020 period, the company-initiated employee turnover for women 
more than doubled in that period, reaching 8.4% compared to 4.3% for men in 
2020. 

27. With respect to employee-initiated turnover, the rates for both men and women 
showed similarly increasing trends up until 2018 before decreasing in 2019 and 
2020. Oppong’s findings in 2013, although slightly outdated, reveal that the high 
turnover rates are because of dissatisfaction with pay and employees’ concerns 
over their career development and progress. The rates of turnover initiated by 
employees are higher among women than men throughout the period 2016–2020. 
This is a further indication of the various challenges that women face at the 
workplace as well as broadly in the communities, and that force them to leave their 
mining jobs. 

28. A different situation is reported by Asanko Gold Mine, in which no women 
employees lost their jobs between 2015 and 2020 (except for three women in 
2017 and 2019) out of about 50 employees who either retired, resigned, or were 
made redundant. 
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1.0 INTRODUCTION 

The economy of Ghana grew from USD 4.98 billion in 2000 to USD 72.35 billion in 2020, 
with the mining sector being one of the major drivers.1 While gold is the main mineral 
produced, accounting for 45% of total export value in 2020, other minerals mined include 
bauxite, manganese, diamonds, brown clay, silica sand, kaolin, and mica.2,3 The mining 
industry is predominantly foreign owned, with the Government of Ghana holding up to a 
10% free carried interest share in most of the large-scale mining. Although the mining 
sector is traditionally not a major employer, Ghana has done relatively well in maximising 
the employment of nationals, who account for 98.5% of the mining labour force (GHEITI, 
2019). This progress is partly attributed to the government’s efforts to promote mining-
related educational institutions such as the University of Mines and Technology (UMaT), 
Tarkwa; University of Ghana; Kwame Nkrumah University of Science and Technology; and 
University of Development Studies. These institutions annually produce a combined 400 
graduates with mining-related degrees, although very few of these graduates get the 
opportunity to work in the sector (UNDP, 2015).  

However, there is a higher unemployment and underemployment rate for women 
compared to men in the general Ghanaian labour market. Based on 2017 data, Baah-
Boateng et al. (2022) estimate that women are largely employed in the informal sector 
(89% of all women employed with the company compared to 78% of all men employed) 
and engaged in vulnerable employment (78% of women, 54% of men), with less of them 
in productive employment (18% of women, 37% of men). This is reflected in the extractive 
sector, where women are in greater proportion (21.48%) in the informal sector that is 
largely artisanal and small-scale mining than in the formal mining sector, in which they 
accounted for 7.2% in 2017 (Baah-Boateng et al., 2022). Only 10% of women (compared 
to 27% of men) working in the mining and petroleum sectors had secondary and higher 
education in 2017 (Baah-Boateng et al., 2022). The study by Baah-Boateng et al. (2022), 
which is based on focus group discussions with a sample of employees in 12 extractive 
companies, found that the barriers to women’s involvement in the sector include culture, 
the physically demanding nature of mining, the patriarchal practices and intimidating 
behaviours of men working at mining sites, and the remoteness of mining sites. 

  

 
1 https://tradingeconomics.com/ghana/gdp  
2 https://oec.world/en/profile/country/gha#yearly-exports  
3 https://www.mincom.gov.gh/minerals-in-ghana/  

https://tradingeconomics.com/ghana/gdp
https://oec.world/en/profile/country/gha#yearly-exports
https://www.mincom.gov.gh/minerals-in-ghana/
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2.0 STUDY OBJECTIVES 

The present study falls under an overarching project which seeks to establish a baseline 
for uncovering the existing gender-disaggregated profile of workers in the large-scale 
mining sector and in its supply chain, with particular attention paid to the participation of 
women. The aim of the project is to understand what global trends, such as the adoption 
of new and disruptive technologies and rising demand for minerals for the low-carbon 
transition, may hold for women, whether at the workplace (directly at mine sites, remotely 
in control rooms, etc.) or in the supply chain. Based on the findings of the analysis, the 
project will analyse the policy implications for women working in large-scale mining and 
its supply chains. A set of policy guidelines aimed at governments, but also relevant for 
companies, will be developed to help harness the potential of women in the large-scale 
mining sector, at present and in the future.  

Focussing on the case of Ghana, the aim of this study is to provide a state of play of 
gender-disaggregated employment and skills development. Specifically, it is guided by 
three objectives: 

• Collect and analyse gender-disaggregated employment data: Profile women’s 

participation in the large-scale mining sector, according to their occupational 

functions/roles, levels of responsibility, ages, educational attainment, and technical 

capacities.  

• Conduct a situation analysis of women’s working conditions at the workplace: 

Include gendered working conditions by status of contract, full-time/part-time, 

earnings, indigenous, remoteness, and urban/rural. 

• Analyse women’s participation in skills development programs: Include on-

the-job training, technical skills building, and targeted academic programs. 

To the extent possible, depending on data availability, the specific data disaggregation as 
detailed in Annex A of the Terms of Reference is used as a guide. Based on the analysis, 
the study sheds some light on the gaps and challenges women face in the mining sector 
and on good practices implemented by mining companies and governments to help 
women overcome barriers. The study concludes with some recommendations to improve 
women’s participation, as well as suggesting improvements in strategies for data 
collection and categorization. 
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3.0 METHODOLOGY 

The study relied on a secondary data collection method involving the following elements:  

Desk-based review: Secondary information is sourced both through online databases 
and peer-reviewed literature and relevant grey documents available. Most of the raw data 
are sourced from the Ghana Minerals Commission (GMC); the Ghana Chamber of Mines 
(GCM); the International Labour Organisation (ILO), which relied on the Ghana Living 
Standards Survey, Ghana Labour Force Survey, and population census; and Ghana 
Statistical Services. In some cases, data collection involved communication with relevant 
stakeholders in Ghana. While the data from the ILO covers all mines as well as quarrying 
activities, a specific number of mines are included in the GMC data (23 mines) and GCM 
data (nine mines). Due to data shortages and inconsistency, multiple trends ranging from 
6 to 2 years are considered, to understand change over a series of time periods. A 
desktop search and review were also conducted to generate supplementary information, 
including company-specific reports such as sustainability reports.  

Case studies: Short case-study boxes are included where needed to illustrate initiatives 
by various stakeholders to improve working conditions and provide opportunities for 
women’s employment. These relied on a review of documents as well as content provided 
by some organisations such as Women in Mining Ghana and Ladies in Mining and Allied 
Professions in Ghana. 

The collated and synthesised quantitative and qualitative data are analysed, providing 
descriptive and nuanced narratives and insights into the subject matter.  
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4.0 DATA ANALYSIS 

The analysis presented here is based on the data related to the overall mining and 
quarrying sector, the data collected from the GMC and GCM related to 23 mines that are 
mostly gold but also include manganese and diamond mines (see Table 1), and data 
related to specific mines taken as examples. The following gender-disaggregated data 
analysis is presented in six categories: 

1. Mining employment by industry group 

2. Mining employment by occupation 

3. Mining employment by education, skills, and experience 

4. Training and apprenticeship of the workforce 

5. Gender pay gap 

6. Employment turnover 

Table 1. Major operating mines in Ghana 

1. AngloGold Ashanti, 
(Iduapriem) 

2. Chirano Gold Mine 3. Kibi Goldfields Limited 

4. AngloGold Ashanti 
(Obuasi) 

5. Adamus Resources 6. Ghana Bauxite Company 

7. Gold Fields (Ghana) Limited 
(Abosso) 

8. Perseus Mining Ghana 
Limited 

9. Ghana Manganese 
Company Limited 

10. Gold Fields (Ghana) Limited 
(Tarkwa) 

11. Asanko Gold Ghana 12. Mensin Gold Bibiani 
Limited 

13. Golden Star 
(Bogoso/Prestea) 

14. Xtra-Gold Resources Corp. 
(Muoso) 

15. Great Consolidated 
Diamonds Limited 

16. Golden Star (Wassa Mine) 17. Xtra-Gold Resources Corp. 
(Banso) 

18. Cardinal Resources Limited 

19. Newmont Ghana (Ahafo 
Mine) 

20. Xtra-Gold Resources Corp. 
(Kwabeng) 

21. Akroma Gold Company 
Limited 

22. Newmont Golden Ridge 
Limited 

23. Xtra-Gold Resources Corp. 
(Pameng) 

 

Source: GMC. 
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4.1 Mining Employment by Industry Group and 
Commodity Type  
As in other mineral-rich countries, employment in the mining and quarrying sector in 
Ghana is not significant, accounting for only 2% (172,175 employees) of the total 
employment in the country in 2017. It is also a sector that is male dominated. Figure 1 
shows that the employment of Ghanaian women in the mining and quarrying sector in 
2017 was 18% of the total, which includes the relatively larger proportion of women (45%) 
working in the quarrying sub-sector in which there are fewer educational requirements 
and technological applications (Baah-Boateng et al., 2022). Even with the inclusion of 
quarrying, it was the economic sector with the seventh lowest proportion of women out of 
the country’s total employment in 2017. 

Figure 1. Total employed persons by industry and sex, 2017 (‘000, % share) 

Source: ILO. 

The proportion of women employed was higher (20%) in 2010, decreasing to 16% in 2015 
before picking up to 18% in 2017 (Figure 2). It seems that the sector’s downturn in 2013–
16 had affected women’s employment more than the employment of men. This is likely 
due to the types of jobs in which women are mainly employed (e.g., clerical and 
administrative roles, community and personal services) which are subject to a decline with 
a downturn.  
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Figure 2. Persons employed in mining and quarrying by sex (‘000, % share) 

 

Source: ILO. 

Figure 3. Total Ghanaian employees in 23 large-scale mines and their contractors by sex 
(% share, number) 

Note: This total includes casual labour. 

Source: GMC. 

Excluding the quarrying sub-sector and focusing on the 23 mines for which data was 
provided by GMC, Ghanaian women’s representation in the large-scale mines and their 
contractors was 13.5% in 2017, which decreased to 8% (2,597) in 2019 before slightly 
picking up to 9% (2,737) in 2021 (see Figure 3). Women represented 9% of the total 
employment in both large-scale mines and their contractors in 2021 (Figure 4). According 
to the 2021 data, the employment of Ghanaians is much higher with contractors (18,607, 
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66%) compared to direct employment with large-scale mines (9,781, 34%). This means 
that there is a greater opportunity for women to be employed in large numbers with 
contractors than directly with large-scale mines. Despite this opportunity, it is concerning 
that the same proportion of women is employed in both large-scale mines and with 
contractors. Meanwhile, expatriates accounted for 1% (256) of the total, 43% of whom 
were employed by large-scale mines, with the remaining 57% employed by contractors. 

Figure 4. Ghanaian employees in 23 large-scale mines and their contractors by sex (% 
share, number) 

Source: GMC. 

When considering the 23 mines for which data are available at the GMC, Xtra-Gold 
Resources Corp. (Banso) employed slightly more women (51%) than men in 2021, while 
Cardinal Resources Limited and Xtra-Gold Resources Corp. (Pameng) were highly ranked 
in their inclusion of women, at 21% and 20%, respectively (Figure 5). Although this high 
proportion of women employees is commendable, these mines employ the smallest 
labour force, particularly Cardinal Resources Limited (10 employees in total) and Xtra-
Gold Resources Corp. (Banso, 30 employees in total).  
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Figure 5. Total Ghanaian employees in large-scale mines and their contractors, by mines 
and sex, 2021 (number, % share) 

Note: Figure 5 includes all employees in company/contract/senior/junior/casual. 

Source: GMC. 

By contrast, there was a relatively and slightly lower proportion of women employees in 
the top-producer and -employer mines. For example, the participation of Ghanaian 
women relative to men was 9% and 7% (Gold Fields–Tarkwa and Abosso, respectively); 
14% (Newmont Ahafo Mine), 6% (Adamus Resources), 8% and 7% (AngloGold Ashanti 
Obuasi and Iduapriem, respectively), 8% (Perseus Mining), 9% (Asanko Gold), and 12% 
and 7% (Golden Star–Bogoso and Wassa Mines, respectively). Although a relatively higher 
proportion of women employees in the Newmont Ahafo Mine probably indicates that 
some of the efforts made by the company (see an example in Box 1) to increase women’s 
participation have shown some results, these large-scale mines need to make far more of 
an effort to demonstrate their commitment to gender inclusivity. 
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The varying share of women’s employment in different mines of the same company shows 
that factors other than gender policies and initiatives by mining companies could be at 
play, though there could be differing initiatives at the mine site level. These may include 
varying availability of locals with the skills required at different mines, varying levels of 
effort made by personnel at different mines to seek out and employ local women, or pure 
coincidence when the different mines do not have active initiatives to employ women. 

4.1.1 Employment in Public and Private Entities 

According to the 2017 ILO data, 96% (163,939 persons) of employment in the mining and 
quarrying sector was in the private sector and the remaining 4% (6,248 persons) in the 
public sector (Figure 6). Women accounted for 18% (30,195 persons) of employment in 
the private sector, and there were no women employed in the public sector. It is difficult 
to understand why this is the case; however, it clearly indicates that the public sector, too, 
needs to address the issue and ensure gender inclusivity.  

Figure 6. Persons employed in mining and quarrying by public sector/private sector and 
sex, 2017 (% share, number) 

Source: ILO. 

4.1.2 Employment Status 

Of the total persons in the mining and quarrying sector in 2017, 93% (157,188) were 
employees, 2% (2,905) employers, and 5% (8,994) own account4 or contributing family 
workers (Figure 7). Women were mainly employees and contributing family workers, 
comprising 17% (25,981) and 37% (3,286) of the gender composition, respectively. 

 
4 According to the ILO definition, own-account workers are those workers who, working on their own 
account or with one or more partners, hold the type of job defined as a self-employed job, and have not 
engaged on a continuous basis any employees to work for them during the reference period. 
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Figure 7. Persons in mining and quarrying by employment status and sex, 2017 (% 
share, number) 

Source: ILO. 

4.1.3 Employment by Age Distribution 

Overall, employment in the mining and quarrying sector is dominated by persons in the 
25–44 age range, as per the 2017 data (Figure 8). The proportion of women employed 
was greater in the age ranges of 15–24 years (34%), 45–54 years (25%) and 55–64 years 
(22%), whereas the proportion of men employed was greater in the age ranges of 35–44 
years (91%) and 25–34% (86%). In general, women tend to be employed in large numbers 
at young ages below 34 years, whereas men’s employment is concentrated in the age 
range of 25–44 years. This indicates a relative lack of women employed at the prime age 
range of 35–44, which can be due to the common occurrence that women’s careers are 
interrupted for family reasons, particularly as they leave for maternity and find it hard to 
return to employment. A survey conducted in Ghana shows that 70% of the women 
surveyed commented on the lack of a child care facility at their workplace or lack of pay 
for child care by their employers, as well as inflexible work arrangements as the main 
challenges preventing continued employment after maternity leave (Business for Social 
Responsibility (BSR, 2017).  
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Figure 8. Persons employed in mining and quarrying by age and sex, 2017 (% share, 
number) 

 

Source: ILO. 

4.1.4 Employment by Geographic Distribution 

According to the 2017 Ghana Living Standards Survey (GLSS 7), 28% and 11% of the 
employed population in Ghana were in rural and urban areas, respectively. This is also 
reflected in the mining and quarrying sector, in which, as shown in Figure 9, the overall 
employment tends to be higher in rural areas (106,476 persons) compared to that in 
urban areas (61,609 persons). Unlike in other countries, such as Australia, the 2017 data 
shows that women are mainly employed in rural areas, accounting for 26% of gender 
proportion, which partly reflects the higher rural-to-urban employment proportion. This 
may also indicate that it is hard for women in Ghana to obtain employment opportunities 
in central offices in urban areas, which may have led women to be more open to working 
in remote areas despite the likely challenges of abuse and discrimination that they 
commonly face in those areas. Moreover, women’s wages were found to be about the 
same in both urban and rural areas (or higher in rural areas, according to Baah-Boateng et 
al. [2022]), while that of men is higher in urban than rural areas (Boahen & Opoku, 2021). 
This makes it harder for women to find employment in urban compared to rural areas. 
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Figure 9. Persons employed in mining and quarrying by rural/urban and sex, 2017 (% 
share, number) 

Source: ILO. 

4.1.5 Employment by Indigeneity 

Indigeneity in the Ghanaian context refers to local community members employed in the 
mines within their locality. As shown in Table 2 and based on the 2020 GCM data for nine 
mines, there were 2,865 indigenous Ghanaians directly employed by the large-scale 
mines, which is a 27% proportion of all Ghanaians employed with large-scale mines. Gold 
Fields (Abosso) and AngloGold Ashanti (Obuasi) employed the most indigenous 
workforce as a proportion of their respective Ghanaian employees, 40% (264) and 40% 
(550), respectively. AngloGold Ashanti (Iduapriem) employed the least indigenous 
workforce, 3% (20), as a proportion of its total Ghanaian employees, reflecting the 
observation made above about the differing gender proportions by the same mining 
company in different mines. 

The table also shows that there were 11,426 indigenous Ghanaians employed with 
contractors, which is a 33% proportion of all Ghanaians employed with contractors. 
Contractors to Gold Fields (Tarkwa) and AngloGold Ashanti (Obuasi) employed the most 
indigenous workforce as a proportion of their respective total Ghanaian employees, at 
44% (3,083) and 44% (2,627). Contractors to AngloGold Ashanti (Iduapriem) had the least 
indigenous employees, 3% (62), as a proportion of their total Ghanaian employees. 
Ghana Manganese Company had no indigenous employees directly or with its 
contractors, while contractors to Golden Star Resources had no indigenous employees. 
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Table 2. Indigenous employees in large-scale mines and their contractors as a proportion 
of total Ghanaian employees, 2020 (%, number) 

Direct Workforce Contractors 

Gold Fields (Abosso) 40% (264) Gold Fields (Tarkwa) 44% (3,083) 

AngloGold Ashanti (Obuasi) 40% (550) AngloGold Ashanti (Obuasi) 44% (2,627) 

Newmont 31% (906) Gold Fields (Abosso) 37% (1,189) 

Chirano Gold Mines 29% (384) Chirano Gold Mines 36% (619) 

Gold Fields (Tarkwa) 27% (240) Newmont 31% (1,842) 

Perseus Mining 23% (132) Asanko Gold Mine 28% (1,504)) 

Asanko Gold Mine 22% (174) Perseus Mining 17% (500) 

Golden Star Resources 

(Wassa) 

20% (195) AngloGold Ashanti 

(Iduapriem) 

3% (62) 

AngloGold Ashanti 

(Iduapriem) 

3% (20)   

Total 27% (2,865) Total 33% (11,426) 

Source: GCM. 

Figures 10 and 11 display the gendered employment of indigenous Ghanaians as a 
proportion of the total Ghanaian workforce in 2020. Across all the mines considered, 
indigenous women made up 27% (266) of the total Ghanaian women’s workforce that is 
directly employed in those mines (Figure 10). Gold Fields (Abosso) and AngloGold 
Ashanti (Obuasi) employed the most indigenous women as a proportion of their 
respective total Ghanaian women employees, at 41% (19) and 40% (43). AngloGold 
Ashanti (Iduapriem) employed the least indigenous women in its workforce, 3% (1), as a 
proportion of its total Ghanaian women employees.  

Figure 11 shows that indigenous women make up 32% (1,076) of the total number of 
Ghanaian women employed with contractors. Contractors to Gold Fields (Tarkwa) and 
AngloGold Ashanti (Obuasi) had the most indigenous women as a proportion of their 
respective Ghanaian women in the workforce, at 44% (249) and 44% (181). Contractors to 
AngloGold Ashanti (Iduapriem) and Perseus Mining had the lowest number of indigenous 
women employed as a proportion of their respective Ghanaian women’s workforces, at 
3% (3) and 14% (123).  
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Figure 10. Indigenous employees in large-scale mines as a proportion of total Ghanaian 
employees by sex, 2020 (%, number) 

Source: GCM. 

 

Figure 11. Indigenous employees with contractors as a proportion of total Ghanaian 
employees by sex, 2020 (%, number) 

Source: GCM. 

 

Figure 12 considers the proportion of women out of all the Indigenous employees  in the 
workforce (as opposed to the above number of indigenous women as a proportion of 
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Ghanaian women workers). It shows that in 2020 indigenous women employees 
accounted for 9% of the total number of indigenous employees with large-scale mines as 
well as with contractors. This suggests that employment by indigeneity is more in favour of 
indigenous men than women, which is a testament to the lack of regulatory provision that 
specifically addresses the gendered aspect of indigenous employment. Of the mines 
considered, Perseus Mining had the highest proportion of indigenous women employed 
both directly at the mine (15%) and with contractors (25%). Gold Fields (Tarkwa) had a 
14% proportion of indigenous women directly employed at the mine, whereas Chirano 
Mine had a 14% proportion of indigenous women employed with contractors. Gold Fields 
(Abosso) had one of the lowest (7%) proportions of indigenous women employed, in 
contrast to the 14% in its Tarkwa mine, again indicating the state of varying employment 
at different mines of the same company.  

The lowest proportion of indigenous women employed at both the mine (5%) and with 
contractors (5%) was by AngloGold Ashanti (Induapriem), as well as in its Obuasi mine, 
although at a slightly higher level (8% directly at the mine and 7% with contractors). The 
different proportions of indigenous women’s employment demonstrated by the various 
mines suggest that companies differ in their preferences, initiatives, and existing contracts 
(in the case of employment with contractors) when prioritising local workforce vis-à-vis 
national workforce. 

Figure 12. Indigenous employees in large-scale mines and their contractors by sex, 2020 
(% share, number) 

Source: GCM. 
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4.1.6 Employment by Type of Contract 

As shown in Figure 13, there were 29,891 (19%) Ghanaians employed in the mining and 
quarrying sector on a temporary contract, and the remaining 127,296 (81%) were on a 
permanent contract in 2017. Women employees made up 16% and 17% of the 
permanent and temporary workforce, respectively. Of the total women employed, 80% 
were on a permanent contract, and the remaining 20% were on a temporary basis. 
Similarly, 81% of the total men employed were on a permanent contract, indicating that 
there is no gender discrimination with respect to the type of employment contract issued.  

Figure 13. Persons employed in mining and quarrying by permanent/temporary and sex, 
2017 (% share, number) 

Source: ILO. 

Based on more recent data from 2021 and focusing on the 23 large-scale mines, Figure 
14 shows that there is a higher proportion of women (9%) with permanent employment 
status than in casual work (7%). More employment on a permanent contract entitles 
women to take leave and other employment benefits. Perseus Mining, Asanko, and Gold 
Fields mines in Abosso and Tarkwa are the main employers of casual workers, in which 
case the proportion of women ranges from 3% to 9% of total casual employees. The 
gender proportion in the permanent positions across the different mines is like that shown 
in Figure 5, with women mostly accounting for between 4% and 12%. 
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Figure 14. Ghanaian employees by permanent/casual and sex, 2021 (% share, number) 

Note: Permanent employment data calculated by adding all Ghanaian employees in the mines 

including those who are contractors and senior/junior employees. 

Source: GMC. 

According to the 2017 data, part-time employment in the mining and quarrying sector 
constituted 18% (30,647) of total employment, with the remaining 82% (139,540) being 
full-time employment (Figure 15). As elsewhere, a significant number of Ghanaian women 
are employed part-time, making up 31% (9,650) of the total part-time workforce while 
accounting for 15% (20,545) of the full-time workforce. Of the total women’s workforce, 
32% were employed as part-time and the remaining 68% as full-time workers. 
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Figure 15. Persons employed in mining and quarrying by full-time/part-time and sex, 
2017 (% share, number) 

Source: ILO. 

 

Box 1. Company initiative to increase women’s representation and retention in mining 

Asanko Gold Mining  

Asanko Gold Mining (AGM) is a 50:50 joint venture with Gold Fields and managed and 
operated by Asanko Gold Inc. AGM has broad “female-friendly” policies which include 
“prioritizing female applicants for vacant roles, provision of site accommodation for all 
women on the mine, maternity leave extended from 14 to 16 weeks and the provision 
of site accommodation and meals for all nursing mothers and their nannies.”  

AGM has an existing Women in Mining Chapter, which is affiliated with the Women in 
Mining Ghana (WIM-Gh) and works to advocate for women in mining and promote 
gender diversity and advancement within AGM and host communities. In addition, 
AGM introduced the Asanko Women in Mining “Botae Pa” (meaning Good Purpose in 
the Akan language) Initiative in 2018. The initiative is funded 50:50 by the mine and its 
contractors and broadly aims to empower and increase participation of women at the 
AGM and the host communities in the areas of “education, health, access to finance and 
business, and the professional development of Asanko’s women through mentoring 
and networking programs.”  

Furthermore, AGM partnered with the Deutsche Gesellschaft für Internationale 
Zusammenarbeit and the Don Bosco Youth Network to initiate a skills development 
initiative and established the Esaase and Obotan Skills Development Centres in the 
early 2000s. Training is conducted in six trade areas, namely electrical installation, 
masonry, catering, welding, plumbing, and carpentry. In addition, AGM partnered with 
the Deutsche Gesellschaft für Internationale Zusammenarbeit to launch a skills 
development program known as the Amansueman Vocational Training Institute Skills 
Development Program in 2019. This centre of excellence in technical and vocational 
education is charged with training locals in various trades. It is a “seven-month intensive 
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competency-based skills development training program, including a one-month 
Workplace Experience Learning (WEL) placement.”  

Of the 293 local people that attended the training centres between 2014 and 2016, 97 
(33%) were women. The graduates were provided with seed capital by Asanko “in the 
form of basic tools and equipment to start their own businesses, and 20% of graduates 
have either been employed by contractors to the AGM or have set up their own 
businesses in the local community.” At the end of December 2019, the Amansueman 
Vocational Training Institute had a total of 97 students, of whom women comprised 
30% (29), while admitting 115 trainees (53 of whom were women) for the 2020/21 
academic year into the six trade areas.  

Moreover, AGM provided three-month internship training positions to 136 students (97 
men and 39 women) in 2019. AGM also offers a 12-month work experience as part of 
Ghana’s national service program, of which 47 graduates (30 men and 17 women) were 
beneficiaries in 2020 and 45 (25 men and 20 women) in 2019. 

Sources: Asanko Gold, 2016; Galiano Gold, 2018, 2019, 2020. 

 

4.2 Mining Employment by Occupation 
Ghanaian mining employees are generally involved in various technical, professional, 
managerial, administrative, and labour-related occupations (details of the categories of 
occupations are presented in Appendix A). Figure 16 displays the number and gender 
proportion of employees by occupation in the nine mines operated by GCM member 
companies in 2020. Most Ghanaian employees were technicians and trades workers 
(5,865, only 6% of whom were women), followed by professionals (1,462, with women 
making up 21%). Across the nine mines, there were 36 managers, 47% of whom were 
women. It is encouraging to see that the highest proportion of women to men were 
managers, while women also accounted for 31% in clerical and administrative 
occupations. However, many of the women managers may be working in junior-level 
management, as the data on occupations by seniority imply (see Section 4.3.3). 
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Figure 16. Ghanaian employees in large-scale mines by occupation and sex, 2020 (% 
share, number) 

Source: GCM. 

Of the total number of women employees in the nine GCM member mines, 90% were 
labourers (49%) and managers (41%) (see Figure 17). When the entire management 
section5 is considered, however, women accounted for only 8% (Figure 18). Women also 
had a 14% representation in board membership. 

Figure 17. Proportion of Ghanaian women employees in large-scale mines by 
occupation, 2020 (%) 

Source: GCM. 

 
5 The “Managers” category, as opposed to an occupation, meaning individuals working as managers, 
in this case refers to individuals who can be performing not only in managerial positions but also in 
other, non-managerial positions. 
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Figure 18. Ghanaian employees on boards and in management, by sex, 2020 
(number, % share) 

Source: GCM. 

To demonstrate employment with contractors by occupations, Gold Fields (Tarkwa) and 
Chirano Gold Mine are used as examples. Based on the 2020 data, Figure 19 shows that 
most (2,086) of the employees of contractors to Gold Fields (Tarkwa) were occupied with 
the extraction (surface) of minerals, which is male dominated (only 4% women). Women 
dominated the human resources (HR) occupation, accounting for 60% of the total 292 HR 
workforce. Protection services and engineering were the other two occupations that have 
a relatively large number of employees but were male dominated, with only 1% and 4% 
women, respectively.  

Figure 19. Ghanaian employees with contractors to Gold Fields (Tarkwa) by department 
and sex, 2020 (% share, number) 

 

Source: GCM. 

Figure 20 presents the second example of employees with contractors, based on 2020 
data from Chirano Gold Mines. Like the first example of Gold Fields (Tarkwa), most of the 
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employment (449) is in surface mining, in which women account for only 4%. HR is again 
the occupation in which women have their largest proportion (49%) followed by supply 
chain (14%) and security (13%). There were no women in technical occupations such as 
engineering, exploration, and processing, while they made up only 4% of the workforce in 
the underground mining occupations. 

Figure 20. Ghanaian employees with contractors to Chirano Gold Mines by department 
and sex, 2020 (% share, number) 

 

Source: GCM. 

4.2.1 Mining Occupations by Age Distribution 

To illustrate the mining occupations by age distribution, we use the cases of Newmont 
and AngloGold Ashanti (Obuasi) mines as two examples. Figure 21 shows that, on 
average, the oldest women (52) and men (53) at the AngloGold Ashanti (Obuasi) mine in 
2020 were employed in management occupations. This is followed by employment in HR, 
in which the average age of women was 39 and that of men was 46. The average age of 
women working across all the occupations listed in Figure 20, except for management, 
ranged between 30 and 39. The average age of men across nine of the listed occupations 
was above 40, with the youngest average age being 36 in sustainability and 37 in the 
geology and environment departments. A similar situation can be observed in the case of 
Newmont Mine (Figure 21). This supports the observation that women employed in the 
mining sector are mostly in their 20s and 30s. 
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Figure 21. Ghanaian employees by department, age, and gender, 2020 (average years) 

Source: GCM. 

4.3 Mining Employment by Education, Skills, and 
Experience 

4.3.1 Mining Occupations by Level of Education 

Women are disadvantaged compared to men in terms of receiving educational 
opportunities. According to the GLSS 7, more than 26% of employed women in the 
Ghanaian labour force do not have any education, while the corresponding figure for men 
is 13%. Based on the 2017 data, 130,041 (84%) men and 25,529 (16%) women working in 
the mining and quarrying sector had either basic, intermediate, or advanced levels of 
education. Most Ghanaian employees (102,627, 61%) in the sector had a basic education, 
followed by 47,566 (28%) Ghanaians that had an intermediate education in 2017 (Figure 
22). No women but some men (6,708) were recorded as having an advanced education. 
However, the 2020 GCM data, which focus on only nine large-scale mines, suggest that 
women had much more advanced educations, with 39 women (74 men) and 91 women 
(74 men) having master’s degrees and first (bachelor’s) degrees, respectively. The overall 
lack of advanced education for women is reflected across the national population, in 
which the proportion of men with tertiary levels of education (university, polytechnic, 
training college) was approximately twice (11.4%) that of women (6.3%). Similarly, the 
opportunities for women to work in technical areas of the mining sector are hampered by 
their lack of a secondary/vocational/technical level of education, which is attained by 
12.7% of women compared to 21.5% of men across the national population. 
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Figure 22. Persons employed in mining and quarrying by education level and sex, 2017 
(% share, number) 

 

Source: ILO. 

4.3.2 Mining Occupation by Skill Levels 

About 92% of the labour force in the large-scale mines within the GCM membership was 
skilled in 2020, of which women accounted for 10% (Figure 23). For every unskilled man 
there were 12.5 skilled men, whereas for every unskilled woman there were 10.5 skilled 
women in 2020. This means that there were more unskilled in proportion to skilled 
women employed compared to men. This further highlights the lower levels of women’s 
educational attainment, particularly in the technical and advanced levels of education. Of 
the GCM member mines, Newmont had the largest number of skilled women (236) and 
men (1,755). Golden Star Resources had the lowest number of skilled women (5%) in 
proportion to its skilled men.  
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Figure 23. Total skilled and unskilled workers in large-scale mines by sex, 2020 
(number, % share) 

 

Source: GCM. 

Figure 24. Total skilled and unskilled workers employed with contractors by sex, 2020 
(number, % share) 

 

Source: GCM. 

When considering the contractors to the large-scale mines within the GCM membership, 
Figure 24 shows that 78% of the labour force was skilled, of which women accounted for 
7% in 2020. For every unskilled man there were 3.6 skilled men, whereas for every 
unskilled woman there were 2.9 skilled women in 2020. This means that there were more 
unskilled in proportion to skilled women employed with contractors compared to men. 
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The higher numbers of skilled women workers with the large-scale mines compared to 
those with contractors may partly be explained by the overall efforts made by the mining 
companies to increase gender equity in their workforces. It may also simply reflect the 
tendency of large-scale mines to attract skilled labour. Although contractors to Newmont 
had the most skilled labour, they had one of the lowest gender proportions, with women 
making up only 6% of the skilled labour. The gender proportion is highest with 
contractors to Perseus Mining, where women account for 12% of the skilled labour. 

4.3.3 Mining Occupation by Seniority 

The lack of higher education and advanced training in technical skills could also have 
impacted women’s opportunities to work in senior positions. Across the national 
economy, Ghanaian women shared 27% of employment in senior and middle 
management positions in 2017, and 15% of firms had a woman as the top manager in 
2013.6 When it comes to the mining sector, Ghanaian women made up 9% (694) of the 
6,871 senior and 10% (1,867) of the 21,516 junior employees in the 23 mines considered 
in 2021. The proportion, however, varies when considering employment by seniority “as 
employed directly with the large-scale mines” compared to “as employed with 
contractors,” as can be observed from Figures 25 and 26. Women who were employed in 
senior positions were more represented in the large-scale mines (a 14% proportion of 
women in Figure 25) than with contractors (a 7% proportion of women in Figure 26). The 
proportion of women employed in junior positions with contractors was slightly higher 
(9%) than the proportion of women employed in junior positions with the large-scale 
mines (7%).  

 
6 https://data.worldbank.org/country/GH  

https://data.worldbank.org/country/GH
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Figure 25. Ghanaian employees in large-scale mines by seniority and sex, 2021 
(number, % share) 

Source: GMC. 

The larger mines, particularly Newmont Ghana Ahafo (20%), AngloGold Ashanti 
Iduapriem (16%), AngloGold Ashanti Obuasi (15%), Goldfields Tarkwa (16%), had a 
relatively higher proportion of women directly employed in senior positions in the mines 
(Figure 25). While contractors to the AngloGold Ashanti (Obuasi) Mine had the largest 
number of senior employees, they had one of the lowest proportions (6%) of skilled 
women (Figure 26). By contrast, contractors to Newmont Ghana had the highest 
proportion of women in senior positions (39%), although having one of the lowest 
numbers of employees. Contractors to Gold Fields (Tarkwa) and Asanko Gold Mines had 
the largest proportions of women in junior positions, at 10% and 9%, respectively.  

Overall, women tend to have more opportunities for senior positions when employed 
directly with large-scale mines than with contractors, and it is the larger mines that employ 
more women in senior positions than the smaller ones. In particular, Newmont Ghana had 
the highest proportion of women in senior roles, employed both directly and with its 
contractors. This could be a testament to its various initiatives to empower women, 
promote them in science, technology, engineering, and mathematics (STEM) education, 
and help them reach leadership levels. These include the diversity and inclusion standard 
and strategy introduced in 2015; the Women’s Consultative Committee as part of the 
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gender plan the company established in 2006; and the Women and Allies Network 
launched in 2016 (BSR, 2017). 

Figure 26. Ghanaian employees with contractors by seniority and sex, 2021 (number, % 
share) 

Source: GMC. 

The study by BSR (2017) that surveyed women in Ghana suggested that a lack of 
education and training is a key impediment to women progressing in their careers. To 
address this issue, the Government of Ghana introduced a free senior high school policy 
in 2017 and technical and vocational education and training placement, while also putting 
in place a policy of 60% enrolment in science and other programs, including girls in 
STEM, teacher training, and a teaching and learning portal in schools to encourage STEM 
education (African Center for Economic Transformation, 2021). Despite these initiatives, 
the enrolment of women in STEM has not improved (Baah-Boateng et al., 2022). Among 
many other factors, cultural barriers that discourage women from pursuing STEM 
education and acquiring technical skills could be behind this lack of progress. It is a 
common occurrence that science and mathematics are considered male domains, in 
addition to the common practice of encouraging men in their education over women 
(Fredua-Kwarteng & Effah, 2017). Despite this slow pace, however, institutions like UMaT 
have been making some progress in increasing women’s enrolment (see Box 2). 
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Box 2. UMaT Gender Mainstreaming program 

UMaT was established in 1952 as the Tarkwa Technical Institute and then reformed as 
the Tarkwa School of Mines in 1961 with the aim of training the workforce for mining 
and associated industries. Although UMaT admitted its first woman student in 2000, the 
number has grown since then, and women accounted for 20% of UMaT’s students in 
2014. This is after UMaT introduced a “Gender Mainstreaming” program aimed to 
increase women’s enrolment rates in STEM education through measures such as 
simplifying admission requirements for women.  

Overall, the mainstreaming of women into UMaT and the mining workplace has been 
slow, as evidenced by the current 17% (253) representation of women out of 1,472 total 
undergraduate students in 2022. This suggests that the problem is not merely related 
to access or procedures but also to behavioural and cultural factors, as well as the 
nature of mining operations not being women friendly. The other issue cited is that the 
UMaT courses are mainly on core mining and technical knowledge at both the graduate 
and post-graduate levels, with limited focus on developing the computing and 
database management skills of students, which would probably be of more interest to 
women in the sector.  

Source: Kansake et al., 2019; Kansake et al., 2021; Kilu & Sanda, 2016. 

https://www.umat.edu.gh/component/content/article/198-undergraduate-admission-forms.html  

4.4 Training and Apprenticeship in the Workforce 
In addition to efforts by government and other institutions to increase the education and 
skills levels of Ghanaians in general and women in particular, mining companies also offer 
training and apprenticeship programs for locals. Figures 27 and 28 use Asanko Mine as 
an example to demonstrate the extent of training hours for Ghanaian employees. Overall, 
women—including direct employees, employees with contractors, and those involved in 
supervisory/management positions—had 40 hours of training per person (28 hours for 
men) in 2019 and 19 hours of training per person (21 hours for men) in 2020 (Figure 27). 
There was a total of 30,348 training hours in 2019, with women accounting for 9%, and a 
total of 34,183 training hours in 2020, with women receiving only 4%. Although the 
women’s share of training hours per person is higher than that of men in both 2019 and 
2020, the low proportion of women’s participation in training is a concern.   

https://www.umat.edu.gh/component/content/article/198-undergraduate-admission-forms.html


 

30 

Figure 27. Training hours for Ghanaian employees in Asanko by sex (average 
hours/person, total hours) 

 

Note: Data on employees includes those employed directly, with contractors, and in 

supervisory/management with Ghana operations. Data covers Ghana, the corporate office in 

Vancouver, Canada, and the project office in Johannesburg, South Africa (although the project 

office in Johannesburg was closed in June 2020). 

Source: Galiano Gold, 2019, 2020. 

There was an increase in training hours for employees (excluding contractors and 
supervisory/management) from 2015 to 2018, when hours started to decline, reaching the 
lowest total training hours of 5,220 in 2020 (Figure 28). Over the period 2015–2020, 
women’s gender share of 15% in 2019 with respect to the total number of hours of 
training was the highest compared to the other years. While training and apprenticeships 
provided by mining companies prepare locals for employment opportunities in the 
sector, there are concerns that those opportunities are limited overall and especially for 
women. For example, only 67 out of 130 graduates from the Newmont-Goldcorp’s Ahafo 
Apprenticeship Program between 2005 and 2016 were granted employment in the mines 
(Dauda, 2020). 
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Figure 28. Training hours for Ghanaians directly employed with Asanko by sex (% share, 
total hours/year) 

 

Note: Data is on workers employed directly with the mine only (excluding contractors and 

supervisory/management). 

Source: Galiano Gold, 2019, 2020. 

Box 3. Company initiative to increase women’s participation and develop women’s 
capacity in mining 

Newmont Ghana 

Newmont Ghana has been contributing to the skills development of women through 
the following areas: 

• Employment: Newmont Ghana in partnership with the International Finance 

Corporation (IFC) put in place the Ahafo Gender Workforce Programme with the 

aim of providing employment opportunities for local women in the traditionally 

male-dominated jobs in mining, including dump truck driving. This initiative 

helped train and recruit 30 female truck operators, who represented 18% of the 

total dump truck operators with the company. 

• Training: The Tertiary and Secondary Skills Enhancement Program, under which 

Newmont supports women aged 15 to 25 years through a two-day residential 

program involving sessions of personal and professional development and 

interactions with Newmont’s top management and industry experts. This 

exposes them to careers and STEM fields as well as providing them with work-

readiness skills. 

• Apprenticeships: New Futures for Girls Leadership Camp 

• Scholarships: In 2021, over 1,100 scholarships, with a total value of about 

USD700,000, were granted to students pursuing mining engineering, health and 
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allied sciences, and social sciences. Through the Newmont Ahafo Development 

Foundation, Newmont awarded more than 4,000 scholarships to students, 40% 

of whom were women. 

• Awards: “Newmont sponsors the annual award for Best Graduating Female 

Student in Mining Engineering at the (UMaT) in Tarkwa, Ghana. Winners of this 

award earn $1,000, a new laptop and the opportunity to complete their national 

service with Newmont Ghana.” 

Sources: (1) https://www.newmont.com/blog-stories/blog-stories-details/2022/Newmont-

Supports-Educational-Opportunities-for-Employees-and-Communities/default.aspx; (2) 

https://www.newmont.com/blog-stories/blog-stories-details/2021/Ghanas-New-Futures-for-

Girls-Leadership-Camp-Supports-Young-Women-Interested-in-STEM/default.aspx; (3) 

(Giovannetti & Poku Boasi, 2017). 

4.5 Gender Pay Gap 
According to the GLSS 7, men received on average a monthly payment of GH¢ 872.62 
(circa USD 200) while women received GH¢ 600.61 (approximately USD 136) (Boahen & 
Opoku, 2021). This pay gap of approximately 31% is mainly attributed to cultural norms, 
the temporary or casual status women often have, and the fewer hours that they often 
work compared to men (Boahen & Opoku, 2021). The extractive sector pays significantly 
higher wages than other sectors; for example, Newmont reports men’s average annual 
salary to be USD 25,347 (USD 2,112 monthly) and that of women USD 23,620 (USD 1,968 
monthly) (Newmont, 2020). This indicates a gender pay gap of 7% per dollar (a pay equity 
of 52% for men and 48% for women), meaning women in Newmont earn 93% of what 
men take home. A similarly low pay gap of 8% can be observed at Perseus Mining Ghana 
with an average pay equity of 47% (women) and 53% (men) at junior levels (Figure 29). 
The pay gap at Perseus increases as the level of employment goes higher to senior (11%) 
and management (31%) levels. However, women in the overall extractive sector are found 
to be underpaid, with a median gender pay gap of 27.5% in 2013 largely attributed to 
women’s lower levels of education and qualifications in STEM (Baah-Boateng et al., 2022).  

https://www.newmont.com/blog-stories/blog-stories-details/2022/Newmont-Supports-Educational-Opportunities-for-Employees-and-Communities/default.aspx
https://www.newmont.com/blog-stories/blog-stories-details/2022/Newmont-Supports-Educational-Opportunities-for-Employees-and-Communities/default.aspx
https://www.newmont.com/blog-stories/blog-stories-details/2021/Ghanas-New-Futures-for-Girls-Leadership-Camp-Supports-Young-Women-Interested-in-STEM/default.aspx
https://www.newmont.com/blog-stories/blog-stories-details/2021/Ghanas-New-Futures-for-Girls-Leadership-Camp-Supports-Young-Women-Interested-in-STEM/default.aspx
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Figure 29. Ghanaian employees at Perseus by average pay equity and sex, 2020 (% 

share) 

 

Source: Perseus Mining Limited, 2020. 

4.6 Employment Turnover 
The previous sections indicate the gender gap in various aspects of employment, with 
overall low women’s shares of employment and pay. This situation, in addition to the 
socio-economic and cultural impediments women often face, could be the reason for the 
high rates of turnover for women employees, as shown in Figure 30. Figure 30 presents 
the case of Newmont Mine, in which there has been a general increase in employee 
turnover since 2016 (see the table in Figure 30). While the company-initiated employee 
turnover rate for men stayed stable over the 2016–2020 period, the company-initiated 
employee turnover for women more than doubled in that period, reaching 8.4% 
compared to 4.3% for men in 2020. This may need to be treated with caution because 
turnover rates consider the number of employees who left within a given period vis-à-vis 
the number of employees at the beginning of that period, which differs between men and 
women. In fact, according to the actual numbers, the number of men and women that 
were made to leave work showed similar increasing trends until 2019 before decreasing 
in 2020, with a generally higher number of men than women each year of the 2016–20 
period (see the table in Figure 30). 
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Figure 30. Ghanaian employee turnover at Newmont by sex and initiation (number, % 
rate) 

 

Source: Newmont, 2020. 

With respect to employee-initiated turnover, the rates for both men and women showed 
similar increasing trends till 2018 before decreasing in 2019 and 2020. Oppong’s (2013) 
findings, although slightly outdated, reveal that the high turnover rates are because of 
dissatisfaction with pay and employees’ concerns over their career development and 
advancement. Another study, focusing on Gold Fields Ghana, found the “fear of 
contracting mine-borne diseases, lack of job security, excessive work pressure and stress 
on employees” as the main causes of employee turnover (Ephraim & Ephraim, 2016:28). 
The rates of turnover as initiated by employees are higher among women than men 
throughout the period 2016–2020. A different case is found in Gold Fields, where there 
was a higher turnover rate for men than women, as men are said to find it easy to quit and 
find another job because they can move around without children (Ephraim & Ephraim, 
2016). Similarly, Asanko Gold Mine reported that there were no women relieved of their 
employment between 2015 and 2020 (except for three women in 2017 and 2019) out of 
about 50 employees who either retired, resigned, or were made redundant. 

The role played by women’s advocacy groups (see Box 4) to address the challenges 
related to lack of awareness and education, lack of skills, and unfavourable policy is 
important. Efforts by the government to increase girls’ participation in STEM education 
include programs such as the STEM clinics, which were established by the Ghana 
Education Service in 1987, and the Girl Child Scholarship program, which started in 2001 
(Kansake et al., 2021). These two programs work to raise awareness and educate girls and 
communities across Ghana through research and workshops and enabling interaction 
with women role models in industries. However, there is a need for the active and 
collaborative involvement of government and the mining industry to address the 
challenges faced by women in mining. 
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Box 4. Advocacy groups to promote women’s participation in mining 

WIM-Gh 

After a few women informally started it in 2012, WIM-Gh was officially 
established in August 2015 and incorporated as a company limited 
by guarantee. The main purpose, among others, is to “serve as an 

advocacy body for all women working in the mining sector (Industry, Academia and 
Government) by offering training, mentorship, networking and research projects.”  

WIM-Gh’s activities include “mentoring, career guidance and counselling for girls from 
Junior High School to Tertiary level.” WIM-Gh partners with the private sector, mining 
companies, non-governmental organisations, and development partners to support its 
activities through dialogues, workshops, seminars, webinars, and fairs. Since its 
establishment, WIM-Gh has mentored and created a pool of WIM-Gh mentors, while 
also providing visibility for senior mining women in Ghana. 

WIM-Gh also works to influence policies and regulations on gender mainstreaming. 
Some of WIM-Gh’s work includes the following: 

• Stakeholder meeting involving WIM-Gh, media, and local content consultation 

to review the various amendments of Act 703. L.I. 2182, regulation 56, to reflect 

local content and participation. 

• WIM-Gh has been engaged by the Uniterra program for the World University 

Service of Canada on “Career Made” contributions and reviews to stakeholder 

projects, e.g., Guidelines for Management of local management committees of 

the mining community development scheme, 2020; Minamatta Convention, 

2017; Domestication of Africa Mining Vision into Country Mining Vision, 2016; 

Ghana Mining Policy Gap Analysis project 2015, and so on. 

• WIM-Gh lobbied the Minerals Commission, which resulted in the establishment 

of a gender desk in 2019, which aims to support WIM-GH objectives.  

WIM-Gh is now recognized within Ghana for establishing a regional network through 
Women in Mining of West Africa and the Association of Women in Mining Africa as well 
as a global network through engagement with International Women in Mining. 

 

Ladies in Mining and Allied Professions in Ghana  

The idea to form Ladies in Mining and Allied Professions in Ghana (LiMAP-
Gh) was conceived in 2012 by Professor Grace Ofori-Sarpong, when she 
participated in the “African women in mining and development study tour 

in South Africa and Australia.” The group’s motivation is to be role models and promote 
the participation of girls and women in STEM education. The main objective is to 
motivate women to work professionally and ethically to their full capacity in male-
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dominated fields and to provide women the resources needed to serve as role 
models/mentors for young women and girls to reduce the gender gap in STEM and 
related disciplines. 

The group organised programs on career guidance and mentoring for students in 
various basic and second-cycle schools. LiMAP-Gh also engages in special 
responsiveness programmes for women at UMaT, such as “Start Right, End Well” for 
first-year students, “Exit in Readiness” for final-year students, and year-long mentorship 
programmes for students upon application. Other programmes include the 
International Women’s Day Celebration and Cancer Awareness and Screening, which 
are open to the entire municipality, and the LiMAP-Gh Monthly Webinar Series, which 
targets everyone available to join online. 

LiMAP-Gh collaborates with WIM-Gh, the Girl Child Unit of the Municipal Education 
Directorate of Tarkwa, and Ladies Wings of the various mining companies, among 
others. LiMAP-Gh has enjoyed sponsorship from Cal Bank PLC, Abosso Gold Fields 
Limited, Anglo Gold Ashanti Iduapriem Limited, and UMaT. 

Sources: WIM-Gh; (Kansake et al., 2021); LiMAP-Gh. 
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5.0 CONCLUDING REMARKS AND 
RECOMMENDATIONS 

This report presented an analysis of the gender-disaggregated employment of Ghanaians 
in the mining and quarrying sector. Overall, there has been a decline in the proportion of 
women to men in employment over the last decade, which currently stands at only 9% in 
large-scale mining and 18% in mining and quarrying. This is one of the lowest ratios of 
women to men, which is explained by a combination of gender stereotyping, cultural 
barriers, lack of education on and awareness about women’s roles in mining and STEM 
education, lack of consistent government policies to promote women’s employment in 
the industry, insufficient initiatives by mining companies, and lack of government-industry 
collaboration. A shift is already underway in the demand for labour in the mining sector 
toward highly intellectual and technologically skilled professionals (McKinsey Global 
Institute, 2018). Such a shift presents an added urgency to the need for STEM education 
and the STEM-related skills development of women as well as for their employment in the 
sector. This is especially so given the stakeholder-wide expectation and fear of 
unemployment resulting from autonomous mining systems and that Ghanaian institutions 
are not ready to develop the skills needed in the mines of the future (Kansake et al., 2019). 

Some macro-level recommendations that may be considered to address the gaps 
highlighted in this study are as follows. 

• Organisational policies and procedures aimed at guiding the implementation of 

gender-inclusive practices. Rather than government policies for quotas, it is 

preferable that companies put in place their own policies. This is because 

companies can set gender-inclusivity targets that are cognisant of industry needs 

and ensure recruitment is based on merit. Still, a collaboration with governments 

can ensure that company policies speak to national development strategies and 

are implemented effectively. A dedicated unit needs to be established to ensure 

these policies and procedures are dynamic and are adhered to by all functions 

within mining organisations. Areas of focus for such policies and procedures may 

include diverse leadership, equal employment opportunities, advancement from 

junior to senior roles, closing the pay gap, and recruitment and retention.  

• Organisational policies and procedures are driven largely by the will and capacity 

of mining company leadership to change workplace culture. The leadership 

group in any organisational setup can make a crucial difference by setting 

standards, performance measures, and monitoring and evaluation. Skilled 

leadership would also oversee successful awareness raising and increased 

effectiveness of the mining workforce on gender inclusivity. To this end, there is a 
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need to raise the awareness levels of company executives and managers on 

gender inclusivity.  

• Evaluation and reporting: Company-imposed policies and procedures on 

gender inclusivity and their implementation need to be reviewed and evaluated 

internally, including by board members and by external reviewers. Internally, 

mining companies need to have performance and strategy management 

processes and a regular reporting mechanism. Based on data gathered and 

monitored, there should be mandatory regular reporting on the strategies, actions, 

and practice with respect to recruitment and retention, training, and pay gap. 

Disclosure agreements that could be made part of initial mining investment 

negotiations are crucial to ensure transparency and accountability, and most 

importantly to raise performance standards.  

• Partnerships between the mining industry, industry associations, and 

government could increase the employment of women in the job category of 

professionals. There is no shortage of women with professional skills such as 

management, financial, and legal skills, and it is a matter of engaging with that 

pool of skills and identifying talent. This would entail providing measures to attract 

women with those skills into mining, which may include a flexible work 

environment, safe and inclusive work culture, advancement opportunities, skills 

development programs, and equitable payment standards. 

• Building the capacity of women in mining with a focus on mining technology 

and innovation would position women to flexibly work remotely without having to 

be at mining sites. Capacity building can be initiated and run by companies, but a 

collaborative approach with government and the private sector could ensure 

contextualised and broadened skills development. Leadership along with skills in 

technology, digitisation, and innovation are the main professional development 

priorities. Skills development in areas like process and resource engineering, 

information technology and programming, data analytics, system designs, as well 

as technical, machine operation, and trades skills could be targeted for women in 

mining. In addition, the industry, government, industry associations, universities, 

and technical schools could partner to develop targeted skills for women in the 

future workforce for the mining sector.  

• At the national level, specific focus could be made on increasing the number of 

women partaking in STEM-based education. A collaboration with the mining 

industry could also help identify the main areas of expertise in demand to help 

tailor skills development within the STEM education setting. This should be 

accompanied by awareness-raising campaigns in schools, colleges, and 



 

39 

universities about potential employment, apprenticeship, training, and scholarship 

opportunities for girls. 

• Indigenous women-focussed strategies and programs need to be initiated by 

government and mining companies or by partnerships. The issue of indigenous 

women has often been overlooked, as policies and strategies tend to focus on 

women and indigenous people as a whole. Indigenous women-focused programs, 

particularly on career-tailored education as a long-term objective and on technical 

training and mentorships that link them with the different work areas of the mining 

sector, could help raise indigenous women’s participation.  

• Gender-disaggregated database: The lack of gender-disaggregated data is a 

problem in Ghana. As such, Ghana Statistical Services and gender-focused entities 

need to enhance the database, addressing the gaps in areas like mining-specific 

data that show (1) pay gap across different occupations, education levels, skills 

categories, and age groups; (2) women and men employees by occupation and 

age, occupation and hours worked, occupation and level of education, and 

occupation and field of education; (3) women and men employees by skills level 

and age, full-time/part-time and age; (4) women and men employees by education 

level and age, by field of education and age; (5) women and men employees by 

geographic distribution; (6) women and men employees who left/lost their mining 

job and reasons for leaving; and (7) women and men employees by traineeship 

and apprenticeship commencement, traineeship and apprenticeship by skills level, 

traineeship and apprenticeship by occupation, and traineeship and apprenticeship 

by field of education. 
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APPENDIX A 

OCCUPATIONS JOB TYPES 

Labourers Loading and shipping Security 

Technical and trades Assay/metallurgy/processing 

Carbonate plant 

Engineering/electrical/mechanical 

Exploration & geology 

IT 

Mine maintenance 

Mineral resources 

Mining 

Operation services 

Plant maintenance  

Projects & construction 
services/civil 

Surface operations 

Technical services 

Underground mining 

Ghana operations 

Site services 

Professionals Business improvement 

Business planning 

Commercial 

Compliance 

Environment 

Environment & external relation 

Finance 

Finance shared services 

Group contracts 

HR 

HSE 

HSLP 

Learning & development 

Legal 

Medical service 

Ops. Planning 

Organizational capability 

S&ER 

Supply chain 

Tax 

Resource modelling 

HD & EME 

Community and personal 
services 

Sustainability/social & comm dev't 
 

Clerical and Administrative  Accra office General administration 

Managers Executive management 
Regional management 

Risk management 
Site management 
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