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United Nations Development Fund for 
Women (UNIFEM)
Women’s Empowerment Principles 
launch, New York, 9 March 2010
Equality means Business

Thank you for the opportunity to speak at this significant event.  

Launching these Women’s Empowerment Principles will help to move the gender equality dial and 
measure where we stand.

For the private sector, the principles will help us to locate opportunities for improving gender equality 
in the way we work, thereby creating a more vibrant business environment.

You’ve heard about me. As a group executive, I oversee legal, external affairs, media, security and 
compliance.

Let me tell you about Rio Tinto. We are one of the largest diversified mining companies.  

We find, mine and process mineral resources, such as iron ore, copper and alumina. We employ 
over 100,000 people in over 60 countries. 

Rio Tinto was an early supporter and signatory to the Global Compact in 2000. Our policies, 
standards and overall approach to sustainable development reflect the Global Compact’s ten 
principles.  

There is no doubt that Rio Tinto’s investments in the countries in which we operate provide important 
benefits there. Our projects generate employment and supply chain opportunities, as well as 
government income from royalties. 

Yet these benefits sometimes bypass women. At times women have suffered disproportionately from 
the way projects, which bring a quick injection of wealth into a community, can change and stress a 
society. 

Sadly, mining continues to be perceived as a male oriented industry. Historically, however, women 
have always been miners around the globe.  

Up to 40 per cent of artisanal and small scale miners are female. Yet large scale modern mining has 
tended to exclude women. 
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A resource guide for integrating gender considerations into 
Communities work at Rio Tinto

[Slide 2]  Rio Tinto viewed the development of Why Gender Matters – our guide for 
Communities practitioners - as an opportunity to lead the industry in addressing gender 
considerations across all stages of mine life, from exploration to mine closure. 

The idea came from one of our mining operations in South America (though what you see on 
the screen is a community consultation in India).

Our focus on gender was about addressing equity and equality, but also about how we 
conduct our business successfully. 

We know that greater attention to gender in our Communities work helps our ability to gain 
and maintain a social licence to operate. (We begin with other people’s land, after all.)

It also improves the quality of life and socio-economic conditions of women and men in 
affected communities and it increases local and indigenous employment opportunities and 
skills.

In sum, we believe that to be truly successful, the full spectrum of the communities where we 
operate should have access to the benefits of our investments.
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Rio Tinto defines diversity as 
diversity of perspective. 

Our diversity strategy is all about 
tapping the value that lies in 
differences.

[Slide 3] Rio Tinto has a diversity strategy that is fundamentally about tapping the value that 
lies in differences because it makes good business sense.  

We define diversity as diversity of perspective. 

We want to maximise value from our access to a range of different skills, experience and 
world views, and bring these together to optimally address current and future business 
scenarios. 

Our diversity strategy goes beyond workforce demographics alone. It acknowledges the 
value of diversity of thinking; the diversity of our organisational composition; and the diversity 
of our stakeholders (governments, communities, NGOs, indigenous people, suppliers, etc). 

(You can see a smoking ceremony by indigenous traditional owners in Australia)
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Our workforce diversity goal is to 
have a more balanced and 
representative workforce across 
all demographic dimensions. 
This includes gender. 

[Slide 4] Our longer term workforce diversity goal is to have a more balanced and 
representative workforce across all demographic dimensions.  

We aim to more closely mirror our geographical footprint and the local, national and 
indigenous communities in which we operate. 

Short term, we are committed to increasing representation and balance in gender and 
ethnicity/nationality.

Let me focus on our work with women.
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[Slide 5] As you can see, our operations cut across OECD and non-OECD countries. 

The social, economic and cultural norms of each country pose different challenges in terms 
of how we consult with, employ, and empower women. Let me bring this to life with two 
examples.
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In 2007 the mining sector 
accounted for 27% of 
Mongolia’s GDP.

Rio Tinto has committed to a 
have a 90% Mongolian 
national workforce in the 
production period. 

This requires employment of 
both men and women.
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[Slide 6] Oyu Tolgoi is a gold and copper project located in southern Mongolia, near the 
Chinese-Mongolian border. 

The mining sector is a major – and increasingly important -- contributor to Mongolia’s 
economy. In 2007, it accounted for almost 28 per cent of GDP and 86 per cent of export 
earnings.

As in many countries, the government plays a significant role in deciding who can mine there.

Our commitment to the Mongolian Government is to have a 60 per cent Mongolian national 
workforce in the construction and expansion periods.  This represents 3,600 jobs. We will 
move to 90 per cent nationals, holding 1,800 jobs, during production.  

The ratio of men to women in Mongolia is 1:1. To build the required workforce, and do so in a 
cost effective and sustainable manner, we must employ both men and women. 

From a 2009 baseline study we completed, which included a consultation program to gather 
women’s perspectives, we learned that Mongolian women have historically enjoyed high 
status and freedom.

Yet Mongolian law prevents women from working in underground operations.  

Our challenge now is to work with the government to demonstrate how we train our workers, 
and protect their health and safety, so we gain permission to employ women in a wide range 
of roles. 
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Our challenge is to 
attract women to work in 
mining and to return after 
having children.

This requires flexible 
work arrangements and 
access to quality 
childcare in remote 
areas.
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[Slide 7] In Western Australia, at our Iron Ore operations, we face a different set of challenges.  
As you can see, it is a remotely populated desert with large train sets and bulldozers.

How do we attract more women to work in mining, and to return after having children?  

Here, we needed to help employees balance work and other life commitments.

In 2007, we released a Flexible Work Arrangements Policy that created options for shorter 
shifts during school hours, or flexible hours for female operators to accommodate their 
partners’ rosters.

Access to quality child care in remote sites was also a problem for families and female 
workers. 

RTIO now contributes to regional programmes to create home based child care and increase 
the number of qualified carers there.
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We use target setting as a means 
of driving behavioural change.

By 2013 our goal is for each Rio 
Tinto operating site to have 
communities targets linked to the 
MDGs.

[Slide 8] At a Group level, we continue to review and amend our recruitment, development 
and succession planning approaches to ensure we advance a more diverse talent pool and 
minimise any gender or cultural biases. 

We aim for 30 per cent females in our global graduate intake. We have achieved or 
exceeded this in the last five years. 

Given lower participation rates of women in mining, we have a significant opportunity, 
particularly in developing countries, to increase uptake by women of the more male-
dominated roles. 

We support setting locally determined targets as a means of driving behavioural change. 

By 2013 our goal is for each Rio Tinto operating site to have Communities targets linked to 
the Millennium Development Goals.  

That will enable us to demonstrate our contribution to sustainable development globally and 
our commitment to the economic development of communities and regions where we work. 
Rio Tinto alone will not change cultural norms and deeply entrenched views of gender 
differences. But we have a responsibility to ensure that our actions, rather than exacerbating 
existing inequalities, open opportunities in the communities where we operate. 
We are very committed to delivering on this responsibility.


