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Foreword

Over the last twenty years I have been in the very fortunate position of 
being able to listen to what our industry leaders have said … and observe, 
applaud, challenge and commend what they have achieved in an increas-
ingly complex and testing global environment. 

The leadership styles, methods, procedures, requirements and chal-
lenges of the past have provided little in the way of precedents for the 
present. What was current for yesterday’s environment is often inade-
quate for that of tomorrow – things can change that rapidly. We have 
seen unprecedented change in commodity demand and rapidly changing 
technologies, and are faced with ever increasingly difficult exploration 
and mining geology, rising nationalism of both first and third world 
countries, increased community scrutiny, shareholder wrath, increased 
focus on risk management and the rewards that all are seeking from our 
industry. As a consequence, a different style and skill set is needed by our 
leaders – one for which there is no ‘manual’. Underlying all of this is a 
quest to satisfy commodity demand from emerging nations, notably 
China where urbanisation and infrastructure development in 34 years 
has matched that which Europe struggled to achieve in 300 years. 

The ever increasing demand on companies to achieve and then main-
tain the ‘social licence to operate’ has meant that mining leaders are 
required to satisfy a further, and incredibly complex, set of stakeholders. 
A growing trend of anti-development interest groups using sophisticated 
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tions of governance regulations. An advisory board could draw upon 
geopolitical, technical, competitor, finance, community and workforce 
knowledge and experience.

Interestingly, as I write this observation, the changing of the guard in 
the top 40 resource companies and in particular the top 10 has seen the 
onset of a period of austerity and the consequent focus of leaders on cost 
control, as opposed to growth and emphasis on new opportunities, as 
seen over the past decade.

When I look at the riches that the mining industry has generated 
during the recent commodity price boom I can rank the beneficiaries as 
Governments (through taxes and royalties), bankers and financial institu-
tions, company executives, suppliers, employees…then the shareholders 
and community stakeholders a poor last. As a result, the current focus on 
the social licence to operate, returns to shareholders and questions 
regarding executive rewards and productivity is no surprise. Clearly the 
industry had the balance wrong, but equally the industry has not effec-
tively explained itself to its various stakeholders.

Over the life of Swann Global I have worked with and watched the 
cycles where the builders, the acquirers, the entrepreneurs, the conserva-
tives, have all made contributions to our fascinating and alluring industry. 
The recent downturn in the industry is a downturn in prices not produc-
tion. Production continues to be a priority and, come late 2014/15, 
customers, shareholders and governments alike will all be asking the 
question about increased capacity to satisfy the demands of an insatiable 
world. And the cycle will go around again.

In light of this, one of the particular objectives of this book is to touch 
on both the challenges and triumphs of a diverse group of twenty people 
during their tenures as leaders in an industry that is, in every way, global. 
The openness of this group of exceptional people is greatly appreciated, 
and it is hoped that the contents will be a reference point for others as 
they contemplate their careers in this industry. 

There was no great science in selecting the twenty leaders whose 
insights are shared here. There was an emphasis on including a cross-
section of leaders with diversity across disciplines, gender, age and 
geography. While there were naturally many others who we would have 
liked to have included in this volume, we settled on twenty simply to 
align with the twenty years of Swann Global’s existence. The following 
insights are assembled in order of age for no particular reason other  
than ease.

strategies to frustrate and delay projects only serves to further distract 
leaders from their primary role of creating benefits for all stakeholders 
associated with mining companies, be they shareholders, employees, 
local communities or governments.

Boards of directors have become an increasing target for activists 
seeking greater performance from the companies in their sights, and I 
fear that the original purpose of boards is being constrained by increasing 
governance. Whilst I am not against this, I am concerned that the intru-
sion of governance issues impacts significantly on the efforts of directors, 
causing an exaggerated concentration on managing risk and legal aspects 
rather than the performance of the company. One outcome of this is that 
strategy, performance and growth of the company – be it production, or 
returns to shareholders – tends not to receive the attention it should. 

In fact, the role of Boards, in the main, seems to have morphed into a 
governance activity which, it is argued, is in the best interest of share-
holders. But, equally one could argue that it does not address the best 
interests of the performance of the company and hence shareholder 
returns.

This increased pressure regarding governance has, by necessity, deliv-
ered us companies that accommodate a broad range of stakeholders and 
greater business ethics. Whilst the governance and guidance has 
improved transparency, hence allowing shareholders to have greater 
faith in the investments they have made, I am not confident that has led 
to increased returns.

However, on what is an increasingly uneven playing field, in global 
terms, the continuous disclosure elements of governance required of 
publicly listed companies provides competitors (particularly State Owned 
Enterprises and private equity funds) with enormous amounts of data 
with which to compete. This supply of data includes costs of commodi-
ties and prices, costs of acquisition of assets, capital expenditure and 
information on growth opportunities. One consequence of this is that, 
over time, returns to shareholders, be they individuals, banks or super 
funds, will diminish.

The demands on mining industry leaders to meet these many pres-
sure points have multiplied significantly in the past decade.

Perhaps one method of addressing these issues is increased use of 
advisory boards where a Chief Executive and or Board members can 
access a completely different set of skills and knowledge. It could allow 
strategic input for the short, medium and long term without the distrac-
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A special thank you is offered to each person who accepted the invita-
tion to participate in this book. Their valuable contribution of thoughts 
and ideas relating to leadership will provide inspiration to many…and 
their acceptance has helped create this milestone for Swann Global’s 
twentieth year. 

John Murray
Group Managing Director 
The Swann Group Pty Ltd
Melbourne 
Australia

December 2013

Editor’s summary

Unearthing wisdom – in the widest sense as well as unearthing riches 
from the earth’s crust – has enabled mankind to progress and improve 
our way of life. Continuing the process is vital. More than ever, we are 
faced with an increasing rate of change and thus that on-going need to 
‘keep up’. If we keep ourselves involved with the search process the 
rewards can be considerable. The contents of this book are designed to 
help people, whether they are just starting out, progressing along the 
road or at the end of their journey.

The twenty articles deliver much accumulated wisdom into the read-
er’s hands. The Foreword by John Murray gives the reader an outline of 
much accumulated experience, observations on current day methods as 
well as some suggestions for the future. John is more than ably qualified 
to make these observations given that he is a long standing adviser, con-
fidante and observer of the industry’s leaders.

The widely recognised industry figure, Chris Fraser, has also added 
his considerable knowledge for the production of this book.

All up, the texts are a concise and valuable contribution to the process 
of passing on wisdom, providing suggestions for the leaders of today and 
inspiring the leaders in the future.  

Text book wisdom is one thing but the wisdom gained from hard 
earned experience by people applying themselves to activities in 
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The interviews

exploration, mining, processing of minerals and then selling the output 
paints a lot more colour on to a broad canvas.

In commissioning the three writers, one each based in Melbourne, 
London and Shanghai, to interview twenty key people, Swann Global has 
helped with the ongoing search process for wisdom and the experiences 
of successful people. Importantly, the wisdom represents views from 
around the world. 

To save the reader the need to dig deep, the twenty articles present a 
convenient summary of the journey each person has taken in their career 
to date. For those readers embarking on their journey there is helpful 
advice. For readers who have completed the journey there are various 
points-of-view to reflect upon. 

One of the many things which emerges from the articles is the point 
that leadership styles today reflect many different approaches, but they 
highlight the concept of ‘taking people with you’. 

Rod. Lindblade
Melbourne
Australia

December 2013
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HugH MorgAn AC

An overview from the top

by John RoSS

 
 

Hugh Morgan, having been at the forefront of Australian business, 
mining and banking, is perfectly positioned to overview the Australian 
mining industry, past, present and future. He does not mince words 
about the outlook, describing it as both exciting and depressing.

On the exciting side he sees the re-emergence of an industry after a 
decline of 30 years, and a raft of technology changes creating a revolu-
tion that has extended the earth’s surface as a valuable resource. 
However, he laments the slowdown which devastated the industry from 
1972 to 2002, forgotten, he says, by people whose observation span is 
dramatically narrow and  focused on the present.

“I have seen both a mini boom during the 60s, then a decline in com-
modity prices from 1972 to 2002, almost a linear decline for 30 years. That 
had a major destructive influence on capacity, both capital and intel- 
lectual. Corporations were castigated for over-investing in declining 
opportunities, universities closed faculties of engineering and metal-
lurgy, geologists drove taxis and ran corner stores and milk bars.

“So, when the change came, to meet China’s requirements, the supply 
chain was totally incapable of responding. As a consequence there was an 
enthusiastic demand for product that could not be met by the supply 
chain and an ever-upward bidding for the product. This promoted in the 
mind of the broader community that knows nothing of this history,  

“Few people really recognise just 
how intensely people below look 
upwards, how they interpret 
behaviour patterns of leaders.”
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“During the last 50 years we have seen a repositioning of people’s 
work experience. Many years ago, the bulk of our employees were in 
farming, manufacturing, a bit of service and a bit of government. It was 
like a pyramid structure of categories, with the ‘doers’ having the large 
part of the pyramid.

“Now we actually have a reversed pyramid on the OECD analysis.  
In mining, we have about 2.5% of the workforce. We have 4% or 5%  
in farming, some 10% in manufacturing and something like 83% in 
services. 

“Many of those in the service sector help substantially with what goes 
on in life, but we tend also to add in all those people who take in each 
other’s washing. They are not exposed as they used to be in the past so 
don’t know what it means to get your hands dirty, to actually build some-
thing, to do things in the way in which nations are built. They are the 
‘talkers’, not the ‘doers’.

“So it is much harder for there to be a comprehension of what it  
takes to get things done, Those in the service sector looking outwardly at 
this minority of builders and are becoming, in part, ‘arm chair’ commen-
tators.” 

Morgan says the mining industry tends to be very much about project 
achievement, designated and designed activity. “Then we have those 
who see through the wrong end of a telescope at what these people seem 
to be doing. This engenders a natural misunderstanding on both sides of 
how to manage each other.” 

The regulatory era
Morgan feels that that the new generation in mining is probably more 
pre-conditioned to accepting multi-layers of regulations and restraints. 
“In my book they come here with much unrecognised lead in the saddle 
bag. They are less inquiring about why it is that we are loaded with a 
regulatory overburden.

“It’s a political imperative that our leaders have responded to … the 
creation of a regulatory era, the cost of which is time, an item that rarely 
has a dollar value attached to it. Rather, it is a function of public demand, 
a quest for turf by conflicting jurisdictions in political parties and of polit-
ical bureaucracies duplicating requirements.

“For example, in the development of the Olympic Dam project we 
dealt with 54 government departments. I didn’t know there were 54 gov-
ernment departments! At the completion of it I asked for a particular 

nothing of this industry, that there was a windfall and everybody should 
climb on board.” 

Technological r iches
Morgan is enthused by the application of tremendous scientific and tech-
nological advances, and says there is a lack of understanding that the 
majority of the world’s software programmes, for geological and mine 
planning purposes, comes from Australia. “It is a stunning technological 
but un-merchandised success and has a momentum that is changing our 
industry as almost never before.”

He instances the remote management of trucks. “You will see the 
cabin removed, you will see the boxes running around being hugely effi-
cient, driven 100% efficiently all of the time. This technology has also 
been at the forefront of the remote management of railways.

“I think you will see the time when mines will be managed in that 
technological sense from one country to another. Distance is irrelevant. 
When Olympic Dam mine was designed and implemented in the first 
part of the 1980’s, the control room had 64,000 data points reading in real 
time. It was very much automated from underground train management, 
underground ore handling through the shaft to delivery of materials into 
the train. We are seeing more steps forward now with the increased capac-
ity for bringing IT facilities and concepts into the industry.”

Morgan says the great consequence of new technology and the com-
mercialisation of lower mineral yields, is that a greater proportion of the 
earth’s surface, above the water or under the water, has changed in classifi-
cation from being just an interesting mineralisation into a valued ore body. 

“If you went back 100 years the average grade of copper that has been 
mined was probably in the order of 2.5%. In 2012 it was about 0.5%. 

“The provision of these valued products enable our communities to 
have a high standard of living – electricity, wireless, motors, motor cars 
with windows that go up, all this sort of thing – is being enhanced day by 
day and there is no shortage of resources.

“Any actual shortage of resources is man-made, it’s of our own choice. 
If we choose to say no, then we choose to make the resource scarce, but 
we know that the resource is available.” 

Workforce change
Morgan finds a less happy side of the Australian outlook in the reposi-
tioning of the workforce from a production to a service environment.

“Any actual 
shortage of 
resources is 
man-made, it’s  
of our own choice. 
 If we choose to  
say no, then we 
choose to make  
the resource 
scarce, but we 
know that the 
resource is 
available.”
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“BHP embarked upon three major undertakings all of which have 
payback periods that are well outside the 10 year standard, to find then 
that the major shareholders were screaming because they would get no 
benefit during the time that was relevant to their management. Each 
project was important to create long-term material benefit, but in seeing 
three proposals at one time the fund managers effectively revolted.

“This is a modern day illustration of the tension with respect to share-
holder needs and major company needs. How can you balance them? 
Maybe you can only take on a bit of that at a time, not a lot at one time.”

Feels for board members considering the liabilit ies they face
Morgan says his credo has been to avoid public company boards since he 
left WMC Resources in 2003, and he feels for the position of the modern 
board member.

consultant, who was a very free thinking libertarian, to go into the com-
pany to try to find out ‘What, did we think, all of this cost us?’“ 

“Within a very short period, he came back and said that we had a 
problem. He explained; ‘Most of the people with whom the discussion 
took place saw nothing unusual about what they were doing’.

“So to take that a step further, if you have an engineer today and that 
engineer is asked to go build a road between A and B, he’ll start off deal-
ing with the heritage department, the Aboriginal department, the 
environment department, the roads department etc.

“He’ll find nothing unusual about this. He doesn’t start off by saying: 
‘That road between Melbourne and Adelaide was built with none of these 
people. I wonder how it was done, and why am I doing all of these things 
today? And why am I doing it with local, state, federal governments all 
crawling over each other? Is this vast, so-called ‘service sector’, helping 
me?’ So there’s not the same query about ‘What is the cost of all this?’

“And yet we look in wonderment at other countries where they 
achieve things in a fraction of the time that we take. Maybe they are less 
regulated, maybe they do not take the same care, maybe there are some 
flaws in the project, but there’s no comparison in the cost structure 
between the two. So ultimately this expresses itself in competitiveness in 
the future of that industry and, finally, the financial health of the country. 
I hasten to add that in most of the administrative areas the officers are just 
doing their job and frequently do seek to assist where they can. It’s not 
always a personal complaint – it’s about process, cost and effectiveness.”

Fund management inf luences
Morgan sees fund managers as a vital, and sometimes regressive, ele-
ment in the future of Australian mining. 

“I’ve never seen a CEO fired because his share price went up. So the 
major shareholder is actually more important than your Chairman, 
because if the share price goes up your safe. If the share price comes down 
you can be certain that it will not be the shareholder that has misman-
aged the business. They will want their money back, they will want 
blood! 

“And this is relating to a mining industry, where so much capital and 
facilitation of infrastructure has to be provided in an unusual sense, com-
pared with a city venture. Alcoa Australia really paid no cash dividends, 
other than nominal ones that went back in, from 1961 to 1985. Today it 
will be impossible for a company to recreate Alcoa Australia.

“There are times when you might need to be a high ego, dictatorial person that is fit for 
purpose, but I believe they do not last, because what that leader is really doing is setting a 
culture within a corporation.”
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within the team misbehaves, it’s a brand name disaster. Everybody gets 
tarred with the same brush. The retailers understand this, the mass 
market understands this and are very sensitive to brand damage. 

“As a consequence, leaders have to have a consciousness of culture 
throughout the whole corporation. My guess is that cultural change, one 
way or another, takes about a decade to actually sift through a corporation.”

Finding Leaders
When looking for future leaders Morgan says that talented individuals 
tend to create their own aura. He says bright sparks are identified early, 
and they tend to have peer group respect and find senior people taking 
notice of them.

“If I was to pick out such a person I would obviously go for my ex-
Chairman at WMC Resources, Sir Arvi Parbo. I mean he is the one person 
in the world in whom I have never seen an interest in personal advance-
ment, not one ounce of ambition to go up the ladder, but he was identified 
as someone talented. He was sound, he had all of the right attributes and 
was pulled upwards rather than climbing upwards. 

“So there’s a classic example of self-selection. That’s the unusual 
because most ‘bright sparks’ probably have a sense of ambition and the 
smarts to be noticed. They would also be very smart if they didn’t over-
step the mark, because they would soon be put down. 

“If I was talking to somebody in the industry today I’d be saying: ‘I 
would prefer you to be an engineer, but then I would also prefer you to 
then do Arts or Law etc., so that you actually cross-bred yourself. You can 
talk to several, what I call, technical languages, so you have technical 
respect in all spheres.’

“I would suggest that you make sure you get your hands dirty in oper-
ations early, before you’ve got a wife and kids and all the other obligations, 
because these experiences will last with you forever. They are as impor-
tant as any Harvard qualification, even more so, because they are the 
foundation that not only enriches your judgment experience, but also 
enables people to identify you as differentiated from other candidates 
without that experience.” 

“And that is not only because of the increase of liabilities, but also 
because of the increased workload, the increased public angst at direc-
tors, and particularly the pejorative and aggressive Federal legislation. 
The bulk of this legislation denies the rule of law concept, and makes the 
potential participation on boards today an unrecognised health hazard. 
Today, if something is seen to ‘go wrong’, it is not just the company that 
gets sued, it is the company and each of the directors.

“The litigation starts by spraying out an attack on everybody conceiv-
able with the result that the time and engagement that’s required, and the 
risk that is subsequently run, is not covered by the directors and officers 
liability cover. It is a charade. So I see people of significant skills and com-
mitment crucified in this process and I can only see it getting worse, not 
better. 

“If you buy something, sell something, do something outside the ordi-
nary there are going to be committees and board meetings. This is not a 
function of rocking up to 10 board meetings a year. 

“So effectively, if it’s an active corporation, you have to be able to con-
tribute as required according to the company’s timetable, not your diary. 
You no longer own your diary.”

Leadership
Morgan feels that there is no ideal of leadership, but rather the knack of 
finding a person ‘fit for purpose and time’. “There is no pool of Leonardo 
Da Vinci’s that you can just pluck out and say ‘here’s the perfect person 
that I’ll put in to meet all circumstances’.”

“I guess, Churchill is a very good example, fit for purpose at one time 
and, to his surprise, found the rest didn’t think he was fit for purpose at 
another time. 

“If I was to ask what’s needed in the widest sense, I would say you 
probably need to have a fairly strong ego. It is, in my book, a ‘bloody busi-
ness’ and you need to be a bit bloody yourself to survive in it. There are 
times when you might need to be a high ego, dictatorial person that is fit 
for purpose, but I believe they do not last, because what that leader is 
really doing is setting a culture within a corporation.

“I would say few people really recognise just how intensely people 
below look upwards, how they interpret behaviour patterns of leaders 
and are fairly adroit at digesting and assessing what they’re like. 

“Cultural performance of course is critical to a corporation’s survival 
today, because what has also happened is the concept that if anybody 

“Today, if 
something is 
seen to ‘go 
wrong’, it is not 
just the 
company that 
gets sued, it is 
the company 
and each of the 
directors.”

“Most ‘bright 
sparks’ probably 
have a sense of 
ambition and  
the smarts to  
be noticed. They 
would also be  
very smart if 
they didn’t 
overstep the 
mark, because 
they would soon 
be put down.”
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Don MerCer

Appreciating the fundamentals 
of business

by John RoSS

Don Mercer believes effective leaders are like a coach, a mentor and 
an enabler who can communicate a clear direction for individuals to 
follow.

The course of Don Mercer’s business life began when he was in school 
uniform, recruited by BP and sent to university as an employee, in his 
case, to study chemistry at St Andrews University, Scotland. He liked the 
oil industry, but he discovered as an employee that he was more inter-
ested in management than research. “You can be lucky in this life”, he 
says about the next move, which was to be chosen among those with 
good degrees to read social sciences in a British Government scholarship 
scheme. He went to Manchester University to do a Master’s Degree in 
Economics, studying subjects like organisation theory. 

As he was thinking ‘where to after this’, he got an opportunity to 
work for Shell and write his thesis on them – on the economics and man-
agement of research and development. He says: “The application of my 
experience did not help the British Government in any way, shape of 
form. But I think it helped Shell.

“The best university in the world” is how he describes the Dutch owned 
but globally operating Shell company and he is impressed by the Dutch 
(and the French) way of doing business. “Their respect for correct decision 
making is greater than their respect for money, however they make money 
at a rate most American and British companies would kill for.”

“My view on leadership is that you 
are like a coach, a mentor, an 
enabler and you understand where 
you are going and communicate 
and motivate.”
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development. Shell had very good career development and I was on the 
list. And, just at that time Shell was making the mistake of deciding their 
oil was going to run out and began to diversify into coal and metals. For 
example, Shell acquired the Billiton company, as it was at the time, and I 
got transferred into Holland to run a small subsidiary. That’s an opportu-
nity a late 20 year old doesn’t often get, but the reason I got it was that I 
was obviously interested.

“In the coal business with Shell I had the dawning realisation that the 
reserves and availability of resources are a function of their price. This 
came about partly because of the oil crisis, and you could see the same 
thing happening in coal. You have got to be very careful about thinking 
you are going to run out, because when the price goes shooting up all of 
a sudden there is a vast amount of new resources and reserves which 
become available, as long as it is a higher price. The notion of sensible 
understanding of the availability, the growth and the price link in between 
demand and supply – that settled in my head in a way that has helped me 
avoid some really stupid decisions.”

Career development 
“What you need is a system of personnel management so that you are 
actually bringing in your share of people who you believe have got 
talent. You are judging at that time some combination of academic excel-
lence, character and ambition. You are bringing in a number of these 
each year knowing that you are going to lose half of them. Then it is 
getting to know these people, letting them get to know you. There will 
be some sense at quite an early stage about what their potential and 
career path might be. 

“I am not sure that process is as effective as it used to be because 
nobody is looking to spend a career in a company. That’s one of the things 
that has changed, the experience I and a lot of my friends had of up to 40 
years in one company. I think we may have also lost something quite 
important, Corporate Memory is what you might call it.

“If you are recruiting senior talent you’ve got to know very much 
what you are looking for. If you are looking for someone who is going to 
be your chief operating officer, or someone who is going to run your 
mergers and acquisition you are looking for a particular skill set, you are 
looking for a particular experience and you are looking for a good chem-
istry fit – the human side of it all.” 

He says the biggest single decision he ever took was to leave Shell and 
to join ANZ Bank in Australia and it was one of the things that caused 
him the greatest heartache. “A bit of a bungee jump, but with hindsight, 
one of the best things I ever did. And, I’ve still got my friends at Shell.”

Don Mercer sees enjoyment as the sustaining ingredient in working. 
“I liked Shell, I liked everything about it. I liked banking – I liked every-
thing about it. There aren’t many businesses in which, if you have done 
what you are supposed to be doing, you finish up with a tremendous 
general knowledge. It was not so much ‘all the balls in the air’ as balls in 
all sorts of different areas.” 

Leadership
“My view of leadership is that you are like a coach, a mentor, an enabler 
and you are able to understand where you are going and communicate 
and motivate. What you create, if you are good, is what I call the volun-
teer mindset – people actually want to do what you want them to do. 
And part of that can be social. I mean, my way is to try to engage people, 
not just as a person who does a KPI or something, but see them as some-
one who has a family, someone who is involved in the company. What 
you get is a sense of loyalty in the place, you get a sense of people want-
ing to do things not for any other reason but that they understand, they 
enjoy. That, to me, is also the essence of good corporate culture. I learned 
that in Shell. It was just an absolute pleasure to be part of it. 

“However, I have seen the other thing. I shan’t name the person, but 
the model he followed would have been Captain Bligh – ‘This place is 
going to work if I have to flog every last man.’ He managed through fear, 
and got results. But only for a while. You finish up having to correct from 
a lot of the excesses. You might say there are horses for courses. There can 
be a time when you need a bit of a scorched-earth policy. The exponents 
move on pretty quickly. They are not stayers. They probably think of 
themselves as change agents.”

Advancement
“If you are a person in a big company and if you have the good fortune 
to have the eye of somebody senior, then that person can mentor you 
and also help you to be heard. 

“What got me, I think, my go in Shell, was that I went beyond the 
actual chemistry into the economic and business focus of research and 

“What got me,  
I think, my go in 
Shell, was that  
I went beyond 
the actual 
chemistry into 
the economic 
business, 
business focus  
of research and 
development.”
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how to manage it well. In the earlier model the bank branch was like a 
small bank and the manager would know you, and there would be 
accountants and so on. If you even went on holiday to New South Wales 
and wanted to draw money you would actually have to make a special 
arrangement with the bank. ‘Do you remember those days?’

“These days what banks are doing is essentially managing informa-
tion. You are actually banking with the big bank computer – they have 
got all the data in there. The branch is no more than a service delivery 
point, although there is a need for good counter staff and for good access 
to the systems.

“When it comes to lending decisions there will be a quite separate pro-
cess, not necessarily linked to the branch or the counter that you go to 
frequently. The notion of relationship management in banking – when you 
are an understood individual – is what has been lost. It is still true for wealthy 
individuals, if they deal with a private bank, but for the great majority of 
people, the bank wouldn’t know you from a bar of soap. That is clearly poor, 
and I don’t think it will last, but will the solution be more sophisticated tech-
nology or the re-introduction of people? I suspect the former.

“The banks and airlines are the two leading edge areas of information 
technology. The world stops if their systems go down – the back-up 
arrangements, the duplication, the risk management. It is like a moon 
shot. If your systems go down, you’re wrecked.” 

Business cycles 
“Despite everybody’s best endeavours you have periods of tremendous 
good stuff and you have periods of doom and gloom. ‘We’ll all be 
ruined!.’ And one of the facts of life is that during the good times it is so 
important to get stuff done that you will spend on the costs side. We 
have had such a long run on commodities with prices going up and new 
projects and so on, that I wouldn’t be the least bit surprised to find that 
management has been pretty sloppy everywhere. The priority is to ‘get 
it done’. If it costs you a lot more than you first thought it doesn’t matter 
– get it done, get it working. And get the stuff on the market. 

“Australia has always been expensive, but there are times of boom and 
times of consolidation and focus on efficiency. Quite frankly, the trick, if 
you are a good enough CEO, is to keep that efficiency focus even when 
times are good. But the pressures are usually such that you won’t make a 
100 per cent success of that. It is too easy to make good profits if you get 
the volume levels higher.” 

Operational planning 
“Delegate. Firstly, you construct an 
organisation that works. And that’s 
actually one of the most interesting 
parts of top management. It’s the 
sort of stuff where you might want 
to get help from consultants if you 
don’t feel you’ve got the answers 
yourself, but it’s getting the set-up 
so that you know what needs to be 
done and whose going to do it. You 
are confident you haven’t got any 
bits missing, and you are watching 
what happens. Getting that right is 
everything.

“If you think you know every-
thing that is happening you should 
watch your complacency. My way of 
trying to cope with that is to get out 
and about a lot. The test I have is 
that the stuff I’m hearing in head 

office – around the table at board meetings, executive meetings and so on 
– is the same down the organisation from people who have no idea what’s 
been said. What you are looking for is consistency of practice, in attitude 
and values and so forth in people from whom you are well removed. 
Also, if you are in business with customers, you spend a bit of time with 
them. What you are looking for is input on what the world sees, as dis-
tinct from what you hear.” 

Company inter face
“A lot of the big companies don’t have retail customers. They are selling 
to other companies, and to that extent, the customers they have are very 
well informed. If they are in the public eye, it is for market share reasons 
or because of environmental management or government relations rea-
sons. But that is not true of the banks, it is not true of Telstra or an awful 
lot of companies where a mass interaction with the public is what they 
do for a living.

“What is so sad, is that there are no bank managers these days. It is the 
effect of modern information technology. I don’t think that we yet know 

Don Mercer sees 
enjoyment as the 
sustaining ingredient 
in working.

“If you think  
you know 
everything that  
is happening,  
you should  
watch your 
complacency.”
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Challenges for CEOs 
Mercer raises a few points about challenges for CEOs and starts by point-
ing out that you are not going to be a good CEO if you are not comfortable 
with the way technology is changing, including, by the by, the way we 
communicate. This is going to be important and CEOs are going to have 
to be able to handle it. However, it won’t just be about communication 
– it will be just about everything. It is going to be moving your business 
and your business structure, and just about everything you can think of, 
so that it actually embraces continual change.

“Take retailers for example. It is technology that has destroyed them. 
It won’t be that you’re a ‘techo’, it will be that you understand what tech-
nological change means for your business. If you are going to be put out 
of business, at least put yourself out of business and don’t let some other 
organisation do it for you.

“The other big change is going to be internationalisation. I don’t think 
that is stoppable. Apart from some catastrophe like a World War or what-
ever (which you wouldn’t rule out, by the way, given the politicians in 
some countries), it is going to be an increasingly integrated world.”

Phasing out
“When you leave executive life you probably will do a five day week. 
You take on too much. You will go on to Boards, or the Government 
may want you to do things. As you get older and wiser you might realise 
that if you did a bit less you might do what you do a little bit better and 
enjoy it more.

“I’m nicely on my way out and after a year or two I shall have finished. 
I just have Air Liquide Australia, which I greatly enjoy. I am a huge fan of 
the way the French go about their business, and they remind me a lot of the 
Dutch, who I like too. I don’t want to be past my use-by date. If I went to a 
business function 10 years ago I would know everybody in the room. At a 
comparable function nowadays there will be a few old fogeys like me and 
then there is a whole generation that I don’t really know. That is the signal.”

Technological change
“In the mining world, information technology is a driver. The automa-
tion of underground mining is full-throttle on. I’m not going to say we 
will finish up with no people underground, but essentially if you think 
about what is going on down there in one of our big rock factories, all of 
the things that can dig it out or grab it out can be driven from the sur-
face. It is all possible. You need a few people around, but essentially you 
are looking at automated equipment. The abilities of these sensors and 
machines to manage themselves are quite extraordinary.

“So there is going to be a big, big change in the way underground 
mining is done. In open cut you don’t actually need a driver in those big 
trucks that haul the material. CSIRO is very active in it, and certainly the 
big miners. Rio has a particular name in this area, but they are not alone 
in it by any means.” 

Investors, government and media 
“At Chief Executive level these external issues take a lot of time. I used to 
think of it this way: that your investors have to be given the time – it is their 
money and so on. They really don’t want to hear from anybody but the 
chief executive. I used to try to get around all the serious investors once a 
year. You are taking three or four weeks out of your year, just on that.

“The second area is Government. In the case of the bank, you have 
got the Reserve Bank and all the reporting that goes on. It is actually 
about making sure that people are well informed. You probably have a 
member of staff whose time is all on government relations. You have got 
to put the time in, because the business in not independent in any real 
sense. It is an integral part of the community which is actually quite legit-
imately interested and involved. You can’t say, ‘it is none of your business’. 
You just have to put the effort in, and to get their trust and confidence is 
very, very important. 

“The media are the hardest lot to deal with because I am not sure of 
their integrity. They are looking for a news story and they are looking to 
beat stuff up and stir up trouble. How do you deal with them? The answer 
is, ‘It takes one to know one.’ You have got to get your own media people 
who are allowed to manage their own, and the best thing you can do is 
keep out of their way. I relied heavily on good media advice from experts. 
We used to have a media training unit for executives, but you need pro-
fessional help. This isn’t an issue for individuals, integrity and honest 
communications – this is a game.”

“So there is 
going to be a 
big, big change 
in the way 
underground 
mining is done.”
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Diego HernanDez 

Developing others 
and creating opportunities

by PhiL iPPA AndeR Son

                                                     
Born in Chile, Diego Hernandez has worked across South America’s 
mining industry with different organisations for four decades. Achiev-
ing leadership at a young age, he has built a reputation for his 
technical capability and knowledge of the region’s natural resources.

With four decades’ experience in South American mining and a CV 
that spans state-owned organisations and big international mining 
names, including Rio Tinto, BHP Billiton and Anglo American, Diego 
Hernandez offers sound career advice. He recommends that those aspir-
ing to leadership keep their eye on two things: The learning curve and 
contribution curve. “When you can’t learn or you can’t contribute, then 
it is time to move on,” he says.

His contribution curve typically peaked at four to five years; hence his 
regular pattern of career moves. “I have always been aware of the learn-
ing process,” he says. “Typically, you are learning in the first year, 
contributing a lot in the second year, and by the fourth year your contri-
bution is at its peak.” He adds that to build a successful career it is vital to 
choose roles where you can learn from others, stating that “to respect 
your boss they need to have more knowledge and skills than you.”

Hernandez’s clear love of mining is bound up with his love of his 
country. “Part of the reason I like mining is that I can be in a world class 
business but live here in Santiago.” Mining has offered him a career  

“When you can’t learn or 
can’t contribute, then it’s 
time to move on.”
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And it was to Brazil that he went for his first job in 1973, to an engi-
neering company dedicated to mining projects. Brazil was booming. He 
started as engineer No. 16 and within 12 months there were more than a 
hundred mining engineers. That first role gave him a breadth of experi-
ence and enabled him to prove his worth, though he believes there was 
an element of luck with his second role. 

The 60-year-old general manager was retiring at a medium-sized 
mine, owned by a French investment group. And with his Paris studies 
on his CV, Hernandez was offered the role. Aged 25, with just one year’s 
experience under his belt, he was to lead a team of 600. Today, when he 
finds himself questioning whether he should appoint someone young to 
a big role, he reminds himself of how that opportunity launched his 
career. “You have to give young people the opportunity as others did for 
you. When promotion is deserved, it is positive for the individual and the 
organisation.” 

He spent six years in that second 
role, which he says was probably too 
long but did not adversely affect his 
career overall. In 1980 he moved back to 
his native Chile as second in command 
at what was then the biggest private 
mine in Chile, Empresa Minera Mantos 
Blancos. From then, his career was about 
scale as he moved on to roles in larger 
mines or bigger projects. 

Asked if his career has been about 
steady progress or making smart deci-
sions, he responds that it was more 
about taking risks to move to a different 
company. “When you look at a new role 
or compete for a role, you need to ask 
yourself ‘what does my predecessor or 
my competitor have that is better than 
me?’ If you compare yourself, it helps to 
be objective and also increases your 
confidence,” he states.

After four and a half years back in 
Chile, he moved on to a large project at 
Rio Tinto. He states that in many ways 

flavoured by variety, helped he believes by the location of mines away 
from cities. “When I first started my career, mines were in remote areas. 
This meant that as the manager you were responsible for a lot of resources 
including people,” he explains. “It was like organising and running a 
small society. I preferred to be out and about and not at my desk all day.” 

Born in Chile in 1948, Hernandez is the son of two teachers, with his 
art teacher father also working as a professional painter. Although their 
careers did not make his parents financially rich, Hernandez believes he 
benefited in other ways. He enjoyed long holidays with them each year 
and their support with his education helped him to be better than aver-
age. “Up to the age of eight I was good at school, but from then on I was 
top of the class,” he states.

His parents’ work took them to Panama and later to Venezuela for 
what he describes as “economic and professional reasons”. With his older 
brother he spent a year in Venezuela and then returned to boarding 
school until his parents went back to Chile.

“The year in Venezuela was a kind of sabbatical when I was 11,” he 
states. “It is a small place and I met people from all over South America. It 
gave me international exposure for the first time.” 

His school achievements, particularly maths, made following his 
brother to the University of Chile to read engineering an obvious route. 
A harder decision was which speciality of engineering to choose after his 
first three years.

“I could have done any aspect of engineering but chose mining by a 
process of elimination,” he explains. “It seemed to cover a little of every-
thing: planning, geology, electrical and mechanical engineering and so 
forth. And you need to understand people, markets and management. 
That attracted me – being a mining engineer working in management 
you need to be a generalist and not a specialist.” His view is that mining 
leaders have to be technically competent to have strength in understanding 
every aspect of the business. But he adds that they need to be aware their 
role is to set the direction rather than solve specific technical problems.

Having spent the first three years of his degree in Santiago, Hernan-
dez won a scholarship enabling him to go to Paris to complete his degree 
at the Ecole Nationale Supérieure des Mines de Paris. In 1969 it was hard to 
travel outside Chile – because of “distance, cost and other reasons” – and 
it was to be a defining experience. He not only gained European expo-
sure, which would stand him in good stead early in his career, but he also 
met his wife who was from Brazil. 

Those aspiring to leadership need to keep their eye on two 
things: The learning curve and contribution curve.
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for opportunities to grow the business and keeping an eye on external 
issues including stakeholders, the environment, communities, competi-
tors and the global economy. 

“You need to understand what is going on in the world and how that 
might affect your business and the broader industry,” says Hernandez. 
“This is particularly important when you are working in a country like 
Chile, which in many ways feels like an island. Communication and con-
nectivity are easier today but we keep that sense of remoteness in our 
culture.”

With globalisation and the switch from mining in the northern to the 
southern hemisphere, Hernandez sees a clear role and great opportunity 
for South America – along with Australia, and South Africa – to provide 
the world’s raw materials. “Some people believe in resource curse, but 
resources should be considered a blessing. Natural resources are a great 
opportunity, particularly for Chile. We need to ensure that resources help 
us to grow our country. Historically, in previous cycles, we have lost 
opportunities. But now is the time to take the advantage.”

As the world’s largest copper producer, Chile is poised for success. 
“We are a small country of just 16.5 million people,” he states. “We have 
few competitive practices and mining is one.” One opportunity for Chile 
is to build on the value chain of the business and not on the value chain of 
the commodity, according to Hernandez. He sees that Australia has ben-
efited from the declining interest from mining service companies in the 
northern hemisphere, and is now developing service and equipment 
companies. This lateral integration, Hernandez believes, would benefit 
Chile more than vertical integration. 

However, Chile’s mining industry faces a number of big challenges, 
including energy, water, increasing regulation, and the rising cost of 
labour. As a leader in the industry, Hernandez works with the country’s 
Chamber of Mines to get these big topics out on the table and under dis-
cussion.

Energy is an issue because of availability and cost. Chilean electricity 
is among the most expensive in the world, with power costs having 
climbed 11 per cent year on year since 2000. In addition, there is no 
national transmission infrastructure and although ad hoc private plant 
could be built, regulation makes it increasingly difficult to get permission 
to produce or transmit power. More government institutions and a grow-
ing environmental movement are making it increasingly difficult to get 
new energy projects approved, irrespective of their standard and quality.

it is harder to change an existing culture than it is to start from scratch as 
he did when he moved on to his next role. This was to lead the launch of 
Chile’s Collahuasi copper project, an open pit operation and the world’s 
fourth largest copper mine, which started commercial production in 
1999. 

Other majors that feature on his résumé include Vale, where he led 
the non-ferrous area in Rio de Janeiro, before returning to Chile with 
BHP as president of base metals. More recently he headed the Chilean 
state owned copper mining company Codelco, the largest copper produc-
ing company in the world. 

And he was CEO in August 2010 when Codelco was called on because 
33 miners were trapped 700 metres underground in the small privately-
owned San José mine. The story was watched by millions of people across 
the globe as it was thought impossible that anyone would survive. How-
ever, with Codelco’s significant resource and expertise, all 33 miners were 
brought to the surface alive after 69 days. 

“While I would never want such an incident ever to be repeated, the 
world saw the strength of the Chilean mining industry’s capabilities,” 
Hernandez states. “The accident happened because of the bad practice of 
one small company. But with good organisation and quality know-how 
there was a positive outcome.”

Today Hernandez is CEO of the largest privately-owned Chilean 
mining company Antofagasta Minerals, a copper mining group which 
is listed on the London Stock Exchange and a constituent of the FTSE-
100 index. 

His views on leadership are clear. For Hernandez, leadership is 
about “common sense and engaging people” but he believes there is a 
risk that as business becomes more sophisticated people will forget the 
basics. “We are victims of thinking that management is a science. I 
believe it is an art.” 

To be a successful leader you have to be able to manage people in all 
directions. “The number of stakeholders is increasing as environmental 
and community issues become increasingly important,” he says. “As a 
mining leader you are in between, managing financial, technical and 
human resources. You need to both co-ordinate your resources and 
manage the different stakeholders to be able to operate today.”

Hernandez reckons he has to spend 50 per cent of his time looking 
after the business internally, ensuring he has the right organisation with 
the right resources. He divides the other half of his time between looking 

“We are victims 
of thinking that 
management  
is a science.  
I believe it is  
an art.”

“You need to 
understand 
what is going on 
in the world and 
how that might 
affect your 
business  
and the broader 
industry.”
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was privatised he says that the only relationship between the country’s 
government and the mining companies would be tax. “It is important for 
all stakeholders to understand that mining contributes more than taxes,” 
he states. 

One of the characteristics of the Chilean mining industry is that it is 
heavily unionised, something that Hernandez has dealt with throughout 
his career. Typically the average union representation in Chilean indus-
try is around 10 to 20 per cent, while the average union representation in 
mining is more than 90 per cent. 

“You have to respect that. It is a legal right which you cannot ignore,” 
says Hernandez. “You have to understand that the union has a role, try to 
build a good relationship over good and bad times and always keep the 
discussion on what you can control and what interests both parties. You 
should seek to have a win-win approach.”

Having seen many cycles during his career, he is aware that this dif-
ferentiates the mining industry. “We can control almost everything 
except the price for which our goods are sold,” he states. To be successful, 
leaders have to understand that there will always be cycles as they have to 
manage “to survive during low prices and still be there as big as possible 
for the good times.” 

He believes that the cyclicality of the industry creates a certain disci-
pline yet during the recent long good price cycle some of that financial 
discipline was lost. The industry needs to recover its former approach 
quickly, he states, as the signs are that the recent good cycle has turned. 

Despite this, he believes the mining industry has a great future. “With 
everything that is happening today, the world needs more commodities,” 
he states. “With growing populations in developing countries, there will 
be a need for raw materials for many years to come.” 

The major thread through his career has been the support of his 
family. “I was lucky to have my wife and four children with me as we 
have moved houses, places and countries.” He adds that there are few 
things he would have done differently. “To be a respected leader takes 
time and a good team. You need to have a leadership style which ensures 
everyone can contribute and encourages a good team. Importantly, you 
have to avoid micro-management as it does not allow people to perform 
well. Successful leaders develop others and create opportunities.”

“We have the copper deposits but if we do not solve this fundamental 
issue of energy, we will have a shortage of power in the medium term,” 
he says. 

Lower rainfall in recent years and shrinking glaciers, have made water 
a concern across Chile but particularly in the mining industry, because of 
water-intensive production methods and the location of mines in desert 
areas. Increasingly mining companies have been turning to desalinated 
water or water pumped from the sea. But both these solutions require the 
costly and scarce energy.

An additional challenge is the rising labour costs. Salaries rose 80 per 
cent between 2000 –2011, while national productivity only increased by 
half that rate. Today Chileans working in the mining industry earn the 
highest salaries in South America and the sixth highest in the world. One 
factor is the changing profile of the country’s labour force; more than 
two-thirds experience tertiary education today, contrasted with the basic 
primary education which was typical when Hernandez started his career. 

More than 10 per cent of employment in Chile is attributable to 
mining, through direct and indirect jobs. What Hernandez describes as 

the “mining clusters” are vital as 
communities build and local 
businesses develop around the 
mines. “Mining is important for 
Chile – it makes a great contribu-
tion to our country. When you 
are a leader it is not just about 
making the business successful it 
is also about making a social con-
tribution. I am proud to be part 
of that.” 

One third of the country’s 
copper production is controlled 
by state company Codelco with 
the other two thirds managed by 
private companies, mainly inter-
national businesses. Hernandez 
believes this is the right balance. 
The international companies 
bring new technology and new 
know-how. If the whole industry 

His contribution 
curve typically 
peaked at four to 
five years, hence a 
regular pattern of 
career moves.

“Successful 
leaders develop 
others and 
create 
opportunities.”
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terry burgess

Mining needs long term focus

by John RoSS

Terry Burgess is strong on both gender and cultural diversity as well 
as being very inclusive. He has an enviable broad range of experience 
… he is very much a well-rounded global citizen with his background 
in mining management and operation in Australia, Africa and Europe. 

The short-term focus of the market is one of the great challenges of the 
mining sector, even for large companies, according to Terry Burgess. 
“You’ve seen that recently, with shareholders saying, ‘Well we don’t 
want you to invest $20 billion in a project that is going to see returns in 
10 or 15 years time. We want to see that $20 billion returned to share-
holders, because we need that money now. In a business that is long-term 
and is cyclical, without a longterm vision you are going to end up with a 
mining industry that is much less sustainable and with more pro-
nounced, and possibly damaging, cycles.”

Despite his concerns over the conservative market, Burgess is very pos-
itive about the future of mining. ”Urbanisation in many different countries 
has a fair way to go – like India and China – and then the next stage is urban 
regeneration around the world. With these stages in the development of 
large numbers of people the world is going to need metals, either in the 
infrastructure, with iron ore or coal, or in business and residential con-
struction, with metals such as copper, aluminium and zinc.” 

“If you want to stand out, 
just make the extra effort 
– prepare for a meeting, 
read up on topics 
beforehand, speak out 
with ideas that you think 
might be appropriate.” 
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on this program more tools to help them 
to be better leaders, be better managers 
or better engineers. We can say to them, 
‘Even though we are a small company, 
stay with us and we’ll offer you this pro-
gram, which could lead on to an MBA 
program that we will sponsor’.

“In a big company like BHP Billiton 
you can move from different divisions or 
different parts of the world, but with a 
small a company like ours they can at least 
say, ‘Well, we can progress our career and 
our knowledge base and our experience 
by staying with this company.’ ”

Of his own attributes, Burgess stres-
ses the importance of communication.  
“I like to make sure that people are fully 
informed about the things they need to 
do in their job. I think I’m reasonably 
good at picking up the nuances when 
people are not catching on to what’s hap-
pening, or when two people are talking 
and there is a disconnect.

“I am relatively optimistic about the future. I think that it is too easy 
to dwell on all the things that might be going wrong. I’m hard-working, 
but I think that it is fundamental to be trusted. I believe that you are only 
as good as the last thing you did and your reputation depends on that. You 
have to be someone that people can trust.”

Employment programmes
OZ Minerals has a target where 25% of the people employed in each of 
its six job bands, are women and Burgess says it has been exceeded in 
some areas. “The first stage was to identify the areas where we were 
having the biggest challenge, which was found to be in the supervisor 
level. We selected a number of women in the job band below that one 
and gave them an opportunity though workshops, through mentoring, 
through some coaching in developing themselves and giving them the 
confidence that they could advance. That has been successful and we 
have been able to promote a number of women to the supervisor level.” 

Terry Burgess’ start in mining was one big adventure. After he gradu-
ated in metallurgy in England he married and went to Zambia, to work 
in copper mining with Anglo American. It was the start of the sort of 
globe-trotting life all too familiar to mining operatives, with the sort of 
career-affecting decision making that can carry you from Africa to 
Canada in a trice. 

He says: “One of the best things in mining is you can go anywhere in 
the world. If you stuck a pin in a map, in most places in the world, you 
could go there on mining business.” He is a long distance runner, both in 
the business and athletic sense, but now alternates his early morning runs 
to the office with more body-saving exercises like Pilates. “But”, he says, 
“if you want to keep fit and you are always travelling, you can run wher-
ever you go.” OZ Minerals, which he joined in 2009, has major projects in 
South Australia, and Terry Burgess has high praise for the long term com-
mitment of the South Australian Government in assisting mining 
enterprise.

Leadership
The most important element of leadership is developing a team, says 
Burgess. “You need to have a broad group of people who are contribut-
ing to the direction of the company. People have natural strengths and 
natural weaknesses and you might get to a stage when they are not 
going to be able to overcome those weaker areas. If you are conscious of 
this you can bring in people who might compensate for those weaker 
areas in the team. Someone could be, say, innovative coming up with 
good ideas, but may not be good at looking at the fine detail. If you have 
someone working alongside them who is good at detail, then as a com-
bination they will be much stronger.”

Burgess says that finding talent is more important now than it used to 
be, especially as the industry doesn’t suit all people and the fallout rate is 
quite high. “My view is that it doesn’t take much to be better than aver-
age. I often say to some of the younger members of the team, if you want 
to stand out just make the extra effort – prepare for a meeting, read up on 
topics beforehand, speak out with ideas that you think might be appropri-
ate. If you simply demonstrate these things then you are going to be 
better than average.” 

‘‘In OZ Minerals we try to identify our emerging leaders. Most 
recently we have been identifying women that we think have potential, 
through a program we call Leading My Career. We are giving the women 

“Recently we 
have been 
identifying 
women that  
we think have 
potential, 
through a 
program we  
call ‘Leading  
My Career’”.  

The short term focus of the market is one of the challenges 
for the mining sector, even for large companies.
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were saying, ‘You really have to do those sorts of things, you must exam-
ine where you are in your career.’ ”

Technological change
Advances in technology, says Burgess, are increasingly removing people 
from the risky areas of mining, making a safer and more efficient work-
ing environment. “The IT side of the business is really leaping forward. 
We have precision equipment in very tight areas and we know where 
that equipment is, we know what it is doing and we can log everything. 
Many companies are talking about autonomous trucks and those sorts 
of things. I don‘t know if we are going to necessarily go that way, but we 
can get some spin-offs from that technology to make things easier.

“We already have some underground equipment being remotely 
operated at Prominent Hill in South Australia. In our new project at 
Carrapateena, near Prominent Hill, there’s no reason why we shouldn’t 
be able to operate equipment away from site, from Adelaide for e 
xample, but certainly by people who do not need to physically be under-
ground.” 

Burgess says that companies that have operations in both the devel-
oped world and the less developed world often find that the accident rates 
in the less developed world are lower than in places like Canada or Aus-
tralia. “There are a number of reasons for that. One is that the people are 
perhaps a little more careful in the third world. They tend to be younger 
and fitter because they have to do more for themselves, they have to walk 
maybe five kilometres to work every day. They don’t sit in the car or at a 
desk. What we are finding in Australia is that perhaps people aren’t as fit 
as we used to be, aren’t as nimble and are ending up with strained backs 
and other injuries. There seems to be a corollary between safety and a 
country’s development. There is that anomaly in some places where you 
see something that looks inherently unsafe, even dangerous, but there 
are no accidents.”

Future proof ing 
In the modern mining and business environment people are very lucky 
if they can spend their time thinking say 20 years ahead, according to 
Burgess. “When I first worked for Anglo American in Africa the thing 
that really impressed me was that they had a group of people whose job 
was to consider what the business was going to be like 20 years ahead, 

OZ Minerals also has a number of indigenous training programmes. 
“We have taken people who have been long-term unemployed and have 
not been in the mining industry before and made them both ‘work-ready’ 
and ready to move into the mining industry. In eight programmes now, 
we have taken some 50 people into the work force and many of them are 
still with us today. OZ Minerals has in the order of 450 employees, and we 
are aiming for 25% women and about 12% to 13% being Aboriginal 
employees.”

Career management
It is important, says Burgess that people examine their careers and be 
prepared to make decisions about the direction they want to follow. He 
had his own ‘game changer’ after 10 years in South Africa working for 
Anglo American. “I had come up through the ranks and there was a 
group of us competing in a friendly way about advancement through the 
company. 

“One day I was called in and I was told, ‘We are going to promote you 
and we want you to move to a mine in another part of the country.’ I said, 
‘Well, thank you very much, that’s fantastic news and I’ll think about it 
over the weekend.’ And I went home, talked to my wife, talked about 
where we were in our careers, our children, and what we saw the future 
to be – and decided to resign on the Monday, which wasn’t quite the deci-
sion they had expected.

“It was a moment when we had to examine every option and we actu-
ally left South Africa – with a tentative job but nothing more. Looking 
back that was a good decision as far as my career was concerned and as far 
as the family was concerned. There have been a couple of game changing 
events like that during my career. 

“I have also spent some time in banking when I worked for the Dutch 
bank, ABN Amro. I was still in the mining area, but it taught me a lot 
about banking and also gave me an insight into the global reach of mining 
activities. I had about 18 different people around the world in my group, 
from Brazil to Chile and all the way over to China, so it really brought 
this global mining industry into focus for me. 

“Funnily enough I recently gave a talk at a lunch, to a group of women 
and actually used that as a theme. I said: ‘I am going to give you a couple 
of examples of times when my career has changed and what I would like 
you to do is talk amongst the group about such pivotal moments.’ It was 
a successful lunch because it really made people talk. In the end, they 

“People are 
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“You need to think long-term, otherwise the industry is not going to 
be the way it should be in those years ahead. As such there needs to be an 
effort to build up your stakeholder base with people who fit in with your 
strategy, and to make sure your strategy is well enough enunciated for 
you to attract those people. 

“When you have projects in countries such as Mongolia or the Congo, 
infrastructure is a major thing and it is not going to be provided by Gov-
ernments, so there is a lot to be done from the first discovery drill hole 
through to production.” 

Burgess is impressed by the commitment to mining in South Austra-
lia, where past and present Governments have invested in the mining 
industry through various exploration projects that they have supported, 
or through government studies which they have made publicly available.

“There are more challenges in South Australia in regard to the geol-
ogy. Certainly Olympic Dam is a mine that everyone would like to own 
with its propensity for future production. But the challenge is that there 
are a lot of areas within South Australia where there is 1,000 metres of 
cover above potential ore bodies. As such, there’s a lot of work to be done 
on geophysics. It is a little bit easier, say, in some parts of Western Austra-
lia where deposits have been easier to find.”

Trouble-shooting
Mining, by its very nature, has some potential for catastrophic incidents 
and OZ Minerals has been tested in recent times. “We had an issue back 
in 2011 when a train carrying our concentrates was swept off a bridge in 
the Northern Territory during a flood and some of the concentrates 
went into the river. That was certainly a good example of what can go 
wrong, and looking back on that, I think we managed the exercise rea-
sonably well. We were proactive, we got to understand the issues as 
quickly as we could and handed out the responsibilities to different 
people in the organisation so they could address those issues.

“When things do not go right, then you have to think very clearly, and 
my experience is that you have to break down the challenges into small 
parcels that you can handle reasonably easily, rather than trying to think 
about the whole problem straight away. I also think that if things go 
wrong it is important to be there as the leader, to lead the team from the 
front but also support the team.” 

and I think that’s what companies need to do, so that they are going to 
be around in those times. 

“I always try to think longer term but the challenge that I have, even 
today in OZ Minerals, is that we have a project that might be in produc-
tion in 2018, but the majority of people are telling me, ‘Well that’s far too 
long away for us to even consider. And, therefore we can give you no 
value for that project, because it is way out on the horizon.’ And that’s 
disappointing because the mining industry requires exploration, through 
to studies and feasibility, through to development, construction and then 
production, and all that does take time. 

“A lot of new projects today are high cost because of the infrastructure 
requirements. Even at Prominent Hill, our mine in South Australia, we 
have 100 kilometres of overhead power transmission, hundreds of kilo-
metres of roads to get to the rail siding and main road, 50 to 60 kilometres 
of water pipelines, and we need to have all that infrastructure in place just 
to get the basics to the site. We will need to do the same at Carrapateena. 

Terry Burgess has a strong 
commitment to gender 
and cultural diversity.
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Confronting challenges head-on

by John RoSS

Ian Smith’s curiosity and ability to deal with complex issues on a daily 
basis is one of his many strengths. Add to this his approach of con-
fronting problems and ‘wrestling them to ground’ and you see 
problems solved and good progress made. He is identified as a strate-
gic and decisive thinker. 

“If you have got an issue confront it, wrestle it, pin it to the ground”. Ian 
Smith’s robust advice on leadership is a signal to his approach to a ‘hard 
year’ dealing with external environmental issues confronting the large 
Australian based company Orica Ltd and the implementation of a major 
restructuring of the company. 

Growing up in Broken Hill, Ian Smith has seen the high and low sides 
of the Silver City. When he was young, at the height of the zinc boom, 
there was a population of 30,000 (now 21,000), with the highest per-capita 
living standard in Australia. 

He also knew, however, of the endemic culture of industrial unrest, of 
the 18 month long Great Strike of 1919, when his forbears lived for 18 
months on potatoes and onions, and of his father’s time, when the mines 
stopped for the sake of a claim of threepence a day. 

Mining is in Ian Smith’s blood. His father was a mining engineer and 
some of Ian’s earliest memories, around the kitchen table on a Friday 
night, were of his father, uncles and friends talking about mining. His 

“If you have got an issue 
confront it, wrestle it, 
pin it to the ground.”
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father’s side traces back to a black sheep of the family, the son of a Music 
Professor from Philadelphia, jumping ship and heading for the Australian 
goldfields. His mother’s side traces back ‘only’ 400 years to the copper and 
tin mines of Cornwall.

Although he has a degree in finance, he is a self-described operations 
man, and says he has been field-tested “through nearly every catastrophic 
event you can think of, and survived.” 

His working history through 35 years in the mining industry leads 
from field operations to management in such roles as Pasminco’s General 
Manager at Broken Hill, General Manager of Olympic Dam Operations 
for Western Mining, Managing Director of Comalco, and Head of Tech-
nology at Rio Tinto. 

He says: “Luckily I was brought up with a very good work ethic. Per-
spiration is the best ingredient for any job you do.” 

Leadership
Smith has a typically strong view of the attributes of leadership: “As in 
life as in business, leadership is leadership. So, if you have got an issue 
confront it, wrestle it, pin it to the ground. Don’t avoid things. Set con-
texts with people, based on lots of information points and as much 
experience as you can gather. Be confrontational when you see people 
are not applying their capabilities to the utmost. Make sure that people’s 
confidence is expanded.” 

Smith’s sense of purpose has been the driver of a new approach at 
Orica. He says: “It was a hard year, but the worst thing that can happen to 
me in life is to be bored. 

“I had done a fair bit of research before I came into the organisation 
and it was obvious that some of our strategic directions needed review. So 
I got a group in to do a data search, and out of that we worked through 
what is the best strategy. We worked on what the data was telling us, not 
what the paradigms were, or the preconditions that people supposed 
were in place.” 

There was resistance to change. “I’d say 100 % of the organisation 
thought, ‘Why the hell is he doing this. We know what the world is and 
where it is going.’ And, then when the data started to roll in, which was 
showing completely different pictures to what people conceived – people 
started to say: ‘Well, all those paradigms we had may not have been the 
most appropriate paradigms’.”

Renewal 
Drawing on his background at CRA in Broken Hill, Smith sees opera-
tional vigilance and renewal as a constant in large organisations.

“One of the problems that Broken Hill got into was that its personnel 
turnover was too low. So you got in this paradigm of group-think – that 
the world you created was the real world. When the real world changes, 
the paradigms are so strong that denial sets in, to a point of confronta-
tion. So I believe that every organisation should be refreshed each year 
with a certain level of turnover.”

He applies the same philosophy to himself. “I am a firm believer that 
the CEO should only be employed from four to seven years, and after that 
they should be kicked out. What happens is you fall in love with what you 
have created – so you build your own paradigms.”

He sees part of refreshment as building on a feeling of pride in the 
company. “We want people enunciating to others what their particular 
part of the company stands for, what the company itself stands for and 
where it is going. People will want to be part of that – they want to be part 
of winning.” 

The restructure at Orica moved 16,000 people, under a vertical struc-
ture, from 12 management bands and 38 job classifications down to six 
bands, with the CEO the only level 6.

“We have squashed the organisation down so that the level of account-
ability and the breadth that the employee has to manage has gone up 
exponentially. It means that if you are a general manager, which is a stra-
tum 4, you are basically two points away from all your supervisors. That 
forces you to be on message and in a situation where you are getting 
continual feed-back.

“The other driver of the whole structure is that if you are at a certain 
stratum then you have to consider things in a certain time-span. What 
you find in a lot of organisations is that everyone is trying to do the first 
order job. Under crises everyone tends to go downwards in the way they 
manage, and that is really easy to do. 

“You have got to have people who are thinking three months out, six 
months out, 12 months out, up to five years plus, so that when you get 
through this crisis things will be in place so that it never happens again. 
You don’t just reward people because they are good reactors. That is a 
huge philosophical change. 

“We have 13 major languages that we deal with, we sell into 130 coun-
tries, we have got people stationed in 50 countries, so the messaging that 
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goes along with that is quite important as well. It is darn hard as an Anglo-
Saxon backgrounded person to be truly contextual for a South American 
or an African. So you have to have those people in the mix who can inter-
pret messages both ways, up and down.”

Business today
Modern business is increasingly complex. Ian Smith says that the range 
of stakeholders who want to be considered has increased dramatically, 
and the areas of concern have gone from production and safety, through 
costs and on to the environment, the community and regulation. “You 
have to show that the issues of every stakeholder have been duly consid-
ered. If you don’t you are under pressure to maintain your licence to 
operate. So there are a lot more people these days that can say no, and 
have the right to say no, and that just broadens the complexity and depth 
that you have to deal with.

“If you can help people understand the context in which you are 
moving, and the values you are moving with, that is the first step. Then 
you talk about your pathway and openly share your strategies.

“If you can keep things open, then 98% of people will say: ‘Yes, sounds 
good.’ Or, ‘No I don’t like this aspect’. You need to work on it. If you only 
tell part of the story because you are uncomfortable with the total story, 
then you are in trouble.” 

Rising stars
The energising of an organisation involves a search for talent and growth 
of people within a company. “They have got to be smart, but they’ve also 
got to be street smart, and unfortunately you find some of the very 
smartest people would not survive in certain environments. Some just 
don’t understand how to read the play and how to interact with certain 
styles and approaches. 

“I’ve got three definitions of intelligence. There are people who can 
pick out a pattern from a given set of information or data quicker than 
anyone else. There is the second, smaller set that can pick out a different 
pattern with the same set of information and data, so that’s right and left 
brain coherence. Then there is the third set that can use that e-intelli-
gence, but can also read body language and interpret all the inputs into a 
context, before they reach for a pattern.

“There are, you know, 5% to 10% of people who fit into those catego-

ries of intelligence and street smarts. You can pick them. It is just 
something. When all those things come together they just stand out.

“We have a mentoring programme at Orica, and in this job I’ve insti-
tuted a situation where the highest potential graduate in the company 
works directly with me for a 12 month period. So we are just coming to 
the end of tenure for the first person to have been blessed, or otherwise, 
with that opportunity.

“I had a talk with him the other day. This is a fellow that is extremely 
gifted. He went to university at 14, ranked in the top 30 in the world in 
junior chess – just one of those people that has that innate ability to apply 
intelligence in certain ways. And it is amazing how much he has learned 
in the last 12 months. I think the biggest lesson is that up until now he has 

Although he has a degree in finance, Ian Smith is a self-described operations man, and says 
he has been field-tested “through nearly every catastrophic event you can think of, and 
survived.” 
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not had to compete or be seen as valuable. In this position he’s really had 
to think about – how can I add value, how can I actually bring something 
extra to this? Confronting, but it is very rewarding.” 

The workplace
Ian Smith, with his inbuilt feeling for what the ethos of unionism is 
meant to stand for, said he would take it as a personal failure if he needed 
to negotiate with his own people through a third party. 

“It is horses for courses in workforce arrangements, but do it directly 
with people. If they want to have a collective agreement, then good on 
them. But it must be decided directly by the workforce, not imposed by a 
third party. If they want an individual contract, great. If its suits them and 
it suits the company, fine.

“You know, the people that stress that there should be individual 
agreements are just as bad as the unions who say there shouldn’t be any. 
For the vast majority of people in organisations an individual contract 
doesn’t add any value to them as an individual, as against a set contract 
which may cover a whole range of tasks and opportunities. Collective 
versus individual, it is no big deal. It’s the third party filtering that goes on 
which is the problem.”

Technology
Technological innovation creates opportunities for Orica to assist the 
mining industry in both productivity and safety. Ian Smith says: “Tech-
nologically, mining has been blessed in that it hasn’t changed much in 
4,000 years. The last big advance in mining was mechanised open-cuts 
– around 120 years ago. So there is scope to develop new techniques. 
When I was at Newcrest we put a lot of time into the development of the 
next-generation of block caving techniques. 

“One of the things that attracted me to Orica is that we can bring 
some productivity points to the mining industry that they don’t probably 
appreciate at the moment. You can organise wireless initiated blasts with-
out any connectors, for example. It’s generational change that we are 
working on and pushing, because that opens up all sorts of productivity 
improvement.”

Another point made by Smith is that instant communication has 
brought its benefits and its burdens to modern life and business. “Now 
people can consider, especially when you are running a global enterprise, 

that you are available 24/7 and that if they put in a request or a query, they 
will get an instant response. Also, the media, and in particular groups 
using social media think that you are constantly available. 

“The mobile phone and email are the very best inventions. The ability 
of our kids to be in contact with us whenever they want, and whenever 
they get into their various crises etc., is fantastic. However, when you get 
to a ‘My Robot’ stage, technology works against you. You have got to bal-
ance it against socialisation and interaction with real humans. It is not 
helpful when people have anonymity when they express an opinion 
rather than having the courage to back it up. I think this is a sad develop-
ment in our society.”

Board responsibility 
Ian Smith has maintained his position as a non-executive director of  
the infrastructure company Transurban. “The reason is, that as an  
executive director you have a certain viewpoint or aspect, and as a non-
executive you really have to test yourself on that very point. How can 
you add value when you are not full time and you are not across every 
fact? 

“I think a board can best help by making sure that every decision is 
not just seen from the perspective of the internal business. Of course 
there is the governance and acting on behalf of the shareholders, but in a 
day to day conversational way board members should be able to broaden 
the context of every decision, and bring their experience to bear in that 
regard.”

In assessing the worth of a company he has a pragmatic viewpoint. 
“There is an old adage in business – cash is king. That’s one of the first 
attributes you would look at, your ability to generate cash under various 
scenarios. Will that enable you to continue to grow and approach oppor-
tunities without continually betting the company?” 

“That’s one  
of the first 
attributes you 
would look at, 
your ability to 
generate cash 
under various 
scenarios.”
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Determination and critical  
thinking

by PhiL iPPA AndeR Son

Dr Xiaoling Liu has faced significant challenges: First as a child from 
a land-owner family in communist China and then, second, as a Chi-
nese female in a male western-dominated industry. But her 
determination to succeed has led her to become a highly respected 
leader in one of the world’s biggest mining companies. 

As a young girl, Xiaoling Liu dreamed of being an air force pilot but 
knew her wish could never come true. Born in south-west China, she 
was the granddaughter of a land owner who had been ostracised when 
the communists came to power in 1949. At school, because of her family 
background, she was marked down as ‘suitable for re-education’. So 
from an early age, Liu knew she would have to work harder than her 
classmates if she was to achieve anything in life. 

“I never met my grandfather and it seemed unfair that I was treated 
differently,” says Liu. “But my mum stressed that with no family connec-
tions, I would have to work hard and earn everything myself. This made 
me self-reliant and very determined from an early age.”

The oldest of three children, Liu soon began to demonstrate her abili-
ties. At school she began to win awards such as student of the year, 
encompassing academic and physical achievements as well as good 
behaviour. Her academic capability was a gift, she believes, and sport was 

While she accepted  
there were things she was 
unable to do because of 
her grandfather, she did 
not accept there were 
things she was unable to 
do because she was a girl.
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opportunities in industry and, after meeting someone from Rio Tinto’s 
aluminium division, was offered a job as a research scientist at the 
Comalco Research centre in Australia. 

So after five years in London, she set out for Melbourne in 1988 to start 
work as a research scientist and a new chapter in her life. Although she 
had made the move into industry, spent time trying to fit into society in 
Australia and had improved her English, Liu admits that she felt she was 
still held back by her family background. She had two young children 
during this time. Even with the support of her husband, she began to feel 
that she would never achieve the leadership position that she might have 
achieved had she stayed in China. 

“Somehow during those first seven years in Melbourne, I put up a 
barrier,” she states. “Even though my research work was recognised as 
good quality, I kept thinking that I was an Asian woman and that my 
English was not very good. I focused on doing well in a technical posi-
tion but felt that people were unsure whether I could move into a 
leadership position.”

In many ways her views were reinforced by her managers who, in her 
annual performance review, would tell her that she needed to improve 
her communication skills. Then she began to question whether it was her 
communications skills or merely her command of the English language 
that was the issue. When her manager admitted that she did interact well 
with people and perhaps the issue was her Chinese accent, it confirmed 
Liu’s opinion that it was her ethnicity that was holding her back.

It was the persuasive power of a general manager at the time that gave 
her the confidence to take the next step. “He asked me why I thought I 
could not take a leadership position, “she explains. “It made me question 
what else was holding me back, apart from language and culture.”

So after seven years in research in Melbourne, she became the head of 
an R&D team, leading 30 people. This gave her valuable exposure to 
management in the technology field. After three years she was told that 
she should not limit herself to being a leader in research but should con-
sider moving into management of a plant. She was offered the role of 
anode plant manager at a smelter in Central Queensland, with a proviso 
that if she did not like it she could return after three months.

“It was a big challenge for me and a difficult turnaround,” she says. 
“But after two or three months I realised I enjoyed leadership. I liked 
making decisions and people looking to me in a crisis to lead them 
through it calmly.”

something she simply enjoyed, playing basketball at school and going on 
to captain the team at Chongqing University. Good citizenship and char-
acter she attributes to the influence of her parents. 

Her confidence began to grow as she achieved more. While she 
accepted there were things she was unable to do because of her grand-
father, she did not accept there were things she was unable to do because 
she was a girl.

“The more people said it was not for girls, the more I wanted to try. I 
was always curious and keen to explore. I did not want to take an easy 
job,” she states.

She had enjoyed Chemistry at school and so opted to study Extractive 
Metallurgy at Chongqing University. Again she excelled at her studies. 
She was keen to secure a job in industry but the university offered her an 
academic position followed by a rare opportunity to go overseas for fur-
ther education. This was the early 1980s when China was a closed country. 
With offers from several universities, Liu chose Imperial College in 
London. 

“The idea of going to Imperial College with its strong reputation for 
metallurgy and to London with its rich history was a huge draw,” she 
says. “But moving to London was extraordinarily hard. It was a real cul-
ture shock.”

Everything in London was new to her, particularly the concept of 
choice. Even simple things were a revelation, such as her first sight of a 
drinks vending machine at an underground station. She had studied Eng-
lish and believed she was well prepared but was shaken when she first 
spoke to her professor on arrival. “I called him to let him know I had 
arrived safely. He spoke perfect BBC English but I could not understand 
what he was saying. The only words I could make out were about the 
location and time to meet.”

Years later when she was starting a job in Melbourne, a colleague 
remarked to her that Melbourne must be a culture shock after London. 
She explained that after the move from China to London there was no 
such thing as culture shock for her! “Once I had made that transition 
from China to London all subsequent change was easy,” she explains. “I 
was more mentally prepared to expect a difference.” 

With a PhD in Extractive Metallurgy under her belt, Liu stayed in the 
UK taking another academic job as a research fellow at London’s City 
University. It was during this time that she realised that research and 
academic life were too small for her. She made up her mind to pursue 

“It made me 
question what 
else was 
holding me 
back, apart 
from language 
and culture.”
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operationally complex but more commercially complex. The business 
supplies around 40 per cent of the world’s refined borates. The complex-
ity comes from both the breadth of usage, from an additive in heat 
resistant glass to a micro nutrient fertiliser for crops, and the geographic 
spread of sales channels and customers across more than 100 countries.

Although she had not been directly involved in commercial negotia-
tions previously, Liu uses the same critical thinking skills. She looks to 
understand the issues and focuses on the objective to ensure the right 

This set the course for Liu; thereafter she was promoted every two or 
three years. Her early years spent in the technical area were a good 
grounding she believes for leadership; it served as a vehicle to learn gen-
eral problem-solving skills. “The fundamental critical thinking skills are 
the same for all problems,” she states. “You need to understand the big 
picture, critical issues, root cause of the problem and be clear on the 
objective. You have to work out where you want to go and how you work 
through the barriers.”

Aluminium smelting is a complex process and she would ask her team 
to consider a spider’s web. She would tell them that unless they under-
stood all important linkages and impact of the connections they would 
not be able to achieve the objective. Success in business, she believes, 
requires broad thinking because governments, local communities, cus-
tomers and employees are all interconnected. She adds this is increasingly 
so with the complexities of global business.

“If you say my objective is to maximise production, it sounds easy. But 
you have to consider many other factors including the community and 
the environment,” she says. “You have to understand all the critical issues 
and how things are changing, such as the social expectations of your own 
workforce.”

Liu believes that to be a strong leader you have to build a strong team. 
Not only does she acknowledge that she cannot do everything herself, 
but she recognises that individual team members often know more than 
her. “In Melbourne in my first technical management role I was respon-
sible for a team looking at rolling, extrusion and welding, which I knew 
nothing about. I had to engage the team and lead them on a journey.”

When she starts in a new role and people ask her what her vision is for 
the business, she is honest and says that she does not have one. She expects 
to work with her team so that they can create the vision and strategy 
together. Importantly, she then ensures that the execution plan is cas-
caded and delivered. 

“When I first joined Rio Tinto people could see I was good techni-
cally, but they were not sure I could work in an operation. Then when I 
had run a smelter successfully they could see I had the skills and was 
strong on execution,” she explains. “Then through subsequent roles I 
demonstrated that I could think strategically and could see the big pic-
ture. The question was then whether I was commercially astute.”

That outstanding question has been answered in her current role as 
president and CEO of Rio Tinto Minerals. She describes the job as less 

To be a strong 
leader, Liu believes 
you have to build a 
strong team. Then 
ensure the execution 
plan is cascaded and 
delivered.

“I had to 
engage the 
team and lead 
them on  
a journey.”
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skills are inadequate; the uncertain investment environment due to 
resource nationalism; the drive to improve productivity; and the fight for 
talent as young people increasingly want to work in cities rather than 
remote mining areas. Rio Tinto is addressing the challenges partly 
through its Mine of the FutureTM programme which is looking at automa-
tion, for example with a remote-controlled iron ore operation in Australia’s 
Pilbara. 

“This is an exciting development not only from a technical perspec-
tive but also for women who now can work in urban areas in roles that 
were typically seen as male-muscle-jobs on mine sites,” she states. The 
increase in roles away from mining sites will help attract more women to 
the industry, she believes, complemented by more flexible working 
arrangements when children are in pre-school years. 

Liu is very aware that being a female leader in the mining industry 
sets her apart. She points out that she advises people to prepare well for 
their next move since this is what she has had to do because of her gender 
and ethnicity. Unlike many of her colleagues, she feels she has always had 
to perform immediately in a new role to prove herself.

“My situation was always different. While I made small mistakes, I 
have not had the opportunity of being able to learn from big mistakes of 
my own,” she says. “If I had made big mistakes, I would not be where I am 
today.” 

Expectations for women are different, according to Liu. She is some-
times given feedback that her style is too direct, which she believes might 
not be the case if she were male. And yet ambition is never at the forefront 
of her mind, more the need to prove herself and succeed, given her disad-
vantaged start.

“When I joined Rio Tinto I never thought I would 
be doing what I am today,” she states. “I am always 
driven by achieving results, and promotions come 
because of that. If I promise, I always deliver. I never 
make short-term decisions that just make me look 
good; I always do what is right for the business.”

Most importantly, she is happy and believes she 
has overcome a lot. However, her determination 
shines through as she adds: “While I recognise that 
where I am today is a great achievement, sometimes 
I look back and think, maybe, I could have done 
more.”

outcome. And, contrary to typical advice, this is part of her recommenda-
tion to up and coming leaders in the industry.

“Most people tell young graduates they need to manage their career 
by looking for the next opportunity. I tell them to focus on building their 
problem solving skills. These are a general requirement across business 
and prepare you to deal competently with the next opportunity when it 
comes along,” she states. “That way you make sure your next step is not 
your last.”

She also states that in order to be offered opportunities, young people 
have to demonstrate that they are developing critical thinking skills in 
the way they tackle complex problems, and show a track record of deliv-
ering good results. It was this approach that enabled Liu to move from a 
research scientist to a business leader.

Liu’s additional advice for would-be leaders is to be agile and flexible 
in terms of leadership style. “There is a range of styles, and knowing 
when to use a particular style is important,” she says. “I am very mindful 
of when I need to be supportive and be the coach and when I need to be 
in the driver’s seat and be more directive.”

Her international experience has been important but not critical in 
helping her achieve a leadership position. She believes that if she had 
stayed in China she would still be somewhere in a leadership role – and 
indeed she has met many people in Australia who have not worked out-
side their home country – but working across the globe has made her 
more aware of different cultural factors.

“If you have worked in different countries you can understand, in a 
better way, the position of others. You don’t just cookie-cut what you have 
from your single country experience to apply to a different country,” she 
states. “That is potentially detrimental to business because each country 
has a very different operating environment. You need to be aware of the 
cultural norms and where people are coming from.”

Over her years in mining, Liu has seen many changes including the 
shift from a male-dominated industry. She believes she has been lucky as 
her husband has been very supportive during her career. “I often say that 
my career is not just my career as I have created it with my husband. He 
has been happy to move with me as we discussed our respective opportu-
nities right from the start. My family is my number one priority and I 
always tell people to work hard but not at the expense of their family.” 

She sees many challenges for the industry, particularly: finding and 
developing mineral resources in new territories where infrastructure and 

“If you have 
worked in 
different 
countries you  
can under- 
stand others’ 
positions better.”

Liu’s steely determination 
to succeed technically 
and in management has 
led to great achievements.

“I have not had 
the opportunity 
of being able  
to learn from  
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my own. If I  
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today.”
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lADy WinifreD KAMit Cbe

Challenges in an emerging  
economy

by John RoSS

As a non-executive director of companies operating in PNG, Lady 
Winifred Kamit’s knowledge of Papua New Guinea’s government and 
legal framework as well as an ability to interpret local attitudes, both 
social and political, bring an important responsibility, on behalf of her 
companies as well as her country.

Lady Winifred Kamit says her development as a lawyer (formerly a 
Senior Partner at Gadens Lawyers Port Moresby) and as a business leader 
in Papua New Guinea is due to “a lot of luck. I happened to be where 
there were opportunities.” 

This skips lightly over the fact that she was one of nine children and 
grew up in a village community on the island of Djaul, New Ireland in 
New Guinea. Her ‘luck’ was that her father was determined about educa-
tion and that her eldest brother was a teacher – one of four teachers in the 
family. “When he was trained he came back to the village on the island 
and started a school in the year that I was born.” 

Before that, going to school was a matter of a four hour trip by boat off 
the island.

Winifred Kamit graduated in arts, majoring in education from the 
University of Papua New Guinea. In the next year, 1975, Papua New Guinea 
was granted independence from Australian territorial governance. She 

“The computer never 
stops. My day is like that 
of everyone else whose 
work crosses datelines 
and jurisdictions.”
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“There is an attitude, a culturally based one, towards women, which 
does not encourage women to participate or contribute equally to PNG’s 
development. My success, I hope, will send a clear message of encourage-
ment to women and the young people to do just as well. I want to tell 
them, ‘Take the best of your culture and try to work against the ones that 
do not make sense in a modern society’.”

Fostering women
Lady Kamit says the emphasis on diversity in the outside world, on 
women finding their place in the workforce and in matters of social 
equality, is slowly taking hold in Papua New Guinea. 

“We are a long way from where I could comfortably say there is an 
effort by everyone. With guidance and emphasis from organisations like 
the UN, on diversity, PNG is beginning to focus in this area more mean-
ingfully. It is a straw in the wind at the moment, but it is getting there. 
That is why there is an enormous responsibility on the few of us that got 
through, to make sure that we can show and encourage the rest of PNG 
that it can actually be done, and it is the right thing to do. It makes eco-
nomic sense. 

“The Government and the people need to support education, the 
system through which you can encourage the young people to change 
their attitude and actually bring everybody up – men and women.” 

Lady Kamit says that PNG cultural attitudes affect female numbers at 
all levels of education, where the male children are more likely to be 
favoured to go to school than girls. It has been the case that if parents 
have to fork out for education they would choose to send the boy child.

“The current Government says it will fund education. A proclamation 
has been made and the hope is that this is the beginning of a new era 
where parents will cease to make a choice and hopefully all school age 
children, males and females, will be encouraged to attend.

“When I was working for the government I also sat on the Board of 
the Public Services Commission at the time, but the acceptance of women 
to work was just not there among the PNG men. However, there were 
actually more women in places of responsibility, maybe more than a 
dozen. Today, the number of women in senior management levels has 
actually been reduced. There is a move to change and improve this, 
which is good to see. 

“The private sector has a more enlightened attitude on diversity 
issues, often brought in and promoted by a parent company outside PNG. 

recalls: “Everyone was excited by how they needed to do something and 
carry on the responsibilities. None of us thought about whether the coun-
try was economically prepared, or had the people ready to help it in its 
independent status.”

She wanted to do law but honoured her parents’ wish that she should 
be a teacher. Her first job was as a social science teacher at the Madina 
Girls High in New Ireland Province, where she had completed her sec-
ondary school education. She returned to Port Moresby, working with 
the Education Department, because she had met her future husband at 
university and he was working at the Central Bank – the equivalent of 
Australia’s Reserve Bank. The idea of studying law remained, and she re-
enrolled to study law in 1984.

Lady Kamit works as a lawyer in Port Moresby, but has been living 
temporarily in the Philippines as her husband’s work had taken him 
there. “I don’t have a practice, but I am still associated very much with 
Gadens Lawyers. My association with the business community through 
the Papua New Guinea Business Council, and my network of friends in 
the public service and the private sector, is strong and continues to be 
helpful. I find it keeps me abreast of the business activities going on  
in PNG.”

Mentoring
The development of the professional working class in Papua New Guinea 
involves not only education and work training, but also a high degree of 
mentoring and support as the new ‘rising stars’ take the early steps in 
their vocation. Lady Kamit sees it as the duty of all professional people to 
do their utmost to support the aspirations of the ‘rising stars’.

“Well, I’d like to think that I do mentor young people coming through, 
but it is not easy because you almost have to live two different lives. I have 
my corporate and my professional life, then I am the traditional, typical 
sort of person when I go to my village and when I deal with Papua New 
Guineans.

“I can blend those two cultures and can actually see the best of both of 
them. It is not easy. A lot of my work is in understanding both cultures 
and being able to help them work together.

“In terms of the young people, I would like to see Papua New Guin-
eans looking at education as something that opens the door to the rest of 
the world. There should be special emphasis on women, because they 
have been disadvantaged through the customary attitudes of PNG society.

“Before that, 
going to school 
was a matter of  
a four hour trip  
by boat off the 
island.”

“Take the best  
of your culture 
and try to work 
against the ones 
that do not 
make sense in a 
modern society.”
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“I think that I can talk about the government issues and I think I can 
help with the compliance issues of a company. I think that I bring some 
clarity to the boards I am on, about how to deal with governments, about 
the PNG environment and about the way they conduct and relate to the 
community to enhance their business presence.”

Cultural issues
The indifference of her people to the work practices of the west worry 
Lady Kamit, and she tries to help in the transition to the era of health and 
safety. 

 “It is hard to get PNG workers to understand why, for instance, in a 
mining company, safety is so important. Because they just think, ‘Why 
wear the safety boots. I work without any shoes all the time and I don’t 
get hurt. I am a seasoned seafarer on a canoe, why would I wear a life 
jacket?’

“It is important for the company to understand why some people bend 
or ignore safety rules, so that they can better sell the idea of safety.”

In recent times, in the private sector, they are showing examples of how 
women, with some help, some mentoring, some support, are actually 
becoming successful.”

Board duties
As a board member of companies like Newcrest Mining Lady Kamit 
plays an important part in interpreting PNG attitudes, both social and 
political, on behalf of her business operation. Her knowledge of Papua 
New Guinea’s government and legal framework gives her a cross-over 
role. She sees this as an important responsibility, on behalf of her compa-
nies as well as her country. 

“Well, it is not a hobby. You’ve got to be able to understand the busi-
ness. You’ve got to be able to research your role, and you need to work out 
where you are coming from. You tend to rely on some company and 
operational information because your particular expertise is not related 
to the business on which you need to focus. 

As a board member of companies like Newcrest Mining Ltd. Lady Kamit plays an 
important part in interpreting PNG attitudes, both social and political, on behalf 
of her business operation.

Exploration on Lihir

Lihir project

“It is important 
for the company 
to understand 
why some people 
bend or ignore 
safety rules, so 
that they can 
better sell the 
idea of safety.”
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Global communications
Like many people dealing with principals and colleagues from other 
countries, Lady Kamit is caught in the 24-hour-communications web, 
and this is compounded by her dual domiciles of Papua New Guinea and 
the Philippines.

“The computer never stops. My day is like that of everyone else whose 
work crosses datelines and jurisdictions.” 

She is optimistic that a way can be found through any problem. “I 
always find a way of resolving whatever has gone wrong. It is important 
to consult people with the experience that they have and that I haven’t 
had. I haven’t had too many dramas. There are a lot of challenging issues, 
but there is always a solution.”

Business development 
There are so many exciting possibilities for PNG in business develop-
ment, says Lady Kamit. “Mining has just grown. We also have the 
potential to be a very attractive tourist destination, but we have got 
some challenging issues with law and order. The sad thing about it is 
that there are certain parts of PNG that feature a lot in overseas media, 
and these are the parts with all the bad things. And then there is the rest 
of the country, which is beautiful and peaceful. 

“PNG needs to deal with this problem. We can argue until the cows 
come home that there are many places that are safe, but nobody is going 
to believe us. We just have to make sure that the part of the country that 
gets into the news gets sorted out. We need to fix that problem quickly. 

“Successive governments have known that it is an issue that needs 
serious attention, because it affects the business, the investors, those that 
come from other countries and the emerging PNG businessmen. It is too 
costly for business, and therefore to the wealth of the country, to deny 
that these issues exist. 

“Foreigners who came to PNG are largely those with business con-
nections or families of long-time residents. They are not tourists, although 
tourism has such an enormous potential of any economy. Law and order 
issues have, sadly, not helped. 

“I have been to Fiji, Vanuatu, Samoa and Tonga. I see that Vanuatu 
and Fiji attract a lot of tourists, but we have got beaches that are just as 
beautiful and the diversity of our wildlife and environment is amazing. 
We have the beautiful highlands as well as magnificent coastal regions, 

and we have the animals, the butterflies, the famous Bird of Paradise. 
Papua New Guinea needs to get that attention.

“At the moment it is very expensive to fly to PNG. Air Nuigini is at the 
moment not big enough to get you to your destination without a lot of 
delay. But economies of scale would change that. The Ministers in the 
current Government are working on improving this. We are optimistic. 

“The business community is talking about improving infrastructure 
and the Government has it on its agenda. The hope is that this is the 
beginning of a new era.” 

“Foreigners who 
came to PNG  
are largely those 
with business 
connections or 
families of long- 
time residents. 
They are not 
tourists, although 
tourism has such 
an enormous 
potential of any 
economy. Law 
and order issues 
have, sadly, not 
helped. 
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CHArles (CHip) gooDyeAr

A natural in business

by PhiL iPPA AndeR Son

Chip Goodyear was catapulted unexpectedly into the CEO position at 
BHP Billiton in 2003. With an ambitious vision, clear strategy and 
down-to-earth approach, he led the company to become one of the 
world’s biggest and most profitable mining businesses. But then he 
likes doing the seemingly impossible.

Chip Goodyear is clear what makes for business success: A clear strat-
egy, people knowing where they fit in, and a transparent organisation 
based on merit. Goodyear always liked business. At the age of 11 he 
noticed the small print at the back of a newspaper. When his father 
explained they were stock quotes, he was astounded at the concept.

“I thought he was kidding. The idea that I could drink a Coke or eat a 
Big Mac and get a tiny share of the profit was amazing to me,” he states. 

Even though he comes across as a natural, he says he never set out to 
head up a company. “Lots of people plan their career. I never thought 
about it like that,” he says. “My experience is: You see something you like 
doing and keep on doing it until someone asks you to do something else.” 
He adds that, like sport, you are in it for the team. 

His first idea was to study economics at university but, having grown 
up surrounded by oil and gas in Texas (his father worked for Exxon) and 
being good at science, he opted for geology. After graduating from Yale, he 

“You see something  
you like doing and  
keep on doing it until 
someone asks you to 
do something else.”
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went on to Wharton Business School at the University of Pennsylvania. 
Finance and the resources business came together with an offer to 

work for investment bank Kidder Peabody in New York. He believes it 
was his “good fortune to end up on Wall St” at the time of significant 
merger and acquisition activity in the early 1980s. Financier and takeover 
operator T. Boone Pickens was active, resource prices were down and he 
was involved in “everything and anything related to resource financing”, 
providing him with training in analytics and broad exposure to mining, 
oil and gas and chemicals. 

“Even though I like hard work, it was tough. You got home late and 
worked all weekend,” he says. “Any time you made arrangements to meet 
friends, you had to cancel. Eventually you stopped making arrangements 
and so had nothing to do but go to work.” 

Copper producer Freeport-McMoRan was a big client, requiring sup-
port on financing and restructuring. And following two big discoveries, 
CEO Jim Bob Moffett phoned Goodyear.

“Moffett is a legend – a larger than life character with a strong work 
ethic. He called me and said with all the changes going on in Wall Street 
he needed someone who understood the company. He asked me if I 
would come down and work for him,” he explains. “So I went to see him 
in New Orleans. Before the visit was over he had dictated a contract.” 

Goodyear describes Moffett as a “visionary” who would “hash the 
way through the bamboo for us”. During Goodyear’s 10 years with Free-
port-McMoRan, ending up as executive vice president and CFO, he 
achieved much that he would have thought impossible. He also learnt a 
lot, particularly about the importance of camaraderie for those who had 
to “follow Moffett and build the road”. 

In 1999 he took another phone call. It was from a head-hunter looking 
to place a new CFO at BHP in Australia. Goodyear knew the company 
well. He had worked on an oil and gas acquisition for BHP in 1983 and 
been involved in the sale of a business to the company in 1989. With 
copper prices down and the Asian crisis, BHP was in bad shape. Finan-
cials were bad, its reputation was damaged and it was bleeding cash.

The CEO role was also vacant. It turned out that Goodyear knew the 
appointee from his Houston days: Paul Anderson, from Duke Energy. Ander-
son persuaded him to go to Australia to understand the scale of the problem.

Goodyear discovered there was no planning, people did not under-
stand value and that “morale was absolutely shot”. He told Anderson 
that joining BHP did not make sense for him. 

It was Don Argus, the incoming chairman, 
who persuaded him to join. “He told me that 
BHP had great assets and great people but had 
gotten side-tracked. He said ‘you and Paul can 
run the company and I will take care of the 
board’. Given that I love the resource industry, 
the concept of value creation, financial issues and 
team work, it was a natural fit.”

He arrived in Australia to start at BHP in April 
1999; at the May year-end the company took the 
largest write-off in Australian corporate history. 
Goodyear is reluctant to say that he and Ander-
son were responsible for turning the business 
around, but BHP’s downward spiral reversed. By 
2001 the company was merging with Billiton, a 
London-based, predominantly South African-
focused mining company. Goodyear, who became 
the chief development officer, had already decided 
he was ready to move on but said he would stay 
for just one more year. Paul Anderson became 
CEO of the new BHP Billiton and Brian Gilbert-
son, former CEO of Billiton, then became his 
successor. 

Just six months after Gilbertson took the 
helm, Goodyear received another phone call. “I 
was in the US skiing over the Christmas vacation 
and was told to be down in Australia for a board meeting in early Janu-
ary,” he explains. “When I got there I was told Brian and the board had 
agreed to part ways. They offered me the CEO job.”

Goodyear told the board he had just one question. He explains: “I 
needed to be sure that the board had not changed its view on our strategy. 
Three hundred of us had worked on the strategy before and since the 
merger with Billiton.” He got a firm reply that that the change of CEO 
was not about the strategy. 

He says he took the job in January 2003 because of a sense of duty. He felt 
committed to making the newly-merged company a success and felt “we had 
an obligation to our shareholders, our employees and our communities”. 

He had expected that it would be a challenge to pull the organisation 
together, particularly as Gilbertson had a loyal following, so he called key 

Chip Goodyear took on the CEO job at BHP 
Billiton because of a commitment to making the 
newly merged company a success.

“I love the 
resource 
industry, the 
concept of value 
creation, 
financial issues 
and team work.”
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people immediately and visited as many sites as possible. To his relief, he 
got a great response. “There was no ‘I’ from anybody on the team – it was 
all about working together to deliver the strategy we had all agreed to.”

His announcement as new CEO was a surprise, 
gaining much media and analyst attention at the time. 
Soon after taking the helm, Goodyear had to present 
to analysts in London. One asked: “How do you make 
decisions now in BHP Billiton? Is it based on a London 
way of thinking or an Australian way of thinking?” 
Goodyear was emphatic: “This accent doesn’t play to a 
home crowd in either of those jurisdictions. If you 
want to invest in a company that makes decisions 
based on Australian-thinking or London-thinking 
then you ought to sell your stock. We make decisions 
based on merit and long-term shareholder value.” 

With Goodyear’s focus on financials rather than 
mining’s traditional volume-based strategy, BHP Billi-
ton grew from a market capitalization of $12bn to 
$220bn between 1999 and 2007 and to one of the larg-
est and most profitable companies in the world. 

“Finance is the common denominator of business 
– whether it’s airlines, steel, pharmaceuticals, mining, or oil and gas,” he 
states. “Just because you add volume does not mean you add value. We 
had to maximise long-term value and it was my role to build a framework 
so that people understood how to do that.” 

He created a business model that would buffer BHP Billiton from the 
traditional resource cycle. “We made a lot of things at BHP Billiton but 
we didn’t make crystal balls. We couldn’t predict the future so we had to 
have a balanced portfolio based on large, low cost, long-lived assets.”

Goodyear appreciated that a balanced portfolio of mines, different 
commodities and different regions of the world could stabilise the cash 
flow. “Understanding the value of a portfolio was critical to running a 
complex business like this. Most people believe a commodity-based com-
pany is volatile because individual commodities are volatile. However, a 
portfolio diversified by commodity, market and production location can 
create a rock solid cash flow platform because of the natural hedges that 
exist in the portfolio.” 

Goodyear references the original BRIC report (on the growth of 
Brazil, Russia, India and China) by economist Jim O’Neill in 2001. 

Although he could not predict the future, Goodyear saw how consump-
tion of commodities was likely to grow with increased urbanisation in 
the developing world. He also saw that in 2002 /2003 demand in China 
was escalating. Many in the industry dismissed this as a blip but Good-
year considered what this might mean if this was the start of an upward 
demand trend. Given the lead times in mining, he says: “We had to work 
out how to build options to position ourselves to be in the right place for 
great times. It does not matter how good prices are if you don’t have the 
production to meet the demand.”

He wrote a board paper which said that BHP Billiton should not base its 
strategy solely on price but on a different premise. “In essence I stated that 
the world is a dynamic place so we should build our strategy around people, 
licence to operate, excellent execution of our existing businesses, financial 
discipline, and looking for options to create growth for the future.” 

The important thing for him was that every person in BHP Billiton 
could find themselves on that picture even though it was an incredibly 
complicated business. Goodyear describes how his job as CEO was to 
allow other people to be great. He does not believe he had all the answers, 
but states that a number of things are critical for a good leader. 

First, you have to believe that the people make all the difference. “Many 
people looked at us and said ‘you have great oil fields and great mines and 
that is your competitive advantage’. I would say our competitive advantage 
is great people. Without great people to find it, develop it, produce it and get 
it to the customer, the resource would still be in the ground.”

Second, you have to believe that a team performs better than any indi-
vidual. “You cannot expect to go to a country in Africa or Latin America 
and say ‘I am from Cambridge or Yale and I can solve your problem’. With 
a diverse team of outstanding people you get a complete view of the issues 
and opportunities and ultimately this leads to a better decision.”

Third, you have to believe in excellence. He explains: “If you start 
taking short cuts eventually, you end up at the bottom. Excellence is not 
a ‘sometimes’ thing. It is an ‘all the time’ thing. Being excellent does not 
mean you can’t continue to improve. It means there is a right way to iden-
tify new opportunities and share them.” 

Fourth, he says, you have to trust that other people in the organisation 
are doing their absolute best. “You can’t sit around and complain what 
other business units are doing or worry about whether others are doing 
their job. If you are, then you are not doing your job. My job was to make 
sure we were effective across the business.”

Chip Goodyear is clear what makes for 
business success: A clear strategy, people 
knowing where they fit in and a transparent 
organisation based on merit.

“With a diverse 
team of outstand-
ing people you 
get a complete 
view of the  
issues and 
opportunities 
and ultimately 
this leads to a 
better decision.”
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Finally, he believes, you have to be creative. “You have to bring inno-
vation, because doing it like it was done before is a road to disaster. When 
you find yourself ahead of the pack and thinking you are doing every-
thing right, it usually means a freight train is about to hit you.”

He adds that there is nothing he dealt with on a daily basis where 
there was only one answer. With young graduates he would use a simple 
demonstration of this. He admits that it is not original, but it got the mes-
sage over. Standing at a whiteboard, he would draw one small black dot 
and then ask what he had drawn.

“They probably thought I was crazy. The point is if I went into a first 
grade class they would say ‘a ball or a wheel’ – hundreds of answers. 
What has happened to us? When you are young you see lots of alterna-
tives but as adults we think there is only one answer. My job was to 
encourage people to break out of looking for the one right answer.”

Given the complexity of a global business, he states that thinking dif-
ferently requires many different perspectives and ideas. “Diversity has 
lots of dimensions but the mining business is far too competitive to dis-
criminate on any basis except merit.”

Along with others, Goodyear changed the company’s culture. When 
he first joined BHP and asked people what the company did, they would 
respond saying they dug dirt out of the ground or they drilled oil wells. 
Within a decade, people would talk about making a difference. It was not 
only that people recognised minerals as important for economic and 
social progress, but also that communities where the company operated 
were better off because of improvements in health care, infrastructure 
and education.

The guiding document for BHP Billiton was the charter. Goodyear 
admits initially he was “not a charter guy” but came to recognise it was a 
powerful and consistent way to communicate across the organisation. It 
also was a reference point when difficult decisions had to be made. It 
allowed people to do interesting and exciting things and know that the 
company would support them in doing it in the right way. 

Asked to comment on his leaving BHP Billiton in 2007 when it was 
riding high, he says it was the right time to pass the baton – for the com-
pany and himself. “Everything was in shape: we had a clear strategy, a 
clear financial picture and had accomplished a lot.” 

Goodyear is still involved deeply in the mining industry, sitting on 
numerous boards and investing personally in mining businesses. He 
remains positive about the long-term prospects for the industry stating 

that demand for resources will continue to grow as developing econo-
mies pursue improved standards of living, although he acknowledges 
this is not going to be an upward straight line. He states: “For many 
people all over the world turning on a light switch and having the lights 
come on is still a luxury and that is what will continue to drive demand 
for minerals.” 

He references a presentation on technology purchases by 16 to 29-year-
olds he saw at Microsoft some years ago: “It was scary. Their tastes and 
demand patterns were completely unpredictable and can change in a 
nanosecond. But I realised it doesn’t matter whether they buy a smart 
phone, a tablet, a game console or computer, they all need copper.”

One dominant issue continues to be the social licence to operate. He 
says: “We have to focus on finding a ‘win-win’ outcome for those that 
have an interest in the resources, be that a government or community 
adjacent to a mining site, and the entities that extract the resources.”

His advice to industry leaders today is consistent with the strategy he 
pursued as CEO. “Boards have to focus on long-term shareholder value,” 
he says. “They cannot afford to be side-tracked by short-termism.” And 
he applies that same thinking to his personal life as he continues his regu-
lar routine to keep fit. “I think it helps your mental and physical well-being. 
I played sports all my life. I rowed at college – that’s the ultimate team 
sport as you all cross the line together.” 

“I rowed at 
college. It’s the 
ultimate team 
sport as you all 
cross the line 
together.”

“My job was  
to encourage 
people to break 
out of looking 
for the one right 
answer.”
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MArK CutifAni

Engaging people in the 
right conversation

by PhiL iPPA AndeR Son

Appointed Anglo American CEO in 2013, Mark Cutifani has his work 
cut out. He has had to turn the FTSE 100 company around and is 
also pushing for broad change in the industry, particularly increased 
local community engagement and support. With 38 years’ mining 
experience, early-acquired diplomacy skills and a tireless spirit, he is 
leading the way. 

Mark Cutifani is on a mission. He wants to change the image of the 
mining industry and is keen to discuss the issue with a wide range of 
stakeholders, including the Vatican. 

“The industry is much maligned,” he states. “Most people think we 
just dig holes in the ground. Mining drives 45 per cent of the world’s 
economy. So, part of my role as a leader in the industry is to help people 
understand its importance.”

Before starting as Anglo American CEO in April 2013, he went to 
Rome to meet Ghanaian-born Cardinal Turkson, viewed as a possible 
African Pope. The conversation focused on how mining can engage better 
with the communities that it touches. Cutifani is all too aware these com-
munities bear the brunt of the industry. But he also wanted help in 
understanding how to deal with the various non-governmental organisa-
tions (NGOs) lobbying for African local communities against the industry. 

“We have to understand how to 
engage in a conversation that 
makes us part of the solution 
and not part of the problem.”
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“It was a start. We listened to Cardinal Turk-
son’s view. I sense that as miners we can be 
arrogant and miss things,” he says. “We have 
to understand how to engage in a conversa-
tion that makes us part of the solution and not 
part of the problem.”

Cutifani is well positioned; his stakeholder 
engagement skills have earned him a reputa-
tion in the industry for being able to press a 
point without being aggressive. His influential 
style gives everybody room. He states: “I am 
respectful in the process but I am also pre-
pared to put a view that might be different.”

He was born in Wollongong, an industrial 
and port city south of Sydney in Australia and believes his diplomatic 
approach is a consequence of his childhood. His Italian immigrant father 
and mother of Irish origins were both strong characters and he “was 
often caught in the middle”. 

“Somehow I was the one who had to connect the conversation,” he 
says. “People who come from mixed cultural backgrounds tend to listen 
more carefully. They are better able to navigate a line between two posi-
tions that takes account of both parties in finding a resolution.”

At school he did not see himself as a leader but others clearly did. 
Although he never put himself forward, he was voted form captain and 
head boy throughout infant, primary and high school. “It was never me 
pitching for the role. Most times it was because no one else wanted to do 
it and others conspired to vote me in,” he states.

With an outgoing nature, he turned his hand to every sporting oppor-
tunity including cricket, basketball, soccer and rugby. “I ended up being 
captain of the soccer team. For whatever reason, I just tend to end up 
being picked.”

It has been the same as he progressed through his career. When he 
was CEO of Johannesburg-based AngloGold Ashanti, he was the first 
non-South African asked to be president of the South Africa Chamber of 
Mines. He stepped down from the role later in 2013, having ensured a 
smooth handover.

At university he was the head of the mining society “not because I 
wanted to be but because people said I should do it”. His university offers 
included law, and industrial relations – appropriately given the way his 

career has worked out – but he chose mining engineering as it opened up 
broader career options. Practical considerations also influenced his deci-
sion: a cadetship from CRA (which became Rio Tinto in 1997) would help 
fund his university studies and he could stay in Wollongong and surf for 
a few more years. 

Things did not go to plan. The struggling coal industry in Australia in 
the early 1970s meant CRA slashed undergraduate funding. Determined 
to finish the course as swiftly as possible, Cutifani offered to work night 
shifts at the coal face and study by day for his final two years. 

Nevertheless, he managed to win numerous awards for his academic 
achievements. “I did well in exams not because I remembered formulas but 
because I understood them,” he states. “Understanding the question and 
knowing how to derive the answer means you don’t have to remember as 
much.” And he adds that is pretty much how he has operated in every job. 
He has always wanted to understand the ‘why’, rather than the ‘what’. 

“It’s just the way I am wired. I’ve always asked lots of questions,” he 
states. “By using the ‘Five whys’ – repeatedly asking why – you strip back 
the layers and see things differently. It’s a constant search to find a better 
way.”

This approach saw him progress with CRA from his first role as plan-
ning engineer at Coal Cliff colliery to become general manager. However, 
coal was the poor relation in the portfolio. After 12 years with CRA, he 
recognised he had to move companies in order to progress. 

He had already created a name for himself as someone who was not 
afraid of change. So with only coal experience, aged 29, he was asked to 
head the largest gold mine in Australia with the responsibility of develop-
ing a new ‘super pit’, a massive open cut mine. 

Cutifani explains: “The market was split at the time as to whether a 
‘super pit’ was viable so they wanted someone who would not worry 
about what the establishment thought”. There were also big concerns 
about infamous Alan Bond’s involvement but although Bond’s business 
empire fell apart, the project did not. The 3.5-kilometre-long and 1.5-kilo-
metres-wide Fimiston Open Pit is still in operation today. 

This was a pivotal career move. “It was a radical step, but the most 
important for me,” he says. “I left my home town, moved into a very dif-
ferent commodity and to what was, at the time, the mining industry’s 
biggest challenge.” 

He never looked back. He would go on to run three mines at Savage 
Resources and then to run WMC’s nickel business. In 2002 he moved out 

By repeatedly asking 
‘why’, you strip back 
the layers and see 
things differently.
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views. Ultimately people have to come together and have a very different 
conversation.”

Cutifani wants to connect with the people most impacted by mining. 
He believes that engaging with the right stakeholders at a local level, and 
through them to politicians, could change the discourse around the 
industry. Part of his rationale in engaging with the Vatican, and other 
church leaders, is to understand how best to build that dialogue. He tried 
a similar bottom-up strategy at the MCA (Minerals Council of Australia) 
looking at the Australian mining industry’s contribution to society and 
how it could support the development of employment in other sectors. 

“As a leader in the industry I have to be accountable for the outcomes,” 
he states. “The industry can’t leave these big issues to someone else because 
then nothing will happen. We have to work every point in the process.”

He believes his perspective is not unique; more mining industry lead-
ers are seeing things through the same lens. “The driver is that we are not 
getting access to ground to discover and develop new minerals,” he says. 
“If the industry’s leadership does not work to change the conversation, 
create the connections with all parts of society, and get the balance right, 
we will have failed.” 

This is particularly important for Anglo American, which has seen its 
share price tumble in recent years. Immediately before Cutifani joined, 
the company posted a pre-tax loss of $239 million (£154 million) for 2012 
compared with a $10.78 billion profit in 2011. Investors in the company 
want to see improved returns. 

Anglo American’s big challenges were the main attraction of the CEO 
job for Cutifani. “Anglo American has the most diversified portfolio, 
matched by the biggest and most diversified issues in the industry right 
now,” he says. London, as the mining capital of the world, also added to 
the lure of the role, which he is clearly relishing. 

Within days of joining Anglo American in April 2013, he addressed many 
of the company’s 100,000 employees with the help of modern technology. 
He recognises that for the company to succeed he needs people’s involve-
ment. Cutifani never describes people as “our most important asset”. 

“People who use those words have missed the point,” he says. “The min-
erals in the ground are an asset. People are the business. Without people the 
minerals stay in the ground.” He quotes Henry Ford who famously said that 
you could burn his factories, take away all his resources and he could rebuild. 
But if you took away his people he would have nothing.

Cutifani is clear on what is needed to change Anglo American. “My job 

of Australia to Canada with Inco, later taken over by Vale, rising to chief 
operating officer. He now has 38 years’ experience across six continents, 
25 countries and more than 20 commodities.

Asked how important global experience and a breadth of commodi-
ties is for a mining leader today, he responds: “Not an absolute prerequisite 
but it’s a big advantage”. 

The first prerequisite, he says, is intellectual capacity, which means 
problem solving at a very abstract level. “You are trying to anticipate 
what the world will look like and a range of possible outcomes, then posi-
tion the organisation to advantage when you really don’t know what the 
future holds. Experience obviously helps – but the essential ability is 
being able to think outside the box.”

The second, he believes, is having a technical background. “You have 
to know what you are looking at. If you want to run a Ferrari and get high 
performance, it helps if you understand how the engine works.”

He recognises that an additional, important requirement for the indi-
vidual taking on the CEO role at Anglo American was a good understanding 
of Africa, and South Africa in particular. It was an important part of his 
conversation around the job. Forty five per cent of Anglo American’s busi-
ness is in South Africa where there are significant challenges. 

Cutifani gained a deep understanding of many of Africa’s challenges 
and opportunities as he took AngloGold Ashanti, the world’s third big-
gest gold producer, from mediocre to world class. And his experience in 
navigating South African labour issues is already being put to the test in 
his new role. 

While workers want wage rises above inflation, Anglo American is 
facing rising costs and falling prices. Fifty per cent of the companies in the 
platinum and gold mining sector in South Africa are now losing cash. 
Any increase in wages has to be backed by improved productivity.

“We are now at the most critical time I’ve seen in the South African 
mining industry – it is critical for Anglo American, the future of the 
industry, and the future of the country,” Cutifani says. 

South Africa, he explains, suffers from ‘The evil triplets’: poverty, 
unemployment, and inequality. Twenty seven per cent of people live on 
less than $50 a month. The developing world and first world collide. The 
social issues make the mining industry’s challenges more complex. Vio-
lence and wild cat strikes add further complexity.

“There are groups who see miners as one of the keys to change the 
order in South Africa,” he states. “We have to reconcile these different 

“If you want to 
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direction, didn’t provide the right support, or didn’t act quick enough to 
remove them,” he says. “The day I took full accountability for people’s 
performance I became a better leader and better manager.”  

He has learnt to deal with people performance issues but recognises 
he could have moved quicker to tackle them in his early years. “There is 
always a balance between giving people an opportunity versus making 
the tough call to deal with someone who can’t make it,” he says. “The 
mistake you make is not so much giving the individual too much time, 
but causing damage by the impact on the people around them.” 

His other learning over the years is that if it does not feel right it’s prob-
ably not. “You have to trust your gut instinct. That‘s what 38 years gives 
you – a good sense of what’s right and what’s wrong. Now I make sure I 
pull a thing apart so I am happy with it, even if it takes me a bit longer.”

Asked what advice he would give to young people wanting to prog-
ress through the industry, he says: “Question everything. Always look for 
a better way. And remember nothing can be done without people. Con-
necting those pieces is the essence of leadership.”

as a leader is to create a new vision. People want to be able to see, touch and 
feel that vision and want to understand how they can be part of it,” he says. 
“If you focus on culture then you are going to be unsuccessful.” 

Culture, he believes, is a function of everything else that happens and 
quotes John Lennon: “Life is what happens when you are busy making 
other plans”. 

He has set himself a number of priorities. First, he wants to see the 
current operations working to their potential – more than 10 per cent 
improvement in the current operating capacity. Second, he wants to get 
the capital allocation right to improve returns to shareholders. And, 
finally, on the commercial side, he believes the company could get a 
better price in the market for its commodities and that it has been too pas-
sive in this area. The sustainability agenda, he believes, underpins 
everything. Just as he has to build trust with communities, he has to do 
the same with other stakeholders, including governments, in order to be 
the preferred partner. 

Asked why people should consider joining the mining industry, he 
answers: “I can’t imagine why they wouldn’t. Mining is the most important 
industrial activity on the earth in terms of GDP contribution, we have one 
of the smallest environmental footprints, and we help fix problems in the 
world – from clean water to clean air. And you can be involved in many 
different areas from health care through to community development.”

He adds that the industry is technically developed in terms of finding 
material deposits but not as well developed downstream. Being behind 
other industries, such as automobile manufacturing in terms of processes, 
creates an opportunity for new talent to make a real inroad. 

“It used to be that a good ore body made a good manager. But it is no 
longer the case,” he explains. “The quality of management will play a 
much bigger part in successful outcomes in the future because ore bodies 
are getting tougher.”

He has only ever questioned whether he might stay in the industry 
when faced with fatalities. He takes every fatality personally and finds it 
deeply distressing. Before he joined AngloGold Ashanti they had had 37 
fatalities in 10 months. Others in the industry have been deterred by this 
but he knew it was a challenge he had to take up. Whilst fatalities have 
not been eliminated, he lives with himself by knowing that changing the 
company’s practices saved hundreds of lives over his five-year tenure. 

His leadership style is collaborative but he is clear that at the end of the 
day he is accountable. “If people can’t deliver it is because I didn’t provide 
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tony o’neill

From Kalgoorlie in Western  
Australia – a miner’s miner

by John RoSS

Tony O’Neill is passionate about solving technical and other problems 
by involving other people – an approach which is an inclusive one. The 
view of others may be different to one’s own view but he suggests it 
can be a pretty good starting point. 

Tony O’Neill, with his operational experience and global view of mining, 
is in an authoritative position to assess the skills the major mining coun-
tries bring to the industry. “What you see is people everywhere who are 
good at something. The South Africans are very good at infrastructure; 
the Australians are very innovative, very creative, everything can be 
done; the North Americans tend to be specialised in a particular aspect of 
a discipline, but are not necessarily the jack-of-all-trades.

“When you blend all of these aspects together I think you get the ideal 
team”, he added. 

O’Neill says he has never worked in an operating business that has 
been stable. It was either being created or being fixed. “I cannot imagine 
life in a stable operation – it doesn’t work for me. Even in my recent role 
at AngloGold Ashanti we had 20 mines globally, with a diverse mix of 
cultures, languages, histories and with different ways in which people 
and their communities aspire, think and operate. AGA is an organisation 
of 63,000 people and you have really got to try and ensure that all their 
voices are heard and needs are met, to the best of your ability.”

“The best leader I have met is Sir Arvi Parbo. 
I think Sir Arvi is someone who transcends 
the highest principles. He’s a person who has 
the common touch, is able to work across the 
spectrum from strategy to detail, and has 
operational and technical credibility.”
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important that their roles are specified properly and that they are of the 
appropriate level of capability for the role. 

The principle of autonomy applies in communications with opera-
tives across the spectrum, says O’Neill. “You’ve got people running their 
own site who are close to the detail and pressure points and it is about 
creating the support environment and then letting people do their work. 
I might talk to a person once a fortnight, and if everything is going well 
we may be talking about the football or the cricket, but you are watching 
the numbers and trends – you are watching all that, always.

“I have always been fortunate with the Kalgoorlie role, the gold business 
at WMC, Newcrest and more recently at AngloGold Ashanti, where I was 
able to be part of first rate teams, where innovation, teamwork and serious 
capability have resulted in some very good financial and creative outcomes.”

Identi f ying talent 
Although O’Neill says that personal assessment is critical, and that you get 
an innate view of people just talking to them, there is also quite a struc-
tured system in developing career pathways in AngloGold Ashanti. It is 
based on the ‘Requisite Organisation’ theory of academic Elliot Jacques. In 
the 1990s his ideas transformed Rio Tinto to a stratified organisation 
where people were placed into roles based on the complexity of the deci-
sion making required and their innate current and future capability.

“Once you operate with that system for a while you can ask just a 
couple of key questions and, given the answer you get, you can work out 
where people fit.

There is plenty of room for people who think outside the square, says 
O’Neill. “In the teams I have worked with we often picked left-fielded 
people to allow them to grow. People with capability don’t like being told 
that you can’t do things – we gave them the space and support to make 
mistakes and learn. An example of this was the Super Pit in Kalgoorlie 
where a group of very young people created the mining method that in 
many ways became the mining standard for gold in Australia. 

“When I first started in AGA it was very much a command/control 
working environment. The people I was dealing with kept saying to me, 
‘This is not how we do it.’ ‘You can’t do it that way.’ When you dug a little 
it was apparent that they weren’t allowed to work outside the accepted 
norms, even when they were no longer valid. 

“So I kept pushing them for what they thought – ‘What do you think 
about that, about this?’And over probably 18 months you could really see 
these people growing in confidence and showing their true abilities. My 

O’Neill might be described as a miner’s miner, the son of a miner 
brought up and schooled in the famous Western Australian mining town 
of Kalgoorlie, where he also completed his mining engineering course. “I 
always enjoyed the camaraderie of the men and the technical aspect. 
Looking over the back fence I saw that the people of the Western Mining 
Corporation seemed to be doing very well and that a career in the man-
agement of the industry was a good option.” 

He worked in the mines during school holidays. “Because they knew 
my father I was almost chaperoned by them and shown things that others 
probably would not have got to see, particularly the old underground 
timbermen and machine miners, They are now largely gone, but they 
were very colourful and talented artisans.” 

He started working with his father, underground in a nickel mine 
near Kalgoorlie, was taken into Hamersley Iron’s graduate scheme, and 
moved through Agnew, Robe River and back to Kalgoorlie. By then he 
was overseeing mining operations at the Kalgoorlie Consolidated Gold 
Mines’ Super Pit, a project with a high degree of technology, given selec-
tive mining of narrow ore bodies around historical underground 
workings at very high production rates. There were social and environ-
mental issues involving noise, dust and the proximity of 30,000 people. 
His operational skills took him through Western Mining Corporation to 
Newcrest Mining. “I left in 2007 and tried to go consulting and retire. I 
realised very quickly that I wasn’t ready for it and neither was my family.” 

His friendship with the then head of AngloGold Ashanti led to his 
joining the business as its head of Business and Technical Development 
and later Joint Interim CEO.

He says: “I am probably a frustrated lawyer. In retrospect, you go 
through your career and you think about doing other things – however 
mining has been very good to me and I have done and seen things that in 
my youth were just dreams.”

On his work with a diverse organisation across many countries, 
O’Neill says the key thing is to treat people with respect and dignity. 
“They may be different from you, but their point of view is a pretty good 
starting point. It is important to ensure that you create the space for these 
people to have a voice. You don’t dismiss them. Then you have to try and 
weave all these different aspects into an outcome or a direction.” 

O’Neill says that to be successful any company must rely on good 
people. “We genuinely say that people are our business. It is not about 
assets – the assets in the end are important, but we have taken a lot of 
time to ensure that people have the right values, the right behaviour. It is 
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“There had been attempts to try and solve the problem before that 
and for one reason or another, they fell short. After a period of slowly 
establishing some tighter standards and work practices, there was a 
frightening violent incident among our employees, with potentially fatal 
consequences, after which we came to the conclusion that the relation-
ship had to fundamentally change.

“Sorting it out was a meticulously planned and executed exercise; 
from detailed plans on how to re-establish a relationship with our employ-
ees, deal with the violence, develop mining contracts with third parties 
and effectively re-establish work practices and re-equip the mines, envi-
ronmental plans to how you dealt with the media – the list goes on.

“On the day we ‘executed the plans’, we dismissed everybody (around 
200 people from the 10 nickel mines and six gold mines. We went from a 
highly unionised environment over to contractors and workplace agree-
ments in one move, with a third less people – we were back in operation in 
three days, with far better work practices and a more competitive business. 

“Now, it may sound very brutal and it probably was. In these situa-
tions there is always the question you ask yourself ‘Are we doing the right 
thing?’ And, I think if you don’t agonise about the impact on the people 
and ask those questions you are deficient in essence. However, the good 
people were given the opportunity to remain and prosper – the town was 
able to survive and prosper when it clearly would not have. Notwith-
standing the business outcomes, it was a particularly difficult time for my 
wife and children given the threat to their security as a result of my pro-
file – it was particularly difficult as we had bodyguards for six months and 
we felt very vulnerable, particularly with the kids being so young.” 

Global complexity
There is great complexity in a company that operates in many different coun-
tries, with different environments and socio-economic states, says O’Neill.

“Looking globally, you can’t have a standard that treats a person in 
one country any different to someone in another, so we try and equalise, 
not just in things like standards of safety but right through all aspects of 
the business. 

“I have a real concern, however, that Australia is becoming uncom-
petitive. If you look at other parts of the world I think we are pricing 
ourselves ultimately out of the market. I think some of the rosters we 
have and some of the conditions are ultimately unsustainable. You’ll have 
to have a crisis at some point for these things to be addressed, and it won’t 
be without pain. 

greatest pleasure is watching these people now, who are as good as anyone 
globally, doing things the way they think they should be done and not 
being governed by some inappropriate strata of hierarchy or tradition.”

Leadership 
O’Neill believes the essence of leadership is being able to have a view of 
where things should go, and then being able to work with people’s views 
and aspirations and guide them in the right direction.

“I like working with people on complex problems and issues, and strate-
gies. I have a view, but I listen to people. So I see myself more as someone 
working alongside people, rather than being an inspirational leader. 

“The best leader I have met is Sir Arvi Parbo. I think Sir Arvi is some-
one who transcends the highest principles. He’s a person who has the 
common touch, is able to work across the spectrum from strategy to 
detail, and has operational and technical credibility. He is extremely 
bright and considered – he makes you feel listened to and your view 
important. Everyone respects what he does and how he carries himself.” 

Experiences 
The industrial restructure of the Kambalda mining operation, near Kal-
goorlie, in 1996 was one of the most fascinating experiences of his time 
with WMC, says O’Neill. 

“It had to happen for the sake of the business and the town – the nickel 
price was low and the business was haemorrhaging money. At its heart 
was a very poor industrial climate with low morale, crippling restrictive 
practices and productivities – management had also lost the ability to talk 
directly with its employees.

“When I first went there the theft was running at around $100,000 a 
month, during 1994-1995. It was organised. A truck would come in, be 
loaded and it would go out. So we decided , ‘All this has to stop.’ We cre-
ated an amnesty. 

“Kambalda was two towns, four to five kilometres apart. We put bins 
in between the two in the bush and we said you’ve got a month to put 
your stuff in there and after that you’ll feel the full force of the law. It 
quickly worked out that they were treating it as a swap-mart. They would 
bring their stuff back and would see what they liked in the bin and those 
things would disappear back home. So we then put a lighting plant there 
and we put security guards further away. And, you wouldn’t believe it, 
they tried to pinch the lighting plant. So, that was the nature of the place. 
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tically below the surface – the deepest in the world. We are really on the 
edge of technology, and at that depth it’s quite dangerous. We have 
reduced fatalities 70% in a bit over three years, but the fact that you have got 
one is one too many. So there is a lot of work being done on technology, in 
finding different ways of extracting the ore, so that people can be outside 
the danger zones. 

“You can also potentially go to five kilometres, but the rock tempera-
ture at four kilometres is 63 degrees centigrade, so you’ve got stress, 
you’ve got extremely high rock pressures and temperatures and you have 
these operations that have this massive infrastructure to allow people to 
work and extract the gold. Some mines produce 200 tons of ice an hour to 
keep the temperatures down. 

“This new technology and production system, that will remove 
people from the most dangerous work areas, is already under develop-
ment and trial – productivities of the drilling for ore extraction have 
improved markedly and the ultra-strength backfill required has been 
developed. This is the future of mining in South Africa but it is possibly 
three or four years away from being really together and capable of replac-
ing traditional production areas. When this is up and running fully, there 
is the potential for the South African gold industry to have a ‘rebirth’, as 
we will not only be able to safely mine deeper, but will also be able to go 
back into the old areas that have previously been mined and re-extract the 
very substantial resource left in the support pillars.”

“I suspect we have also lost a generation of managers and leaders who 
have worked in a low cost environment, and dealt with militant indus-
trial settings. For 15 years or so, since Workplace Agreements, there has 
been a generation of people that hasn’t had to deal with these things. This 
will be a challenge for all companies in Australia who don’t have world 
class assets or work practices.”

Safety in mining
“Oh, I’ve had lots of chilling phone calls, particularly in the early years of 
my career. Fatalities, in anyone’s career in the mining industry, are the 
absolute low point. I can remember every one of them like it was yester-
day, and most mine managers are the same. People think they don’t care, 
well, if you talk to them, they do – we remember the families and all the 
faces, and question what we each could have done differently that would 
have changed the outcome.

“As long as you don’t lose that passion for ridding the industry of acci-
dents, then you are absolutely doing the right thing.

When things go wrong, O’Neill says, it is important to look for real 
causes, and use the data fully to find out what has happened and why. 
“You have got to make sure you are not reacting with your heart, or not 
over-reacting, as you develop a plan to recover.”

However he is a firm believer in understanding the business risks 
‘up front’ and countering them with detailed planning. “Companies 
have worked out that safe operations are also highly productive and 
that along with the social licence to operate and community pressures 
there is only one way to work – safely. 

“The safety improvement in South Africa in recent years has been  
particularly pleasing, given the historical, cultural and environmental fac-
tors associated with these very deep mines. People really do care there.”

Technological change
O’Neill sees a greater use of underground mining techniques in ore 
bodies that have traditionally been mined by open pit, and that will be 
driven by community expectations around the environment and the 
visual quality of mining sites. 

“The reality is that the grades in every commodity are dropping, so 
this trend towards low cost, large scale underground mining in particu-
lar will be driven by both the environment and grade. 

“In South Africa they are mining, in some places, four kilometres ver-

When things go wrong 
it is important to look 
for real causes, and 
use the data fully to 
find out what has 
happened and why.

“Companies have 
worked out that 
safe operations 
are also highly 
productive and 
that along with 
licence to 
operate and 
community 
pressures there 
is only one way 
to work – safely.”
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Clinton Dines

Mr China

by SoPhie LoR A S

Mr China. An Australian ‘country boy’ at heart, Clinton Dines has forged 
a career, turning challenges into lucky opportunities. The key to engag-
ing anyone, any human being on the planet, is genuineness, but in 
China, there is a premium on it. This has been an important part of 
his great success.

In May 1988, 30-year-old Clinton Dines – a self-proclaimed Queensland 
country boy – landed in Beijing to take up the role that would define his 
career. His appointment as BHP’s senior executive in China would shape 
both his career and reputation as a world authority on China, its resources 
sector and a global leader in the art of doing business in the world’s most 
vibrant economy. 

Dines had always known he would be a general manager by the 
time he was 30, but the journey to become BHP Billiton’s China Presi-
dent and CEO, and his role leading the organisation’s China operations 
for more than two decades, was a culmination of recognising good for-
tune and grasping new challenges by the reigns, rather than a strategic 
climb to the top.

“I was an accidental trailblazer,” says Dines of his pathway to becom-
ing Mr China.

“Whomever I am regarded as today, to the extent that I 
am regarded as being knowledgeable, I put down to that 
confluence of me at a certain time of life and making that 
transition to thinking more strategically and trying to be 
more informed and intelligent about understanding China.”
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“It wasn’t like I decided to go off and do it – there was a little bit of the 
accidental tourist in me. I didn’t over intellectualise it, and I wasn’t terri-
bly career driven – a lot of this stuff just sort of happened.”

During his 21-year reign as President of BHP Billiton’s China opera-
tions, Dines would steer the company through some its most tumultuous 
times, against a backdrop of a new China, also going through its own 
rapid changes. 

Today however, at just 55, Clinton Dines spends his time as a non-
executive board director for a number of London-based global resources 
companies, an adviser to several global panels – including the World 
Bank-IFC Competitive Industries Advisory Panel, and working for a 
number of charities and sporting organizations doing what he loves best 
– getting involved in projects, large and small, where he can add value.

All this he does from his home base in Shanghai, where he lives with 
his Spanish wife and three children – a son and two daughters, the young-
est of whom was adopted in China.

It is an eclectic background for a man who, despite his more than 
30-year career in China, continues to identify himself with his Queensland 
country roots.

“I am a Queensland country boy,” says Dines adamantly. “I say that in 
the present tense because I still am.”

Born in Maryborough in 1958 in rural Queensland, Dines has a vivid 
memory of the day he sat in his high school classroom and was first intro-
duced to the proximity of Asia. An epiphany moment, when he looked at 
the classroom map and realised Asia was just there. From that point on, 
Asia, and Australia’s relationship within it, would dominate Dines’s future.

In 1976 he accepted a place at Brisbane’s Griffith University. It was a 
daunting and lonely experience for the 17-year-old country boy – one of a 
few students from his graduating high school year to pursue tertiary 
studies and the first of only three of his 33 country cousins.

The culture shock of moving to the big smoke was one of a number of 
challenges for the young Dines, but on completion of his Bachelor of Arts 
degree, majoring in Modern Asian Studies, he found himself selected as 
one of 12 graduates for a teaching program in China, two of whom ended 
up in the eastern city of Nanjing. With low job prospects at home, it 
seemed like a prime opportunity.

Dines arrived in an Orwellian China in 1979, and the experience he 
says, was “dramatic.” He had left the land of plenty to live in a China 
defined in that era by memories of fear and hunger.

Even on privileged rations as a foreigner in Nanjing there was genuine 
scarcity. Dines and his colleague would live on a diet of rice and a few 
vegetables with month-long periods without meat. Everything was 
rationed, from a bar of soap, to cooking oil, rice and flour. Living in the 
pre-1949 residence of the Canadian Embassy staff had some perks but 
food theft was a constant problem and the cleaning lady would often sit 
in the garden watching the laundry dry to prevent it from being stolen.

He had left Australia thinking he was poor. His father was a train 
driver, he had never owned a new bicycle, and all his clothes and books 
were second hand.

“But I still lived on a three-quarter-acre block and my parents had a 
car,” says Dines. “And then you get to China and you thought – oh, now 
that’s what poor is.”

Three months into the experience Dines had his first crisis – one he 
says that affects all newcomers to China. Returning home one day, 

Clinton Dines still sees 
himself as a Queensland 
country boy.
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depressed by the pressures of the experience he was just crying and 
crying. But it was a turning point, and one that would define the way 
Dines would confront challenging situations down the track.

“People come out of that crisis and the first reaction is – I’ll go home 
– and they do. The second reaction is – I’ll just do my time and then I’ll 
go. And the third reaction is – I’m here now and I could waste a lot of time 
being unhappy but bugger it, I can enjoy this,” says Dines.

By the end of the program, he was the only one of the Griffith gradu-
ates to have stayed the course. His understanding of China had changed 
also, from thinking that in China, nothing was possible, to the discovery 
that with the right attitude, everything was possible.

Dines cashed in his return flight, putting the money towards a Chi-
nese language study stint in Taiwan – in doing so, setting himself up for 
the start of a long-term career-path in China.

“I tend to identify my transitions in life where you get some luck and 
then, it is what you do with your luck,” says Dines. 

By 1980, Dines had moved on to Hong Kong, securing his first real job 
with Dutch shipping company Van Ommeren. The company had just 
signed a joint venture with COSCO to train Chinese seamen to work on 
international ships, but none of the Dutch employees in Hong Kong would 
relocate to the mainland. Dines saw his lucky opportunity and didn’t look 
back. He was sent to Qingdao to oversee the teaching and training of Chi-
nese deckhands, engine room hands, administrative staff and cooks and 
cleaners, but also found himself involved in constant negotiations between 
the Dutch management in Hong Kong and the Chinese partner. 

“I was the last man standing. I was thrown in the deep end for the 
management of a joint-venture – it was genuine weirdness all round and 
it was very challenging but I enjoyed it,” says Dines.

He was still just 22 years old, but his first leadership role in China 
came to an abrupt halt when the Dutch government approved the sale of 
two submarines to Taiwan. Overnight all Dutch companies in China 
were sent home and Dines was given one week to leave.

He then took a role with a Jardine Matheson Group subsidiary, again 
based out of Hong Kong but travelling constantly in mainland China, 
learning first hand the skills of trading and haggling in addition to the 
business of logistics, letters of credit and shipping in a wide variety of 
goods. It was the perfect role.

It was here, that Dines first learned the 80-20 rule of business and how 
to prioritise for maximum return, understanding that a lot of time could 

be wasted haggling for the last cent when it wasn’t always worth it.
“I learnt not to sweat the small stuff. I noticed some of my colleagues 

could create huge amounts of hostility over that last penny. You might 
not be able to go back, but you got the last penny. But the art of negotiat-
ing is that everyone has to get something out of it,” says Dines.

By 1983, China had signed its first joint venture in gas and oil drilling. 
Among many other major oil companies, in came BHP, which would 
need drilling rigs, helicopters and companies like Halliburton to work the 
rigs and a whole eco-system of companies servicing in the background. It 
would be the start of one of Dines’s luckiest breaks, finding him at 25, in 
his first General Manager role heading up China’s first Sino-foreign joint-
venture logistics company as the President of Sino Santa International 
Services Corporation. 

“There was no manual or how to do list – this was just winging it,” 
says Dines of the Santa Fe experience.

Almost 30 years on, Sino-Santa Fe relocation trucks can sill be seen on 
the streets of Beijing and Shanghai. That the business is still going strong, 
brings a great sense of satisfaction to Dines.

When the role with Sante Fe came to an end, Dines returned to Hong 
Kong, working briefly for a venture capital firm and then landing the 
position of his career – as BHP’s senior executive in China. He joined  
in 1988 and would remain there as the organisation’s China chief for  
21 years.

Used to working for Hong Kong trading and logistics companies, in 
intensive, hands on, ‘at the coal face’ general manager roles, the BHP role 
was Dines’s first real foray into executive management and he began 
transitioning from the way he thought about himself as a tactical operat-
ing manager, to a more strategic manager.

Through BHP, he was able to attend INSEAD in France for a course in 
international management and Dines found himself in a new period of 
transformation of being able to articulate in management speak much of 
what he had already learned throughout his chaotic career path as a 
young and spirited country boy, moving from job to job in the hustle and 
bustle of  ‘80s Asia.

“I did have a platform of management knowledge from my 10-year 
experience prior to that, but a kind of disorganised chaotic knowledge 
from my early work experience,” says Dines. 

“The BHP organisational overlay gave me the formal training where 
I could codify and structure what I already knew.” 

“I tend to 
identify my 
transitions in 
life where you 
get some luck 
and then, it is 
what you do 
with your luck.”
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His time at BHP was a fascinating period – but simul-
taneously a challenging one – finding himself in a 
position where the organization he was working for was 
experiencing its own huge upheaval and disruption, 
(including the merger with Billiton in 2001), against a 
backdrop of a rapidly changing China – and finding him-
self as the interface between the two.

Dines credits the business with having strong sys-
tems in place to contribute to high levels of efficiency 
and effectiveness, which in turn reduced the vulnerabil-
ities that affected other foreign companies operating in 
China at that time. 

“China in this era was highly dynamic and changing 
rapidly and you had to keep up with that – and if your 

personal approaches to management thinking and organisational sys-
tems and processes weren’t keeping up, you would have vulnerabilities,” 
says Dines. 

“I was taught discipline and I got a lot of support. I give BHP a lot of 
credit for that.”

Apart from running the business, the role involved collecting and dis-
secting vast amounts of data and then distilling its essence and attempting 
to communicate its significance back to senior management. With the 
magnitude of BHP’s resources in place behind him, it was a job come true 
for the man now being dubbed the ‘China guy’.

“Whomever I am regarded as today, to the extent that I am regarded 
as being knowledgeable, I put down to that – that confluence of me at a 
certain time of life and making that transition to thinking more strategi-
cally and trying to be more informed and intelligent about understanding 
China,” says Dines.

Highly unusual was Dines’s long stint in the same senior manage-
ment role. Dines is the first to admit the problems that present – where 
the person becomes the role and the role becomes the person. 

“I became Mr BHP China. And whatever comes after you … the per-
sonality is not there anymore and the organisation has to resume normal 
transmission,” says Dines.

“But by the same token, the reason we were able to do a lot of what we 
achieved is that we had consistency of intent, consistency of culture and 
consistency of values.” 

The role at BHP Billiton also provided the grounding for Dines to 
enhance his leadership qualities – and for Dines, trust and genuineness 

have played a significant role. Dines would tell staff: “I will trust you until 
such times as you prove to me that I can’t trust you.” And he says, “people 
would respond to that.“

“When you don’t trust your people you put up administrative barriers 
that stop them from doing the bad things – but those same barriers also 
stop them from doing the good things. Most people will surprise you if 
you remove the barriers that prevent people from doing the good things,” 
he says. 

These days, post BHP Billiton, Dines regards one of his greatest 
achievements as still being well thought-of by his former BHP Billiton 
colleagues, many of whom keep in touch and frequently call him for busi-
ness or career advice. 

“The fact that there are still people out there who remember you 
fondly, that you’ve had a positive impact on some of their lives, feels very 
good,” says Dines.

“There are certain groups of people whose opinions of me are valu-
able to me – you are valued by people that you value.”

Dines is an active speaker, often advising local business communities 
on the nuances of operating in China but throughout his career as a man-
ager and a business leader, has discovered that advice is easy to give and 
hard for most to take. He says that, with respect to doing business in 
China particularly, “there is no such thing as teaching – only learning.”

“People and companies usually have to learn it for themselves and in 
China, that’s often quite expensive,” says Dines.

His Queensland country boy roots, combined with his clear, moral and 
ethical compass and a strong sense of identity has also played its role, steer-
ing him through the biggest challenges and successes of his career in China.

“Everyone can smell bullshit. And they smell it fast, and in a place like 
China, they have had many more social and political challenges, and so 
their antennae are really, really sensitised to bullshit,” says Dines. 

“And the key to engaging anyone, any human being on the planet, is 
genuineness, but here, in China, I think there is a premium on it.”

Dines says he was lucky to get the break he did with BHP – China was 
on a path for economic prosperity regardless.

“I happened to get on the right surfboard early on and had the privi-
leged position to ride that wave with BHP. And what I tried to do was ride 
that wave as much as I could, for me and for the organization,” says Dines.

“China has transformed in a very short time. If you had told me then 
that China would have transformed into what it is today – I would not 
have believed you – and neither would most Chinese.”

“I was an accidental 
trailblazer,” says 
Clinton Dines of his 
pathway to becoming 
Mr China.

“The key to 
engaging 
anyone, any 
human being 
on the planet, 
is genuineness, 
but here, in 
China, I think 
there is a 
premium on it.”

“When you 
don’t trust your 
people you put 
up administrative 
barriers that 
stop them from 
doing the bad 
things ... but 
also stop them 
doing the good 
things.”
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toM AlbAnese

Broad experience and a  
sense of discovery

by PhiL iPPA AndeR Son

From designing his degree course at a young age to pioneering work 
on an early computer, Tom Albanese has always been at the fore-
front. Hard work, intellectual capability and a sense of discovery took 
him to the top of Rio Tinto, one of the world’s biggest mining companies. 

Tom Albanese has three pieces of advice for would-be leaders in the 
mining industry: “You have to have some measure of internal discipline. 
You need a good balance of intellectual capability and emotional capital. 
And, most importantly, you have to be curious – always wanting to learn 
and try something different.” 

He discovered these things during his career. But as a young boy, 
hiking along the Appalachian Trail in the United States, he never dreamed 
he would head up one of the world’s biggest mining companies. It was 
this love of hiking and the outdoors that led him to read geology at uni-
versity. “I had a rock climbing instructor in high school who said you can 
be a professional rock climber and get the rocks for the geologists. I 
decided to learn geology so I could do both at the same time,” he says.

The University of Alaska seemed a good choice as it offered the out-
door life and a good geology programme but after a broad-based first 
year, and a summer vacation earning money gathering rock samples for 
an oil company, he decided he wanted to do more.

“You learn a lot about 
leadership when you are 
working in an organisation 
under stress.”
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Among the geologists, he was also the only one who could figure out 
how to work a personal computer. He bought a RadioShack (this was 
before Apple) and soon became the expert on spread sheets and acquisi-
tion analysis, which made him the individual at the forefront of the 
growth of the company.

“The 1980s was a fantastic ride. I was involved in mining evaluation 
and acquisition and also in minerals marketing. It was the early days of 
the evolution of the financial sector into gold hedging, bullion loans and 
options. I spent one week in every quarter in New York with the metal 
traders,” says Albanese.

His extensive exposure also gave him the opportunity to become 
involved in the oil and gas business. And he gained first-hand experience 
of the financial markets as he worked on changing the capitalisation of 
Nerco when it became a public company. Although he went eight years 
without taking a vacation – not something he would recommend in 
terms of life balance – this period served him well as he was able to 
broaden his horizons, his experience and his skill set. He moved progres-
sively from what he describes as “lone wolf on the computer to running 
small teams and then to running larger teams”.

He had reached senior vice president in Nerco when change came. 
The company was set to be acquired by Rio Tinto in 1992 / 1993 so he 
was not only running the minerals business but also responsible for sell-
ing it during the 12-month takeover period. And it proved to be a real test 
of his leadership capability. “You learn a lot about leadership when you 
are working in an organisation under stress,” he states.

His biggest challenge was trying to keep the team motivated. Many 
people had been with the company since it was privately owned and what 
had been a strong team started to dissipate around him. To add to his 
challenge, union violence occurred at a mine adjacent to one of the assets 
he was trying to sell in Yellowknife, in the North West Territories. The 
miners had gone on strike. When the picket line was broken, a bomb was 
set off killing nine workers. “I had to deal with multiple emotions and I 
was seen as being able to stay above the fray. It is not just about focusing 
on the big picture; it is about paying attention to the people,” he explains. 
“You cannot allow emotions to run wild. As a leader you have to be a 
steadying force”. 

When the takeover was complete, Albanese was one of only a handful 
of senior people retained by Rio Tinto. He was based in Portland, Oregon 
and was asked to become general manager for a mine in Alaska which 

“I got taken to the top of mountains in helicopters to get rock samples. 
It was a great experience for my age, particularly doing that sort of thing 
in a small team,” Albanese says. “But I also saw that the guy who flew in 
and was treated a bit like royalty was a business person and not a geolo-
gist. It got me interested in mining; it offered outdoors and a sense of 
discovery.”

Recognising that a straight geology degree was not enough to achieve 
his ambition, Albanese worked out a plan. Armed with prospectus from 
other universities, he went to see the assistant chancellor on return to his 
second-year. He persuaded her to create a new interdisciplinary degree in 
mineral economics which would cover a broader range of subjects includ-
ing economics and engineering. 

He continued to work during his university summers in Alaska, 
making lots of money for a college student. It was the time of the Alaska 
pipeline construction and there was a frenzy of exploration for new 
deposits. This work further fuelled his interest in mining, and a Master’s 
degree in mining engineering consolidated his education. 

It was the application of his broad-based learning 
and his eagerness to try new things that stood him in 
good stead in his first job. He started with a small pri-
vate mining company owned by a former university 
professor who soon became his mentor. Within a few 
months the company was acquired by and became 
the main mineral division of Nerco, then a coal com-
pany looking to expand into oil, gas and minerals. 
During that first 12 months of exploration, Albanese 
was the only one with an understanding of mineral 
economics and mining; his colleagues were all geolo-
gists.

“I was in the right place at the right time. Even 
more so when my mentor, who was by then the pres-
ident of Nerco’s mineral division, had the vision to 
shift our growth focus from exploration to acquisi-
tion,” he states.

In the early 1980s oil companies were rushing to 
divest mineral companies bought in the 1970s and 
Albanese found himself riding a wave. He spent four 
years (1983 to 1987) buying mineral assets from oil 
companies for “literally a few cents in the dollar”.

“I have always been the sort of person who 
has a lot of optimism, perhaps more than is 
good for me sometimes.” 

“It is not just 
about focusing 
on the big 
picture; it is 
about paying 
attention to 
the people.”
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people, early in their careers, feel they are good at something or they like 
something,” he says. “You almost have to prise them out of this and 
encourage them to take lateral moves even if they seem to be risky ones.”

He also uses a mentoring example from his own minimal structured 
development back in the early 1990s at Nerco. On a three-day assessment 
course he was given some feedback which has stayed with him until this day. 

“I was told that I was obviously smart and obviously ambitious, but I 
needed to respect those who were not as smart or as ambitious as I was,” 
he says. “I really took notice of that. From my early-thirties I recognised 
that I had to put a bit of humbleness about me to be a better leader.”

He worked hard to improve his ability to put people at ease and to 
listen rather than talk. Being a good leader is not about showing people 
how smart you are, he acknowledges, but about bringing out the best in 
every person in the organisation.

He also has strong views on teams and says: “At expense to my per-
sonal perspective, I believe that the team should be ahead of the individual. 
In good times the individual is fine, but when you go through tough 
times you need the team all there pulling together.” 

He is proud of what he achieved with the team at Rio Tinto but adds: 

had been run down to just 25 people. For Albanese it was, in effect, a 
backward step.

“Greens Creek had only been running for a year before it had been 
shut down – it had gone over budget and had a difficult operating his-
tory,” he says. “It was a ‘fix it or kill it’ assignment.”

It was a difficult decision but Albanese knew there were few opportu-
nities in the industry at the time. Despite people telling him that Greens 
Creek was a “career death trap”, two things persuaded him to give it a go. 
First, he felt he had done well in the short time at Nerco so had enough 
confidence in himself to try again. And he had met his wife in Alaska and 
they were happy to return there. 

“I have always been the sort of person who has a lot of optimism, per-
haps more than is good for me sometimes,” he states. But he arrived in 
Juneau to find a small demoralised team. His first job was to rebuild their 
confidence and then refocus their efforts. 

Rather than continuing with the same approach, the team looked for 
something different and found an ore deposit that was twice the grade of 
that mined before the shutdown. This was a turning point. Albanese had 
to take the project to Rio Tinto’s head office in London for approval to 
restart the mine and got himself noticed. 

Some two years later he was offered the opportunity to be based in 
London in an exploration and development role and so got to see the 
“frontier parts of the world”. With no formal career development at this 
time, he relied both on his mentor John Collier, head of the exploration 
division, and on networking outside the exploration division to ensure he 
was known by the people who needed to know. 

Once again a company change put him “in the right place at the right 
time”. In 1996 Rio Tinto (RTZ as it was then) merged with CRA Ltd. of 
Australia. Albanese was brought in to restructure exploration with the 
aim of saving significant money through rationalisation. He caught the 
attention of the two heads, Bob Wilson and Leon Davis and was then 
involved with product group restructuring in the overall company. From 
then on he held a number of senior roles in Rio Tinto and was appointed 
CEO in 2006.

“A lot of my career moves were by choice, some by circumstance and 
some by luck,” he states. Right from university days, he chose a broad 
spectrum of skills and believes this is good route for those wanting to 
work in general management.

His advice when mentoring others is to encourage people starting out 
to get lateral exposure away from their areas of narrow speciality. “Many 

Tom Albanese’s advice to people 
starting out is to get lateral 
exposure away from their areas  
of narrow speciality.
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years. Mining has seen technology inno-
vation but the core processes are the same 
as they were 50 years ago. Things are 
changing; to get on now you have to be 
able to think about things outside of your 
own narrow box.”

He believes we are now in a situation, 
similar to 1970s, where mining is seen to 
be strategically important in the world. In 
the 1970s demand was driven by the 
OECD countries whereas now it is driven 
by China. And he believes demand will 
continue to grow over the next 10 to 15 
years as India continues its development. 
With potentially higher prices, there is a 
risk that mining companies will be seen to 
be doing well and investors will be keen to 
seek high dividends rather than recognise 
the continued importance of investment.

“We were always driven by the finan-
cial sector but the world is no longer as 
patient as it was. Investment portfolios 
turn over far more rapidly. Following the 
financial crisis, there is greater pressure – from everyone, in all aspects 
and all businesses – to perform. This puts a higher amount of churn on 
decision-making, making it harder to run a long-term business.”

Asked about what the future holds for him now that he has stepped 
down from the role of CEO at Rio Tinto, he answers: “I will give myself 
some time and do a few things that I would not have had the opportunity 
to do as CEO of Rio Tinto. I certainly don’t want to get bored and I would 
want any future role to be uniquely interesting and value creating.” 

“I have always said success has many fathers, but in times of failure there 
is no one else who has been involved except you. A good leader has to be 
strong both to allow the success to be shared but also to be accountable 
for the failures.” 

His priority at Rio Tinto was a clear focus on the company’s large 
long-life assets. “That means either preserving those assets that you have 
in that category or building the next generation,” he explains. “You are 
not going to have a long-life asset if you get kicked out along the way; this 
forces you to prioritise a surprisingly large amount of time on stakeholder 
issues.”

He believes that recent leaders in the mining industry have done a 
good job in changing the relationship with society. “In the late 1990s 
mining had negative connotations – it was almost the next tobacco. The 
leadership recognised that we had to take a different approach.”

Albanese references Bob Wilson, former chairman of Rio Tinto, who 
articulated the challenge when the mining industry was in a downward 
spiral. “Bob said it was vital that we focus on the social licence to operate 
and on sustainable development, or we would lose access to capital, 
resources and people.” However, he adds that the significant improve-
ment in sustainable development across the industry in the last 10 years 
only serves to highlight the few who either don’t understand the need or 
don’t care. “Unfortunately the reputation of those companies continues 
to drag the reputation of the whole sector down.” 

He has been careful not to gain too much exposure in the media or to 
be seen as doing things for the sake of it. His advice to leaders in the 
extractive industries is to make the media and the internal PR team “just 
a little bit frustrated” that you are not out there enough. 

“Pick the venues carefully so you are not criticised for spending insuf-
ficient time on your day job,” he advises. “The public side has to be pitched 
as much to stakeholders as to shareholders. Your stakeholder message is 
also an investor relations message and has to be aligned with your busi-
ness strategy.”

His other advice to would-be mining leaders is that they have to be 
nimble, able to adapt and be opportunistic to address the change coming 
in the industry. “Most people are change resistant but there are very few 
industries now where you can afford to be so,” he says. 

“A higher level of change aversion is accepted in the mining industry 
as it is a long-term business rather than say IT, telecommunications, 
global media which are truly changing their business model every few 

People should take lateral moves early in their career even if 
they seem to be risky ones … a point made by Albanese.

“A good leader 
has to be strong 
both to allow 
success to be 
shared but  
also to be 
accountable  
for failures.” 
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norA sCHeinKestel

Influencing the big picture

by John RoSS

Company Director Dr Nora Scheinkestel sees danger for Australia in 
the short-term perspectives of its banks and institutions, the inability 
of governments to grapple with major projects and a societal ten-
dency towards instant-gratification. She sees a requirement for public 
education about the society that we want to live in, the facilities that 
we want to have and the cost that must be borne.

Curiosity and openness to ideas are seen by Scheinkestel as the well-
springs of her career as a non-executive director, business academic and 
former merchant banker. She says she is a “complete failure” at a planned 
career. “If something that I have never particularly contemplated, but 
sounds interesting comes along, and it looks good, then I’ll give it a go.” 

That spirit has led her through an honours law degree, a PhD on Proj-
ect Finance, a start in the mining industry at CRA Ltd in Melbourne, a 
switch to merchant banking with Macquarie Bank, and on to a major role 
in the privatisation of public utilities. All this led to her highly valued roles 
as a company director and as Associate Professor at the highly ranked 
Melbourne Business School. 

Scheinkestel was born in Argentina and was three years old when her 
family moved to Melbourne. She says her curiosity about the world was 
stimulated by her family. “We were always an externally  focused family, 

“In this career your reputation 
is your only real asset. It can 
be shattered in an instant and 
almost never be rebuilt.”
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sometimes to my students: ‘It’s a sort of juggle. Which is more likely to 
fail, your company or your marriage?’ The options for shielding assets 
etc. are getting pretty limited these days. In a sense that is the secondary 
consequence, as it is a career path where your reputation is your only real 
asset. It can be shattered in an instant and almost never rebuilt.” 

In assessing a company Scheinkestel believes directors should ‘abso-
lutely’ start with the leadership. “To a director the chairman is critical 
because it is that person’s approach and value set which sets the tone for 
the entire organisation. As a director I’m only interested if I am going to 
be able to make a contribution, so I need someone who is actually inter-
ested in others making a contribution. We have seen quite a change in 
leadership in corporations from the good old Command-and-Control.

“A lot of the companies that have gone awry over the years have had 
the charismatic, dominant CEO who runs amok, basically blocks infor-
mation flow, and treats both his own team and the board with contempt 
or disregard. So I think the whole model is predicated on trust, but in an 
atmosphere where people understand the trust is earned and continually 
gets tested.”

Leadership
From a perspective of an expert observer, Scheinkestel sees that leader-
ship can be exercised in very different ways, depending on the nature of 
the organisation and the moment in time when that leader comes. The 
leader that is right for one period may not be right for the next. 

“For example, I joined AMP in the depths of its near-death experience. 
Andrew Mohl had just, accidentally almost, taken over and he was an 
extraordinary leader for the time. The organisation was in deep crisis. He 
wore his passion for the organisation very overtly. He brought humour to 
the task, he brought an outstanding intellect and great, decisive leader-
ship, and brought the organisation with him. He developed a mantra for 
the times, which was running the company better than it had ever been 
run before, and absolutely brought the entire organisation along with 
him. And I was lucky enough to see the transformation and see AMP ride 
the way back up to a point of great stature in the economy. 

“Andrew then had the insight to say, ‘OK, you now need a new  
CEO to take you to the next stage’. Craig Dunn is a very different type of 
man, but absolutely the right man as it turned out for the next stage of 
AMP’s development. He then forced the organisation to look outwards, 

so around the table we talked current affairs and politics and art and 
music. I think it is that curiosity about the world that leads me to read 
widely and be interested in lots of things.”

Her specialty in merchant banking was project financing, which led 
to a breadth of understanding about business. “You had to understand the 
viability and sustainability of the business. You had to look at everything 
from production, through marketing, industrial relations, finance, 
human resources, logistics transport and the supply chain. It was the best 
training I could have had to be a non-executive director.” She has held 
directorships at such companies as Paperlinx, Newcrest Mining, Mayne 
Group, Mayne Pharma and North Ltd. She is a former Chairman of South 
East Water Limited, the Energy 21 and Stratus group of companies.

Board responsibilit ies
The concept of a non-executive board is seen by Scheinkestel as bringing 
together people who have a bit of distance from the business and so offer 
objectivity. They should have a diverse range of disciplines, personal and 
cultural experience and ideally be active in related sectors. 

“They are there to challenge management, probe issues and bring 
ideas, all aimed at improving decision making and alerting management 
to issues that they may not otherwise see. They might bring scars and 
war stories: ‘Been there, done it before and it didn’t end well!’”

They are also there as a representative of the shareholders, remember-
ing their interests as the object of all our hard efforts.

“It is overwhelmingly an influencing role, and so for some us who are 
A-Type personalities and are brought up in a different world, sometimes 
there is a desire to reach across the table and say, ‘Just get on with it’.  
Sometimes you have got to cross your arms very tightly. If they have been 
a CEO recently they might find the transition quite difficult to make.”

Scheinkestel says the most important task is to choose outstanding 
management people who will provide the leadership to the business. “If 
you are in a position of telling the management what to do then you prob-
ably are at the point of needing to change management. 

“I am blighted by an overwhelming sense of responsibility, and there-
fore I take very much to heart when a business I am involved in is going 
through a bad patch. It’s a 24/7 role, so that responsibility remains at all 
times and is obviously a cost on personal life. 

“And of course from a legal perspective there is a liability issue. I say 

“It is over-
whelmingly an 
influencing role. 
For some of us  
who are A-type 
personalities, 
there is some-
times a strong 
temptation to 
lean across the 
table and say 
‘Just get on 
with it.’”
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story? I don’t understand’. He said: ‘On prin-
ciple the people refuse to pay’.” 

The same sorts of patterns are apparent in 
institutional investment. “I sit on the AMP 
board and its funds management arm, AMP 
Capital Investors, and we look to institutional 
clients in Australia and all around the world. 
At the moment, for example, we are finding 
far more interest from European institutions 
in quality property assets and in infrastruc-
ture in Australia, than from the domestic 
institutions. So we have got seriously deep 
pockets from the Middle East and from 
Europe all very keen to take up investments 
in Australia at the moment.”

Australian business 
Scheinkestel also sees Australian business as 
‘a work in progress’. “At the moment there is 
a lot of talk about productivity and I think 
we have slipped somewhat. There are some 
very interesting questions about how you 
measure productivity and the shift in our 
economy from manufacturing to a service 
economy has quite fundamentally changed 
the matrix. 

“I think we do not do science, research, or hold respect for R&D and 
excellence and then commercialisation of science as well as others. I think 
as a society we could do more to assist the understanding of the impor-
tance of R&D and therefore be more supportive of it, even at a national 
level.” 

Rising talent
The younger generation coming through are described by Scheinkestel 
as being ‘born digital’ or ‘digital natives’. As a member of the Telstra 
board for two years Scheinkestel, says it has been exhilarating and stim-
ulating to get a better sense of the impact that technology is having on 
every aspect of how we live and work. 

became much more  focused on the external markets and the competitive 
situation. 

“We also had leadership changes at the chairman level. Peter Willcox 
was an extraordinary chairman for a crisis, but he too recognised that 
once the organisation was in a steady state, it was time for change. 
Frankly, he loves a crisis and finds a steady state quite boring. So he passed 
on to Peter Mason, and Peter again was just the right man for an external 
focus, for stakeholder management, for Government interaction, for 
mergers and acquisitions, which became part of what the next phase was 
about.”

Long term, short term 
Having worked for American, European and Australian banks, Scheink-
estel believes that Australia and other ‘Anglo’ nations like the USA and 
the UK have tended to have a shorter term perspective than the Europe-
ans or the Asians. She says Europeans are prepared to have a very long 
perspective both in building relationships, staying with a country 
through its development phases, ‘understanding that there is a time that 
will be taken’. 

“Australian banks and institutions are always much more short term 
in their perspective. We are much more transactional – as long as the par-
ties both get out of a deal what they want then, ‘that’s it – move on’. 

“As a society our cycle has become shorter both in our political influ-
ences and tendency towards instant gratification. I was involved with the 
utility sector in Victoria when Jeff Kennett was Premier and we went 
through the privatisation of utilities. You looked then at the foresight of 
the founding fathers in building the water network in Melbourne – many 
of the pipes are still in operation today – compared with the unwilling-
ness today of governments to invest in long-term infrastructure. Partly it 
is about financial capacity, partly about the tolerance of electorates and 
partly about unsteady political cycles.”

She also sees an educational case about the society that we want to 
live in, the facilities that we want to have and the cost that must be worn. 
“I was up in Brisbane a couple of weeks ago, seeing a number of the road 
infrastructure projects – the tunnels etc. – most of which have gone bust. 
I was travelling in and out from the airport and went on one of the spec-
tacular new roads and found absolutely no traffic. The driver told me that 
the old roads are almost at a standstill with traffic. I said, ‘What’s the 

Nora Scheinkestel sees that leadership can be exercised 
in very different ways, depending on the nature of the 
organisation and the moment in time when that leader 
comes. The leader that is right for one period may not 
be right for the next.

“As a society 
our cycle has 
become shorter 
both in the 
political 
calendar and, 
more broadly,  
in a tendency 
towards instant 
gratification.”
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convinced we are making as much headway in management and that is 
actually far more important, not only because that is the feeder upwards 
into board roles, but because management in fact has far more influence 
in the way our businesses are being run.  

Unions and the work force
Scheinkestel says the organisations she is involved with have been 
extremely aware of building good relations with the workforce across 
working conditions, and managing the areas of occupational health and 
safety. 

“This is all absolutely critical – no question about it. I follow some of 
the industrial tensions that are being reported and I am concerned that 
we, as a country, haven’t been as successful in working out a new para-
digm in relationships, particularly with organised labour through the 
union movement.

“I remember an experience where North Ltd had acquired a signifi-
cant interest in a Canadian iron ore company. The board went across to 
visit the operations and we had meetings with the union leadership. It 
was a highly unionised and militant workforce. 

“They were not a particularly young bunch of blokes, but they had 
what struck me at the time as an incredibly enlightened attitude. They 
said that they understood that the company had to be internationally 
competitive or else we were all in strife, but they said they would not only 
work with the company but indeed lead some of the initiatives to improve 
productivity. 

“That clearly meant redundancies and work force reductions, and it 
was a mine that had a quite remote operation with entirely dependent 
communities. They said that, in exchange, they wanted the company to 
make commitments to developing their young people into meaningful 
jobs in the North Ltd operations. So they sought and received Leader-of-
the-Future programmes, so that their sons and daughters had real jobs to 
go to and meaningful jobs that were fit for the modern operations. And it 
was a real partnership, with an acceptance on both sides of what the inter-
ests of the others required.

“We don’t seem to have found a way to make those connections, even 
though in many cases we have got much younger leadership on both the 
employer and union sides. I believe that there is still a very significant role 
for the union movement, but it should be a new role fit for the modern 
world. I look forward to us making it work.”

“I clearly am not ‘born digital’, but I am struggling to understand 
enough to be able to interact. So they are going to think and operate very 
differently, and in a sense I think that they have to do that. Already in 
choosing people for senior leadership we need to be looking for people 
who do have that skill set, because they are just going to be absolutely 
fundamental requirements for the world we are already inhabiting, let 
alone the world of the future.

“Couple that with what I like to talk about – looking across the table 
and into people’s eyes and seeing a shining intelligence, and a curiosity 
about the world and an openness. I think at that point you have got a 
pretty good package, and I have a great belief in talent driving its own 
development. 

“I think that, more often than not, if you find a person that has clearly 
evident potential and throw them into roles that you think might be 
almost a step too far, they will quickly grow and develop into the oppor-
tunity. Their leaders and the organisation absolutely have an obligation 
to support them, but people will, more often than not, surprise you on 
the upside.” 

Women at work 
Scheinkestel sees the move on gender awareness as a fantastic develop-
ment. “I have a deep belief in the importance of diversity for good 
decision making within organisations, so gender ought to be one of the 
easiest parts of doing that. I think what has driven the increasing aware-
ness comes from a number of factors. A colleague of mine at the business 
school did a very interesting study, talking about one of the major shifts 
in the thinking of senior businessmen occurring when their daughters 
were entering the workforce. The daughters were coming home and 
talking about being discriminated against, or not having opportunities, 
and their fathers were outraged at how this could be for their darling 
daughter. So that was a big shift.”

Scheinkestel says the Australian Stock Exchange initiative requiring 
companies to ‘comply or explain’ on gender balances is starting to report 
numbers of women at senior levels. 

“You could say, ‘Is this the best way of doing it, a name-and-shame 
type of approach? Would it not be better to change the mindset?’ Yes, of 
course, but at the end of the day – whatever gets traction. The moves that 
have occurred have been quite significant, although not nearly enough. 

“We are certainly seeing more women appointed as directors. I’m not 

“We are 
certainly seeing 
more women 
appointed as 
directors. I’m not 
convinced we are 
making as much 
headway in 
management and 
that is actually 
far more 
important.”
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binyAn ren

From barefoot doctor to chief 
China strategist

by SoPhie LoR A S

A child of China’s Cultural Revolution, Dr Binyan Ren has leveraged off 
his strength in overcoming adversity and his exceptional negotiating 
skills to become a renowned figure in overseeing the China strategies 
of some of the world’s biggest multi national companies.

In 1975, at the age of 18, and with universities across China firmly closed, 
Binyan Ren, the son of a Chinese metallurgical engineer, had but one option 
for his future career – learning to become a farmer in the countryside.

Growing sweet potatoes on a 600 square metre plot in the hot climate 
of the hills around south-west China’s Chongqing city, Ren achieved in 
that first year, what many of his fellow countrymen would not – making 
a profit. At just 13 yuan – or the equivalent of just under US$2 for a year’s 
hard and honest work, Ren says the experience entrenched in him a pro-
found respect for China’s peasant class as well as the values of trust and 
strength in adversity. It would also form the basis for his long-term ability 
to problem solve for solutions where others had given up.

“Those days and years really shaped my personality and work ethic. 
You needed to be very hardworking and very honest with yourself and with 
others. You also needed to be collaborative, in order to survive,” says Ren.

“At the same time you needed to be able to adapt to all the changes, 
coping with the changes and dealing with ambiguities – all the time, and 
have strategies to deal with those changes.”

“China’s change has been incredible.  
I feel so lucky to have experienced it 
from the beginning. I feel fortunate that 
I am not just a witness but a player in 
that change.”
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“That was a very hard time but it was a very good experience to work 
with the lowest ranked, the most fundamental people,” says Ren. “They 
were very kind people who were all just trying to make a living from 
hard, honest work.” 

His farming career was shortly followed by a stint as a barefoot doctor, 
learning from his brother who had studied acupuncture. Ren treated his 
patients for free and on occasions, in exchange for a meal.

It was during these times living in China’s countryside, that Ren 
learned the fundamental rules of negotiation: “To get what you want, 
you have to make sure you provide what they want.”

When Mao Zedong died in 1976, Deng Xiaoping and his reformist 
allies came into power in 1977, introducing vast economic reforms and 
opening up policies. This included the reopening of universities across 
China after a decade of closure. That year, 10 million people competed for 
some 200,000 places. Ren passed the entrance exam to be included in the 
two percent of applicants to form China’s first class of ’77 after the Cul-
tural Revolution. Following in his father’s footsteps he gained a place at 
the prestigious Northeastern University in Shenyang, graduating four 
years later with a Bachelor of Science degree in metallurgy.

Ren had thought about becoming a pilot, but in the end followed his 
father into the industry supplying materials to build aeroplanes instead. 
This took him back to the factory that his father built – now the famous 
Southwest Aluminium Company (now a part of Chinalco) – as a Process 
Engineer, producing aluminium sheets for the fuselage and wings of mil-
itary aircraft. He was assigned to a special team to build China’s first 
commercial aeroplanes.

“There was no protocol, no precedence of China making commercial 
aircraft – we only had bomber and fighter protocols,” says Ren of the 
challenge.

Three years later, after much persistence, the team succeeded in build-
ing China’s first commercial plane to fly from Shanghai to Beijing.

Like much of his career to follow, building relationships and busi-
nesses from scratch, with no protocol, would become his forte. 

Ren continued to study English at his father’s encouragement and 
became determined to gain a PhD. That would mean studying abroad 
and late in 1985, he became one of two successful applicants to be awarded 
a Boeing scholarship to study at Washington State University in the 
United States.

Ren had spent his life growing up amidst Chinese propaganda believ-
ing his one big aspiration in life would be ‘liberating’ the two thirds of 

Those valuable ‘survival skills’ have brought Binyan Ren to where he 
is today – Rio Tinto’s Managing Director, China.

Ren’s days ploughing the fields of Southwest China are a vast contrast 
to the sweeping view he enjoys today from the Rio Tinto office in Bei-
jing’s World Trade Centre. But his core values have not changed, and the 
people skills he learnt during China’s great period of upheaval are still his 
major draw cards when liaising between the western organizations he 
represents and their Chinese partners and clients.

Born in 1957 in Harbin in China’s northeastern Heilongjiang Prov-
ince, Ren grew up in the shadow of his engineering father.

His father had studied at a prestigious north-eastern university in 
China in the early ‘50s, then working at an aluminium fabricating plant 
constructed with the aid of the USSR to produce materials for China’s 
aerospace industry. But as China’s relationship with the Soviet Union 
soured in the early ‘60s, a decision was made to move all national security 
projects away from volatile borders. The Ren family was relocated to the 
inland city of Chongqing, where Ren’s father was to oversee the construc-
tion of a new aluminium fabrication plant. 

With the start of China’s Cultural Revolution in 1966, all formal 
schooling had ceased. Consumer goods were limited and there was no 
access to luxuries beyond basic food. To this day, Ren can clearly remem-
ber the family’s per person, monthly ration entitlements for that period: 
500 grams of meat; 250 millilitres of cooking oil; 100 grams of sugar and 
13 kilograms of rice.

But despite those hardships, Ren describes his childhood as happy. 
The academic backgrounds of the engineering community of the plant 
also meant the children continued their schooling to a basic degree, and 
the factory’s isolation in the outskirts of Chongqing also provided an ele-
ment of immunity from the turmoil going on in the rest of China where 
old cultures and customs had come to a complete standstill. 

There were still episodes of ‘self correction’ for Ren’s father, but the 
family lived through those times, coming out of them stronger and being 
well equipped to adapt to change.

Ren himself had become very good at the game Go – a form of Chinese 
chess, commonly played by China’s military strategists, and he had picked 
up and studied English using a dictionary to memorise the words and later, 
by assembling a semi-conductor radio to listen to Voice of America. 

By the mid-1970s, when Ren had finished high school, universities in 
China remained closed. And so, by 1975, with no other options, he began 
his ‘re-education’ in the countryside as a farmer.

“To get what 
you want, you 
have to make 
sure you 
provide what 
they want.”
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HIH Winterthur – the largest general insurer 
in Australia at the time. However, when HIH 
filed for bankruptcy in 2001, Ren again found 
himself looking for work.

Ren had realised from those insurance 
days that he wanted to gain more knowledge 
in the financial services area and so, with 
plenty of spare time on his hands from late 
2001, he enrolled to study a masters in applied 
finance at the University of Melbourne, the 
same year his son began his undergraduate 
law and commerce degree.

The father-son lunches at Melbourne’s 
most prestigious university lasted just a few 
months before Ren was recruited to head up 
Alcoa’s China investment initiatives. Accepting 
the role would become one of the highlights of 
his career.

In the late ‘90s, part of China’s reform 
policy included a push for state owned enter-
prises to ramp up and improve productivity of 
their operations by introducing advanced 
western management concepts. Guo Sheng-
kun, the Chinalco Chairman at the time, 
wanted to IPO the state owned enterprise on 
the New York Stock Exchange but it would need foreign help to do so. 
With the support of Alcoa, Chalco’s IPO was successful. It was late 2001.

Under the strategic investment agreement, Alcoa and Chalco would form 
a joint venture at Chalco’s prime bauxite mine, alumina refinery and alumin-
ium smelters. Alcoa would have the opportunity to transfer management, 
operational and technical expertise to Chalco to assist it to significantly 
increase China’s refining and smelting capacities. Alcoa, in the process, 
would have easier access to the growing Chinese aluminium market.

There was just one problem. Alcoa had rigid internal systems in place 
and many at the company believed the only way to do business in China 
would involve skirting around accepted western business practices.

Ren’s role was to work within the confines of that strong and rigid 
system to ensure the deal was implemented – by the book.

“It was very challenging because prior to me, there were quite a 
number of executives working on the project who had formed the  

those suffering in the world. But landing on US soil was shell shock.
“People were so nice and the environment was so clean – especially 

the bathrooms! There were green lawns so beautifully laid – it was quite 
shocking!”

Ever resourceful, Ren went straight to a public phone, picked up the 
phone book and rang the first number he could find with a Chinese name. 
The receiver, a Chinese student himself, invited Ren to sleep on his sofa. 
In the morning they shared breakfast and his new friend escorted him to 
the university where he was handed an envelope containing a cheque for 
US$1,000. 

Ren studied hard, continuing to use his dictionary to decipher the 
textbooks and gained straight A’s throughout the course. This allowed 
him to receive a teaching and research assistantship from the university 
and his success in the academic field gave him confidence in the social 
realm, making friends and becoming President of the university’s Chi-
nese Student Association.

Ren had been joined in the United States by his wife and small son. 
After completing a Masters and PhD he accepted a job with Comalco 
(now part of the Rio Tinto Group), starting at its Kentucky operations in 
the US. By 1991 the job led the family to the leafy streets of suburban 
Melbourne in Australia. From there at the Comalco Research Centre, 
Ren provided technical support to Comalco’s rolling mills in Australia 
and the US. His Chinese background soon saw him propelled within the 
company to assist in negotiating a joint venture initiative with the CNNC 
(predecessor of Chinalco) for a major refinery, smelter and power station 
– worth a total investment of US$1.2 billion. It was his first taste of corpo-
rate deal making and he liked it.

“That deal – I learned so much. It was so much more interesting to 
build something new, than just to service a few rolling mills,” says Ren.

When Comalco decided it would off load its fabrication business, Ren 
felt confident a new opportunity would present itself. And it did.

On one of his many trips between the US and Sydney, while working 
for Comalco, he had met a business executive eager to break into the Chi-
nese insurance market. Despite no background in insurance, Ren was 
determined to help the Australian businessman out, setting up a meeting 
with the head of China’s only insurance company at that time, PICC. 
Those initial meetings and efforts, coupled with the reform of the Chi-
nese insurance industry, resulted in several more insurance companies 
being established in China, and led to the first approved Sino-foreign 
insurance joint venture in the People’s Republic of China and a job with 

Binyan Ren’s fundamental qualities … communicating 
trust while simultaneously finding ways to grant all 
parties what they need, which have propelled him to 
the position as the China head of one of the world’s 
biggest resources companies.

I learned so 
much. It was so 
much more 
interesting to 
build something 
new, than just to 
service a few 
rolling mills,”
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His experience at Alcoa had helped him develop close connections 
with senior executives at China’s state-owned aluminum firm, Chinalco, 
and he observed with interest Chinalco’s ongoing negotiations to increase 
its stake in Rio Tinto during the period soon after the 2008 Beijing Olym-
pics. It was a story that was developing every day and Ren was fascinated. 
Chinalco eventually emerged as Rio Tinto’s largest shareholder, but it 
had been a chaotic ride.

Following a meeting with Rio Tinto’s then China Managing Director, 
Ian Bauert, Ren was offered the role of Vice President, China, joining the 
company in 2010.

If Rio Tinto’s reputation has improved in the last three years in China, 
a large part of that has been at the hands of Ian Bauert, with the support 
of Binyan Ren, whose role has entailed rebuilding trust with Chinese 
partners and clients and working with the Chinese media to reengage the 
community. Rio Tinto is now seen as a preferred partner for overseas 
ventures, and in the process, has set up a model for Chinese state-owned-
enterprises going out into the future.

Those three years at Rio Tinto have also seen Ren groomed for bigger 
leadership positions – including his recent appointment as Rio Tinto’s 
Managing Director, China.

As a senior executive, he has also had the role of mentoring junior 
employees. “For me, developing and coaching people is an increasing role. 
I want to be a role model for younger people in my organization and to 
encourage them to focus on their strengths. I try to delegate a lot. If some-
one can do it – and do it better – why not? This empowers them, and gives 
them trust. It’s important to trust in yourself and to trust in others,” says 
Ren.

Binyan Ren is recognised and respected by both his Chinese and west-
ern peers for his communication skills and integrity. It is his fundamental 
qualities of being able to communicate trust while simultaneously find-
ing ways to grant all parties what they need, which have propelled him to 
his current position as the China head of one of the world’s biggest 
resources companies.

“China’s change has been incredible,” says Ren. “I feel so lucky to have 
experienced it from the beginning. I feel fortunate that I am not just a 
witness, but a player in that change. We are still in that changing process. 
I am still in that process.” 

conclusion that it was impossible. So they left. When I came in, I studied 
and tried to understand the situation, worked with people, talked to vari-
ous stakeholders and eventually made a plan,” says Ren.

He was determined to find a solution that would work for all parties 
– especially to demonstrate to the Chinese side the long-term benefits for 
them in working with their western partner.

“I told the company [Alcoa] that you can get things done in China 
without violating or breaking any laws – it would just be a matter of how 
it would benefit China, benefit the industry and in turn benefit the organ-
isation,” says Ren. 

In those few years, Ren helped Alcoa grow from having one plant in 
Shanghai and a few staff in a Beijing office, to establishing what would 
become China’s largest state-of-the-art rolling mill at the time in Qin-
huangdao, a joint venture with CITIC, as well as a research centre, several 
business units and functions across China with more than 1000 China-
based employees.

“When everyone else says it is not possible, you work out your plan. 
After a little while, when things are progressing well, the confidence is 
gradually established and the trust you built and inherit along the way 
makes things happen,” says Ren.

“It requires many aspects of understanding. Only when you have 
those – communication, trust and integrity – are you able to pull off a 
very complicated thing and make it simple – but actually it’s not simple 
– it requires many days and nights of thinking and planning and execut-
ing how to make it work. And only until all the people are aligned can the 
system then get behind you and support you.”

It remained an exciting period in Ren’s life. But the situation became 
murky when the intended integrated deal on a bauxite mine, the alumina 
refinery and aluminium smelter – integral aspects of the initial Alcoa-
Chalco deal – did not eventuate. The company started to look into other 
alternatives including the unsuccessful bidding of Alcan, eventually sell-
ing its Chalco shares in 2007.

In mid-2007, Ren was relocated to Alcoa’s Manhattan office as Vice 
President, but he was miserable. Under new leadership, he could see the 
company had changed its strategy. 

Two days after leaving Alcoa to join Anglo American in September 
2008, the Global Financial Crisis began – markets around the world plum-
meted and interest in China waned on a global level. 

Ren continued to monitor closely the development of the sector in 
China.

“I try to delegate 
a lot. If someone 
can do it – and 
do it better 
– why not? This 
empowers 
them,” explains 
Binyan Ren.

“Only when you 
have those – 
communication, 
trust and 
integrity – are 
you able to  
pull off a very 
complicated 
thing and make 
it simple – but 
actually it’s not 
simple – it 
requires many 
days and nights  
of thinking and 
planning and 
executing how  
to make it work.”
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frAnK Xu

Quiet achiever

by SoPhie LoR A S

Working at the forefront of China’s foray into globalisation throughout 
the 1990s and 2000s, Frank Xu has forged a career setting protocols 
and models for China’s economic reform and opening up policies.

In September 2004, China’s state-owned metallurgical corporation, 
Minmetals, was in a US$4 billion plus take-over bid for one of the world’s 
largest producers of nickel and copper, Canadian-listed Noranda.

It was the first sizeable Chinese takeover bid in the global resources 
sector, and a game-changer for China’s foray into international mergers 
and acquisitions. If the deal was successful, China’s Minmetals would 
control 100 per cent of the Canadian company, shoring up in part, China’s 
long-term resources security. It was also a clear demonstration to the 
western corporate world, that China was ready for business. 

Sitting at the negotiating table was Frank Xu, a Chinese born and edu-
cated national whose entire career path had led him to this moment – but, 
as the negotiations lagged on, he knew, with increasing certainty, the 
deal was about to collapse.

From the outset, Xu is a quiet, unassuming individual. Ask him about 
his corporate achievements with one of China’s biggest state-owned con-
glomerates, or his role as Vice President, China for BHP Billiton, or even 
to his current role as Managing Director for Investment Banking with 
Barclays Capital Asia in Hong Kong, Xu will tell you his career progres-

“We worked hard but we 
took advantage of this 
environment of trust and 
confidence and that obviously 
works very well.”
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Frank Xu started in a junior position with the company’s finance 
department where his work involved trade finance, basic import and 
export, bills of lading, discounting, cash planning and support for the 
whole group in international trade. But he quickly attracted the attention 
of the organisation’s senior management and was soon moved to the 
front desk where his role had him interacting with international organ-
isations, including western banks, trading companies as well as translation 
and interpretation work for senior management. 

He was having a hands-on role in China’s economic opening up policy, 
and despite his youth, was being given increasing responsibilities within 
the company.

Part of that came from the encouragement of his immediate boss who 
was happy entrusting the international relations role to the young Xu.

“In organisations, there is always a hierarchical system and people just 
follow. So my peers and team mates were doing just that,” says Xu. 

“But in my case, I would follow my own ways of thinking, and my 
boss just released me from any burdens and let me be free to think and to 
interact in my own way.”

It would be this level of trust and responsibility that would enable Xu 
to establish financial platforms and deals that would later mark his career 
as an individual capable of establishing new business frontiers.

Senior management provided some guidance, but for Chinese direc-
tion in globalisation – there was no model. Xu, and his colleagues were in 
the process of creating it.

“There was no protocol. I mean everyone just moved forward, you 
trusted your feelings, trusted your senses, and you just kept moving for-
ward,” says Xu.

“The laws and regulations in China are gradually getting more sophis-
ticated, but at that time there was no protocol for any of it.” 

sion has been a combination of good fortune and an optimistic outlook.
In 1983, when Xu sat his university entrance exam, China’s tertiary 

sector was still evolving. Universities in China had reopened in 1977 after 
a decade-long closure. But under the helm of Deng Xiaoping, China had 
begun its open door policy and Xu recognised early on, that China’s 
future needs would rely heavily on expertise in foreign language, foreign 
trade and international business. 

He received excellent marks in his entrance exam and had the pick  
of China’s top universities. Xu chose the respected Beijing Institute of  
Foreign Trade – a college owned by China’s Ministry of Commerce 
(MOFCOM) with career paths leading into the country’s biggest organ-
isations. There, Xu studied a combination of languages and business, 
majoring in Business Administration.

The school, today known as the University of International Business 
and Economics, is considered China’s equivalent of the United States’ 
Wharton or Kellogg School of Management – with its strong emphasis 
on business and economics and a prestigious calibre of alumni, many  
of whom have gone on to hold senior positions in state enterprise and 
politics.

Since the 1950s, the university had developed a reputation for groom-
ing graduates to become China’s early faces of international trade. In 1983 
the university’s role was to recruit those with ambitions to be ‘business 
promoters in an international arena’.

“And that was my ambition,” says Xu.
The five-year course was English language intensive, with teachers 

and textbooks imported from the United States, and a teaching course 
modelled on the western style MBA. He chose Japanese as his second 
foreign language.

Graduation outcomes were then decided by MOFCOM and Xu was 
sent to join the China National Nonferrous Metals Industry Corporation 
(CNNMIC).

CNNMIC was a national level industry administration authority gov-
erning the metals sector. Nonferrous metals included base metals, such as 
copper, nickel and aluminium, precious metals such as gold and silver and 
minor metals such as tungsten and tin and rare earths. It oversaw national 
production, distribution, investment, planning, and forecasting how the 
Chinese national metals market would develop over the next decade or two.

“At that time in China in the ‘80s, international business had not been 
fully integrated,” says Xu. “It was very basic, with very little investment and 
just the basic import/export scenario where importation was a big part.”

Frank Xu’s current role is Managing Director 
for Investment Banking with Barclays Capital 
Asia in Hong Kong, He will tell you his career 
progression has been a combination of good 
fortune and an optimistic outlook.

“There was no 
protocol. I mean 
everyone just 
moved forward, 
you trusted your 
feelings, trusted 
your senses, and 
you just kept 
moving forward.”
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“People were beginning to think about diversification and resources 
security, instead of purely trading or purely uplifting the production scale 
in China. So that merge lead to some great times in terms of globalisation 
and real participation in the global mining space,” says Xu.

By the time of the merger, the two conglomerates had a strong indus-
try platform – a completeness of industry, people, technology, markets, 
and R&D – to back up the next stage in Chinese outbound investments. 
It also had an increased bunch of talents – with Chinese employees who 
all spoke foreign languages very well and had vast experience in interna-
tional business management.

Xu was put into a business development role as Vice President Minmetals 
– Nonferrous. It was obvious that China would be relying more and more 
on resources it didn’t have. The Chinese economy had already been  
forecast to develop very rapidly. But especially for resources such as iron 
ore, copper and nickel, sourcing would need to be guaranteed from  
overseas.

Frank Xu and his team were developing more and more opportunities 
to shore up China’s long term needs. It was a new frontier, and it was an 
exciting time.

During his five years with Minmetals, he would have some good suc-
cess and also, ‘regrettably’ miss out on some of them. One of the most 
significant negotiations of Xu’s career would be China Minmetals’ unsuc-
cessful bid in 2004 to acquire Canadian-listed company Noranda. 

The US$4 billion plus deal was a sizeable transaction for China. Mas-
sive in fact. And while the commercial side of the transaction was going 
along relatively nicely, the regulatory aspects – especially from China, 
were proving a sticking point.

The bid was significant because while the Chinese metals mining 
industry had no prior public market M&A experience of that magni-
tude, it demonstrated a new confidence – that China was ready for 
globalisation.

The interest from the Chinese had not only caught the Canadians off 
guard, but also the western business world. Was the West ready for  
China to run and control one of the world’s biggest nickel and copper 
producing companies?

“We hadn’t wanted to dominate and control everything – we just 
wanted to be a major shareholder – with all the operations, management, 
marketing etcetera, remaining unchanged,” says Xu.

Demonstrating to the Canadians that Minmetals was up to the task 
was only a minor irritant.

He had also developed a strong working relationship with another 
manager, who had recently returned from the US after completing her 
MBA studies, bringing western business ideas and practices with her. 

In 1991, Frank Xu was sent on his first overseas trip to Singapore and 
Hong Kong during the cold Chinese New Year period.

“The contrast was obviously significant. It was winter time in Beijing 
and then suddenly, within eight hours to Singapore you landed in an 
oasis,” says Xu. 

“Everything was so advanced. The highways, the economic develop-
ment, the skyscrapers, the botanic gardens – all these things I had never 
seen – and Singaporeans had such an interest in business and politics.”

It was a sharp contrast to the economic thinking of his fellow country-
men back in China, who despite the country’s rapid development still 
maintained a very near-sighted view on the country’s economy. The 
simple act of purchasing a television or white goods for a new apartment 
would take decades to pay off. 

In that same year, Xu was given a six-month stint setting up CNNMIC’s 
European subsidiary in Dusseldorf, where he was responsible for devel-
oping off shore financing platforms for the company in its bid to further 
introduce foreign capital and overseas subsidiaries. 

By 1993, with capital in China still scarce, the organisation acquired 
two Hong Kong-listed companies in a bid to attract foreign investment 
either from Hong Kong or through Hong Kong. 

“I found myself working on back door listings and syndication loans 
and how to get additional financing or funding for the Hong Kong plat-
form, so I dealt a lot with the financial institutions in Hong Kong and the 
western world,” says Xu.

It was an exciting and challenging environment – developing out-
bound strategies for his Chinese organisation with no existing business 
model for an emerging global economy.

“But, once you had the platform and the funding, then the ambition 
drove the company to certainly start looking at more exciting things – 
looking at acquisitions such as R&D and high tech companies, ” says Xu.

The work involved extensive travel to the US, Europe and Australia. 
In 2000, CNNMIC merged with Minmetals. It was, says Xu, a natural 

progression.
“My company was still a top institution governing the whole of Chi-

na’s nonferrous metals industry. It was an industry player,” says Xu.
Minmetals meanwhile, acted more as an international trading arm. 

By merging the two organisations, it brought into play a new powerful 
platform for a new period in China’s economic restructuring. 

“So that merge 
lead to some 
great times  
in terms of 
globalisation  
and real 
participation  
in the global 
mining space.”
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Director for Investment Banking with Barclays Capital Asia in Hong 
Kong, it was for Xu, just another career progression.

In this position, he has moved to the sales side of the business – advis-
ing clients on financial solutions. His greatest challenge these days is 
managing his time – of which there is not a lot.

“Obviously there are a lot of pressures in investment banking – time 
constraints, time pressures, technical pressures, communication pres-
sures and regulatory pressures,” says Xu.

“Certainly you live in the real word. So clearly, as a team leader you 
have to be very careful at addressing all these kinds of changing things 
and also have a very tailored plan around all these steps – different ways 
of measurement and communication, and when you get on these kinds of 
projects you need to be backed up by the team.”

Leading a team has always come naturally to Xu. His own career ben-
efitted immensely from supervisors who gave him the freedom and the 
responsibility to explore and implement new ideas, and it is an ethos he 
has maintained throughout his career.

“I definitely benefitted from this. I always actually had a lot of trust 
from my seniors and then I was able to pass that down to the team mem-
bers. In the beginning I was lucky to have all this authority to lead a team 
and report back confidently,” says Xu.

“We worked hard but we took advantage of this environment of trust 
and confidence and that obviously works very well.”

It is an aspect of leadership he instils in his staff. He encourages junior 
staff to learn as much as they can and to think with vision. He tells them 
to share and exchange their views and benefit from their experiences and 
lessons – both the successful ones and the not so successful. 

“Opportunity is always provided to those who are ready,” says Xu.
Xu’s ability to look at each new challenge throughout his career – suc-

cessful or not – as an opportunity to build for future success, is his 
strongest attribute. Xu’s role with the China National Nonferrous Metals 
Industry Corporation and then Minmetals, at the economic forefront of 
China’s opening up and reform policy, enhanced his already strong abil-
ity to show vision and then explore ways of achieving it. Xu’s great legacy 
is in his early work paving the way and developing models for Chinese 
state owned enterprises to look beyond China to become international 
players in a globalised world.

“It’s the real world. Some transactions succeed. Some transactions fail. 
China has gone through such rapid development and so for us, it has been 
a steep learning curve, and we have survived those curves.” 

The bigger problem in securing the deal was coming from China, 
with the government regulatory body taking its time to approve the 
whopping investment.

“Four billion dollars is a big transaction. People will naturally doubt 
whether you could manage it well and whether you would incur huge 
losses. It was taking some time for people to really digest it,” says Xu.

By November 2004, Noranda announced the exclusivity period for 
negotiations had expired and would not be renewed. In March 2005, it 
announced it had entered into a merger with Canadian nickel producer 
Falconbridge. The purchase of the new merger would now be too costly 
for the Chinese company and by June 2005, Minmetals’ interest in 
Noranda officially ended.

Frank Xu has an upbeat outlook on the failed bid. 
“Today, in China, the regulators have a much better understanding. 

But back then we couldn’t confidently predict when that regulatory 
approval would come in and with a public company, the shareholders 
have different agendas,” says Xu.

“We were a little bit early for the resources boom,” says Xu, “and 
China was not ready.“

It was a blow, but not a setback. As a result of the failed bid, the Chi-
nese teams at the forefront of China’s globalisation, not just at Minmetals, 
but other state owned enterprises, were taking notes and preparing for 
the next step in the country’s international economic outlook.

“From that kind of complicated transaction, the team benefited from 
all sorts of learning, they could absorb all the colour of the data room, 
make preparations in team work, and welcome new transactions to 
come, and that’s why subsequently Minmetals did very well respectively 
in 2007, 2009 and 2010.”

As the Noranda deal came to a close, Frank Xu was being pursued by 
BHP Billiton. In 2005, he joined the business as Vice President, China.

It was a challenging environment during the iron ore price negotiat-
ing days, but rewarding. Xu had a leading role smoothing out government 
and external relations, working with Clinton Dines, BHP Billiton’s long 
reigning China President, to carve out misunderstandings from the Chi-
nese industry sectors and working towards bringing the market economy 
rationale to the company’s business counterparts.

Xu was also responsible for BHP Billiton’s community engagement 
programmes and oversaw BHP Billiton’s sponsorship of Beijing’s 2008 
Olympic Games. 

When he left BHP Billiton in 2009 to take up his position as Managing 

“It’s the real 
world. Some 
transactions 
succeed. Some 
transactions fail. 
China has gone 
through such 
rapid develop-
ment and so for 
us, it has been a 
steep learning 
curve, and we 
have survived 
those curves.”



122 123

u n e a r t h i n g  w i s d o m

tHrAs MorAitis

Leading in a new and different 
global organisation

by PhiL iPPA AndeR Son

Thras Moraitis is proud, that with his colleagues, he broke the mould 
many times in building a very different mining company: Xstrata. A 
unique organisational model and distinctive culture were part of what 
he helped create as an entrepreneurial leader in the industry. 

Micro-chip designer by training and successful entrepreneur, Thras 
Moraitis is not a typical leader in the mining industry. But then his most 
recent role has not been a typical job. Moraitis was part of the top team 
that built Xstrata from a $500 million business to a $50 billion company 
in 10 years. Xstrata went on to merge with Glencore in May 2013, to form 
the world’s fourth-biggest mining company and the world’s biggest 
commodities trader.

Xstrata was the third of three distinct 10-year phases in his career – the 
first was in business start-ups and the second in consulting. He explains: 
“On the surface Xstrata looks like a corporate phase. Yet it is different. In 
many ways it fitted all of my instincts which was to be involved with a 
business that was growing rapidly as opposed to being involved in main-
taining a business.”

He describes the common thread through his career to date as: “Help-
ing people to find and go beyond where they started – and actually even 
to go beyond that.” 

“The level of complexity goes 
up exponentially when you 
move from a local landscape  
to a global one.”
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Born to immigrant Greek parents in South Africa, Moraitis was a high 
achiever at school and started work in mining. He won a university schol-
arship with Gencor (BHP Billiton is its successor). This involved working 
for them after graduation, including underground in a coal mine. He did 
not enjoy this. Even in his student years he had been dabbling with busi-
ness ideas of his own. So, after completing the necessary two years with 
Gencor, he left to look for ideas to start his own venture. 

“I met two kindred spirits and we literally sat round a table drinking 
good red wine and thinking how we could put our experience to good 
use by developing a new business,” says Moraitis. “We came up with 
something that included mining – largely because I had just come out of 
the mining industry and understood microelectronics.” 

With his colleagues, Moraitis invented the first microelectronic deto-
nator. They got financing to build a business which they sold to AECI 
Explosives. He followed this success with other businesses, one of which 
was a merchant bank advisory firm. This was sold to leading strategy 
consultancy group Monitor (now part of Deloitte) in 1991 and Moraitis 

stayed on to run what became Monitor’s Johannesburg office. After 10 
years, including a move to London to run the Europe Middle East and 
Africa office, Moraitis left to take a sabbatical.  

But he had little time to think about how he might spend his free time 
before he received a call from Mick Davis, CEO of a then unknown 
mining company called Xstrata. Moraitis knew Davis through his con-
sulting work at Monitor as he had advised on the acquisition of Billiton 
when Davis was CFO at Gencor. 

“I told him I was not interested,” says Moraitis. “First because I was on my 
sabbatical and second because I did not want to work in a corporation. But he 
told me it was going to be about entrepreneurship on a grand scale. Being a 
good negotiator, Mick finally had me begging to join him. Entrepreneurship 
is where I feel most comfortable and that’s where I feel most excited.”

And so he became executive general manager of Xstrata, six months 
after the IPO on the London Stock Exchange. He started with the major 
acquisition of MIM in Australia. The next 10 years saw Moraitis, who was 
responsible for Xstrata’s strategy and corporate affairs, playing a key role 
in the creation of a very different mining organisation.

“It is a great privilege to begin with a clean slate,” he states. “Starting 
a new business requires a small group of people with a common view of 
what you want to create and how you want to go about doing things.”

The essential thing for any business – whether it is a start-up or on-
going – has to be a clear conviction, according to Moraitis. “You have to 
have a belief about certain aspects of what you are trying to do in your 
industry and against your competitors that is strong and unyielding.” 

“The leaders have to test that conviction every now and again to make 
sure it is valid. And they have to be steeped in that conviction because 
they propagate it onto the people who work with them, on to the invest-
ment community and into the broader industry. It sets the tone about 
how leaders go about doing things and helps them make decisions about 
opportunities.” 

For Moraitis and his leadership colleagues, a number of convictions 
came together. The first conviction was that there would be a secular 
change in the demand for commodities because of the emergence of 
China and India and other developing markets. Secular change, he 
explains, is a powerful long-term change – typically dependent on a sig-
nificant shift in technology or a major global disruption, such as the need 
to rebuild Europe after the Second World War – so is different to charac-
teristic five-or seven-year price cycles.

A common thread to 
Thras Moraitis’ career 
has been helping 
people to find and go 
beyond where they 
started and then  
go further.

“The essential 
thing for any 
business, 
whether it is a 
start-up or it is 
on-going, has  
to be a clear 
conviction.”
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“Now it seems obvious, but in those days we were the only ones who 
had that view,” he says. “We also believed that the supply side, having been 
underinvested in for 18 years, would struggle to match that emerging 
demand. We did a lot of detailed analytical work, going back as far as the 
1800s, to support that view. This became the touch point we returned to 
every time we were doing a transaction, building a business or investing.”

The second conviction was that together they could build a business 
that was very different and did not incorporate any of the destructive 
attributes they had seen in other organisations. They set about defining 
an organisational model that was unique in the industry. Not only did 
they all feel their organisation was superior but, importantly, it was one 
where they all wanted to work. 

The operating model had a very small head office (just 50 people at 
the centre) with a high degree of accountability devolved deep into the 
organisation. The ‘light touch’ management approach was enabled by 
clear delineation of roles and no middle management between the corpo-
rate centre and business units. The business was structured on global 
lines with the geography subordinate to the commodity. CEOs of each 
business were located in the geography closest to the bulk of their assets, 
rather than being based at the centre. 

“The organisational model is an unusual thing for mining companies 
to talk about, but that was part of our success,” explains Moraitis. “It 
structured the way executives think. Our business units were indepen-
dent and responsible up to the EBIT [earnings before interest and tax] line 
for their business. People achieve their best when they feel that they are 
accountable for their work.”

The leadership team also wanted the culture of Xstrata to be very dif-
ferent. Moraitis explains that if leaders don’t make an active choice about 
how, as an organisation, they want to go about doing things, they will 
still have a culture. It just won’t be a premeditated one and may not be an 
aligned or efficient one in that not everyone will share the same values or 
approach to doing things. 

“The culture emanated from the founding team. We made a clear 
choice about the way we wanted to do things,” he explains. “This was 
about our behaviours, the integrity we wanted to instil in the business, 
the focus on financial value and the fact that we wanted to do things dif-
ferently – perhaps even for the sake of it because we believed that through 
creative destruction you come up with many new ideas.” 

Moraitis adds that the unique culture became the way Xstrata oper-

ated, not because it was a formal policy but because it was the way people 
actually did things – through the leaders’ behaviours and by creating 
opportunities to reinforce the messages around the culture. For example, 
the first phase of Xstrata involved the acquisition of some 40 companies. 
In each case, members of the leadership team would visit the new busi-
ness and explain Xstrata’s values and principles as part of the post- 
acquisition process.

The culture was only codified three years ago, partly because Moraitis 
felt the need to rekindle the excitement of the organisation’s difference 
relative to its competitors. Also, because they were doing fewer acquisi-
tions, they needed to reinforce the messages. He describes the Xstrata 
Difference project: “We embarked on a programme to codify more for-
mally the values and the way we go about doing things. We ran a series 
of interviews with a cross section of people across the group, by then 
about 80,000 people. It was amazing how common the language was.” 

A late entrant into a relatively consolidated industry, Xstrata’s choice 
of acquisitions resulted in a portfolio which Moraitis describes as a “smor-
gasbord of quality”. Not only did the other big mining companies not 
share Xstrata’s conviction about the growth in demand, they also did not 
believe it was possible to create value from what were perceived as second 
class assets. Xstrata proved them wrong. They bought at good prices and 
then made the best of the assets by applying their devolved model and 
attracting high calibre people.

Selecting the best people for Xstrata and ensuring the right develop-
ment for the company’s global leaders was a major part of the company’s 
success. Moraitis says: “Mick Davis told me that as CEO his most impor-
tant role was to select the right people and put them in the right jobs.” 

Moraitis was involved in defining the qualities required for the right 
people for Xstrata. “You had to have the Right Stuff in order to be part of 
the team,” he explains. “We defined what the Right Stuff meant – it 
included integrity, the level of transparency and the ability to be account-
able. It also included the degree to which the person had a global outlook, 
whether they had international experience or not.” 

Many of the criteria for how Xstrata selected and developed people 
related to the global nature of its operation. For example: Global acumen, 
the ability to form strategic relationships in the global context and the 
ability to operate in a multicultural environment. They tested for these 
criteria and, where they identified those who lacked this global business 
awareness but had sound mining experience, would put individuals 

“Through 
creative 
destruction you 
come up with 
many new 
ideas.”

“If leaders don’t 
make an active 
choice about  
how they want  
to go about doing 
things, they will 
still have a culture 
– it just won’t be  
a premeditated 
one.”
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through a relevant leadership programme. There were two distinct pro-
grammes: One for young high-flyers and one for senior executives. The 
latter was run in collaboration with the London Business School where 
Xstrata joined a consortium of diverse international companies. Execu-
tives from each of these companies visited each other’s locations to get 
them outside their comfort zone and give them exposure to different 
business models and geographies. 

Moraitis has worked in 30 countries and has lived in South Africa, 
Australia, Canada, UK and Switzerland. He believes that although you 
can tell people what it is like to work outside your home country the real-
ity is very different. Preparation and training are important to how 
successful an individual is in working internationally. But he also believes 
that, with the growth in developing markets, careful selection of people 
with inherent character traits is vital as people are increasingly operating 
in unfamiliar environments.

A fundamental requirement for Moraitis is that you have to be very 
smart. He explains: “The level of complexity goes up exponentially when 
you move from a local landscape to a global one. You need to have a cer-
tain type of acumen to deal with the complexity which requires you to be 
able to do systemic thinking and systemic analysis.” 

Also important, but perhaps more obscure, is the 
need for unbridled energy. He explains that you not 
only have to be able to arrive fresh into a meeting 
after a long-haul flight, but also are involved in inter-
national calls from early morning and late into the 
night. “Being a global executive is exhausting on a 
day-to-day basis and in the long-term,” he states. “If 
you are not inherently someone who is energetic and 
is able to put on a show when the lights go on, being 
a global executive is not a career for you. It is going to 
drain every part of your being to be successful on an 
on-going basis.”

Not only has Moraitis worked across the globe, 
he is also well used to working across a breadth of 
issues. As a micro-chip designer, he was trained to 
look at tiny transistors so his mind is able to shift 
comfortably from the macro to the micro. However, 
he acknowledges that successful leaders are those 
who recognise limits in their capabilities and then 
plug those gaps with very capable people. 

“If you know you are good at the big picture / strategy but not good 
at detail then you should hire someone who is,” he says. “Successful exec-
utives have to complement their failings with people who are brilliant in 
those areas and give them their voice – that’s how successful teams are 
created.” 

He describes how Mick Davis purposely did not hire people who were 
shrinking violets because they would not have survived in Xstrata. Davis 
is a great example of someone who has a strong sense of opinion but is 
constantly seeking disconfirming opinions or data from his team. This is 
a very powerful trait for business leaders, according to Moraitis, as it 
ensures better decision-making.

Looking to the future, Moraitis sees a number of challenges for the 
mining industry. He says resource nationalism is an on-going challenge 
and that the industry is now increasingly aware of the different forms this 
can take, in a spectrum from increase in royalties to outright expropria-
tion of assets. 

This risk can be mitigated partly by mining companies’ approach to 
sustainability and the social licence to operate. They were aware of this at 
Xstrata and made a virtue of it. He explains: “Communities, encouraged 
by NGOs, the internet and global media, are much more astute as to what 
they should expect in partnership between themselves, government and 
natural resource companies. Companies that are able to get ahead of the 
curve and set the pace on how community interaction works, as part of a 
broader sustainability theme, will become the stewards of natural 
resource assets in the future.” 

He states that China, India and Russia will become increasingly influ-
ential on the demand and production side. This will impact the 
commodity market and it will be important for companies to maintain 
strong investment rather than merely provide high returns to investors. 
He feels this is an important trend to watch with increasing consolidation 
in the industry. 

Moraitis did not stay with the newly merged GlencoreXstrata and is 
seeking new challenges elsewhere. Asked if he might take another leader-
ship role in mining, he answers: “If you define leadership as the enjoyment 
of seeing people outdo their own expectations and do something extraor-
dinary, then that’s the context in which I would do this again.”

“Successful leaders are those who recognise 
limits in their capabilities and plug those gaps 
with very capable people,” an obvious key to 
success explains Thras Moraitis.
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DAviD gArofAlo

Clear vision, consistent strategy, 
excellent execution

by PhiL iPPA AndeR Son

Qualified as an accountant, clear-thinking David Garofalo worked his 
way to President and CEO of Canadian integrated mining company 
Hudbay by understanding the need for consistent strategy and tenac-
ity in execution – and by having a good eye for opportunities.

When David Garofalo presented long-service watches to a number of 
Hudbay employees, within days of joining as president and chief execu-
tive officer, one man removed his existing watch stating it had been his 
grandfather’s long-service keepsake from 1952. It was then Garofalo 
realised that understanding a company’s inherent strengths was funda-
mental to successful leadership.

“At that moment I understood that Hudbay was about 85 years’ 
mining in Canada; a deep heritage with people at the heart,” says  
Garofalo. “Previous CEOs had not understood this and had tried to 
change the organisation. They had gone against the grain.”

Before Garofalo joined the company, Hudbay had seen a series of 
unsuccessful CEOs, a failed takeover, a bad acquisition and a shareholder 
revolt. Yet Garofalo saw something distinctive. Using his clear-cut 
approach, he set about making the integrated mining company the suc-
cess it is today, against a backdrop of declining mid-tier base-metal 
miners.

“People who hide under 
a desk, or worry about 
doing something wrong, 
will never get anything 
accomplished.”
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opportunities as it was capital intensive with large infrastructure projects. 
Metal prices were low at the time but Inmet’s parent company had cash to 
invest and so Garofalo learnt the basics of building out an organisation – 
preparing feasibility studies, writing contracts and hiring staff. 

“It was good to be in at the start,” Garofalo says. “The process of dis-
covery, construction and operation is incredibly dynamic, exciting and 
addictive.”

He became the company’s treasurer and then – because, he says, he 
was “ambitious” – joined Agnico-Eagle mines, where he became chief 
financial officer in 1999. The company had one gold mine when Garofalo 
joined and gold prices were low (US$250 per oz). But over 12 years, he 
was part of the success story as the company grew to a $10 billion busi-
ness (market capitalization), from 200 to 5000 employees, and from one 
to six mines. 

“It was an exciting time where I experienced a good business mix,” he 
remembers. “Metal prices were still depressed and in many ways what we 
did was counter-cyclical. We were building mines and investing in the 
juniors. We had growth from the grass roots too as we made three dis-
coveries of our own.”

Financing the asset purchases and mine expansion programme was 
key and he recalls that in 2009, in the midst of the credit crisis, Agnico 

With a strong reputation in the industry, Garofalo was in the running 
for a number of high profile roles in that summer of 2010 but where others 
saw a multitude of problems at Hudbay, he saw only opportunities.

“Hudbay was cash rich with $1 billion on its balance sheet but extrac-
tion from its existing mines was on the decline and there were no new 
mines in the pipeline. The focus had been on harvesting – there was no 
plan for growth,” he explains. “It was clearly a business with no strategic 
direction.”

Garofalo believes that strategy cannot be contrived. A leader has to 
understand and work with the strengths of an organisation in order to 
succeed. So, he set out not to change Hudbay, but bring back what had 
made it successful in the past.

“I had to take Hudbay back to its roots,” he states. “We had 85 years’ 
operating history in Canada. Our strategy had to focus on familiar geog-
raphy and familiar geology. If you look too widely at all the geographies 
and geologies, you can’t hope to execute. I proposed we focus on the 
Americas and narrow the geologies to VMS (volcanogenic massive sul-
phide) and porphyry-style deposits. This strategy would help us to focus 
on the best opportunities and would ensure we executed well.”

Within two weeks of joining, he was proposing development of the 
newly discovered, gold-rich Lalor VMS deposits in the Flin Flon Green-
stone Belt in familiar Manitoba geography. He also proposed the sale of 
the Fenix nickel project in Guatemala, which did not fit the strategy. In an 
unfamiliar geography and with numerous issues the project was a dis-
traction and in effect “poisoning the organisation”. He sold the business 
at a loss.

He had also walked into a shareholder battle. Many were short-term 
investors who saw Hudbay as a way to make fast money. Some were 
clamouring for a large dividend or action in terms of acquisitions. Garo-
falo was emphatic that would not be the case. “I laid out the plain facts. 
Production would decline in the short-term. There would be no growth 
for five years. And that we needed to invest the capital we had in con-
struction to enable us to grow in the long-term. I reaffirmed our strategy: 
we would build and drill in Manitoba, a place we were familiar with.”

Despite his success at Hudbay, Garofalo claims strategy is not intuitive, 
rather something he learnt during his career, particularly over his 12 years 
at Agnico, where latterly he was chief financial officer. Qualified as a char-
tered accountant, he began as a junior accountant at Inmet Mining. He 
says he knew little about the mining sector but soon recognised the career 

David Garofalo has the 
view that strategy 
helps to focus  on the 
best opportunities and 
ensures execution.

“Strategy cannot 
be contrived; a 
leader has to 
understand the 
strengths of an 
organisation and 
work with those 
strengths in order 
to succeed.”
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says. His advice is to get both on-the-ground experience and an MBA. A 
strong technical background is important but needs to be complemented 
by a fundamental understanding of business and finance. “My career path 
was not typical and I had to learn the technical side along the way,” he 
says. But points out that it is not easy to do that now as few companies are 
building new mines. 

He believes he learnt most from the mistakes he made during his early 
years in Inmet and Agnico. “Early on, one boss said he noticed that I made 
a lot of mistakes but he also noticed I did a lot,” he recalls. “I remember he 
told me that ‘people who hide under a desk, or worry about doing some-
thing wrong, will never get anything accomplished’. You have to work in 
an environment where you have the space to make mistakes.”

While he freely acknowledges he is ambitious, Garofalo has taken the 
same tenacious approach to his career as he does to a company’s strategy. 
He has only had three jobs in 23 years and believes there is value in stay-
ing with an organisation and working your way up. “I did not jump 
organisations. People might describe me as loyal but in many ways I was 
more opportunistic. I always looked for opportunities to do something 
different and new in the organisation, which is not easy for people in 
finance.”

Garofalo, however, concedes that there 
is a flipside to being opportunistic and that 
he has also learnt about the importance of 
people and relationships through his mis-
takes. ”Painful lessons stay with you. But I 
don’t expect people to enjoy working with 
me because they like me, but because as a 
leader I have a clear vision and know how 
we will get there.” 

He adds: “Like understanding strategy, 
people skills are not innate; they come from 
rich experience.”

When he joined Hudbay, Garofalo 
needed to not only bolster the team he 
inherited but also ensure he kept the exist-
ing talent. There were a number of highly 
skilled geologists and mining engineers 
with many years’ experience in Manitoba, 
skills which he says are “scarce and precious 

raised $1 billion capital. The finance was expensive and involved a “cre-
ative approach but it was a question of survival”. This won him the CFO 
of the Year Award (Financial Executives International, in partnership 
with CICA), an honour typically bestowed on CFOs from larger and 
more established Canadian companies. 

By 2010, with five new mines underway, two things made Garofalo 
assess his career. First, Agnico had reached a critical size and was moving 
into a period of optimisation. Second, he was ready to move to the next 
level.

“The CEO, Sean Boyd, was young and dynamic – about the same age 
as me. He is a good guy so we sat down and had an honest conversation,” 
Garofalo explains. “He was not planning to move on so I knew I had to 
leave Agnico.”

Having worked in a company with a ‘can-do’ culture he looked for a 
role where he could continue to discover, build and execute. “Hudbay 
matched my experience; it fitted like a glove. You have to find an organ-
isation that suits you, where you can relish the job, or you will always 
struggle,” he points out. 

His involvement in construction of major mines, matched by robust 
financial understanding and successful execution, gave him confidence in 
taking that first proposal to the Hudbay board. Three years on, the com-
pany bears little resemblance to the one he joined. 

“The focus on our core business in Manitoba means we now have two 
projects in construction in Flin Flon: the zinc, gold and copper mine in 
Lalor (Snow Lake) and the Reed copper mine,” he says. “With so many 
talented people there, it is where our core expertise lies.”

By consolidating and building a position of strength in Manitoba, 
Garofalo has been able to take Hudbay’s expertise into Peru. South of 
Cuzco, the Constancia copper project is on track to start production in 
late 2014 with full-scale production by 2016. To date it has been recog-
nised for its smooth progress with few delays, no cost overruns and no 
disruptive protests. 

Garofalo is adamant that there are no short cuts and no quick fixes for 
leaders in the mining industry. He explains: “Sustainable mining is not 
about fast money. The long-term investment horizon requires a clear 
strategy, and patience and tenacity to see it through.” He adds that mining 
is not a business known for innovation. 

People looking to build a career in mining need to be aware that 
“mining is not just about holes in the ground – it is about business,” he 

“Like understanding strategy, people skills are not innate; 
they come from rich experience,” says David Garofalo.
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He is also adamant that too often the industry gets caught up with the 
idea of cycles; he is on record for his comments on not believing that the 
industry was in a ‘supercycle’ in 2012 when Equinox was looking at a 
huge loan to buy Lundin. His view is that leaders have to go with the 
economic ups and downs and be patient. “To build a sustainable business, 
you have to have an eye to allocating capital on a disciplined basis or you 
won’t sustain the down part of the cycle.” He does not believe in deals 
made simply to gain scale and is against betting the company on any one 
transaction. 

“Leaders should not make big decisions at the wrong time; they 
should look for opportunities at a more economic level,” he states. He 
chose to build the new mine in Peru at this time, he says, because costs for 
goods and services have softened and quality personnel are increasingly 
available. 

Looking to future challenges for the mining industry, Garofalo 
believes that capital will be increasingly scarce. After a period when capi-
tal was cheap and companies focused on scale but generated poor returns, 
investors are now disinterested in the mining sector. Shortage of capital 
will make growth difficult in the sector, but he is determined that it will 
not impact his plans for Hudbay. 

“We are building Hudbay by sourcing capital from non-traditional 
sources rather than going to equity markets,” he states. It is this need for 
a deep understanding of finance that is changing the profile of leadership 
in the sector, according to Garofalo. He says: “The capital intensive 
nature of the business is why you now find financial people at the head of 
many mining businesses.” 

With all his experience in the Canadian mining industry does he ever 
wish he had worked internationally? “If I were to look for a new opportu-
nity – which I am not doing at the moment – it might be in another big 
mining centre and perhaps somewhere else in the world. But I have no 
regrets. 

“I have had unique experiences and been involved in building mines 
when no one else in the sector was doing that. My experience has culmi-
nated here. I am thrilled to be at Hudbay. Any mistakes I have made along 
the way cannot be regrets as they are the painful lessons that shape you.”  

in our business right now”. He worked hard to earn people’s respect, 
restructuring the business to have clear profit centres with people 
accountable. And with the news that Hudbay was investing $2bn in new 
mines came a flurry of CVs. Garofalo was able to attract some strong new 
talent and create roles with better focus. Although the company had had 
minimal staff turnover, the company lacked senior people in many stra-
tegic central functions such as HR, corporate social responsibility (CSR) 
and corporate development. “People were managing these tactically,” he 
states. “We addressed these key areas as they are vital when you are in 
growth mode.” 

Being a good leader is about not doing too much yourself, accord-
ing to Garofalo. He has a group of core managers and has regular 
scheduled meetings with them and with his business managers. Rather 
he believes in what he describes as “visible strategic leadership”. He 
explains: “My role is to manage all the different constituencies includ-
ing investors, the board, employees and different stakeholders. I make 
myself highly visible, visiting sites frequently and reiterating the con-
sistent strategy. 

“I need to ensure that people stay focused on the narrow confines and 
don’t step out of line. You think people will remember the strategy but if 
they don’t; you have to constantly reinforce the message and come back 
to the basic principles.” In this way he ensures people are clear on direc-
tion and priorities and so are empowered to get on and deliver. 

It is this relentless drive that has won Garofalo much admiration in 
the industry. He is recognised for his hard work. Asked to explain this 
drive, he says: “Both my parents were Italian immigrant labourers. They 
told me ‘Don’t let anyone outwork you.’ They gave me a strong work 
ethic. As the first generation to go to university, I had opportunities to do 
things they never had.”

He learnt most, he says, in periods of adversity. “During my first 15 
years in mining, metal prices were depressed; we were scratching around 
for capital. Investment decisions were difficult as we were always scram-
bling for dollars. It taught me a lot as you had to work with what you had.” 

He is all too aware of the cyclical nature of the equity markets as over 
the years he has experienced the ebb and flow of capital. But he has always 
turned it into an opportunity. Hudbay, for example, is now investing in 
around 15 small grass-root exploration companies. “We are not going 
into their space but it is an opportunity for us to invest in the juniors,” he 
explains. 

“You think 
people will 
remember the 
strategy but 
they don’t;  
you have to 
constantly 
reinforce the 
message and 
come back  
to the basic 
principles.”

“To build a 
sustainable 
business, you 
have to have an 
eye to allocating 
capital on a 
disciplined basis 
or you won’t 
sustain the  
down part of  
the cycle.”
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sAMAntHA Hogg

Taking opportunities and  
running with them

by John RoSS

Whilst no longer working in the mining industry Samantha Hogg’s career 
was founded in the mining sector, where she took every opportunity to 
advance her career. She can now paint detail on a broad canvas. 

Samantha (Sam) Hogg had a sudden change of fortune when working 
at Western Mining Corporation, based in Melbourne, in the 1990s. “I 
was working in Treasury and then, within two months, three levels of 
management had all departed for one reason or the other. I was sud-
denly reporting to the CFO, Don Morley as a very junior treasury 
analyst, and from that time I think he kept an eye out for me.” 

Hogg says that young people should take every opportunity rather 
than look vertically up the promotion ladder. “A lot of moves might be 
sideways, broadening our experiences. Just take them and run with them. 
You will wind up having a much more interesting working life, and I 
think you’ll end up being more successful too. But the former is most 
important. You spend nine or ten hours a day at work. I think you have to 
enjoy it. 

“More by accident than design”, is how Hogg sees her own progress. 
She worked originally at the ANZ Bank, went overseas for a couple of 
years and came back to her home state of Tasmania. She was made  
redundant in a stock broking office after three months. “I thought my 
world had come to an end, so I applied for every job in the weekend paper. 

“A lot of moves might be sideways, broadening  
our experiences. Just take them and run with them. 
You will wind up having a much more interesting 
working life, and I think you’ll end up being more 
successful too.”
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the blame. I prefer to do it the other way round. I like people to be able to 
go off and do what they need to do, and come back and feel that they have 
true accountability.” 

Globalisation 
Hogg stresses the importance of working with the best of technology 
and management systems. “As an Australian mining company you were 
on a burning platform. You had to be at the leading edge or otherwise 
you weren’t going to be around. We look around and see that really has 
come true for many companies. 

“I was I bit sceptical about some things, whether it was spending a lot 
of money on ERP and SAP (integrated resources and financial computer 
systems) or a lot of time on the HR policies. With the benefit of hindsight 
and after moving to companies that didn’t have a standard enterprise-
wide system I realise the benefits of all of those systems. 

“I think that being in companies that rely on global markets you have 
to be prepared to look out as well as looking inwards. You will never get 
it 100% right, that’s for sure.”

External relations
Being part of an infrastructure toll road company has been a big change 
on a number of fronts, says Hogg, and one is the heavy client relationship 
with Government. “Toll roads infrastructure is now desperately needed 
by a number of State Governments in Australia, so we are valued a lot 
more than we were four or five years ago. It is a fascinating turnaround.

“The need for infrastructure generally is enormous and State Govern-
ments don’t have the ability to fund them. They have to maintain their 
credit ratings and therefore don’t have the ability to access debt or other 
funds. I think there are decisions being made by Governments that they 
either have to tax more heavily, or to move to user-pay systems, or sell off 
some of the assets. Somewhere they need to find the balance of those 
three pathways to try and find the funds to develop infrastructure, 
whether it is in ports, roads or other facilities.” 

Hogg says Transurban comes to the table in terms of user-pay sys-
tems, but also provides the expertise on how to design toll roads to move 
traffic freely and more efficiently, with the aim of improving the produc-
tivity of a city generally, whether its commuter time, or its freight travel 
time, or its breaking bottle-necks. 

One of them was a mine accountant’s job at Western Mining. I wasn’t 
offered that role, but secured a job in treasury.” 

She says her attitude has been not to worry about the next move, but 
to enjoy today. She has gone from treasury to commodity trading, to 
Toronto in a treasury operation, into the marketing of commodities and 
then to the role of commercial manager of the Olympic Dam.

Hogg is a robust advocate for a flexible work-place and the acceptance 
of the needs of women. “Ten years ago if you had a person working part-
time and they weren’t here on a Tuesday, and a meeting was scheduled 
for a Tuesday, you would hear groans. Today if somebody works three 
days a week and they are not here on a Tuesday people will say: ‘Oh, she’s 
not here on a Tuesday – we will schedule it for a Wednesday meeting.’” 
She says that those sorts of subtle changes make for a much more engaged 
work-force.

Discussing her own career Hogg says she made the most of every 
opportunity without worrying about the future. “Earlier in my career I 
thought that I was only doing something until I married and had chil-
dren. I backed my judgement, although I put a lot of thought into the 
decisions that were being made. I think as a female you are often pre-
pared to make decisions that you believe are the right decisions, and not 
necessarily worry about your career moves.” Hogg is currently CFO at 
Transurban, an international toll road company based in Melbourne.

Leadership 
Hogg sees team development and delegation as a big part of leadership. 
“You are never going to able to do everything yourself, so it is allowing 
people to feel that they have responsibility and accountability. My CFO 
at WMC, Don Morley, showed me this – whenever I went to present 
something or wanted to talk about something, he would always ask me 
the questions that I least wanted to be asked. It would probably be only 
one or two questions, but they would always be touching on the key ele-
ment of what you were presenting. I think that is an amazing skill, and 
one that I have tried to emulate. 

“I get comfort from asking those one or two questions. Whether it’s 
the way they are answered, or the quality of the answer, will lead me to 
have faith in what is being done.

Another essential part of leadership, says Hogg, is about giving credit 
where credit is due, and also taking responsibility when things go wrong. 
“There’s nothing worse than seeing a person who takes the credit but lays 

“There’s nothing 
worse than 
seeing a person 
who takes the 
credit but lays 
the blame. I 
prefer to do it 
the other way 
round. I like 
people to be 
able to go off 
and do what 
they need to do, 
and come back 
and feel that 
they have true 
accountability.”

“I think that 
being in 
companies that 
rely on global 
markets you 
have to be 
prepared to look 
out as well as 
looking inwards. 
You will never 
get it 100% 
right, that’s 
 for sure.”
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the company doesn’t suit them. They can go on to a much more fulfill-
ing working life somewhere else. 

“In saying that, you have to be careful that the high potential people 
are not those moving on. It probably means that if they do have strong 
potential you are wanting to give them opportunities so that they are 
motivated to stay – as opposed to the idea that everyone has to ‘do their 
time’.

“We have just had someone in their early 30s promoted to the execu-
tive committee here, and he deserves to be there. Ten years ago he would 
have been expected to do his time before he got to that position.” 

Women in the work-force.  
Hogg believes the opportunities for women in the work-force varies 
“very much” industry by industry and company by company. “Our pre-
vious CEO, Chris Lynch, again someone with a mining background, 
was pro-diversity generally, but gender diversity particularly. Under him 
we developed a number of flexible work practices – it worked really well. 

“There is an acceptance that women will have children and that they 
will need to probably come back part time, and that any parents with 
children will want a bit of flexibility around school holiday times and 
things like that. They can work from home provided we set it up properly 
and, by all means, they can buy an extra four weeks leave to help try and 
cover the holidays. Chris also had a view that you need to see women in 
senior roles, but it needs to be a meritocracy and not just putting women 
in jobs. 

“There has been great progress, but there is still a long way to go. If 
you look at boards, people are being congratulated about having two 
women on a board – why isn’t it 50%?”

The CFO’s role
Hogg believes a CFO needs to have the ability to question all the pro-
cesses, “particularly if things are going awry”. “I’m only six months into 
a CFO role, but my idea is that you are definitely the major supporter of 
the CEO in terms of helping to guide them on the way forward. When 
things are good it is a relationship that is very positive. If things were 
going awry I think it would be a very difficult relationship in keeping 
that balance. As I have only been in a good situation I haven’t had to face 
that at all. 

 “It’s a very positive conversation with Government on these sorts of 
topics.”

She says from time to time there is pressure coming from the media, 
often from an article that may not be accurate at all. “The media probably 
doesn’t change your behaviour, because you are ultimately as a company 
wanting to provide a good service to enhance the customer experience. 
The move forward in instant communication makes it a very different 
environment. If there is an issue on a road or with a customer’s account 
you may not hear of it through our call customer call centre, but instead 
on twitter, or on the radio. So it is a very interesting environment and it 
does mean we need to be more dynamic.”

Finding rising stars
Hogg believes people interaction becomes an extraordinarily big part of 
someone’s ability to succeed in what they are trying to do. “It is not 

something that is often talked about, but I 
think it becomes very important.

“Early on you would look at peoples’ 
CVs and that would be what would drive 
you, but I think as you become older you 
realise it is very much about personality, 
the ability to interact in a positive way and 
– as silly and trite as it might sound – have a 
bit of fun. Obviously that takes for granted 
a person has the technical ability and the 
smarts to do the job.”

Moving around
Hogg believes the increasing trend of 
people regularly changing jobs comes with 
its advantages as well as its disadvantages. 
“In the days when people would start and 
finish with a company you had a lot of 
dead wood. Turnover brings with it fresh 
ideas, it brings with it a new way of look-
ing at things. Often if someone isn’t 
performing strongly in their current role 
it’s because the role doesn’t suit them, or 

Early on Sam Hogg would look at peoples’ CVs, but I think 
as you become older you realise it is very much about 
personality, the ability to interact in a positive way and 
– as silly and trite as it might sound – have a bit of fun.

“There is an 
acceptance that 
women will have 
children and that 
they will need to 
probably come 
back part time, 
and that any 
parents with 
children will 
want a bit of 
flexibility around 
school holiday 
times and things 
like that.”
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Dealing with technology 
Hogg says a senior member in a team should not feel they have to be the 
expert on everything. “If you feel you do you are going to be challenged 
left, right and centre. You need to be prepared to say that a member of 
your team is the expert, rather than trying to be the expert. You need to 
have faith. That is how I can cope with a lot of these things, because 
there’s no way one can be on top of everything.”

Long hours and burnout
The culture on working hours has, in Hogg’s experience, changed dra-
matically in the last 10 years or so. She remembers the cultural view that 
people were working hard if they were seen at their desks early in the 
morning and late at night. 

“Somewhere in the last decade that’s 
changed to the question of whether you are 
working efficiently or have resourced your 
team properly. So it is not commented on 
anymore. In some areas, probably the service 
industries and some of the ‘macho’ indus-
tries, it’s probably still seen as something to 
wear on your sleeve. 

“Long hours are absolutely alright for 
three weeks here, or three weeks there, or if 
a project is happening or its year end, but not 
if it is happening all the time! So I think the 
work-life balance issue has improved dra-
matically.

“For me, I have a three year old daughter, 
I have a husband who is with me for two 
weeks and then overseas for two weeks at a 
time, so I rotate from being a single mother 
to not being a single mother. I have a lot of 
support, but I’m here at 8.00 in the morning 
and I’m gone at 5.00 or a bit later – sometimes 
I leave a bit earlier.”

“But, you know, it’s very much supporting the Commander-in-Chief, 
giving them the information that allows them to make the right deci-
sions. Often you are probably a confidante. If they are trying to rationalise 
something that they are experiencing, you become the person that they 
speak to try and get their thoughts clear. It is a role and position I am 
really enjoying.”

Tak ing opportunit ies
Hogg says that many people, when they start at a company, look verti-
cally upwards, but her recommendation is that they should take every 
opportunity. “So just go for it and have fun. If you go down a side alley, 
it might be the right alley. 

“There’s definitely little bit of an attitude among young people that 
‘the world owes me something’, so we have to look out for the high poten-
tial people who want to stay. We need to react and say: ‘OK, he’s young 
but, you know what, I think he can add something here and ‘let’s give 
him a crack’. Whereas before we would have said: ‘someone is coming on 
to the next stage. No he has to be at least 40. What are we going to do 
with him until he is eligible?’

“Maturity does bring value, so we need to make sure that if people are 
promoted when they are younger they have got enough background to fill 
their role capability. Ageism is an issue in this. We should also be saying 
that people in their 60s can be of value in a senior corporate role. I wonder 
if we are not moving everything down, rather than just broadening it out.

“And I have to say in the environment here, the CEO is in his 50s and 
he would be the oldest person in the executive. In some of the bigger 
companies, which have got a lot more levels across a lot more areas – 
BHP Billiton and Rio Tinto are some of those companies – potentially 
people can keep being challenged for a lot longer.”

When things go wrong
Hogg says the first thing for anyone to do when something has gone 
wrong is to report the problem to someone more senior. “And then it is 
about bringing a team together to work out how we mitigate it – either 
fix it, or resolve it or do something about it. My first call is to get the team 
together and my second call is to call my boss to tell him what has hap-
pened. That takes a lot of the sting out of it. In saying that I would still 
probably have bright red cheeks, because that is how my stress is shown.” 

“Often if someone isn’t performing strongly in their 
current role it’s because the role doesn’t suit them, or 
the company doesn’t suit them. They can go on to a 
much more fulfilling working life somewhere else,” 
explains Sam Hogg. 
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Pushing the boundaries

by John RoSS

Ines Scotland is a pioneer female leader in the mining industry, who 
has demonstrated from her first job after graduating, a willingness to 
step outside traditional boundaries and go to a new frontier. And so 
her story covers journeys to many distant parts and succeeding.  

In an industry where women are scarce, Ines Scotland stands out as one 
of the Australian mining industry’s most successful entrepreneurs, male 
or female. The former Rio Tinto executive made her name as the founder 
and CEO of Citadel Resources, the first Australian mining company 
with a presence in Saudi Arabia. 

During her time at the helm of Citadel, Scotland spearheaded the 
development of the company’s flagship copper project, Jabal Sayid, situ-
ated approximately 350 km from the city of Jeddah in the Arabian Shield 
region. Following Citadel’s listing on the Australian Stock Exchange in 
2007, with a market capitalisation of $300 million, Scotland oversaw the 
rapid growth of the company before selling the business to Equinox 
Resources for $1.25 billion in 2010.

It was a breakthrough moment in a career that started with a fascina-
tion for outback Australia when Scotland first graduated from university 
with a degree in Science. “I noticed that Comalco had a job they were 
advertising in Weipa in far north Queensland, Australia and I thought, ‘It 
can’t get more outback than that’.” 

“You will be thinking “this way, 
this way, this way” and they 
will come up with something 
completely from left field, and 
it will be just like – Wow!”
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She stayed with Comalco-Rio Tinto for 17 years, including time with 
the Boyne Island smelter expansion team in Queensland and a stretch on 
Lihir Island, Papua New Guinea, through the engineering and commis-
sioning of the Lihir Gold plant. 

A pivotal moment came when Scotland decided to jump on board 
with Vertex, a mining consultancy established by her former boss at 
Comalco’s Boyne Island smelter, Russell Luxford. Initially, Scotland 
helped with project work and pre-feasibility studies for junior mining 
companies, until she and Luxford decided to switch their focus, exploring 
opportunities that they could develop themselves. Upon hearing that the 
Saudi Minister of Mines was relaxing the laws for foreign-owned resources 
companies, Scotland turned her attention to the historic region famous 
for being the home of King Solomon’s mines.

Vertex was the first company to submit an application for a license 
to drill on ground level sites following the introduction of the new 
Mining Act in Saudi Arabia in 2005. Over the following two years, Scot-
land travelled to Jeddah once a fortnight from her base in Bahrain. The 
licences to begin drilling were finally granted in 2007, starting a journey 
that was eventually to lead Scotland into the role of CEO of Citadel 
Resources.

Following the acquisition of Citadel by Equinox Resources, Scotland 
took a career break to spend time with her partner, former AFL footballer 
and Brownlow medallist Kelvin Templeton, and her daughter, who had 
been in boarding school. She also worked with various international char-
ity organisations, teaching business skills to local women, “just normal 
things like how you work a computer, what a spread sheet looks like, P&L 
statements, how do you know if your business is making money or not.”

Her energy and skills were sought once again in mainstream mining 
when she joined the board of Ivanhoe Australia, and found herself  
elevated to the role of interim CEO. “It was busy. We did a lot of restruc-
turing work,” she says.

She is now a part of the Accessio Group in Melbourne. “We do some 
investments out of here; we look at different projects and decide whether 
or not we are going to invest in them. We do our own funds management 
and project evaluation.”

Leadership
Scotland says the ability to build strong relationships with her executive 
team has been crucial to achieving her goals in business. “My style, 

which has led me to be successful, is to really put in a very good execu-
tive team,” she explains.

She is firm in her view that CEOs and high-level executives should not 
manage to a level that is not reporting to them. “Once people like CEOs 
starting talking to mid-tier managers things go wrong. Avoiding that, 
with its potential for misunderstandings and muddled decisions, has been 
effective for me.”

Scotland adds that she is not one to shy away from making tough deci-
sions. “I think someone needs to be the leader, but I am quite happy to 
share ideas with my executive team and for them to provide lots of input, 
and to say, ’Look – I think that’s really stupid – I think we should do it this 
way’. And then I will either side with them or I won’t. 

“Having an effective organisation is also about loyalty and about 
people having lots of skin in the game. At Citadel we all had lots of shares 
and everybody was very motivated. They could make lots of money if 
they could work hard, work together and work in one direction.”

Game changers
Scotland says that anticipating potential problems is one of her key 
strengths in business. “I am actually quite an optimistic person, but I 
generally think things are going to go wrong. I don’t think there’s ever 
been a disastrous moment, because when something goes wrong I say, ‘I 
knew that was going to happen. Now we have all those other plans in 
place to deal with it. Plan B, plan C, plan D’.”

She is no stranger to the tensions of completing a deal, and waiting for 
the elation that might come with a decision that turns the hopes and 
dreams for a project into reality. “You always think there is going to be 
that moment, and you’ve always got the bottle of champagne in the fridge 
waiting for it. And, it is so funny, because once you actually do it then 
there are all these other things that have to happen as well.

“As a classic instance, we were waiting for the mining licence to  
be granted for Citadel, and we were waiting for six to nine months.  
All the investors and all the funds and the institutions were getting  
a bit nervous. We finally got the mining licence granted and I flew  
back to Australia. And, as soon as I landed everybody said, ‘That’s  
great, but now we’ve got to quickly raise some money.’ The next thing 
we were doing was raising $250 million and we were getting the  
project debt finalised. 

“So, you have these moments, you think, ‘When that happens that is 

“So, you have 
these moments, 
you think, 
‘When that 
happens that is 
going to be the 
most fantastic 
moment of my 
life.’ But of 
course it is not, 
there are all 
these other 
things to do.”
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going to be the most fantastic moment of my life.’ But of course it is not, 
there are all these other things to do.”

The global cycle
Scotland has experienced the drawbacks of working ‘away from head 
office’ in locations around the world, and being beholden to different 
cultures and time zones. “‘You don’t have a life. I just don’t think you do. 
Particularly if you are working somewhere like the Middle East, because 
their weekends are Thursday and Friday, and so as soon as it becomes 
the weekend here in Australia, they are all back at work in Bahrain. So 
on Saturday night you are on the phone. Friday nights were always a 
pretty good night, because everybody was off duty. So it was best to 
make the most of Friday night. It was very difficult, particularly with 
communication, and I was quite used to sleeping with my Blackberry 
under my pillow.”

Fostering talent 
When it comes to fostering talent, Scotland is committed to supporting 
and mentoring other women, particularly in the male-dominated 
mining industry. “I think women tend to have a broader scope for think-
ing a bit differently because they have lots of competing responsibilities 
that they have to work through. They might be single parents at a point 
in time, or they are dealing with work and their husband is travelling 
more, and they are grappling with kids and all those different things, so 
they do tend to have a multiple bag of solutions for one problem.”

She also favours people with off-beat interests because they can bring 
a fresh perspective. “If someone’s got some quirky things they like doing 
– it could be something like bird-watching or rock-climbing – I always 
think that is pretty interesting. I tend to think, particularly if you are 
developing those people into executives, they will be the people that will 
have a different take on an issue. 

“You will be thinking ‘this way, this way, this way’ and they will come 
up with something completely from left field, and it will be just like – 
‘Wow! ‘”

Scotland sees a lot of unfilled potential for women at the very highest 
level of business. “At the manager level there are a lot of women out there 
and there are a lot of people who are doing really well. The issue really is 
getting them above that level. The issue with me is that women are gen-

erally quite good at finance, particularly in investment banking, but there 
are so few women who work in investment banking either in the corpo-
rate area, or on the mergers and acquisitions side, or who are fund 
managers. There is a dilemma here, however, because when I talk to 
people about it they say, ‘Well, we do have some women in here, but by 
the time they are 30 they leave, they are just sick of it’.”

Turnover 
The increased potential for movement of people from job to job is a 
healthy part of modern business, says Scotland, and enables the rapid 
evolution of businesses as their needs change. 

In an industry where women are scarce, Ines Scotland stands out as one of the Australian 
mining industry’s most successful entrepreneurs, male or female. The former Rio Tinto 
executive made her name as founder and CEO of Citadel Resources.

“I think women 
tend to have a 
broader scope 
for thinking a  
bit differently 
because they 
have lots of 
competing 
responsibilities 
that they  
have to work 
through.” 
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“Organisations do evolve, particularly if they are coming from being 
a small junior mining company into a mid-tier operation. All of a sudden 
you’ve got all these different requirements. You’ve got people who need 
to manage things like HR, and you’ve got all the government require-
ments, and all those things that go with growing. Maybe the company 
secretary that you had when you were a junior company isn’t the suitable 
person to have as you grow. 

“And I do think it is good for people to move on 
just to refresh themselves and bring new thinking 
into an enterprise. If you have been a CEO some-
where for five years or so I think it probably is a good 
time to move on.

The make-up of a board, and the responsibilities 
of board members, can vary greatly, depending on 
the size of the company, Scotland says. “When it is 
a junior company they are obviously leaning on 
their board a lot more for expertise that they can’t 
necessarily afford, or need on a more permanent 
basis. You might have a mining engineer sitting on 
your board and you have a cap of, say, $30 million 
and you might have the need for someone to have a 
bit of a look at something. You might ask a board 
member to do that, whereas you would never con-
template that in bigger company.

“I think sometimes people don’t take that into account when they talk 
about non-executive director’s needing to be hands off and thinking 
about strategy. In a bigger company they do, but if you are a director in 
the really junior end of the market you are probably doing a lot of execu-
tive style work as well.”

She sees the relationship between CEO and board as all-important. 
“Obviously if the CEO is not managing the board well, then the board is 
going to spend a lot of time managing the CEO, which can create a lot of 
conflict.” 

Assessing a company
The operation of Accessio involves studying and assessing a lot of com-
panies and projects. “It is only about two things. It is about the quality of 
the project or projects that they have, because you cannot make a good 
project out of a bad project. Technically, the geology has to be right, even 

it hasn’t necessarily been exploited in the right way, or drilled properly. 
“If you are thinking about being a passive investor, then it is equally 

important that the management team and the board are very good, 
because a really good project can be absolutely destroyed by the wrong 
team.

“If you are looking at it from a potential acquisition point of view, then 
it is really about the project itself and the major shareholders. If the major 
shareholders are currently part of the executive team then you know that 
they are going to want to protect their jobs, and that is going to be a very 
difficult conversation to have.”

Cultural di f ferences
Scotland has salutary advice for Australians doing business overseas. 
“Saudi Arabia is a very interesting place and that’s where I did a lot of 
interfacing with the Government. In some ways it was an advantage to 
be a woman. 

“The people that you are interfacing with are mostly Western- 
educated. A lot of them have daughters who are at university, or who 
have just finished university in the UK or the US. They want their daugh-
ters to be able to come home to a place like Saudi and be able to use the 
skills that they have acquired and their degrees. They are intelligent 
young women. So in a lot of ways the people you deal with are very sup-
portive of Western business ideals, because they want to have that sort of 
culture in which women can do business.

“Australians are quite liked around the world. That is a pretty common 
theme. People in other cultures quite like the fact that we are a laughing 
and happy people and that we tend to be a bit brash. 

“However, you have to be very careful, in the Middle Eastern coun-
tries and in lots of other countries, to never be rude, and never be bossy. 

“I was talking recently to the Australian Ambassador in a South-East 
Asian country. She was saying that there was a mining conference there 
a couple of years ago, which happily I didn’t attend.

“All these Australian miners were saying to the Government, ‘So this 
doesn’t work, and what are you going to do about this, and how are you 
going to fix this, and when are you going to fix it’. They … were not used 
to having to answer questions from anybody, let alone from some 
unknown people. We do tend behave that way because we behave that 
way towards each other in business, and we do that to our own politi-
cians. We really can’t afford to do that outside Australia.”

 

“Obviously if the CEO 
is not managing the 
board well, then the 
board is going to 
spend a lot of time 
managing the CEO, 
which can create a 
lot of conflict.”

“I do think it is 
good for people 
to move on  
just to refresh 
themselves  
and bring new 
thinking in an 
enterprise. If 
you have been a 
CEO somewhere 
for five years or 
so I think it 
probably is a 
good time to 
move on.”
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pAul glAsson

Rainmaker

by SoPhie LoR A S

Satori Investments may not be a household name in Australia yet, but 
the boutique investment house, under the helm of Chairman and 
founder, Paul Glasson, has, in the last decade, secured a greater 
number of Chinese outbound investments into Australia than any 
other financial institution or global bank.

In 2004, Melbourne-born Paul Glasson was having lunch in Shanghai’s 
French Concession, in the city’s newest upscale restaurant, The Yongfu 
Hui, with the woman he would later marry. It was his second date with 
the elegant Shang Jing and, keen to impress, Glasson had gathered all his 
funds together to ensure the lunch ran smoothly. He knew it would be 
expensive and had budgeted accordingly, but as the meal progressed, he 
knew he was going to come up short. Quietly negotiating with the res-
taurant staff behind the scenes, Glasson left his mobile phone as a 
guarantee that he would return later with the outstanding difference. 

Less than a decade on from that lunch, Glasson now oversees billion 
dollar deals through his Shanghai-based investment consultancy, Satori 
Investments, which he formed in 2001, to facilitate multi-million and 
multi-billion dollar Chinese overseas investments – predominantly into 
Australia.

Dubbed the Rainmaker by The Australian newspaper’s Rowan Callick, 
Paul Glasson has played a leading role in providing corporate advisory 

“In every decision you make, 
there is an opportunity to learn 
something and what is most 
important is to be able to adapt 
and to change your thinking.”
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the northern city of Shijiazhuang in Hubei province to work for Hubei 
Television after a chance meeting with the station’s manager, Mr Sun. 

Sun, the son of a former landowner, would become a life-long friend 
and mentor of Glasson’s. The pair’s first project together – capital raising 
for the development of a retail mall for Shijiazhuang’s city centre – gave 
Glasson his first insight into business dealings in China and its invest-
ment sector.

It was around this time that Glasson began his obstinate perseverance 
with the Chinese language, recognising that it would be integral to any 
future career in China.

“I was stubborn in my commitment to learning Chinese and when I 
think about the expatriate community between 2000 and 2005, most 
people spoke English,” he says. 

“My reflection was that I needed to ultimately compete with Chinese 
people – not with other Australians – and if I was not speaking Chinese, I 
would not be able to compete.”

That investment has certainly paid off with the Australians, the Euro-
peans, and even the Americans coming to Glasson for his China skill.

“So that was a correct assessment – and to me it seemed like an obvi-
ous decision.” 

Glasson believes that it is the fear of embarrassment that stops many 
people from achieving professional success, which includes the pursuit of 
language.

Always the philosopher, Glasson says this same fear of embarrass-
ment also relates to his observations that people very rarely ask for the 
things they want, making the things people want in life even more unat-
tainable. For Glasson, as a chief negotiator and deal maker, being able to 
shrug off that fear of embarrassment has helped him progress signifi-
cantly from both a business and career perspective.

“People are so concerned about asking for the things they want, they 
already start thinking ‘oh that will be too hard to get’,” says Glasson.

“But a lot of the time, people mostly respond positively. And in nego-
tiating deals, of course there is strategy involved too, but what I’m saying 
is don’t be in fear of giving it a go to get what you want.”

By 2001, with Chinese under his belt, and a move to Shanghai, Glasson 
established Satori Investments to focus on outbound investment from 
China, “because I saw early on that China had advantages in their manu-
facturing and would also have strong demand for resources.”

Timing of course was important, establishing Satori in the years prior 
to the arrival of the big multi-nationals.

services on some of China’s largest investments into Australia. He also 
advised key Chinese departments including the Chinese Ministry of 
Commerce, the country’s National Development and Reform Commis-
sion and the state assets regulator SASAC, on policies surrounding 
overseas Chinese investment. The resources and infrastructure deals as 
well as capital raising Glasson has been involved with over the past 
decade, now exceeds the US$10 billion mark.

It has been an unexpected journey for a young man who left Australia 
in 1997 with a philosophy major after graduating from Melbourne’s 
Latrobe University with a Bachelor of Arts and Social Sciences.

His studies of philosophy – focusing on ontology (the nature of exis-
tence) and hermeneutics (the theory of interpretation), while perhaps not 
the first choice of study for someone hoping to pursue a career in invest-

ment banking, has been for Glasson, “totally 
pivotal” to everything he has achieved in his career 
in China.

“For anyone who has studied philosophy I 
think it is quite sensible,” says Glasson. “It is just 
about life and thinking, and M&A is about think-
ing and getting people to buy your vision and go 
with you and it is highly strategic.”

It was during a disastrous six-month stint in the 
mid-‘90s with Telstra in Melbourne, during the 
company’s period of deregulation, that Glasson 
first began to ponder where his life was going. 

“There was an understanding that I needed 
more rigour in my life,” says Glasson.

In 1997, ready for that challenge, Paul Glasson 
arrived in Beijing. He was 24 years old and his Chi-
nese vocabulary was nil. He had been overseas 
only once before, on a surfing holiday to Bali at 15. 
Stranded at Beijing airport without a guide to 
greet him, he took his first risk, accepting a ride 
with a local taxi driver after much negotiating. 
Arriving at Beijing University’s West Gate several 
hours later, Glasson’s first priority was to find a bar 
and enjoy what he describes as the best beer of his 
life. It was the start of something big. 

Glasson had lined up a teaching position at the 
university but within three months had moved to 

Paul Glasson has helped raise more than US$10 
billion in capital for Australian projects over a 
decade long period.

“My reflection 
was that I 
needed to 
ultimately 
compete with 
Chinese people 
– not with other 
Australians –  
and if I was  
not speaking 
Chinese, I would 
not be able to 
compete.”
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“And it was perfectly timed because 2009 was the peak of Chinese 
transactions – where post the Global Financial Crisis everything was 
cheap and China had the money.”

Some of those 2009 deals included Satori’s sole advisory roles on a 
A$140 million merger between Polaris Metals and China’s Mineral Secu-
rities, Aquila’s A$285 million placement with Baosteel, and a US$1.1 
billion deal completed in early 2010 for the Aurox / Atlas Iron merger.

Today, Paul Glasson’s Satori Investments boasts more than 20 success-
ful transactions involving Chinese capital into Australia. Glasson himself 
has helped raise more than US$10 billion in capital for Australian projects 
over a decade long period.

Glasson’s commitment to language and his entrenchment in Chinese 
culture, has also afforded him a deep insight into the delicate dance 
involved when managing relationships in China. 

“In China, it’s all about intimacy and managing people’s trust,” says 
Glasson.

“Relationships are important because, if not the main thing, it is pretty 
close to the main thing in life – your relationship with others.” 

One of the firm’s earliest deals was assisting in the facilitation of the 
sale of the first container crane from Chinese Zhenhua Port Machinery 
(one of the world’s biggest players in the international container crane 
market) to Patricks Stevedore in a US$19 million deal. 

This was followed in 2003 with Satori advising a A$150 million gov-
ernment funding deal for low emissions coal technology with Australian 
company HRL, in conjunction with the successful negotiations of a pro-
posed A$1 billion joint venture arrangement between HRL and Harbin 
Power Equipment Group Corporation. 

The HRL transaction had been important. It signified Glasson’s first 
major transaction. In an earlier A$255 million deal between the China 
Huaneng Group for a 50 per cent hold in OzGen’s power assets in Queens-
land, Glasson’s role had been as a secondary adviser. But it had provided 
the stepping stone to his primary role in the HRL-Harbin Power Equip-
ment deal – a first in the engineering, procurement and construction 
sector for a Chinese company in a developed nation and the first large 
scale project between Australia and China in low emissions technology. 

“That milestone project just helped to create new opportunities,” says 
Glasson.

Despite the big numbers, the deals would take years to negotiate and the 
company continued to operate on a tight budget. But business was growing, 
and as one successful deal was completed, it would lead on to another.

“Of course, you develop the skills set and you apply them and you 
draw from each transaction new skills that you then subsequently apply 
whether they have to do with the approach to negotiation or whether 
they have to do with structuring,” says Glasson.

“You learn more and more each time you have a transaction – even 
around restructuring and what options are available.”

Between 2004 and 2008 Glasson was also juggling his role as Strategic 
Alliance Partner for KPMG Australia. The role’s primary focus was to 
lead and develop KPMG Australia’s presence in China and provision of 
corporate advisory services to Chinese companies investing into Austra-
lia. It was a role he would relinquish in order to concentrate on Satori 
Investments, which by 2009, was advising on huge negotiations for some 
of China’s biggest state-owned resources enterprises, eager to pick up 
investment bargains in the wake of the 2008 Global Financial Crisis.

“Leaving KPMG was very important,” says Glasson. “That had defi-
nitely reached its time and moving out of that relationship created a lot of 
opportunities.”

“Relationships  
are important 
because, if not 
the main thing,  
it is pretty close  
to the main  
thing in life –  
your relationship 
with others.”

“In negotiating deals, of 
course there is strategy 
involved too, but what I’m 
saying is don’t be in fear of 
giving it a go to get what you 
want,” says Paul Glasson.
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Glasson says variety plays an important role for him and diversifying 
the business beyond M&A is also part of a long-term plan. That could 
mean more direct investment as a portfolio for the business and moving 
beyond resources into other important sectors such as agri-business.

Having more time with family is also part of the plan.
His interests in the Australia-China business relationship go well 

beyond his own personal business interests. In 2008 he was described by 
The Australian newspaper as one of the most influential Australians living 
in China. In addition to being the National Vice President for the Austra-
lia China Business Council and Chairman of its China committee, 
Glasson was selected as a Young Leader for the Boao Forum in 2009, 2010, 
and 2013.

“I said I wanted to endure difficult times – well I have obviously done 
that in spades,” says Glasson.

It has been almost ten years since that first lunch date with his wife in 
the Shanghai French Concession, but his relationship with Shang Jing too 
has had a significant impact on him.

“My wife’s impact on me and my relationship with my wife – that was 
critical. It gave me a level of completion. To call it ‘input’ is to understate 
it. There is a level of completion for a person … that is made from the 
contribution of others,” adds Glasson.

One of the striking aspects of Paul Glasson is his age. At just 40, he 
already envisages a time within the next decade where the company will 
run smoothly without so much of his hands on involvement. His father, 
who passed away in 2009, had been a huge force of encouragement to him 
and Glasson is looking forward to more quality time with his own chil-
dren down the track. 

The company is at a pivotal point as it starts to expand beyond oppor-
tunities for its Chinese clients in Australia and reach out to Europe, the 
US and the developing markets of Africa and South America. 

One thing is certain, taking Satori to the next level will very likely 
involve a merger with another investment bank. For this to happen, 
Glasson is all to aware that a significant shift needs to take place within 
the business – from brand ‘Paul Glasson’ to a globally renowned Satori 
Investment brand that is recognised, as it should be, for some of the big-
gest resources deals ever made out of China and into Australia.

Glasson says an important aspect to deal negotiating in China is 
being able to leave meetings with what he calls, ‘a good feeling’. These 
feelings of trust and connection are of the utmost importance in China 
– where put simply, “if people don’t like you, they absolutely won’t do 
business with you, because it means they can’t trust you.”

Achieving that intimacy and trust, Glasson largely attributes to his 
fluent grasp of the Chinese language.

“In China, most of the deal making is informal. It’s about how you get 
your information, and laying seeds and working out who is aligned with 
who,” says Glasson.

There are large differences in the way China does M&A, compared 
with the West, and it is still evolving.

Glasson notes the importance of having the right people plays for the 
success of any organisation. For Satori Investments, that has meant a 
team with a range of experiences and expertise. 

“M&A deals don’t happen by virtue of one person – you have to be a 
conductor of multiple forces. They are team efforts. And, you have to be 
very aware of what everyone brings,” says Glasson.

Finding people with extensive cross border experience in the resources 
sector is difficult, so Glasson tends to recruit those with experience in 
either M&A in China or M&A in a particular sector.

“A bank is only as good as the banker. Respect, and being considerate 
of all parties’ positions when negotiating a result, helps all sides feel like a 
winner,” says Glasson.

Glasson is also prepared to work hard. Often getting by on just a few 
hours sleep a night.

“In every decision you make, there is an opportunity to learn some-
thing and what is most important is to be able to adapt and to change 
your thinking,” he says.

Glasson has had no formal management training and scoffs at the idea 
of returning to university to complete an MBA. 

“Nothing will teach you better than being involved,” he says. “If you 
want to test a product, you start by selling it directly to the market.”

While Glasson has traditionally  focused on transactions, the past two 
years has seen him begin to develop his skills as a builder of the business. 
That will likely involve exploring merger options with another firm and 
developing markets for Satori’s Chinese clients beyond Australia – such as 
the US, European and African markets. But also, important, is learning to 
better delegate deals to his employees.

“There is a level 
of completion 
for a person…
that is made 
from the 
contribution  
of others.”

“M&A deals 
don’t happen by 
virtue of one 
person – you 
have to be a 
conductor of 
multiple forces. 
They are team 
efforts. And you 
have to be very 
aware of what 
everyone brings.”
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Don MerCer

October 2006 – present
Non-Executive Chairman – Newcrest Mining Limited, Melbourne, Australia

Newcrest is one of the world’s top five gold mining companies by reserves and market 
capitalisation. Newcrest operates mines in four countries, and has a global workforce 
exceeding 19,000.

1997 – 2009
Non-executive Director – Orica Limited, Melbourne, Australia
Chairman from May 2001

1992 – 1997
Managing Director and Chief Executive Officer – ANZ Banking Group, Melbourne, 
Australia

The ANZ Bank is one of Australia’s four large banking institutions. It provides a range of 
banking and financial products and services to around 8 million customers. The Bank 
employs 48,000 people worldwide with operations in 32 countries.

1988 – 1992
Chief General Manager Retail – ANZ Banking Group

1984 – 1988 
General Manager, Strategic Planning and Economics – ANZ Banking Group

1973 – 1992
Various roles – Royal Dutch Shell Group in the United Kingdom, the Netherlands, Canada, 
Indonesia and Australia 

Other Management and Governance Roles 
Chairman of Air Liquide Australia Limited
Former Chair, Orica Limited 
Former Chair, Australia Pacific Airports Corporation Limited
Former Chair, the Australian Institute of Company Directors Limited
Former Chair, the State Orchestra of Victoria, Australia
Former Chancellor, RMIT University
Former President, Victorian College of the Arts

Academic Qualifications and Affiliations 
Bachelor of Science (Hons) – St Andrews University
Master of Arts (Econ) – Manchester University
Fellow, AICD

HugH MorgAn AC

Principal – First Charnock Pty Ltd, Melbourne, Australia.
First Charnock is a private investment company.

1986 – 2003
Managing Director– WMC Resources Limited, Melbourne, Australia and Chief 
Executive Officer (1990 – 2003)

1976 – 1986
Executive Director – Western Mining Corporation, Melbourne, Australia

1965 – 1976 
Director, Marketing and Finance – North Broken Hill Limited, Melbourne, Australia

Other Management and Governance Roles 
Chairman Emeritus of the Asia Society AustralAsia Centre
Chairman of BioDiem Limited
Director, Hexima Limited
Member of the Lafarge International Advisory Board
Member of the Anglo American plc Australian Advisory Board
President of the National Gallery of Victoria Foundation
Trustee of The Asia Society, New York for 15 years and now Trustee Emeritus
Former Director of the Reserve Bank of Australia (1981 – 1984 and 1996 – 2007)
Former President of the Business Council of Australia (2003 – 2005) and now  

Honorary Member
Former Director of Alcoa of Australia (1977 – 1998 and 2002 – 2003)
Former Director of Alcoa Inc (1998 – 2001)
Former Chairman of the World Gold Council (1989–1991)
Former President of the Australian Mining Industry Council (1981 – 1983)
Former Executive Member of the World Business Council for Sustainable Development
Past Co-Chair of the Commonwealth Business Council and now Emeritus Director
Former President of the Australia Japan Business Co-operation Committee (1999–2006)

Academic Qualifications and Affiliations 
LLB and B.Comm – University of Melbourne
Companion of the Order of Australia 
Centenary of Federation Medal (Australia)
Order of the Rising Sun, Grand Cordon (Japan)

 
31st deCember 2013

31st deCember 2013
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terry burgess

August 2009 – present
Managing Director and Chief Executive Officer – OZ Minerals Limited,  
Melbourne, Australia
Responsible for the management of OZ Minerals, an Australian base metal  
mining company. 

2005 – 2009
Head of Business Development – AngloBase, Anglo American plc. London

2003 – 2005
Global Head of Metals and Mining (2004 – 2005) – ABN AMRO NV, Sydney and Amsterdam
Head of Integrated Energy Australia, Sydney (2003)

1996 – 2002
Managing Director and CEO – Delta Gold Ltd, Goldfields Ltd and AurionGold Ltd, Sydney
(COO 1996 –1997)

1992 – 1996
Technical Director and COO – Golden Shamrock Mines Ltd, Melbourne

1990 – 1992
Mining Projects Consultant – Concord Resources, Denver, Colorado
 
1988 – 1990
Senior management positions – SouthernEra Resources Limited, Santiago and Toronto

1978 – 1988
Various operating and management positions – ERGO, Brakpan, South Africa

1973 – 1978
Various operating positions – NCCM/ZCCM, Kitwe, Zambia

 Other Management and Governance Roles
Director, Minerals Council of Australia

Academic Qualifications and Affiliations 
BSc Metallurgy, FAusIMM, FIMM, ACMA, CEng
Various post graduate qualifications including EDP at INSEAD
 

Diego HernAnDez

2012 – present
Executive President – Antofagasta Minerals, Santiago, Chile 
Responsible for the overall management of Chile’s largest private mining company.

2010 – 2012
Executive President – Codelco, Santiago, Chile

2004 – 2010
President – BHP Billliton Base Metals (and Chairman of Minera Escondida Ltda)

2001 – 2004
Executive Director, Non Ferrous – Vale do Rio Doce (VALE), Brazil

1996 – 2001
President and CEO – Compañia Minera doña Inés de Collahuasi CSM, Chile 

1988 – 1996
CEO – Compañía Minera Mantos Blancos and other senior positions,  
Anglo American, Chile

1985 – 1988
Technical Director – Rio Tinto Group, Brazil

1980 – 1985
Assistant Manager – Empresa Minera de Mantos Blancos, Anglo American, Chile

1974 – 1980
General Manager– Companhia de Estanho Minas Brazil (Metallurg Group), Brazil

1973 – 1974
Process Engineer – Paulo Abib & Associados, Brazil

Other Management and Governance Experiences
President of Consejo Minero (Chilean Chambers of Mines) (2000 – 2002)
Chairman of ICA (International Copper Association) (2007 – 2009)
Board Member at the Sociedad Nacional de Minería, SONAMI – Chile (several terms)

Academic Qualifications and Affiliations 
Civil Mining Engineer, Escuela de Ingeniería – Universidad de Chile (1969)
Ingenieur Civil des Mines, Ecole Nationale Supérieure des Mines, Paris (1973)
Instituto de Ingenieros de Minas de Chile and Instituto de Ingenieros de Chile
Association des Anciens Eleves de l’Ecole Nationale Superieure des Mines de Paris
CREA – Conselho Regional de Engenheiros e Arquitectos – Brazil
The Copper Club “Copper Man of the Year”, New York (2010)

31st deCember 2013

31st deCember 2013
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Dr. XiAoling liu

November 2011 – present
President and CEO of Rio Tinto Minerals, Denver, CO, USA.

Responsible for all facets of RTM’s global business including the US Borax mining and 
processing operation in California, plus smaller operations in France and Argentina.

2007 – 2011
President – Primary Metal Pacific (Rio Tinto Alcan), Brisbane, Queensland.

Responsible for all facets of Rio Tinto Alcan’s primary metal’s businesses in Asia Pacific 
region including four aluminium smelters and one power station.

2005 – 2007
Managing Director – Technical Services (Technology Group, Rio Tinto), Melbourne

2002 – 2005
General Manager – Bell Bay Operations (Rio Tinto Aluminium), George Town, Tasmania

2001 – 2002 
General Manager – Technical (Rio Tinto Aluminium), Brisbane

1998 – 2000 
Carbon Plant Manager – Boyne Smelters, (Rio Tinto Aluminium), Gladstone, Queensland

1988 –1998
Various Roles at Comalco Research and Technical Support, Melbourne

1987 – 1988 
Research Fellow – Chemistry Department, City University, London

1982 – 1983 
Assistant Lecturer – Chongqing University, Chongqing, China

Other Management and Governance Experiences 
Member of Rio Tinto Diversity and Inclusion Council
Board Member of California Chamber of Commerce
Vice President of the board of Australian Aluminium Council
Chairman of the Rio Tinto New Zealand Retirement Fund Trustee 
A board member of Tomago Aluminium Company 
Chairman of Boyne Smelter Limited board

Academic Qualifications 
Ph.D (1986); Extractive Metallurgy –  Imperial College, London, UK
B.Eng (1981); Extractive Metallurgy – Chongqing University, China

iAn sMitH  

February 2012 – present
Managing Director and CEO – Orica Limited, Melbourne, Australia.

Responsible for management of Orica Limited’s global businesses. Orica is the world’s 
leading provider of commercial blasting solutions, a leading provider of mineral 
processing and flotation reagents and services to the global mining industry; a 
provider of general chemicals to agriculture, building and construction, food and 
beverage, pharmaceutical and personal care, plastics, pulp and paper and water 
treatment industries; and the world’s leading provider of products, services and 
solutions for overcoming the challenges of controlling roof and strata in underground 
environments. Orica has operations in more than 50 countries.

2006 – 2011
Managing Director and CEO – Newcrest Mining Ltd, Melbourne

Responsible for the management of Newcrest Mining which is Australia’s largest gold 
producer and one of the world’s top five gold mining companies.

2002 – 2006
Managing Director – Comalco Aluminium Smelting, Rio Tinto, Brisbane and later,
Global Head, Operational and Technical Excellence – Rio Tinto Ltd, London

1997 – 2002 
General Manager, Olympic Dam Operations – WMC Resources Limited

1988 –1997
General Manager, Broken Hill – Pasminco Limited

1984 – 1988
CRA Limited, Broken Hill

Other Management and Governance Roles 
Member of Orica Limited’s Corporate Governance and Nominations Committee 
Director of Transurban Holdings Limited and Transurban International Limited 
President of the Australian Mines and Metals Association 
Former Director of the Australian Chamber of Commerce and Industry 
Former Chairman of the Minerals Council of Australia

Academic Qualifications and Affiliations 
BE (Mining) (Hons) – University of NSW
B Fin. Admin – University of New England, NSW
Fellow – Australasian Institute of Mining and Metallurgy 
Member – Australian Institute of Company Directors

31st deCember 2013

31st deCember 2013
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CHArles ‘CHip’ gooDyeAr

2012 – present
Director – Anadarko Petroleum, Texas, USA 

2009
Director and CEO Designate – Temasek Holdings, Singapore

2003 – 2007
CEO – BHP Billiton Plc and BHP Billiton Ltd, Melbourne, Australia

Responsible for the management of all facets of the world’s largest diversified resources 
company, listed on both the London and Australian stock exchanges.

2001 – 2003
Chief Development Officer – BHP Billiton Ltd

1999 – 2001
Chief Financial Officer – BHP Ltd

1997 – 1999 
President – Goodyear Capital Corporation 

1989 – 1997 
Executive Vice President and CFO – Freeport McMoRan Inc.

Prior to 1989
Investment Banker – Kidder, Peabody and Co.

Other Management and Governance Experiences 
Director of BHP Billiton Limited and BHP Billiton Plc (2001 – 2008)
Director of Temasek Holdings (2009)

Academic Qualifications 
Bachelor of Science (Geology and Geophysics) – Yale University
MBA – University of Pennsylvania

lADy WinifreD KAMit Cbe

September 2010 – present
Non-Executive Director – Newcrest Mining Limited, Melbourne, Australia

Newcrest Mining is Australia’s largest gold producer and one of the world’s top five 
gold mining companies. The company has operations in Australia, Papua New 
Guinea, Indonesia and Fiji and employs 19,0000 people.

1993 – present
Senior Partner – Gadens Lawyers, Port Moresby, Papua New Guinea

Gadens is an Australian top-ten legal services provider with offices in Port Moresby. 
Lady Kamit’s practice includes corporate advisory, government and state owned 
enterprises, intellectual property, and property law. 

2004 – 2010
Non-Executive Director – Lihir Gold Limited
Lihir Gold was taken over by Newcrest Mining in September 2010

Prior to 1993
Member – Public Service Commission, Papua New Guinea

Other Management and Governance Experiences 
Member of Newcrest Mining’s Human Resources and Remuneration and the Safety, 

Health and Environment Committees
Director of Post Courier Limited
Director of Nautilus Minerals Niugini Limited
Director of Steamships Trading Company Limited 
Councilor of the Papua New Guinea Institute of National Affairs
Chairperson of Coalition for Change PNG, an initiative against violence against 

women and children

Academic Qualifications and Awards 
Commander of the British Empire awarded in 2006 for services to law, commerce and 

public administration
Bachelor of Arts and Bachelor of Laws – University of Papua New Guinea
Fellow –  PNG Institute of Directors

31st deCember 2013
31st deCember 2013
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MArK CutifAni

April 2013 – present
Chief Executive – Anglo American plc, London, UK

Responsible for all facets of Anglo American, one of the world’s largest diversified 
mining and natural resource groups

2007 – 2013
CEO – AngloGold Ashanti Ltd, Johannesburg, South Africa
Responsible for all facets of AngloGold Ashanti’s global gold mining businesses

2003 – 2007
COO –CVRD Inco, Toronto, Canada
Responsible for Inco’s global nickel business

2000 – 2003 
Managing Director – Sons of Gwalia Ltd

1997 – 2000
Group Executive – Normandy Mining 

1994 – 1997 
Executive General Manager (Nickel) – Western Mining Corporation 

1988 – 1994
General Manager – Kalgoorlie Consolidated Gold Mines

1977 – 1988
Manager – Coal Cliff Colliery, CRA

Other Management and Governance Experiences 
Director of Anglo American Plc (2013–present)
Non-Executive Director – Anglo American Platinum Limited (2013–present)
Chairman of De Beers Société Anonyme (2013–present)
Executive Director of AngloGold Ashanti (2007–2013)
Managing Director of Sons of Gwalia Ltd. (2000–2003)
President of South African Chamber of Mines
Executive Committee and Chairman – International Council on Mining  

and Metals (ICMM)

Academic Qualifications and Affiliations 
B.E. (Mining) – University of Wollongong (1982)
Fellow – Australasian Institute of Mining and Metallurgy (AusIMM)
Honorary Head – World Mining Congress in Montreal (2012 – 13)

tony o’neill

September 2013 – present
Group Director, Technical – Anglo American, London, UK

Responsible for improving the technical performance of Anglo American’s operations 
across the World and member of the company’s Group Management Committee and the 
S&SD and Investment Committees

July 2008 – September 2013
Executive Vice President, Business and Technical Development and Joint CEO (2013) – 
AngloGold Ashanti, Melbourne, Australia 

2007 – 2008
Principal – O’Neill Mining Advisory

2001 – 2007
Executive General Manager, Operations – Newcrest Mining Limited, Melbourne, Australia

1994 – 2001
Executive General Manager – Gold Division, WMC Resources, Limited, Melbourne

1986 – 1994
Manager, Mining – Kalgoorlie Consolidated Gold Mines Pty Ltd

1978 – 1986
Various mining engineering roles – Robe River Iron Associates; Agnew Nickel Mines; 
Hamersley Iron, CRA Ltd; and Metals Exploration

Other Management and Governance Roles
Director of Anglo American Kumba Iron Ore and Anglo American Platinum
AngloGold Ashanti – Executive Director (2008 – 2013)
New South Wales Minerals Council – Executive Committee Member (2001 – 2005)
U.N.E.P. Cyanide Code Development Steering Committee – Member (2000 – 2001)
Australian Gold Council – Director (2000 – 2001)
Western Australian Chamber of Mines – Executive Committee Member (1997 – 2001)
Central Norseman Gold Corporation – Director (1996 – 2001)
World Gold Council – Director (1999 – 2001)
Sir Lindesay Clark Trust Fund – Director (1994 – 1996)

Academic Qualifications 
Bachelor of Applied Science (Mining Engineering) – Curtin University (1991)
MBA –  University of Melbourne (2004)
Associateship Diploma in Mining Engineering – WA School of Mines (1979)
Advanced Management Programme –  University of Western Australia

31st deCember 2013 31st deCember 2013
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Clinton Dines   

2009 – present
Non-Executive Director – Shanghai
Non-Executive Director to several resource companies and adviser to several others.

2002 – 2009
CEO and President, Chins – BHP Billiton, Shanghai
Lead executive of the company on all of its business practices in China.

1988 – 2002
Senior Executive, China – BHP Ltd, Beijing

1988
Adviser – Asia Securities Venture Capital, Hong Kong 

1983 – 1988 
President – Sino Santa International Corp. (Santa Fe Transport Group), Shanghai

1981 – 1983 
Logistics Manager – Jardine Matheson Group, Hong Kong

1980 – 1981
Training Manager – Van Ommeren Shipping, Hong Kong

1979 – 1980
Post Graduate – Griffith University Program, Nanjing, China

Other Management and Governance Roles
Non Executive Director, Kazakhmys Plc, London and Kazakhstan
Non Executive Director, Zanaga Iron Ore Company, London and Republic of Congo
Non Executive Director, Pacific Aluminium, Brisbane
Council Member, Griffith University, Brisbane
World Bank IFC Competitive Industries Advisory Panel, Washington and Singapore
China Advisory Board, CRH Plc, Beijing and Dublin
China Advisory Board, Outukumpu Oyj, Shanghai
Board Member, Oriental Mining Club, Beijing and Shanghai
Member Executive Committee, Sport for All Foundation, Shanghai
President, Shanghai Rugby Football Club, Shanghai
Board Member, Half the Sky Foundation, Australia
Founding Governor, Capital Club, Beijing

Academic Qualifications and Affiliations
Degree in Asian Studies – Griffith University, Brisbane
Graduate of the Course in International Management at INSEAD, France

toM AlbAnese

2013 – present
Chairman – Vedanta Resources Holdings Ltd., Head Office, London, UK
Vedanta Resources Holdings Limited is an investment holding company.

2007 – 2013
CEO – Rio Tinto Plc and Rio Tinto Ltd, London, UK
Responsible for all facets of the global business of the dual listed Rio Tinto Group.

2006 – 2007
Director – Group Resources, Rio Tinto

2004 – 2006
Chief Executive – Copper Group and Head of Exploration, Rio Tinto

2000 – 2004 
Chief Executive – Industrial Minerals Group, Rio Tinto

1993 – 2000 
Various management positions including at North Limited, Kennecott Utah Copper, and 
at the Greens Creek mine, Alaska, Rio Tinto Group.

1987 – 1993
COO – Nerco Minerals, Oregon, USA

Other Management and Governance Experiences 
Director, Rio Tinto Plc and Rio Tinto Ltd (2006 – 2013)
Director of Ivanhoe Mines Limited (2006 – 2007)
Director of Palabora Mining Company (2004 – 2006) 

Academic Qualifications 
Bachelor of Science (Mineral Economics) – University of Alaska, Fairbanks
Master of Science (Mining Engineering) – University of Alaska, Fairbanks

31st deCember 2013

31st deCember 2013
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Dr. norA sCHeinKestel

2006 – present
Non-Executive Director, Orica Ltd., Melbourne Australia. Chairman of the Audit and 
Risk Committee. Member of the Human Resources and Compensation Committee 
and the Corporate Governance and Nominations Committee. 

2010 – present
Non-Executive Director and Chairperson of Audit Committee – Telstra Corporation 
Limited

2013 – present
Non-Executive Director – Insurance Australia Group Limited

2003 – 2013
Non-Executive Director – AMP Limited and Director of AMP Capital Holdings 

Limited

2002 – 2013
Non-Executive Director – Pacific Brands Limited

Previous
Non-Executive Director – PaperlinX Limited, IOOF Funds Management, Newcrest 
Mining Limited, North Ltd, Mayne Group Ltd, and Mayne Pharma Limited, Hydro 
Tasmania
Chairman – South East Water Limited, Energy 21 and the Stratus Group

Prior 

Executive background – senior banking executive in international and project 
financing, responsible for the development and financing of major projects in 
Australasia and South East Asia – CRA Limited, Macquarie Bank, Chase AMP and 
Deutsche Bank.

Other Management and Governance Experiences
Associate Professor at the Melbourne Business School, University of Melbourne, 

Australia.
Member of the Takeovers Panel

Academic Qualifications 
PhD – University of Melbourne, Australia
Bachelor of Laws (Hons) – University of Melbourne, Australia
Fellow, Australian Institute of Company Directors 
Centenary Medal (2003)

Dr. binyAn ren

2013 – present
Managing Director, China – Rio Tinto Plc, Beijing, China

Chief representative of Rio Tinto in China and responsible for strategic investments, 
shareholder relations, sales and business practices in China.

2010 – 2013 
Vice-President, China – Rio Tinto Plc, Beijing

2008 – 2010
Chief Representative, China – Anglo Base Metals, Anglo American Plc, Beijing

Responsible for representing Anglo Base Metals in the implementation of its strategies in China

2007 – 2008
Vice President, China – Alcoa Corporate Development, Alcoa Inc., New York

2005 – 2007
Vice President-China – Alcoa Asia Pacific, Beijing

2002 – 2005
Chief Representative and Country Manager, China – Alcoa Asia Limited, Beijing

1998 – 2001
Chief Representative, China – HIH Winterthur Insurance Ltd, Beijing

1995 – 1998
Director and GM, Asian Business Development – HIH Winterthur Insurance Ltd, Sydney

1994 – 1995 
Vice President – Asia Strategic Investment Alliances Ltd, Sydney

1991 – 1994 
Project Leader and Senior Engineer – Comalco Research Centre, Rio Tinto, Melbourne 

1982 –1986
Process Engineer – Southwest Aluminium Plant, CNNC, Chongqing, China

Other Management and Governance Roles: 
Non-Executive Director of China Coal Energy Group Limited, Beijing (2008 – present)

Academic Qualifications and Affiliations 
Ph.D. in Engineering Science –  Washington State University, USA (1991)
MSc in Materials Sci & Eng – Washington State University, USA (1988)
BSc in Physical Metallurgy – Northeast University, China (1982)
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frAnK Xu

2009 – present
Managing Director – Investment Banking China, Barclays Capital Asia, Hong Kong

Managing Director and Head of Metals and Mining in China for the Investment 
Banking Division of Barclays Bank. Advising Chinese metals and mining clients on 
their corporate finance activities as well as cross-border M&A transactions.

2005 – 2009
Vice President, China – BHP Billiton, China

Responsible for BHP Billiton’s corporate development activities in China; the 
company’s key growth market

2000 – 2005
Vice President – Minmetals Nonferrous, China Minmetals Group 
Business development and financing associated with M&A activities

1988 – 2000
Finance Executive – China National Nonferrous Metals Industry Corporation

Academic Qualifications: 
BA (International Business Administration) – University of International Business and 
Economics (“UIBE”) in Beijing 

tHrAs MorAitis

2013 – present
Executive – X2 Resources Ltd, London, UK

2007 – 2012
Executive General Manager – Group Strategy and Corporate Affairs, Xstrata Plc 

Member of Xstrata’s Executive Committee and directly responsible for group strategy and 
planning, investor relations, corporate affairs, large-scale M&A, post-merger integration, 
leadership development, and Xstrata’s technology businesses.

2002 – 2007
Group Head – Strategy and Development, Xstrata Plc

1993 – 2002
Partner – Monitor Group (Global Strategy and Merchant Banking), Johannesburg and 
London 

1990 – 1993 
Co-founder – Strategic Management Counsel and Horizon Equity, Johannesburg 

1989 –1990
Manager – Arta Fina (family business)

1986 – 1989
Co-founder – Expert Explosives, Johannesburg

1985 – 1986
Military Service, South African Defence Force

1983 – 1985
Engineer in Training, General Mining Union Corporation (Gencor), South Africa

Other Management and Governance Roles 
Director of Xstrata Copper, Xstrata Coal and Xstrata Nickel, Xstrata Iron Ore (2007 – 13)

Academic Qualifications and Affiliations 
Bsc Eng (Elec) – University of the Witwatersrand (South Africa), 1984
H. Dip Computer Science – University of the Witwatersrand, 1987
MBA – Witwatersrand Business School, 1990
Member of Mensa
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DAviD gArofAlo

July 2010 – present
President and CEO – Hudbay Minerals Inc., Toronto, Canada

Responsible to shareholders for the management of Hudbay Minerals which is a 
Canadian integrated mining company with operations, development properties and 
exploration activities across the Americas principally focused on the discovery, 
production and marketing of base and precious metals. 

 2006 – 2010
Senior Vice President, Finance and Chief Financial Officer – Agnico-Eagle Mines 
Limited

1999 – 2006
Vice President, Finance and Chief Financial Officer – Agnico-Eagle Mines Limited
(Treasurer 1998)

1990 – 1999
Various finance roles – Inmet Mining Corporation 

1987 – 1990
Accountant – Deloitte & Touche

Other Management and Governance Experiences
Director, Agnico – Eagle Mines Limited 2008 – 2010
Director, Stornoway Diamond Corporation 2006 – present
Director, Tiberon Minerals Limited 2006 – 2007
Director, Mackenzie Health Foundation (formerly York Central Hospital Foundation)
Director, Colossus Minerals Inc

Academic Qualifications 
Bachelor of Commerce (with distinction), 1988 – University of Toronto
Chartered Accountant, 1990 –  Institute of Chartered Accountants of Ontario
Directors Education Program, 2006 –  Institute of Corporate Directors
ICD.D Designation, 2006 – Institute of Corporate Directors
Certificate of Proficiency in Business French, 1992 – Alliance Française

Mr. Garofalo was named Canada’s CFO of the Year by Financial Executives Interna-
tional Canada (2009), and The Northern Miner’s Mining Person of the Year (2012). 

sAMAntHA Hogg

May 2012 – present
CFO – Transurban Group, Melbourne, Australia

Chief Financial Officer of the Transurban Group which is a toll road owner and operator 
with assets in Australia and North America.

2008 – 2012
Acting CFO, Treasurer and most recently GM Corporate Service – Transurban Group, 
Melbourne, Australia

2006 – 2007
Vice President Marketing – Inco Limited, Toronto, Canada

2002 – 2005
Treasurer – WMC Resources Limited

2001 – 2002 
Commercial Service Manager – Copper Division, WMC Limited

1998 – 2001 
Vice President Marketing and Sales – Nickel, WMC Limited, Toronto, Canada

1996 –1998
International Risk Manager – WMC Limited, Toronto, Canada

1992 – 1996 
 Treasury Analyst – WMC Limited, Melbourne

1988 – 1989 
Bank Officer, Global Treasury – ANZ Banking Group, Melbourne 

Academic Qualifications and Affiliations 
Bachelor of Commerce – University of Melbourne (1987)
Numerous management development, risk management and Japanese language programs
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ines sCotlAnD

January 2011 – present
Director – Accessio Resources Pty Ltd, Melbourne, Australia

Accessio Resources Pty Ltd is a private company established by former executives of 
Citadel as a vehicle for pursuing investment and acquisition.

2011 – 2013
Director – Ivanhoe Australia Ltd, Melbourne  
(Managing Director and CEO – 2012 – 2013)

Originally created as the Australian exploration arm of Canadian company Ivanhoe 
Mines (now Turquoise Hill Resources), Ivanhoe Australia (now Inova Resources) was 
the biggest exploration company in Australia, based primarily on its significant 
holdings in the Mt Isa region of north western Queensland.

2007 – 2010
Managing Director – Citadel Resources Group, Melbourne, Australia

Citadel was an emerging gold and base metals producer in the Arabian Shield. The 
company had commenced development of the copper and gold Jabal Sayid Copper 
Project in Saudi Arabia when it was taken over by Equinox Minerals for $1.25 billion 
in 2010.

2005 – 2007 
Consultant – Vertex Services 

1990 – 2005 
Various positions – Comalco, Boyne Smelters, Lihir Gold and Kennecott Utah Copper; 
Rio Tinto Group.

Academic Qualifications and Affiliations 
Bachelor of Applied Science (Geology) – University of Technology, Sydney
Member, Australian Institute of Company Directors
Member of the World Economic Forum, MENA Region and Global Growth

pAul glAsson

2001 – present
President and CEO – Satori Investments, Shanghai, China

Advisory company with a focus on assisting Chinese clients with investments overseas. 
Clients include minerals and metals companies and activities include M&A advice.

2004 – 2008 
Strategic Alliance Partner, China – KPMG Australia, Shanghai, China
Lead and develop corporate advisory firm, KPMG Australia’s presence in China. 

1997 – 2001 
Executive – Hubei Television, Shijiazhuang, China

1997
Teacher – Beijing University, China

1996
Graduate – Telstra Corporation, Melbourne, Australia

Other Management and Governance Roles 
National Vice President, Australia China Business Council
Chairman, China Committee, Australia China Business Council

Academic Qualifications and Awards 
BA (Social Sciences) Philosophy major – Latrobe University, Melbourne
Young Leader Award, the Boao Forum, 2009, 2010 and 2013

31st deCember 2013

31st deCember 2013



185

pHilippA AnDerson is a business writer and communications consultant based 
in the UK. Her articles have appeared in publications worldwide. She has written 
for companies and ghost-written articles and contributions to books for corporate 
clients. She has worked on a number of book projects, including The Business Book 
published by Dorling Kindersley, and has collaborated with Lord Browne, former 
CEO of BP, on his memoir Beyond Business, published by Weidenfeld & Nicolson.

She is a seasoned expert in corporate communications — in areas such as change 
programmes, business restructuring, and corporate social responsibility — with 
numerous international clients, including many in the energy and mining sectors. 

sopHie lorAs is the Managing Editor of Australia China Connections and is based in 
Shanghai, China. Sophie has witnessed first hand the extraordinary social and economic 
changes in China since first visiting the country in 1998. Since then, she has lived, worked 
and studied in a number of Chinese cities and travelled extensively throughout China.

Her work with Australia China Connections, documenting the changing face of the 
Australia-China trade relationship, has seen her cover stories across a wide range of 
sectors including education, migration, tourism, financial and legal services to architec-
ture, sustainable design, agriculture and the resources and mining industries.

JoHn ross, based in Melbourne Australia, was a journalist with The Age,  
Melbourne, and Editor of Walkabout magazine before becoming a book publisher  
and writer. He was Publishing Director at Macmillan Australia and then Managing 
Director of Currey O’Neil Ross before beginning his own book production company 
and consultancy. He was Editor-in-Chief of Chronicle of the 20th.Century, Chronicle of 
Australia, 100 Years of Australian Football and co-editor of 200 Seasons of Australian Cricket. 
He has written, some 20 books including, Every Picture Tells a Story, Country Towns, 
Voices of the Bush, One People: One Destiny and The Sound of Melbourne.

The Writers
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