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ARTICLE INFO ABSTRACT

Keywords: Despite various challenges in the platinum mining industry, management has to pursue stringent performance
Job resources outcomes on an ongoing basis. The achievement thereof requires a motivated, involved and dedicated work-
Mineworkers

force. This can only be achieved when mineworkers are engaged in their jobs and committed to their organi-
sation. Past research shows that formal and informal job resources can influence employees’ levels of work
engagement, as well as their organisational commitment. The purpose of this research was to explore whether
mineworkers’ perceptions of their organisation’s job resources have an influence on their work engagement and
organisational commitment. The findings show that both organisational respect and employee care have a
statistically significant positive influence on work engagement and organisational commitment. However, em-
ployee care had a stronger influence on both work engagement and organisational commitment than organi-
sational respect. To increase the work engagement and affective organisational commitment of mineworkers, it
is proposed that mining companies invest in workplace practices that enhance employees’ emotional attachment

Work engagement
Organizational commitment
Platinum mining industry

to the organisation.

1. Introduction

South Africa is the world’s largest producer of platinum (Cairncross
and Kisting, 2016), and the country contains 87% of the world’s pla-
tinum group metals (Chaskalson, 2016). Hence, it accounts for a large
proportion of national foreign exchange earnings, is a major source of
employment, and impacts on the socio-economic mobility of South
African communities (Federation for a Sustainable Environment, 2018).
According to Bjornsson (2018), 41% of the 490 000 people who were
employed in the South African mining sector in 2015 were employed in
the platinum mining industry. Many of these employees are migrants
who leave their families behind in rural areas or in neighbouring states
(Federation for a Sustainable Environment, 2018).

Many demands are associated with the mining work environment,
such as mine closure threats, strikes, adverse working conditions,
health and safety risks, excessive production targets, and cultural di-
versity (Abrahamsson et al., 2014; Masia and Pienaar, 2011; Moraka
and Jansen van Rensburg, 2015; Neingo and Tholana, 2016). The North
West platinum corridor (Rustenburg, Marikana, Brits), often referred to
as the Platinum Belt (Rajak, 2016), is known as the site of the Marakana
Massacre. In 2012, 34 mineworkers were shot dead by the South
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African Police Service during a protest fuelled by poor working and
living conditions, as well as a drive to increase wages (Bezuidenhout
and Buhlungu, 2015; Capps, 2015). The Marikana Massacre brought to
light fatal contradictions in the post-apartheid platinum mining sector.
It was clear that the rapid growth in this sector since the first South
African democratic election in 1994 did not bring the ‘comparable ex-
pected gains’ in living conditions and wages for mineworkers, which
Chaskalson (2016, p. 872) attributes to ‘the entry of a BEE elite into the
higher echelons of mining capital’. The latter ‘reinforced rather than
challenged the state’s direct interest in keeping mines as profitable as
possible’ (ibid).

After the Marikana Tragedy, several wildcat strikes followed, af-
fecting the productivity levels of the platinum mines. In 2012 the South
African platinum supply fell to its lowest level since 2001 as a result of
the decline in grades, increased input costs, rising costs of salaries,
transport and electricity, the high cost of underground mining practices
(in comparison to open-cast platinum mining practices elsewhere), as
well as safety stoppages (Capps, 2015; Genc and Jerome, 2014; PWC,
2017). Although 2019 showed indications of a recovery in profitability
in the South African platinum industry — mostly due to a weaker rand
(exchange rate), an improved basket price, and the benefits of previous
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cost restructuring and strategic refocusing of operations — increased
costs and weak production are still evident (PWC, 2019).

These circumstances pose additional challenges to the management
of the workforce in the Platinum Belt, who, despite these demands, has
to pursue stringent performance outcomes on an ongoing basis. The
achievement thereof requires a motivated, involved and dedicated
workforce. In South Africa, the effective management of the evolving
workforce is one of the most important challenges in the mining in-
dustry today (KPMG, 2019).

According to Hoole and Bonneman (2015), an engaged workforce
can increase the required competitive advantage of companies to sur-
vive in the present economic landscape. As positive emotions, motiva-
tional energy and mental resilience are encapsulated in high levels of
work engagement, engaged employees display behaviour that relates to
specific positive outcomes. It enhances individuals’ capability to invest
their efforts in work activities that yield an increase in performance
over time. Therefore, engaged employees’ performance is superior to
the performance of non-engaged employees (Allesandri et al., 2018).
Those who are actively engaged in their work tend to cope better with
excessive demands in their work environment, adapt more readily to
organisational change, and inclined to overcome workplace challenges
in creative ways (Bakker and Demerouti, 2008; Geldenhuys et al., 2014;
Othman and Nasurdin, 2012; Parent and Lovelace, 2015; Paul and
Maiti, 2007; Sorenson, 2013; Voki¢ and Hernaus, 2015; Youssef and
Luthans, 2007).

Employees’ affective attitudes also influence their commitment to
their organisations. Employees who have positive perceptions and ex-
periences of their organisation, have enhanced levels of affective or-
ganisational commitment, and are subsequently more prepared to in-
vest in and contribute to the organisation. They also tend to stay longer
with the organisation. Past studies showed that employees’ organisa-
tional commitment plays a paramount role in the success and profit-
ability of the organisation (Casper et al., 2002; Mercurio, 2015) as it
enhances organisational performance (Bandula and Jayatilake, 2016;
Rashid et al., 2003; Singh and Karki, 2015).

Since both work engagement and organisational commitment en-
hance organisational performance (Cheche et al., 2017; Singh, 2019;
Singh and Karki, 2015), the challenge for managers in mining compa-
nies is to counteract the negative implications of the challenging job
demands and work environment by positively influencing employees to
keep them engaged in their work and committed to the organisation.
The job demands-resources (JD-R) model (Bakker and Demerouti,
2007) proposes that occupational stresses and strains are caused by job
demands and mitigated by job resources. Job demands can be physical,
psychological, social or organisational in nature. In the mining in-
dustry, typical job demands are safety hazards, excessive production
targets, job insecurity, and working in remote and socially isolated
areas. These demands have physical or psychological costs and require
sustained physical or psychological effort. On the other hand, job re-
sources refer to those aspects of the job that reduce the job demands, as
well as the related psychological and physiological costs thereof. They
can be derived from the organisation, from the task itself, or from social
relations at work, such as co-worker support, job security, autonomy,
and developmental and advancement opportunities. Job resources may
be formal or informal. For instance, organisations can provide formal
support by means of organisational practices or policies (e.g., health
and safety policies, well-being programmes), and informal support by
means of managerial and supervisor support. Employees see supportive
job resources as resources they can use to buffer job demands, and
motivate them intrinsically or extrinsically (Bakker et al., 2011; Bakker
and Demerouti, 2008; Hammer et al., 2009; Rhoades and Eisenberger,
2002).

In comparison to job demands, job resources are more strongly as-
sociated with positive outcomes, such as work engagement and orga-
nisational commitment (Allen and Shanock, 2013; Hakanen et al.,
2005). When employees’ perceive their organisations’ practices as
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supportive, respectful and caring towards them, it enhances their desire
to deal with their work demands effectively, and it positively influences
their affective attitudes towards their work and organisation
(Mphahlele et al., 2018; Sonnentag, 2017). Past studies in the mining
industry showed statistically significant relationships between work
engagement and job resources, such as social support, autonomy
(Mostert and Rathbone, 2001), and leadership style (Bezuidenhout and
Schultz, 2013). With regard to organisational commitment, a study in
the gold mining industry in Ghana (Amponsah-Tawiah and Mensah,
2016) showed that employees’ perceptions of health and safety man-
agement practices influence their organisational commitment, while a
South African study in a mine in Mpumalanga indicated a statistically
significant relationship between managers’ leadership styles and orga-
nisational commitment (Mclaggan et al., 2013).

Due to the crucial role that employees’ affective attitudes play,
Mercurio (2015) stresses the importance of identifying and researching
those job resources that are able to enhance the emotional attachment
of employees to their organisations specifically. To date, few empirical
studies have investigated the role of job resources in the work en-
gagement and organisational commitment of employees in the platinum
mining sector. Therefore, the purpose of this research was to fill this
gap by exploring the influence of job resources on platinum mine-
workers’ work engagement and organisational commitment.

2. Work engagement and organisational commitment
2.1. Work engagement

Among the various definitions, the common denominators in de-
fining work engagement are the energetic, enthusiastic and passionate
drive that employees display in attaining their work goals while feeling
completely involved and committed in the execution of their job tasks
(Macey and Schneider, 2008; Markos and Sridevi, 2010; Schaufeli,
2013). Although Schaufeli (2013, p. 25) describes work engagement as
‘a positive, fulfilling, work-related state of mind that is characterised by
vigour, dedication, and absorption’, many researchers regard dedica-
tion and vigour as the ‘core components’ of work engagement
(Schaufeli, 2013; Taris et al., 2017). ‘Vigour’ means that employees
approach their tasks with a high level of motivational energy char-
acterised by mental resilience and sustained effort, while ‘dedication’
refers to experiencing a sense of significance about one’s work, and at
the same time feeling inspired, challenged and proud in the execution
thereof (Schaufeli et al., 2002; Sonnentag, 2017). Employees with high
levels of vigour and dedication have superior ways to manage job de-
mands and challenges, while also managing their physical and psy-
chological well-being (Mache et al., 2014; Schaufeli and Bakker, 2004;
Waddell, 2015).

Employees who are emotionally engaged in their work feel happy
and experience other similar pleasant feelings about their work (Kahn,
1990). Therefore, it can be seen as a psychological state in which em-
ployees feel a close involvement in their organisation’s success. They
draw from their membership of the organisation, and from their work
itself, a high level of personal satisfaction, affirmation and inspiration.
This motivates them to keep to high standards when completing their
tasks, even exceeding the stated job requirements in order to meet
service demands and performance targets. Hence, work engagement
can be directly linked to increased productivity and less absenteeism
(Christian et al., 2011; Gllbahar, 2017; Hakanen and Schaufeli, 2012;
Macey and Schneider, 2008; Schaufeli and Bakker, 2010; Soane, 2013;
Sonnentag, 2017).

2.2. Organisational commitment
Organisational commitment refers to an attitude or psychological

state characterising employees’ relationships with their employer and
subsequently influencing their decisions to stay or leave the
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organisation. Meyer et al. (1993) propose that organisational commit-
ment consists of three components: affective-, normative- and con-
tinuous organisational commitment. Affective organisational commit-
ment relates to employees’ emotional attachment to the organisation,
while normative commitment involves an obligation to remain in the
organisation due to a strong feeling of responsibility to the organisa-
tion. Continuous commitment is the result of the calculated perceived
economic and social costs of leaving the organisation. Employees with
high levels of continuous commitment stay at the organisation because
they need to, while employees with high levels of affective commitment
stay with the organisation because they want to (Meyer et al., 2002). As
a result of their positive perceptions and experiences with the organi-
sation, employees with a high level of affective commitment experience
feelings of warmth, affection and loyalty towards the organisation and
have a strong desire to stay with the organisation (Casper et al., 2011).
Therefore, affective organisational commitment has the strongest in-
fluence on employees’ work behaviours and is regarded as the ‘core
essence’ of the organisational commitment construct (Mercurio, 2015).

3. Job resources and its relationship to work engagement and
organisational commitment

Employees’ perceptions of supportive job resources shape their af-
fective attitudes towards their organisation. For instance, job demands,
such as excessive production targets, may undermine employees’ per-
ceptions of their employers’ respect and care for them, especially if they
feel there is a lack of formal and informal workplace support to achieve
these targets (Liao, 2011). Empirical evidence shows that when em-
ployees’ perceive their organisation’s practices as non-supportive or
insufficient, it may leave them overwhelmed, despondent, or even cy-
nical towards their organisation as they are not able to manage the
demands of their job effectively (Duong et al., 2015).

Organisational respect is defined as formal workplace practices that
reflect employers’ trustworthiness and ethical behaviour, as well as how
much they value their employees. Employee care is an informal job re-
source that refers to employees’ perceiving their managers or super-
visors as caring, prepared to listen to them, paying attention to their
concerns, and treating them well (Parker and Hyett, 2011). By ex-
pressing concern for the well-being of employees, valuing their work,
and assisting them in their career development, managers are creating a
supportive and caring climate (Paterson et al., 2014). On the other
hand, when workplace conditions and practices reflect a lack of at-
tentiveness to employee workloads, concerns and well-being, it is in-
dicative of management failing to value their employees (Dollard and
Bakker, 2010). This diminishes the resources that could help them cope
with their job demands (Alzyoud et al., 2015; Dollard and Bakker,
2010).

Both formal and informal job resources can influence employees’
levels of work engagement (Alzyoud et al., 2015; Halbesleben, 2010),
as well as their organisational commitment (Allen and Shanock, 2013).
Therefore, effective managers and supervisors can counteract high job
demands by increasing job resources, keeping employees engaged, and
ensuring higher levels of well-being. On the other hand, ‘poor quality
relationships between managers and employees is characterised by job
demands swamping employees until they become disengaged’
(Brunetto et al., 2014, p. 2348). When employees experience care and
goodwill from their employer and supervisors, they also feel more
commitment towards the organisation (Kehoe and Wright, 2013;
Morrow, 2011; Park et al., 2014). A longitudinal study including a
sample of over 500 employees in their first year of employment showed
that employees’ perceptions of organisational support are related to
their level of organisational commitment (Allen and Shanock, 2013).
This is due to employees perceiving supportive workplace practices as
an indication of the organisation’s commitment to them, and in return,
they display higher levels of organisational commitment (Eisenberger
et al., 1986; Park et al., 2014).
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4. Purpose and context of the study
4.1. Purpose

The purpose of the study was to explore the influence of job re-
sources (organisational respect and employee care) on platinum mine-
workers’ work engagement and organisational commitment.

4.2. Context of the study

The Bushveld Igneous Complex (BIC), situated in the North West
province, Limpopo and Mpumalanga, is home to South Africa’s pla-
tinum deposits (Chaskalson, 2016). The present study was conducted in
the North West province, in the Platinum Belt, described by Rajak
(2016, p. 932) as a ‘patchwork of industrial zones’, each under the
domain of one of many multinationals ‘that mine the rich seams of the
reefs below’ — translating ‘into an awkward social topography above
ground’. The study included nine different platinum mines in and
around the city of Rustenburg, and it was conducted as part of a larger
interdisciplinary project.

Platinum mining in and around Rustenburg started during the
1920s, but only vastly expanded during the late 1980s. In contrast to
the decline of many of the other South African mining areas over the
last three decades, the platinum boom contributed to a large-scale in-
flux of people (mostly male migrant workers) into Rustenburg, a huge
expansion in infrastructure and investment, and a large number of in-
formal housing settlements. This changed the face of the town
(Bezuidenhout and Buhlungu, 2015). Between 1990 and the first
decade of the 21st century, Rustenburg became one of the fastest-
growing urban economies in the country. As platinum replaced gold in
the South African mining sector, Rustenburg became the headquarters
of platinum mining in the country (South African Cities Network
(SACN), 2017; Marais et al., 2019).

5. Methods
5.1. Sample

During this multidisciplinary study, fieldworkers collected data
from mining households using random sampling. Approximately 2323
individuals completed various sections of a household survey. The bulk
of the survey focused on the economic and socio-economic aspects of
mining and society. For example, access to running water, type of
dwelling, and municipal services were investigated. A sub-section of the
household survey focused on mineworkers’ perceptions of the job re-
sources (i.e., workplace practices) available to them, and their levels of
work engagement and organisational commitment. Useable data from
202 mineworkers were analysed — constituting our sample. The sample
for the present study consisted of non-managerial skilled and semi-
skilled mineworkers. The latter include plant and machine operators
and assemblers, technicians and trade workers, and services and sales
workers.

5.2. Measurement

The constructs were measured as follows.

Work engagement (dependent variable): The two core components of
work engagement (vigour and dedication) were measured using the
short form of the Utrecht Work Engagement Scale (UWES). Work en-
gagement was treated as unidimensional (de Bruin and Henn, 2013;
Schaufeli et al., 2006, 2002).

Affective commitment (dependent variable): Three items from the
Organisational Commitment Scale (Meyer et al., 1993) were used to
measure affective organisational commitment.

Organisational respect for employees (independent variable): Seven
items from the Work Well-Being Questionnaire (Parker and Hyett,
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2011) were used to measure this variable. The items measure the extent
to which employees perceive the senior management of their organi-
sation as trustworthy and whether their organisation values and treats
them well.

Employee care (independent variable): Seven items from the Work
Well-Being Questionnaire (Parker and Hyett, 2011) were used to
measure the extent to which employees perceive their managers and
supervisors as willing to listen, understanding of their work-related
concerns, and caring in general.

5.3. Data analysis

Reliability estimates associated with the four variables were de-
termined using Cronbach’s alpha. Values of 0.6 and higher are in-
dicative of reliable measures (Field, 2005; Hair et al., 2006, pp. 137,
778). To determine the extent to which organisational respect for em-
ployees and employee care (independent variables) are related to both
work engagement and organisational commitment (dependent vari-
ables), Pearson’s Product Moment Correlation and Multiple Regression
were used (Field, 2005; Hair et al., 2006).

6. Findings
6.1. Sample characteristics

The majority of the sample (64%) have been living in Rustenburg
for 10 or more years. Most of the respondents (69%) worked for one of
the major platinum mines in the area, while 31% worked at eight other
platinum mines. Individuals are employed as plant and machine op-
erators and assemblers (25%), technicians and trade workers (19%),
and services and sales workers (12%). The majority of this sample is
male (87%) and Black (98.5%). In terms of home language, the majority
of the sample speak Setswana (55%), isiXhosa (20%), or Sesotho (14%).
Fifty-two per cent of the sample are married, while 6% are living with a
partner. In terms of union membership, the majority belong to a union
(62%). Approximately 75% of the respondents stated that their em-
ployers deducted money for medical aid, while approximately 95% had
deductions for pension.

6.2. Overall levels of work engagement, organisational commitment,
organisational respect for employees, and employee care

From Table 1 below, it is clear that the mineworkers have above-
average levels of work engagement and organisational commitment
(dependent variables). In addition, they seem to perceive their orga-
nisation’s workplace practices as reflecting organisational respect, as
well as caring for its employees (independent variables). It should also
be noted that all four variables have acceptable reliabilities (0.7 and
higher).

6.3. Correlations between organisational respect for employees and
employee care (independent variables) and work engagement and
organisational commitment (dependent variables)

Both the independent variables (organisational respect and em-
ployee care) were statistically significantly correlated with work

Table 1
Descriptive statistics (n = 202).
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Table 2
Correlations between independent variables and both work engagement and
organisational commitment (n = 202).

Independent Variables Dependent Variables

Work Engagement Organisational Commitment

0.439+*
0.372+*

0463+
0.4427

Employee Care
Organisational Respect

** p < 0.001.

engagement and organisational commitment (see Table 2). The stron-
gest correlation was between employee care and organisational com-
mitment (r = 0.463, p = 0.000). Using Guilford’s informal interpreta-
tion for the magnitude of r, this correlation can be interpreted as
moderate (Tredoux and Durrheim, 2002). Organisational respect had
the weakest correlation with work engagement (r = 0.372, p = 0.000).
Again using Guilford’s guidelines, this correlation can be interpreted as
low (Tredoux and Durrheim, 2002). In short, all four the correlations
are weak given that they are below the threshold of 0.5.

6.4. Multiple regression: the influence of organisational respect and
employee care on work engagement and organisational commitment

Both the independent variables (organisational respect and em-
ployee care) had a statistically significant influence on individuals’ le-
vels of work engagement (see Table 3). Employee care explained 19.2%
of the variance in work engagement, while organisational respect
contributed 2.5% to the variance in the dependent variable. This re-
gression model was statistically significant (F = 26.669, p = 0.000).

From Table 4 below, it is evident that organisational respect and
employee care (independent variables) have a statistically significant
influence on organisational commitment. 21.5% of the variance in or-
ganisational commitment was attributed to employee care, while 5.1%
was explained by organisational respect. This regression model was also
statistically significant (F = 34.724, p = 0.000).

It is interesting to note that organisational respect and employee
care had a stronger statistically significant influence on organisational
commitment (26.6%) than work engagement (21.7%). Also, employee
care explained a much higher percentage of the variance in both work
engagement (19.2%) and organisational commitment (21.5%) in com-
parison with organisational respect (2.5% in work engagement and
5.1% in organisational respect).

7. Discussion

The purpose of this research was to explore whether mineworkers’
perceptions of job resources (i.e., workplace practices that reflect or-
ganisational respect and care for the employee) have an influence on
their work engagement and organisational commitment. The findings
show that organisational respect had a statistically significant positive
influence on both work engagement and organisational commitment.
Employee care also had a statistically significant positive influence on
work engagement and organisational commitment. Although these
correlations were statistically significant, they could still be considered
weak. It is therefore necessary to interpret them in the context of

Variable Minimum Maximum Mean Standard deviation Cronbach’s alpha
Employee Care 2 7 5.4064 0.92975 0.962

Affective Organisational Commitment 1 7 4.8547 1.51962 0.932
Organisational Respect 2 7 5.0909 1.03700 0.890

Work Engagement 2 7 5.2055 0.84515 .948
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Table 3
Significant predictors of work engagement (Stepwise Multiple Regression,
n = 202).

Independent Variables Standardised beta coefficients t-value
Employee Care 0.336%* 4.403
Organisational Respect 0.189* 2.477
* p < 0.05.
** p < 0.001.
Table 4
Significant predictors of organisational commitment (Stepwise Multiple
Regression, n = 202).
Independent Variables Standardised beta coefficients t-value
Employee Care 0.317%* 4.287
Organisational Respect 0.269** 3.645

** p < 0.001.

previous empirical results with a strong theoretical basis.

The literature shows that organisations can support employees
through both formal organisational policies and practices and informal
support (Bartlett, 2001; Hammer et al., 2009; Karatepe and Uludag,
2008; Mercurio, 2015). Employee care is regarded as an informal type
of support as it relates to the relationship between the manager/su-
pervisor and the employee, while organisational respect is reflected
through the formal workplace practices of the organisation. The find-
ings of the present study show that employee care had a stronger in-
fluence on both work engagement and organisational commitment than
organisational respect. These results support the notion that received
informal support, as reflected in the quality of the relationship between
the manager/supervisor and employee, plays a stronger role in em-
ployees’ affective attitudes than the formal support embedded in the
organisation. This may be so because the manager/supervisor is the
primary contact between the employee and the organisation. Em-
ployees usually negotiate with their managers/supervisors on a day-to-
day basis for support, as they are responsible for the implementation of
workplace practices (Levinson, 1965; Rofcanin et al., 2017).

To gain deeper insight into the role that organisational respect and
employee care play in mineworkers’ work engagement and organisa-
tional commitment, an understanding of the psychological processes
that underlie the relationship between employees and their organisa-
tions is needed. Based on Emersonds (1976) social exchange theory,
Liao (2011) explains how the relationship between the organisation or
manager/supervisor and the employee is reciprocal in nature. For in-
stance, perceived positive (or negative) behaviour from the organisa-
tion or manager/supervisor is reciprocated by positive (or negative)
behaviour from the employee. Employees who experience goodwill,
respect and care from their organisation or manager/supervisor (as
reflected in its formal and informal workplace practices), will in return
show their goodwill by means of increased work engagement and or-
ganisational commitment. In other words, according to the social ex-
change theory, employees weigh the potential risks and benefits of
social relationships. When the risks outweigh the advantages, em-
ployees will terminate or (emotionally) abandon the relationship. The
findings from the study support the theoretical notion on reciprocity,
proposed by the social exchange theory, that social behaviour is the
consequence of an exchange process (Gouldner, 1960; Coyle-Shapiro
and Shore, 2007).

The findings of the present study also support previous empirical
studies within the context of the mining industry. Two previous South
African studies related the leadership style of the manager or supervisor
to work engagement and organisational commitment, respectively. A
study in a gold mine in the North West Province (Bezuidenhout and
Schultz, 2013) showed that charismatic transformational leadership
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(the ability to create a work climate that enables employees to achieve
their objectives, paying individual attention to employees, and showing
concern for their development) predicted work engagement. Another
study by Mclaggan et al. (2013) at a coal mine in Phola in the Mpu-
malanga province showed that employees’ reporting to supervisors who
adopt a transformational leadership style, show an interest in their
employees, make them feel important, and value their input, show
more affective commitment towards their organisation. According to
Mclaggan et al. (2013), such employees perceive themselves to be an
important asset to the organisation and therefore, in turn, enhance their
commitment to the organisation.

Other past studies related to work engagement in the mining en-
vironment found that perceived organisational support, such as effec-
tive communication, autonomy, role clarity, and supervisory and co-
worker support, can enhance work engagement in the mining sector
(Mphahlele et al., 2018; Palo and Rothmann, 2016; Rothmann and
Joubert, 2007). Furthermore, a study among employees from two pla-
tinum mining companies in Rustenburg, North West province, South
Africa, showed that job resources, such as supervisor and co-workers
support, were associated with high work engagement (Hlapho, 2015).

A related study conducted in three large-scale gold mining compa-
nies in Ghana (Amponsah-Tawiah and Mensah, 2016) showed that
employees’ perceptions of the way the organisation manages occupa-
tional health and safety issues had a statistically significant influence on
employees’ affective commitment. Employees’ emotional attachment
and identification with the organisation is enhanced when they have a
positive perception of the management of health and safety on the job.
The findings of the present study also support previous empirical stu-
dies outside the mining environment (Alzyoud et al., 2015; Brunetto
et al., 2014; Kehoe and Wright, 2013; Morrow, 2011; Park et al., 2014),
indicating that employees experience higher levels of work engagement
and feel more committed towards their organisations when they ex-
perience care and goodwill from their organisation and managers or
supervisors.

8. Concluding comments

The findings of the present study show the importance of job re-
sources that reflect respect and care for mineworkers in order to en-
hance their work engagement and affective organisational commit-
ment. Mining companies can create job resources to help influence the
negative effect of job demands on their employees’ work engagement
and affective organisational commitment. However, it is important to
note that employees’ perceptions of the available informal and formal
organisational support, and their ability to access this support, override
the objective indicators of support, as their perceptions influence their
cognitive appraisals of the situation (Glazer, 2006). Employees’ per-
ceptions of their organisation’s supportive workplace practices reflect a
level of understanding of and responsiveness to employee concerns and
help them cope more effectively with psychological or other job de-
mands (Paterson et al., 2014). Therefore, it seems both formal and in-
formal support may play an important role in increasing Platinum Belt
mineworkers’ work engagement and organisational commitment. It is
thus proposed that they do not only invest in formal and informal
workplace practices that reflect respect and care for their employees,
which subsequently increase the positive affective attitudes of their
employees. They should also expose supervisors and managers to the
necessary training to provide care and assistance to the mineworkers
when needed.
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