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The 5th edition of the Indicators Report was launched by 

Women in Mining Brazil (WIM Brazil), presenting an 

updated overview and the evolution of the mining sector 

in terms of Diversity, Equity, and Inclusion (DEI).

Based on research with organizations that support the 

movement, the report highlights the efforts of WIM Brazil 

since its creation in 2019 to emphasize the relevance of a 

more diverse and welcoming mining industry.

Over the years, the sector has recorded significant progress, 

with initiatives that promote female participation, racial 

diversity, generations, persons with disabilities, and the 

LGBTQIA+ community. Despite this progress, the results 

indicate that there is still considerable room for improvement.

WIM Brazil is driven by the engagement of professionals 

from different areas of the mining sector, all committed to 

placing diversity, equity, and inclusion at the center of the 

discussions and the analyses. The goal is for diversity, 

equity, and inclusion to become core values rather than just 

being items in an agenda.
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intrinsic to the companies. While this full integration does 

not happen spontaneously, WIM Brazil acts strategically 

and proactively, assisting the mining companies, product 

suppliers, and service providers in building diverse, 

inclusive, equitable, and safe work environments for all.

Although the debate on DEI goes beyond the limits of the 

mining sector, we are proud to contribute to this 

discussion. We constantly seek partnerships and 

knowledge exchange which can speed up transformations 

that should already be a reality.

Considering that, we invite everyone to read the WIM Brazil 

2025 Indicators Report, promoting reflection on how we 

can drive significant changes in the sector.

We believe that, together, we can achieve our goals 

faster, more efficiently, and in a more sustainable way.

Introduction
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Creation of the 

movement

2019

Structuring of 

committees 

and policies

2021
Peak of 

training and 

governance

2023

Expansion 

of scope and 

new inter-

sectional 

perspectives

2025
Consolidation 

and integration 

of DEI-ESG

2026

Sample and methodology

Strategic priorities 2026 -2027

¤Strengthen governance and formal committees (target: 

+10%).

¤Increase women's development 

programs (+20%).

¤Monitor succession with racial focus 

(100% companies by 2027).

¤Expand mental health and longevity policies (+30%).

Our Purpose

To consolidate evidence of Diversity, Equity, and 

Inclusion (DEI) in the Brazilian mining sector and 

support a sustainable cultural transformation.

Sample and Methodology

¤57 signatory companies (2025): 13 new 

2025, +256% since 2021.

¤Profile of the respondents: Most in leadership positions, 

demonstrating greater strategic vision.

¤Tool: Updated questionnaire in partnership 

with WIM Brazil and EY, with new questions on racial 

succession, women with disabilities, generations, 

parenthood, and LGBTQIA+.

¤Comparability: Historical series preserved for key 

indicators since 2021.

Sense of Urgency

Despite significant progress, setbacks in 

governance, qualification, and succession show 

that progress does not mean consolidation.

Highlights 2025 VS. 2024

¤Women in the workforce: 22% ( stagnated).

¤Female executives in the senior leadership: 25% ( +3 %).

¤Female succession: 18% (Ź -13 %).

¤Companies with a formalized DEI committee: 30% (Ź -8 %).

¤Companies with regular inclusive training: 35% (Ź -35 %).
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Executive summary

EY | Diversity in mining 2025: Actual progress, persistent challenges | Indicators WIM Brazil | Year 5

Evolutions and setbacks for women in mining

¤Progress in inclusion: The mining sector has shown 

progress in the inclusion of women, with increased female 

presence in executive positions and boards.

¤Persistent challenges: Despite the progress, the female 

participation in leadership positions is still low.

¤Supervision of Declining DEI: The supervision of DEI has 

reached its lowest level in five years, with only 84% of 

companies implementing this supervision.

¤Reduction in the training: There was a 35 % drop 

in the inclusive work training.

¤Decrease in the participation in development 

programs: The female participation in development 

programs has fallen, with less than a third of the 

women participating compared to the years of highest 

growth.

¤Racial representativeness: The representativeness of 

black, mixed-race, and indigenous women remains 

almost absent in the leadership pipelines.

¤Need for planning and support: Without adequate 

planning and support from the senior leadership, 

progress in female inclusion can become episodic and 

unsustainable.

Challenges and opportunities in the inclusion of women in 

mining

¤Significant challenges: Women in mining

¤

face an organizational culture resistant to change and invisible 

barriers to inclusion, hindering their progress in the sector.

¤Lack of structuring policies: The lack of clear policies on 

parenthood and qualification, along with the need for 

improvements in infrastructure and equipment, represents 

obstacles to be overcome.

¤Promising opportunities: The acceleration of inclusion, focusing on 

policies that promote diversity, can transform representation into a 

strategic imperative for innovation and resilience in the sector.

¤Review of safety practices: The formalization of mental health and 

flexibility policies is essential to creating a safe and welcoming 

work environment, promoting the employeesËwell-being.

¤Work-life balance policy: Structured policies that promote a 

balance between work and personal life can increase the 

satisfaction and retention of female talent.

¤Role of the leadership: To realize these opportunities, it is crucial 

that the leadership actively promotes a culture of diversity and 

inclusion, assuring access to consistent career opportunities for 

women and underrepresented groups.

Direction of future goals (2026 -2027)

¤Strengthening of the governance: Establish and formalize committees 

dedicated to diversity, with the target to increase female representation 

by 10 percent by 2027.

¤Increase in development programs: Expand the women's development 

programs by 20%, assuring that women have access to growth and 

leadership opportunities.

¤Monitoring of the succession with racial focus: Implement monitoring of 

the succession with racial focus, with the target 100% of the companies 

to conduct this monitoring by 2027, promoting actual diversity in 

leadership.

¤Expansion of mental health policies: Expand mental health and longevity 

policies by 30%, creating a work environment that values the well-being 

and safety of all employees.

¤These actions aim not only to consolidate the progress already made but 

to assure that the mining sector becomes an example of inclusion and 

equity as well. By reflecting the diversity of society, the sector can 

contribute to sustainability and competitiveness, setting a standard to be 

followed by other industries.



Profile of the respondents
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2023 2024

Mining service provider Mining 

companies

3031

22
26

16

75

4

6

20

14

7

34

2

2025

57

50

33

16

Capital in 2025

44

%
56

%

National

Foreigner

2021 2022 2023 2024 2025¹

1 Manager or Analyst* Manager

*

Manager* Director* Director*

2 Supervisor/Coordinator* Director* Director* Manager* Manager*

3 Director*

Supervisor/Coo

rdinator*

Supervisor/Coo

rdinator*

Supervisor/Coo

rdinator* Other*

The adherence of 81.4% in the participation among 

sponsors and signatories, added to 256% increase in 

the number of respondents since the first edition, 

highlights the strength and relevance of the DEI 

Panorama of the Mineral Sector - WIM Brazil.

The rise of the seniority level among the 

people responsible for the completion 

assures more qualified data and an 

increasingly more strategic view of the 

sector.

* TOP 3 Positions of survey respondents. ¹18 new in the process.
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2021 2022

Mining product supplier



Profile of the respondents

53% 35% 12%

30 7 20mining 

company

provider supplier

Mining companies
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Service providers Product suppliers

AMG BRASIL Equinox Gold Brasil MGLIT Empreendimentos AFRY Brasil LTDA Manucci Advogados Ausenco

Anglo American
Fosnor Fosfatados do 

Norte e Nordeste
Mineração Jundu Ltda

Almeida, Rotenberg e Boscoli 

Sociedade de Advogados
MIP ENGENHARIA 

LTDA.

DNA Blast Group

AngloGold Ashanti Gerdau Mineração Mineração Rio do Norte APOAN 

ENGENHARIA

NANO BIZTOOLS HEXAGON MINING TECNOLOGIA E SISTEMAS 

LTDA

Anglo American
HOCHSCHILD 

MINING BRASIL
Mineração Serra Verde Arcadis Logos S.A Orica IBQ Indústrias Químicas SA | Enaex Brasil

ArcelorMittal
JACOBINA MINERAÇÃO 

E COMERCIO
Nexa Resources ATKINS REALIS Parex Engenharia LLK Engenharia

AURA MINERALS
Kinross Brasil Mineração 

S.A
Norsk Hydro Brasil BRIDGE 

HOLDING

Progesys International B LTDA Metso Brasil

Bahia Mineração S.A. LGA Mineração RHI Magnesita Construtora Aterpa S.A. Prominas Projetos e Serviços de Mineração Sandvik Rock Processing

Bemisa Lhoist Rio Tinto (do Brasil) Copelmi Mineração LTDA Tractebel Engineering Ltda

BHP LGA Mineração SAMARCO Hatch Veirano Advogados

Brazilian Lhoist The Mosaic Company Lefosse William Freire Advogados Associados

CMOC 

BRASIL
Lundin Mining Brasil VALE 

S/A



Governance
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87%
of the companies 

have a DEI 

program - 3% 

compared to 2024.

Mining companies

67% 67%

23

%
20%

10% 13%

2024 2025

Inexistent

Existing and Non-formalized Existing 

and formalized

8

17

32

40

35

30

25

20

15

10

5

% of representation vs. formal programs

Inexistent Existing and not 

formalized

Existing 

formalized
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c
o

m
p

a
n
ie

s

DEI Programs

Diversity and inclusion programs

2021 2022 2023

¤ Has the leadership in DEI 

programs in the companies been 

changed?
¤ Are there other factors that impacted this result?

88%
of the companies 

have a DEI 

program - 6% 

compared to 2024.

All respondents

69%
56%

73%
64% 63%

12% 41%

24%
30%

25%

19%

3% 3% 6%
12%
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There has been a slight decrease in the number of 

companies with DEI, and this alerts us to the importance of 

maintaining and strengthening these programs to avoid 

setbacks in strategic areas of diversity and inclusion.

Senior leadership must understand the causes of the 

decline and act to leverage the results and assure the 

consistency and the continuity of these initiatives over 

time.

¤ Are previously formalized programs inexistent now?



Irregular and narrowly focused diversity census

Less than a third conduct annual censuses, while most adopt less frequent or irregular formats, 

which limits the monitoring of the progress and the effectiveness of the DEI actions.

The best governance practices recommend annual reviews to assure understanding of the evolution and agile responses.

Although gender, persons with disabilities, and race still concentrate the 

organizational efforts, we now see attention to generational groups and 

LGBTQIAP+. However, none yet consider religious diversity, caregivers, etc., 

demonstrating selectivity which limits the effectiveness of the inclusion actions.

Why Does the Census Matter?

¤It generates a reliable database to guide DEI policies.

¤It allows us to track progress and identify setbacks.

¤It makes visible inter-sectionalities which are often made invisible (race, gender, persons with disabilities, generations).

¤Strengthens credibility and transparency with society, investors, and employees.

¤Contributes to more consistent results in representativeness and equity.

Culture/Nationality

Incarcerated Persons

Refugees/migrants in vulnerable situation

Religious Diversity

Homeless People

Socio-economic class

Age/Generations

LGBTQIAP+

Race/ethnicity

Gender

Focus of the DEI Programs
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Persons with disabilities

Body Diversity

Caregivers of children, persons with 

disabilities, and the elderly

Diversity Census Conduction of the Census

Existing and 

Formalized

Existing and Not 

Formalized

Not Existing

Not Existing

Biennial

Other Frequency



Discourse trumps practice: 77% declare DEI 

as a value, but only 30% have formal committees.

2021 2022 2023 2024

The lack of governance structures reached 60%, the highest level in the last five years.

This gap between intention and practice jeopardizes the sustainability of the diversity 

initiatives in the sector and raises a number of questions:

¤ Is the commitment to diversity rooted in the organizational culture or does it 

remain at a symbolic level, focused on reputation and compliance?

¤ Does the reduction in structured committees indicate a possible regression or complacency compared to 

the initial progress?

Without clear governance, with leadership, budget, indicators, and dedicated professionals, DEI initiatives tend to be 

sporadic, disconnected from the business strategy, and unsustainable.

¤ Who is responsible for DEI in the organization?

75% 79% 85% 84% 77%

13%
18%

9%
6% 10% 16%

12%
3% 6% 7%

2025

DEI declared as an organizational value and expressed in the Code of Conduct

2021 2022 2023

¤ What is the level of influence and decision-making power of these people?

38% 35% 36% 32% 30%

6% 15% 12% 14% 10%

56% 50% 52% 54% 60%

2024 2025

¤ Is there accountability?

To move forward requires to go beyond intention. It is necessary to treat DEI with the same rigor with which financial, 

safety, or operational goals are managed. To set formal committees, assure resources, define targets, and monitor results 

should be understood as part of the core strategy. After all, without structure, values remain on paper. Although the 

governance structure weakened in 2025, some of the progress seen in female representation reflects the effect of 

programs and policies implemented in previous cycles. The decline in formalization does not necessarily imply loss of 

immediate results, but it signals a risk of regression if there is no institutional reinforcement.

Inexistent

Existing and not formalized

Existing and formalized
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DEI Committee established to deal with 

specific budget and FTEs*



Mining companies drive the average,

but there are still critical gaps.

To enable more precise comparison of the 

profile of social investments, the data was 

presented in two different segments: the 

total number of responding companies, and 

specifically, companies in the mining sector.

The mining companies show higher 

levels of formalization and public 

communication of their social investment 

commitments when compared to the 

general group.

By 2025, 70% of the mining companies 

already have formalized practices 

(compared to 61% of the total), and 73% 

monitor remuneration in a structured 

way (versus 67% in the set of 

companies).

This shows that the mining sector has 

been one of the engines driving up the 

overall social investment indexes, 

demonstrating the capacity to structure 

more consistent policies.

The challenge now is to transform this 

formalization into real impact, increasing 

transparency, assuring measurable 

results, and avoiding that progress 

becomes merely a static indicator.

Publicly communicates 

its DEI commitment, 

goals, targets, and 

actions.

Analyzes and 

monitors 

remuneration by 

gender, area, and 

hierarchical level to 

assure equity.

All respondents
Mining companies

Inexistent Existing and not formalized Existing and formalized
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Sustainability threatened

setback in monitoring and qualification

50%
65% 67% 68% 72%

19%

21%
27% 26% 23%31%

14% 6% 6% 5%

2021 2022 2023 2024 2025

Policies and processes 

integrate considerations on 

DEI 

2022 2023 2024

Existing and not formalized

31%

71% 73%
62% 65%

50%

18%
21%

31% 21%

19%
12% 6% 6%

14%

2021 2025

Monitoring and analysis of DEI 

data, forwarding results

38%
53% 67% 60% 60%

19%

21%
18%

30% 25%
44%

26% 25%
10%

16%

2021 2022 2023 2024 2025

Qualification considers the principles of DEI

Inexistent Existing and formalized

Despite gradual progress, DEI data  still reveal instability . In 2025, 72% of the organizations will have 

formalized policies, but almost a quarter will still lack an adequate structure,

raising doubts about the real incorporation of these practices in the daily routine.

There was a 7 % drop in the qualifications considering DEI and 6 % increase in the companies that do not offer any DEI 

qualification. Amid the discourse on inclusive culture, the people qualification is losing space.

These signs reinforce the urgency to professionalize the DEI agenda: policies and intentions become real value 

only when supported by solid processes, reliable metrics, and continuous people development.

Some mining companies are 

already linking internal policies to 

global commitments 

(SDGs/ICMM), moving towards 

the international best practices.
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Structural policies in decline

for the third consecutive year

43%
72% 65% 62% 61%

43% 38%

52%
49% 37%

29% 38%

39%
36%

44%

100%

86%

65%
83%

81%

29%

72%

45% 49%

44%
29% 52%

45% 38%

22%
43% 55%

39%
38% 28%

29% 38%
16%

30% 24%

2021 2022 2023 2024 2025

Policies related to DEI

Promotion Policy

Performance Evaluation Policy

Communication Policy

Training Policy

Recruitment and Selection Policy

Parenting Policy

Policy on flexibility and work -life balance

DEI's internal policy

Structural DEI policies have 

shown a decline for the third 

consecutive year in critical areas, 

such as communication, 

performance assessment, 

promotion, and work-life balance.

The only evolving policy is that of 

parenthood. Recruitment remains at a 

high level, despite strong fluctuations 

over time.

The scenario reinforces the urgency to 

expand formal and integrated 

policies , assuring sustainability and 

long-term impact.
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Stagnation in structuring 

DEI practices

100%

76% 74% 79% 80%

20%

52%
68%

57% 20%
0%

10%

34%

42%
45%

10%

41%

29%
34%

37%

40%
45%

32%
36%

19%

21%
6% 15%

15%

63%

2021 2022 2023 2024 2025

Existing processes related to DEI

Succession map composed of a pipeline, considering criteria of diversity, equity, and inclusion.

Performance assessment is composed of diverse evaluators.

Salary adjustment based on decisions based on data analysis and monitoring, considering potential salary 

gaps, mandatory participation of diverse groups in decision-making committees.

Qualification, guidance/mentoring programs aimed at the development 

underrepresented groups with high potential.

Recruitment and selection includes mechanisms for impartiality and neutrality, such as 

interview scripts, job description templates, and asynchronous activities.

In 2025, stagnation in DEI practices and regression in structural initiatives are observed. While impartial selection remains present, qualification and mentoring 

programs for underrepresented groups have lost ground, raising doubts about the continuity of the investments in development.

There has also been a decline in the use of data for salary decisions and in the participation of diverse groups in 

committees. Despite some progress, such as higher attention to accessibility, the focus on structural changes has 

decreased.

The reflection that emerges is clear: Are we prioritizing actions which are easy to maintain or those that actually generate transformation?

15EY | Diversity in mining 2025: Actual progress, persistent challenges | Indicators WIM Brazil | Year 5

Continuous improvement of administrative and operational infrastructures, such as 

furniture, tools, and equipment, to assure accessibility for diverse professional groups to all 

work environments.

Promotion is done with the mandatory participation of diverse groups in 

decision-making committees, in order to reduce the risks of unconscious 

bias.



Diversity remains limited: four dimensions

concentrate almost all attention

0

0

0

0

0

2

10

11

29

37

39

44

52

Culture/Nationality

Homeless People

Incarcerated Persons

Caregivers of children, PWD and the 

elderly

Socio-economic class

Age/Generations

LGBTQIAP+

Race/Ethnicity

Gender

Number of Companies with Actions by Dimension

In 2025, DEI internal policies and 

processes remain heavily focused on 

gender, persons with disabilities, 

race/ethnicity, and the LGBTQIA+ 

population.

Dimensions, such as generational 

diversity, socioeconomic class, and 

religion are much less represented, 

while emerging topics, such as 

refugees, incarcerated individuals, 

caregivers, and cultural/national 

diversity remain absent.

This selective focus reinforces the 

urgency to broaden the diversity 

agenda, incorporating inter-sectional 

perspectives to assure real and 

sustainable inclusion.

To move towards actual and 

comprehensive inclusion, it is 

fundamental to broaden our 

perspective to include other 

inter -sectionalities which also 

demand recognition and 

structured actions.
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Person with Disability

Religious Diversity

Refugees/migrants in vulnerable situation

Physical Composition



88% 86%

70%
72%

78%
72%

77%
72%

35%

54% 54% 53%

Training offered*

2024 2025

Training Offer:

Widespread Decline Across All Categories

In 2025, all categories of DEI 

training suffered decline 

compared to 2024 .

The biggest drop occurred in 

inclusive performance in the work routines 

(70% 35%).
Training on unconscious biases, development 

of women's skills, and equal opportunities have 

also declined.

This movement indicates reduction in the 

strategic investment in qualification 

practices, which impairs the consolidation of 

inclusive and equitable 

organizational cultures in the long term.

The variation of -35 % reflects the actual 

reduction in training, as well as the change 

in the 

composition of the sample of companies, with 

13 new respondents in 2025 ð some of them 

in the initial stages of DEI maturity.

*Target audience: leaders and other employees.
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Non-discrimination and 

compliance with current 

legislation

Awareness of 

unconscious biases

Inclusive work routines Developing the 

technical skills of the 

female workforce

Management of 

diverse and inclusive 

teams

Equal development and 

career opportunities



Focus on Senior Leadership Increases ,

Widespread Decline across All Categories

85%

Who is being trained in aspects of 

Diversity and Inclusion?

79%
83%

79%77%
75%

Senior 

Leadership*  

Manager Supervisor 

and/or 

Coordinator

Other Levels No Level

2024 2025

In 2025, the senior leadership received more DEI 

training (85%, «6 %), but there was decrease in the 

qualification of managers (-6 % Ź) and supervisors 

(-4 % Ź).

In this edition, two new categories were included: 

ñOther levelsò and ñNo level trainedò. Only 21% of 

the companies reached other hierarchical levels, 

and 4% did not offer any training.

The concentrated focus on leadership, while 

important, can limit the reach and effectiveness of 

an inclusive culture if it is not expanded 

throughout the organization.
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DEI Leadership at risk

86%

97%

94%

90%

84%

2021 2022 2023 2024 2025

person from HR who 

covers DEI in their 

responsibilities.

A person from another 

area who covers DEI in 

their responsibilities.

A person dedicated 

to the DEI program.

A Management 

dedicated to the DEI 

program.

A Board dedicated 

to the DEI program.
There is no leader 

or area defined for 

the DEI subject

50%

12% 12%
10% 8% 8%

51%

9%
9% 9% 9%

14%

2024 2025

Despite the increase in the number of respondents and the participation of more strategic voices, there has been a 13 percent decrease in 

the senior leadership supervision of DEI initiatives in the last two years. This movement indicates a possible dilution of authority and 

weakening of the strategic commitment to the agenda.

At the same time, DEI management remains concentrated in HR, with only 18% of THE companies having dedicated management or

boards. The 4 percent growth in the number of organizations without an area or leadership responsible for the subject is added thereto ïa

warning sign of setbacks in the institutionalization and governance of DEI.
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Responsible for Management and Dissemination of the DEI 

Program

HR and Senior Leadership in Supervision 

and Decision -Making in DEI initiative



Social initiatives promoted

4

26

31

27

34

0

22

17 17

24

32

1

12

18

23

8

19

24

27

31

Gender equality is not the focus of 

the organization's social 

investments

Female empowermentQualification of girls and 

women to be hired by the 

company

Programs to encourage local 

entrepreneurs who can offer 

services to the organization

Investment/guidance of 

suppliers to support the 

surrounding communities

Number of Companies Investing

in Social Initiatives for Women's Empowerment

2025

2024

2023

2022

Although gender equality is not always explicitly stated as the focus 

of the social investments, the 2025 data shows important progress 

in structural fronts, such as women's empowerment and local 

development.

Investment and/or guidance to suppliers 

aimed at support to the communities and 

incentive programs for local entrepreneurs 

who offer services to the company show the 

growing importance of this

subject in the organizations.

The significant progress in the education of 

girls and women, together with the growth of 

initiatives dedicated to women's 

empowerment, reinforces the commitment to 

gender equality and female employability.

The resurgence of companies without 

focus on gender equality highlights the risk 

of negative political influence on

the progress of social equity.
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Mining companies lead social investments

prioritizing the qualification of women and girls

Publicly communicates 

its DEI commitment, 

goals, targets, and 

actions.

All Respondents

4

22 26

17
31

24

27

32
34

2024 2025

Mining 

companies

Investment/guidance of suppliers to support 
the surrounding communities.

Programs to encourage local entrepreneurs who 
can offer services to the organization.

Qualification girls and women
to be hired by the company.

Female empowerment

Gender equality is not the focus
of the organization's social investments.

Among all respondents, 53% are mining companies, and these account for 74% of the social investments, 

concentrating two-thirds of the initiatives for women's empowerment and education for girls and women.
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¤ Mining companies remain the protagonists in the social investments.

¤ Governance shows weaknesses: only 84% of the companies have HR supervision or 

senior leadership (the lowest rate in five years) in the DEI management.

¤ Training has declined in all categories, especially in inclusive every day performance (-35 %).

¤ Structural policies progress timidly, such as parenthood and qualification.

There is significant progress, but structural gaps 

still limit the consolidation of DEI in the mining sector.

What needs to advance by 2026:
ƷConsolidate formal governance structures and DEI committees.

ƷExpand training and develop leaders at all levels.

ƷSpeed up the implementation of structural policies and intersectionality in the social investments.
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Representativeness
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