
The Diversity, Equity & Inclusion imperative 
in mining and metals

The ongoing pandemic has rattled long-standing 
societal structures, labor markets and organizational 
workforces, with impacts seen across many industries, 
including the Mining and Metals (M&M) industry. As 
seen in Deloitte’s Tracking the Trends 2022, the mining 
industry is seeing a myriad of disruptive changes, 
including value chain realignments, shifts in operating 
models, and an increasing digitization of operations. 
Workforce and societal concerns have come to the 
forefront, with the rethinking of talent sourcing, 
reskilling, and training to optimize workforce spend and 
potential, a reinvigoration of the social purpose, and a 

focus on decarbonization1. M&M companies need to 
look for ways to thrive in this uncertain future—and 
they should consider unlocking the power of Diversity, 
Equity and Inclusion (DE&I) in the workplace as part of 
their path forward.

While DE&I maturity remains a challenge across 
many industries, it has proved to be a particularly 
enduring challenge in the M&M sector. Historically 
male-dominated and non-diverse, the industry is 
now working to address concerns with talent supply, 
organizational culture, and community engagement2. 

https://www2.deloitte.com/global/en/pages/energy-and-resources/articles/tracking-the-trends-mining-industry.html 
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This three-part article series opens a much-needed 
discussion on DE&I, its current status in the M&M 
industry, and how to develop solutions within an 
industry that is already undergoing major changes. 
While M&M organizations are making progress in 
this domain and many have set up diversity targets 
and established partnerships, much still needs to 
be done to reach those ambitious targets and set 
the foundational culture and work environment that 
will allow companies to move from vision to reality. 
M&M organizations need to break down old systems, 
reprioritize their investments, revise their social 
strategy, and redesign their workplaces to improve 
DE&I and unleash its potential. 

In this first article, we will discuss the basics of 
DE&I, what it means to employees, and the broader 
organizational implications. Only by coming to a 
collective understanding of the DE&I imperative can 
the M&M industry begin to reap its benefits.

What do we mean by DE&I?

Let’s begin by level-setting what we mean by DE&I. 
“Diversity, Equity & Inclusion” are often communicated 
with a single label and as one area of focus. And while 
they are greatly connected, they are also importantly 
quite separate. 

Figure 1: Defining DE&I

Diversity of talent refers to a wide range of 
workforce characteristics, seen and unseen, such as 
age, gender, sexual orientation, nationality, ethnicity, 
language, education, religion, socioeconomic 
status, and disability. There is, moreover, a complex, 
cumulative way in which the effects of multiple 
forms of discrimination (such as racism, sexism, 
and classism) combine, overlap, or intersect, in the 
experiences of marginalized individuals or groups. This 
intersectionality of lived experiences explains how 
much of the underlying characteristics that make up 
a person are unseen and lie below the surface. It is 
that breadth and depth of experiences that moves a 
diversity of talent into a diversity of ideas as people 
with differing backgrounds bring varying viewpoints 
and expectations to the table—and protects against 
group think3. 

Equity is about eliminating societal inequities in 
people, processes and systems that limit possibilities 
for marginalized individuals and groups. It is about 
providing equal access and opportunities, ensuring 
impartial, fair and equal possible outcomes for every 
individual4. 

Inclusion refers to the practice of making all members 
of an organization feel welcome and giving them equal 
opportunity to connect, belong, grow, and contribute 
to the organization, while feeling comfortable and 
confident being their authentic selves. It constitutes 
an environment where all individual differences are 
embraced5. 

DIVERSITY EQUITY INCLUSION
Recognizes individual differences 

and the wide ranges of 
workforce characteristics to 

appreciate their value

Eliminates social inequalities in 
people, processes and systems to 
provide equal opportunity for all

Embraces individual differences, 
and  provides equal opportunities 

for contribution to provide a 
sense of belonging

Source: Deloitte Analysis
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Figure 2: M&M companies’ DE&I maturity against Bersin by Deloitte’s Diversity & Inclusion Maturity Model

Moreover, many M&M companies do not track visible 
minority representation or do not publicly disclose 
the numbers. This lack of transparency results in low 
accountability for M&M leaders and allows many DE&I 
issues to go undisclosed and unaddressed. 

These long-standing issues persist in part because of 
the approach taken to remedy the situation. Too often, 
DE&I is introduced via talent measures and quotas. 
While quotas can be used to help reach diversity of 
talent, this action should not be standalone and should 

come with specific actions to understand the pathways 
and barriers to reaching DE&I goals. Permanent 
policies, cultural changes, and long-term strategies 
should be enabled to achieve these targets.

Let’s discuss barriers to DE&I across various minority 
groups as to illuminate some of the complexities 
of intersectionality that must be considered when 
discussing DE&I matters in the industry. The use of 
personas allows us to quickly grasp the ways by which 
barriers are multifactorial. 

HR / Diversity & Inclusion 
team focus on compliance 
with diversity related laws 

and regulations

HR / Diversity & Inclusion 
team owns DE&I, with a 
focus on increasing the 

representation of specific 
groups (e.g., women)

Business leaders own DE&I 
with a focus on levelling the 

playing field for all by 
addressing cultural barriers

Everyone owns DE&I. DE&I is 
seen as critical to business 

strategy and to creating hyper 
performance. Non-inclusive 
behaviors are not tolerated

INTEGRATEDLEADER-LED

MANDATE Transition Point MOVEMENT

LEVEL 1 LEVEL 2 LEVEL 3
LEVEL 4Most M&M organizations are here

PROGRAMMATICCOMPLIANCE

Source: Deloitte Analysis

What is the DE&I reality in M&M?

Though the M&M industry has improved diversity 
efforts over the last few years, with many having set 
diversity of talent targets and mobilized HR initiatives, 
the M&M sector remains largely low in DE&I maturity. 
When considering M&M companies’ DE&I maturity 
against Bersin by Deloitte’s Diversity & Inclusion 
model6, we see that most organizations adopt 
compliance-oriented or programmatic approaches 
and seek to meet compliance requirements and 

target numbers, rather than working on inclusion and 
its larger leadership and cultural implications. As a 
result, the sector suffers some of the worst gender 
representation across both its operations and its 
executive teams. For example, as of 2021, only 15% of 
executives in mining companies were women7. Despite 
diversification efforts, women fill less than one-fifth of 
leadership roles across global mining companies8.
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Figure 3: M&M workforce personas depicting barriers to DE&I 

I work as an Underground Mine Geologist. I love the work I do, but find it really hard to 
navigate workplace stigma as a transgender man. My coworkers continuously use 
non-inclusive language that assumes my gender and sexuality. The worst part of my day 
is using our gendered washrooms which can lead to really confrontational conversations. 
I often feel unsafe, and worry about my colleagues reactions and understanding. 

As someone who’s disabled and uses a wheelchair, it’s hard for me to get around 
the mine site. I wish we had more wheelchair accessible pathways. It would be 
easier for me to get around and collaborate with team members, feel included 

as an equal and a stronger sense of belonging if I don’t have to ask others 
for help to get through doorways or up ramps.

We both work as Managers for a mid-tier mining company. As women in mining, we 
deal with continuous implicit and explicit bias all the time. We’ve received our share of 
inappropriate sexual jokes over the years too. It’s taken a lot of perseverance to get 
where we are, but as we climb the ladder, we’ve noticed that the lack of mentors 
really reduces our ability to keep going and our willingness to stay in the industry.

As a young grad in Mechanical Engineering, culture is the biggest reason I choose to 
opt out of the mining industry. I hear it’s an old boys club, and super hierarchical. I’m 

looking for an employer where I’ll feel accepted. I also hear it’s not focused on 
sustainability. For me that’s a big problem. I need to know what my employer stands 
for, and how it’s trying to contribute to a better future. I’d consider joining mining  if I 

better understood it agenda and how its working to improve the future.

As a Muslim, my faith and religious practices are an essential part of my every day. I 
currently work as an Instrumentation Technician, and while I really value my work in 
supporting new technologies at mine operations, I find it hard to reconcile my religious 
practices with my work. For example, Ramadan is an important religious practice where we 
fast for significant periods of time. I wish my Leaders were open to discussing a change in 
my working pattern during this time, so that I could take extra breaks if I needed to.

I’m a veteran who recently transitioned into a civilian job in heavy diesel mechanics. 
It required some upskilling, but the work builds off my experience in heavy-road transport 
mechanics. I’ve found the transition into the mining culture good, and I think my leadership 
training from the military really comes in handy. My big concern is that I’ve found myself to have 
flare ups of my Post Traumatic Stress Disorder; I get startled by large unexpected noises that 
are generated within operations. I’m finding it hard to have the convo with my Leaders, but I 
know that with proper support and some accommodations, I can continue to do the work.

I recently started working for a Greenfield mine site in my region. As an Indigenous person, 
years of systemic racism in my country really impacted my education. I didn’t go to school 
very long; I was bullied a lot, I got a lot of racial slurs, I felt put down. I left school early and 

started working unskilled labor jobs. I recently started as a Dump Truck Operator! While 
I’m really excited about this new job, I already feel like my ability to advance here is limited. 

I have such little training; I think I’m going to be stuck in lower–level roles.

*Note: Personas are fictional, based on consolidation of reflections from research9
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Why should DE&I be a priority for M&M organizations?

DE&I has been proven to yield significant benefits 
including enhanced employee engagement, a stronger 
brand, and improved performance10. Diversity alone 
is not enough—companies require an equitable and 
inclusive culture that allows for different viewpoints and 
respects the diversity. Multiple studies demonstrate 

that there are quantifiable benefits across multiple 
business domains to having a diverse, equitable and 
inclusive culture. Let’s look at some sample benefits 
of DE&I across three business dimensions: culture 
& talent, productivity & performance, and decision 
making & safety.

The benefits of DE&I are clear, and the science behind 
the numbers have been present for a few years.  Lack 
of DE&I in organizations has opposite and detrimental 
consequences to an organization’s workforce such as 
increases in bullying, lowered employee satisfaction 

and engagement, increase in stress, increase 
in turnover, decrease in team performance and 
productivity which all, ultimately, impacts the  
bottom line.

Figure 4: How DE&I can benefit M&M companies

Culture & talent

Productivity & performance

Decision making & safety

	• Improves attraction as an employer; a US study shows that 80% of workers find inclusion important when 
choosing an employer11, and companies with high DE&I alignment even seen 33% increase in job offer acceptance12 

	• Retains talent; 39% of workers state they would leave their current organization for a more inclusive one, while 
23% have already left13 

	• Promotes transformational leadership; creates the conditions to empower teams and build a sense trust, 
motivating them to do their best work and take risks14 

	• Improves company reputation; A study shows that 44% of executives believe DE&I is an essential driver for 
company reputation15 

	• Improves organizational innovation and agility; organizations with inclusive cultures are 6x more likely to be 
innovative, 6x more likely to be agile, and 6x more likely to anticipate change16 

	• Improves team efficiency; Team that are inclusive make decisions 2x faster with half the number of meetings17 

	• Improves overall financial performance; organizations with inclusive cultures are twice as likely to meet or 
exceed financial targets18 

	• Increases likelihood of financial performance above industry median; Gender-diverse companies are 15% 
more likely to outperform peers and ethnically diverse companies are 35% more likely19

	• Improves decision-making; Diverse and inclusive teams make better business decisions up to 87% of the 
time, and deliver 60% better results20 

	• Increases probability of raising issues and unsafe conditions to management; Inclusive teams see risk 
reduction risk by 30%21 



The Diversity, Equity & Inclusion imperative in mining and metals |Part 1 

What should M&M organizations be doing next?

As the M&M industry is currently undergoing 
major internal changes, such as talent shortages, 
shifting skills demands, and a heightened focus 
on demonstrating Environmental, Social, and 
Governance contributions to stakeholders, it is also 
facing external societal unrest in the face of sexual 
harassment and systemic racism. These forces are 
driving a transformational environment within M&M 
organizations, making it an ideal moment for them to 
act on DE&I. 

Now is the time for M&M organizations to reshape their 
social value proposition with a focus on driving DE&I. 
As we move past the pandemic and companies seek 
to thrive in the new normal, M&M companies need to 

consider the internal factors and changes that must 
be made to improve DE&I in the workforce, and the 
external factors, partnerships with other organizations 
and stakeholders that can improve and build a long-
term strategy for improvement. 

DE&I success in M&M companies requires the 
development of transparent and inclusive workforce 
strategies and innovative work and workplace 
approaches that can lead to sustainable wins and 
changes. Stay tuned for Part 2 and 3 of this series, 
where we will discuss the internal and external art of 
the possible for bringing true DE&I to M&M companies 
and the industry at large.
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