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The study on the Chilean Large-scale Mining Workforce 
conducted by the Mining Skills Council (CCM by its Spanish 
abbreviation) provides the various players with essential 
estimates on the demand for human capital and the main 
gaps faced by the Chilean mining industry. In addition, it 
offers a detailed analysis of the outlook of projects expected 
to be carried out over the next decade.

The analysis of the study for the mining sector shows that 
there has been a significant reduction in the sector in the 
past year, and signs suggest that this trend will continue 
for some time. There are multiple reasons for the foregoing 
(price of commodities, costs of production factors, permits 
becoming a judicial issue, etc.), which translate into a 
scenario where the companies are applying strong costs 
control to their operations, and a stagnation of expansion of 
investment projects. 

The portfolio of projects analyzed for this study includes 17 
initiatives with different degrees of certainty and progress. 
All of these initiatives seek to raise current labor productivity 
standards. The foregoing implies an important challenge to 
the industry, since it translates into requirements of high 
levels of professionalization and better standards in order 
to optimize the effective performance of the workforce. The 
relevance of this is that the number of people required, as 
well as their technical characteristics, is a type of human 
capital that is difficult to obtain in our country. But even if 
it is obtained, these people’s skills will be as important as 
the conditions in which they work in order to ensure the 
expected results.

At 2023 the sector will need 27,347 workers, 6 thousand 
less than those estimated in the previous version of the 
study. Of these, 16 thousand workers will be needed to 
replace employees at retirement age. It must be highlighted 
that last year, close to 18,000 new employees began to 
work in the large-scale mining sector, and for 10,000 of 
these people, it was their first job. The demand for human 
capital is therefore not only explained by new positions, 
but by the replacement of workers at retirement age and 
workers who leave the industry, with the latter factor being 
the most important, but also the most difficult to predict 
and forecast.

Executive Summary

Regarding the formative supply in mining, in 2014, 37,000 
students registered for these courses, with a strong 
emphasis on maintenance and Higher Technical Level 
programs. According to the forecasts made, in 10 years we 
will have doubled the number of people educated in mining, 
with the concern then moving from the number of people 
educated, to the quality of these people. In this context, the 
accreditation of the study programs and their relevance 
to the mining Qualifications Framework become the new 
pending challenges.

Mining, as a production sector, must give a leap, this time 
not so much in quantitative terms, but instead with a view to 
becoming a more productive and viable industry in the long 
term. The progress in the generation of CCM standards, as 
well as the involvement achieved in 2014 by the key players 
in the system (mining companies and suppliers, ChileValora, 
centers for the evaluation and certification of labor skills, 
technical training entities and higher education institutions), 
position 2015 as a key year in the capitalization of this 
sectorial effort.

This study was carried out on the basis of information 
provided by 13 large-scale mining companies and 20 
contractor companies, which provided detailed information 
in regard to: i) their current staff, which represents 100% of 
the staff belonging to major mining companies and 31% of 
the staff belonging to contractor companies, ii) their staffing 
estimates for the investments considered in the study *, iii) 
their training reports over the past calendar year; which 
allow the industry and its demand to be characterized. 
The supply was calculated on the basis of registration 
information and programs associated with mining provided 
by the National Education Council. 

As a result of calculating the gaps in human capital based 
on supply and demand, it was estimated that profiles that 
will present an accumulated deficit at 2023 are: mechanical 
maintenance technician (8,250); mobile equipment operator 
(6,354); fixed equipment operator (3,294); electrical 
maintenance technician (2,842); maintenance supervisor 
(817) and maintenance professional (404).

(*) Only mining operation personnel were considered; engineering and construction were not part of this study.
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Main Results 
of the Study
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• The sample used in the 2014 version of the Large-Scale 
Mining Workforce Study consists of 13 mining companies 
and 20 contractor companies, gathering more than 72 
thousand people, which represent 40% of the nearly 180 
thousand workers involved in Chilean large-scale mining.

• Last year’s trend remains true: open pit extraction 
and concentrates processing take in the majority of 
the available interns. However, an increase is expected 
regarding the ratio of workers involved in underground 
mining in response to the pipeline of projects that will 
operate under this method in 2023.

• Compared to the previous study, the ratio of workers 
from contractor companies to interns has dropped in 
general (from 1.8 to 1.7).

• When comparing contractor companies to mining 
companies, there are twice as many supervisors per 
worker (in mining companies, there is one supervisor for 
every 10 workers, while in contractor companies, there 
are two). This proves the former companies have more 
complex organizational structures, which could be related 
to certain productivity flaws.

• In mining companies, there is a ratio of 1.6 professionals 
for every technician. This relation is the opposite in 
contractor companies: 0.7 professionals for every 
technician. 

• Contractor companies’ staffs are, on average, six 
years younger than mining companies’ (36.7 years old in 
contractors, 42.6 in mining companies).

• There are 2,932 people in the industry that could retire 
for being 60 or older, which represents 1.6% of the current 
staff.

• Over the last year, more than 31 billion chilean pesos were 
invested in training, averaging CLP $172,993 per person.

Mining workforce characterization

• Over 50 thousand workers from mining and contractor 
companies live in a region and work in another. The main 
job destination is the Norte Grande (Regions XV, I and II).

• Foreign workers represent 0.9% of mining companies 
and 1.1% of contractor companies, adding up to over 
1,700 people. In both cases, Peruvians are the majority.

• Female presence in the industry rose up to 7.3%, only 
0.2% more than the previous measurement, proof that 
there has been a growth plateau in terms of this ratio. 
This is in sharp contrast to the situation in Australia and 
Canada, who showed steady growth regarding female 
presence over the past year.

• The profiles of the Main Value Chain that show the 
greatest participation by women are geology (19.2%), 
and processing specialist engineer (15.4%). In contractor 
companies, women stand out in mine extraction (7.9%) 
and as maintenance specialist engineers (7.2%).

• According to data from the Seguro de Cesantía 
(Unemployment Insurance Office), 18,916 people joined 
the mining industry (8,374 of them coming from other 
economic sectors) and 42,978 left the industry (because 
they switched to a different economic sector, they retired 
or they became unemployed).

• An unemployed individual takes, on average, two 
months less to be hired by a contractor company than a 
mining company. 

• Contractor companies are the gateway into the industry, 
attracting 98% of unemployed workers let go from other 
contractor companies and other economic sectors and 
more than 10 thousand people who are entering the 
working world for the first time. This raises significant 
training challenges for workers who have never been 
involved in the field before.
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• Starting in 2010, the supply of mining training has grown 
in terms of the amount of programs offered and the amount 
of first-year enrollments – adding up to nearly 37 thousand 
new enrollments in 2014 -, with a strong emphasis on 
maintenance and Higher Technical Level programs.
Between 2014 and 2023, 15,604 trained students will be 
potentially attracted to mining.

• People trained in mining will double over the next 10 
years. Half of the new enrollments seen in 2014 belong to 
programs created after 2010. This represents a challenge 
in terms of verifying the quality of these new programs, 
ensuring the employability of graduates according to the 
level of their degrees and reviewing the actual relevance 
of the programs and whether or not they meet the worker 
demand the industry needs.

• 76% of mining programs belong to an institution certified 
for four or more years; 13% belong to one certified for less 
than four years; and 11% belong to an uncertified institution. 

• In geology, there has been a noticeable increase in 
first-year enrollments into TNS (Higher Technical Level) 
programs. Nearly 30% of all student enrollments in geology 
are concentrated in the Metropolitan Region, focusing on 
professional and non-professional programs. The profile 
with the greatest supply of graduates calculated up to 
2023 is related to the field of geology, specifically High 

Skills supply for the mining sector

Level Technicians in geology, geological surveying and 
topography. The explosive growth seen in this area was 
probably encouraged by future income expectations rather 
than actual observed demand for workers.

• There are currently 27 programs in metallurgy, making 
it the slowest growing area. On the other hand, mining has 
displayed the greater growth since 2010, totaling nearly 
8,000 first-year enrollments in 2014, distributed evenly 
between PcL, PsL and TNS.

• In the maintenance area, first-year enrollments added 
up to almost 25 thousand people in 2014. Maintenance is 
mainly focused on TNS programs in the mechanical area 
and most programs are located in the Metropolitan Region.

• Out of all of the postgraduate enrollments, one-third 
belongs to the maintenance area, followed by mining and 
then geology. Nearly half of them are in the Metropolitan 
Region.

• The development of advanced human capital is highly 
relevant for the industry, wich is currently looking for 
innovation, technological development and to find its place 
in world class mining. This scenario presents a challenge: 
the need for in-depth research regarding the access to jobs 
and the impact these people have on the industry’s many 
different companies. 
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• Taking into account that several projects that formed part 
of the analyzed portfolio will not be executed, the estimated 
demand for the upcoming years adds up to 27 thousand 
people, nearly 6 thousand less workers than what was 
published last year.

• Of that estimated figure, 16 thousand people are potential 
retirees, as they will be over 60 years old, and more than 
half of them will be over 65 or 70. Preliminary data indicates 
that last year, only 20% of people who were 60, and older 
retired.

• If the numbers are broken down by year, 2015 and 2021 
represent the peak staff requirements, which is very similar 
to the situation described in the previous publication.

• Taking into account the entire period covered by the study 
(2014 – 2023), demand will focus on operators (9,648) 
and maintenance staff (11,872). This shows that, despite 
the relative drop, demand is still considerably large and 
challenging in terms of adjusting to quality standards. 

• Four of the projects included in the portfolio projected 
in prior studies are currently in operation, with staffing 
requirements 35% higher than was estimated when start-
up was still yet to be confirmed.

• The slowing-down of demand for people in the industry is 
not only affected by a lower amount of people retiring or the 
current economic cycle, it has also been struck by the fact 
that no new projects have been included into the pipeline 
that can equal the four that are currently in operation.

Skills demand forecast

• The international context does not seem very auspicious 
for the development of new projects in the amount and scale 
that was being projected five years ago. Nevertheless, the 
industry is performing a tighter analysis of the execution of 
initiatives that can provide sustainability to the sector and 
especially to its companies. With all this in mind, there are 
still expectations to move forward with certain initiatives 
under more restrictive conditions. 

• In terms of human capital, these restrictions demand 
teams staffed by fewer workers trained in line with 
the industry’s requirements in order to make sure their 
performance can leverage the productivity improvements 
the industry is expecting. 

• The projects considered for this study are estimating 
workforce productivity seven times greater than what 
large-scale mining would have if said projects were not 
executed.

• Eight of the initiatives included in the analyzed portfolio 
are currently under assessment, with different degrees of 
progress. Nine projects appear secure in their execution; 
some of them have even started to work on their first 
infrastructures. 

• If the supplied demand estimations are met, the ratio 
of workers from contractor companies to workers from 
mining companies would display a trend similar to today’s, 
decreasing from its current 1:1.53 to 1:1.46 by the end of 
the period. 
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• Taking into account the drop-off in demand and the 
increase in supply, the shortages show more of a structural 
situation, explained by the concentration in operator 
and maintenance profiles, as well as in supervisors and 
maintenance professionals.

• The calculation of shortages is affected by the demand 
for equipment operators (fixed and mobile). A formal supply 
of graduates was not considered for these jobs.

• The gaps observed for operator profiles can be explained 
by the supply shortage, or a complete mismatch between 
the demand coming from companies and the supply 
offered by higher education institutions, which seems like 
a farfetched notion. 

• Although there is a supply of tradesmen from training 
organizations, it cannot be projected into the future, 
because their coverage depends on periodical definitions 
from relevant organizations (Ministry of Labor and SENCE
-National Training and Employment Service-). A quality, 
ongoing policy is required, one that is aligned with the 
demand for workers in the short and mid-term.

Shortages for the 2014 – 2023 Period

• Despite the fact that maintenance profiles show a 
widespread supply, shortages are caused by mining 
specialization problems and talent attraction. This should 
be an area of concern that could lead to an adjustment of 
the plans and programs of the different qualification levels 
in order to sustain a healthy talent attraction rate for the 
industry (not a negative one).

• There are a few profiles that are projecting more 
graduates than the industry would need. This situation 
does not necessarily translate into unemployment, because 
many of them can find work in related sectors or in areas 
outside large-scale mining’s Main Value Chain.

• Despite the previous point, some programs or curriculums 
show disproportionate growth and should react to the 
signals displayed by the industry. This includes the high 
amount of TNS graduates for mining, metallurgy and 
geology, as well as the high amount of professionals with 
geology degrees. 
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Conclusions
and Recommendations
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Characterization 

The data supplied by the companies that participated in the 
study shows that total staffing in Chilean large-scale mining 
has decreased by 1.5% compared to last year, matching the 
estimates coming from other institutions. 

In 2014, the industry employed 178,882 people (26.9% in 
mining companies and 73.1% in contractor companies). Out 
of that total, 124,864 people (70%) are at mining sites, and 
114,999 of them, which represent 64% of the industry’s 
entire staff, are part of the Main Value Chain. 

In order to observe the mobility of people within the sector, 
a sample of companies was conceived and data was 
consulted from the Ministry of Labor’s Unemployment 
Insurance Office database. The cross-referencing of 
information showed that in 2014, employment in the sector 
dropped by 5.2%. This number can be explained by 6.2% 
decrease in contracting companies and 2.7% growth in 
mining companies. In summary, 18,916 people joined the 
mining industry (10,542 were first-time employees and 
8,374 workers came from other economic sectors) and 
42,978 people left (including those that went to work 
in a different sector, those who retired and the newly 
unemployed).

The data from contractor companies presented in this 
version of the study is highly relevant and should be further 
analyzed, because this subsector is the gateway into 
the industry in terms of employment. Case in point, they 
attracted a greater amount of people (from other sectors 
and from the group of first-time employees), displayed 
more turnover and less time unemployed between jobs. 
However, this subsector showed contraction over the past 
year (2.3%), and this trend is likely to remain the same due 

to the adjustments currently being implemented by mining 
companies. 

Estimates show that out of the entire staff working in 
Chilean large-scale mining, 50 thousand workers from 
mining and contracting companies live in a region and work 
in a different one. Norte Grande (Regions XV, I and II) takes 
in most of this migration, which comes at an obvious cost 
for the industry. 

There are significant differences when it comes to the 
college training of the workers involved in the sector. In 
mining companies, there are 1.6 college graduates for 
every technician, while in contractor companies this ratio 
is the opposite at 0.7.

Female presence in the industry is an as-of-yet unresolved 
issue, hitting a growth plateau over the past year (only 
increasing by 0.2%). In countries where mining is highly 
developed, such as Australia and Canada, this indicator 
is growing and is currently at levels way beyond ours 
(approximately 18%). However, the women working in the 
Main Value Chain in Chile are following these countries’ 
trends, concentrating a higher portion of professional 
profiles and with a higher educational level than their male 
peers. A major difference with Australia and Canada is that 
these countries have a greater presence of women in the 
operator and maintenance profiles. 

In 2014, the mining and contractor companies that took part 
in the study invested more than 31 billion chilean pesos in 
training, covering 180 thousand people through 2.5 million 
hours of training (CLP $172 thousand per person).



12

CCM Actions Linked to Characterization

Recommendations

• Extension of the Qualifications Framework
The Mining Qualifications Framework (MCM by its Spanish abbreviation) has been extended to include the 
processes related to blasting. The objective is to enhance the impact that CCM standards have on the Main 
Value Chain, including areas that had not been considered in prior assessments. The development of instructors 
was also approached through an “Instructors Quality Framework”, due to the high criticality of this profile for 
the development of human capital for the sector. This includes competency standards, training sets and the 
development of local training and certification capabilities. 

• Community of Practice for Companies
This learning community consists of 28 mining operations and 6 contractor companies that came together to 
promote the supply of development and certification for instructors in the country, as well as the certification 
of job skills for workers. In 2014, they met bimonthly to coordinate with ChileValora, Job Skills Assessment and 
Certification Centers and training organizations in order to establish industry requirements and thus adjust the 
supply. The community’s member companies are currently working on the execution of independent pilots for 
instructors and certification in compliance with established standards and processes.

• Community of Practice on Certification
This community consists of nine Job Skills Assessment and Certification Centers, all certified in mining 
competency profiles, including the ongoing participation of ChileValora. These organizations came together to 
facilitate, from a supply perspective, the incorporation of changes to assessment and certification processes, 
in compliance with industry standards and in strict compliance with current regulations, in order to standardize 
the assessment and certification of job skills in the sector. 

• There has been significant progress in terms of the reporting of current staffing on the part of the companies 
participating in the study. However, it is necessary to delve deeper into specific aspects related to training 
management and workforce planning trends. Finally, it is important to collect information on investments in 
projects that imply technological changes.

• Considering that nearly 10% of the industry’s staff will be old enough to retire by the end of the analyzed 
period, companies should consider the importance of capturing the knowledge these people have accrued over 
their careers. This is especially relevant considering that older workers will probably be encouraged to retire 
due to the strict cost controls seen in the industry. 

• In the mining industry, the conditions needed to establish an internal learning system aligned with the 
sectors’ standards are already established. Today, the industry has a Qualifications Framework, Training Sets, 
a Training Best Practices Framework, an Instructors Quality Framework and a Certification System, all with 
proper implementation conditions. Now it is necessary to advance in the implementation of these standards 
within large-scale mining companies and contractor companies in order to capitalize on the benefits of these 
investments made by the industry through the Mine Skills Council. 

• CCM’s work, aligned with mining’s Organismo Sectorial de Competencias Laborales (OSCL, Job Competencies 
Sector Organization), has enabled progress in two aspects that could drive the competencies certification 
market. First, validation of the fact that competency evaluators can be found within the companies themselves, 
which acknowledges already installed capabilities and makes the process more dynamic. Second, evaluations 
should be by competency, not by profile. Both aspects should result in processes that are simpler and lighter 
in methodological terms, which translates into lower certification costs, contributing to a significant demand 
increase.  
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Skills Supply

In the formal education area, 2010 marked an explosive 
growth in the supply of mining-related training, adding-
up to 37 new enrollments in 2014, which means that over 
the next 10 years, the amount of people available to work 
in the field will double. However, this increase has taken 
place with scarce coordination between higher learning 
institutions and the industry, which could translate into an 
amount of graduates that does not fit the demand, deficient 
training quality and a lack of relevance in terms of current 
needs.

In the future, special attention will have to be paid to the job 
access experienced by these programs’ graduates, because 
the interviews carried out as part of this study revealed that 
recruitment and selection criteria have become stricter. 
The industry has expressed that one of its priority concerns 
regarding training is to first ensure relevance and then the 
amount of graduates.

The signs proposed by this study should be taken into 
account to avoid the aforementioned concerns, especially 
when it comes to geology professional degree programs and 
high level technicians in mining, metallurgy and geology.

The skills supply linked to maintenance profiles is 
considerably large for the sector’s demand, but its technical 
alignment and its capability to attract mining industry talent 
have yet to be reviewed or guaranteed.

Taking into account the growth seen in advanced human 
capital (postgrad) enrollments, its concentration in 
three major areas (maintenance, mines and geology), 
its geographical concentration (Metropolitan Region) 
and its fundamental role in the industry’s innovation and 
development processes, it is necessary to delve deeper into 
the effects and impacts of this profile’s insertion into the 
job market. 

CCM Actions Linked to Supply

•  Enhanced Coverage of Training Sets:
The supply of Training Sets has increased significantly. 20 new sets were added to the 10 that already existed 
in 2014, covering Electrical-Instrumental Maintenance, Mechanical Maintenance, Concentrate Processing and 
Instructors. A new set will be added in October, adding up to 31 sets.

• Training Best Practices Framework and Instructors Quality Framework:
The quality of a training program is measured by its relevance and its capacity to effectively develop the 
competencies described in the MCM for the predefined scope in terms of adding value.

In order to promote the issue of relevance, in conjunction with the skills supply, the CCM designed a Best 
Practices Framework for Training in Mining. This framework establishes requirements regarding relevance, 
quality, infrastructure and monitoring of graduates, and their assessment awards a seal handed out by CCM to 
suppliers who have appropriately aligned their programs to CCM standards.

To boost the development of competencies, the CCM has developed a training and certification standard for 
instructors that will enable the homologation of mentor and instructor skills within the industry. These standards 
have been recognized and integrated into ChileValora, and evaluation instruments and Training Sets were 
developed for them as well. 

• Community of Practice for Technical Organizations that Offer Training in Mining:
This community consists of ten OTECs (Technical Organizations) with experience in training in mining 
competencies, which have made a commitment to adjust their training supply to the Training Best Practices 
Framework. These OTECs worked throughout all of 2014, and it is expected that in mid-2015, 29 training 
programs based on this standard will be audited. This opportunity for ongoing development has been used to 
implement the Training Sets that were developed and train the first instructors under the Instructors Quality 
Framework. 
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Recommendations 

The following is recommended for Higher Education Institutions (IES):
• Adjust the supply in terms of the amount of enrollment positions available to match the signals shown by 
the demand, taking into account the industry’ contracting cycle. This means less spots in mining specialties 
(mining, geology and metallurgy) and more spots in mining-specific maintenance (mechanical and electrical). 

• Make progress in terms of an explicit and specific acknowledgement of the coverage of the programs offered 
by higher education institutions regarding the MCM. This implies defining which areas of training are currently 
not supplied and which have the highest supply, understanding that the MCM is a sign of consensus within the 
industry.

• Make progress in obtaining the CCM Best Practices Framework Seal for the Higher Technical Level programs 
related to mining. This seal is a sign that the industry can trust that the programs are aligned with the sector 
standards that were developed. 

The following is recommended for the Technical Training Organizations (OTEC’s):
• Make progress in obtaining the CCM Best Practices Framework Seal for the Trades programs and ongoing 
training programs related to the MCM up to level 5. This seal is a sign that the industry can trust that the 
programs are aligned with the sector standards that were developed.

• Develop and certify instructors in accordance with the Instructors Quality Framework. 

• Increase their training supply in terms of the development of Mentors and Instructors in accordance with the 
Instructors Quality Framework, obtaining the CCM’s MBPF seal for these programs. 

The following is recommended for ongoing training of active workers:
• Taking into account that this training takes place in the industry itself, mobilizing internal resources 
(development areas, mentors or tutors and instructors) and external resources (OTEC’s and their instructors), it is 
necessary for mining operations and contractor companies to advance in the implementation of CCM standards 
in their internal learning systems, including the design of jobs based on sector standards, the development and 
certification of internal instructors, the use of available training and assessment standards, and, ultimately, the 
recognized certification of their workers (ChileValora). 

• Community of Practice for Higher Education Institutions (IES) with Higher Level Technicians (TNS) Linked to Mining: 
Similar to the work methodology used in the OTEC internship community, a significant segment of Higher 
Education Institutions offering TNS degrees linked to mining (9 IES’s) are seeking to prove their coverage based 
on the Mining Qualifications Framework, as well as their compliance of the Quality Framework for Training and 
Instructors. This opportunity was also used to boost the implementation of the developed Training Sets and train 
the first instructors under the Instructors Quality Framework.

• Skills Supply Search Engine:
During the year, a web-based search engine will be made available to provide information on human capital 
demand and shortages, including detailed formative supply data. This search tool targets people who are 
making decisions regarding their job future linked to mining, as well as people in charge of managing the 
development of workers, as it will include the supply related to worker training. 
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Demand and Shortages

The estimated demand for the 2014 – 2023 period is 
27 thousand people, almost six thousand less than the 
previous study’s estimate. The years with the highest 
demand are 2015 and 2021, and regarding the analysis of 
profiles, operators and maintenance staff will be the most 
highly required. It is important to note that since this series 
of studies began, nearly 7 thousand people have joined 
the industry out of the demand estimated for 2012, all 
associated to four projects already under operation. 

At the end of the period, 9.3% of the staff currently working 
in mining and contractor companies will be eligible for 
retirement or will have retired. This segment constitutes 
60% of the current demand and will be concentrated in 
mining companies, as their staffs are, on average, five years 
older than contractor companies’ staffs. In 2014, a year 
in which there was no incentive for retirement, estimates 
indicate that only 20% of the people eligible for retirement 
actually retired. The economic squeeze the sector is facing 
will probably increase this rate, shaping a situation that 
could be problematic if not handled with due anticipation. 

In this sense, the main priority is to continue improving the 
training of workers already in the industry and those just 
joining the industry. Over the past year, almost 19 thousand 
people coming from other economic sectors or who started 
working for the first time joined the mining industry, making 
for some significant challenges in terms of training and 
compliance of industry demands. 

The current mining context seems to be less auspicious for 
the development of projects and expansion than had been 
suggested thus far. This implies that companies will have to 
implement an “inward” development in order to make the 
business sustainable, reviewing their current management 
models, staffing, required training, quality assurance 
and multiple other processes. At the same time, in new 
projects, major concern shall be paid to achieving efficiency 
parameters never seen before in the industry. 

For all these reasons, the scenario for future projects has 
changed, and due to this change, the demand for human 
capital has shifted from concern for the amount of workers 
available to interest in improving their quality, in other 
words, making sure the supply is aligned to the industry’s 
requirements and needs in order to improve workforce 
productivity rates, which have experienced a steady drop 
over the past few years. 

The human capital shortage in mining has the particular 
trait of being focused on operator profiles (for fixed and 
mobile equipment) and profiles linked to maintenance. 
This should encourage the alignment of workforce supply 
and demand. The CCM is encouraging higher education 
institutions with a relevant position in these profiles and 
programs to incorporate a significant improvement process 
in terms of relevance and quality. 
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CCM Actions Linked to Demand and Shortages

Recommendations

• Partnerships with Relevant Industry Stakeholders:
In 2014, the CCM subscribed strategic partnerships with APRIMIN, the Association of Large-Scale Mining 
Contractor Companies and the Chilean Chamber of Construction (CChC). The purpose of these partnerships is 
to ensure that the efforts to generate sector standards and influence the supply of training and certification have 
the greatest possible impact on the job market and the entire Main Value Chain. 

• Chilean Large-Scale Mining Workforce Study:
The fourth version of the study offers an annualized sector analysis aimed at illustrating the transformations 
experienced by the industry, as well as the forecasts that should guide the decisions of the different stakeholders 
involved in the mining sector, from both a supply and a demand perspective. 

• Human Capital Statistics on the CCM Website (www.ccm.cl):
A mining industry human capital statistics consultation system was created, similar to the information provided 
in this report. Aggregate results are shown for public users, while mining companies that participated in this 
study have access to results that compare them to the rest of the companies. 

• The consultation regarding selection criteria made to the employers shows how they have become more 
specific compared to previous years. Likewise, the information on where people coming other economic 
sectors and first-time workers are being employed is interesting. This information has an impact on both higher 
education institutions and trade organizations, as well as the workforce intermediation market, which must not 
go unattended. 

• The most significant workforce shortage is concentrated on profiles that do not have a high ratio of graduates 
coming from Higher Education Institutions (operators and maintenance staff). Hence, two recommendations are 
to be emphasized: first, increase the incorporation of IES graduates into these profiles, which implies adjusting 
the relevance of these programs to the MCM; second, formalize and strengthen trade training programs (SENCE 
Mining) for people looking to join the industry from entry-level profiles, maintaining alignment with the standards 
created by the CCM and establishing long-term coverage. 

• The cost controls currently carried out by mining companies will probably have repercussions on staffing in 
terms of quantity as the most immediate effect. However, in order to have an impact on people’s productivity, 
not only it is necessary to cut down on the size of staffs, but also to have a systematic view that includes a 
change in management, as well as alignment and strengthening of the required training. 
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CCM participating companies


