PORT WARATAH | Statement

COAL SERVICES

February 17, 2026

Workplace Gender Equality Agency (WGEA)
Reporting Year 2024 / 2025

1 Overall commitment and approach to achieving
gender equality

At Port Waratah Coal Services, we are committed to creating a respectful workplace, so that every
individual is treated with dignity, feels valued and able to contribute their best. In alignment with this
commitment, our 2025-2027 Diversity, Equity and Inclusion Strategy outlines initiatives and
programmes designed to foster a diverse workforce and sustain a culture defined by fairness, equity
and inclusivity. The key focus areas include eliminating gender bias and inequities in employee life

cycle activities, and targets/ activities to increase female representation in the workplace.

2 Gender Pay Gap (GPG)

The WGEA gender pay gap (GPG) measures the difference between the average earnings of male and
female employees, regardless of role or seniority. It is not a like-for-like equal pay comparison for the
same role.

In the 2024-25 reporting period, Port Waratah has a GPG of 14.4 per cent (average total
remuneration). The Port Waratah gender pay gap has shown a pattern of improvement over the last
five years, with a reduction in the average GPG (total remuneration) from 16.1 per cent (2021) to
14.4 per cent (2025).

The following graph outlines our overall median, and the average gender pay gap as of March 31,
2025. Data from 2021-2024 is also included.
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Port Waratah GPG Movement 2025 - 2021
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3 Understanding the gap

In the 2024-25 reporting period, the average gender pay gap (total remuneration) increased to 14.4
per cent on the previous year’s 11.6 per cent result.

Analysis of this change has identified a couple of key drivers, primarily:

*  Greater amount of leave, in particular long service leave uptake by males and unpaid leave taken
by females during this reporting period when compared to the previous reporting period
»  Slight increase in males occupying leadership roles.

There are several broader factors that influence Port Waratah's gender pay gap, which we are actively
addressing:
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Female Workforce Participation: In the 2024-25 reporting period, female representation
increased to 18.0 per cent, up from 17.2 per cent in 2024-23 and representing a 5.5 percentage point
improvement since 2020-2021. Female representation at the senior management level has been
maintained at 60 per cent for a three-year period from 2025, up from 50 per cent in 2022 and 2021.
We are committed to building on this progress throughout the organisation.

Occupational Distribution: The average earnings of female employees are influenced by lower
representation in higher-paid roles, such as front-line leadership (Managers and Supervisors) and
technical roles (Engineering & IT). Currently, 18.9 per cent of leadership roles and 25.8 per cent of
technical roles are filled by females. The Administration and Clerical roles are predominantly filled by
females, who account for 75.0 per cent of these positions.

Allowances and Shift Work: As a 24-hour operation, roles that attract additional remuneration
through shift work, overtime and on-call duties, are predominantly held by men, who account for
92.2 per cent of these positions.

Low Employee Turnover: With a turnover rate of 6.96 per cent in 2025, Port Waratah benefits
from a stable workforce.

4 Continued Focus

We will continue to address our GPG by increasing female participation in higher-paid, rostered and
technical roles, and maintaining rigorous pay equity governance. We publish our progress annually
alongside our Sustainability Report and on our website.

5 Action Plan

Recognising the factors influencing our GPG, Port Waratah is committed to implementing targeted
programmes and initiatives that promote gender equity. We are focused on reducing our GPG
through actions outlined in our Diversity, Equity and Inclusion Strategy. Key focus areas include:

Increasing Female Workforce Participation: We aim to enhance female participation,
particularly in front-line leadership and technical roles, and roles with additional allowances (such as
shift work). In 2024-25 reporting period, 43.3 per cent of new hires were female, up from the
previous reporting of 32 per cent. Our commitment to increasing female placements is ongoing.

Targets for Non-Traditional Roles: Over recent years, Port Waratah has set business targets to
attract more females to non-traditional roles. In the 2025 reporting period, 67.7 per cent of
appointments to Operator positions were female. Our commitment to improvement involves setting
targets and refining recruitment practices.
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Inclusive Recruitment Practices: Ongoing enhancements to our recruitment practices aim to
attract and place more female candidates. Strategies include promotional videos, blind shortlisting,
gender-equal assessment panels, unconscious bias training and other improvements to minimise bias
in decision-making.

Supporting Career Development: We actively support the career development of female
employees through initiatives such as the Women in Mining Network (WIMNET) mentoring
programme. Additionally, our internal leadership programmes foster inclusive leadership capabilities
and behaviours for all leaders.

Remuneration Strategies: Our biannual review of remuneration, including gender pay gap analysis,
follows an objective assessment against a market pay band framework. We continue to use a
transparent performance assessment process to support fairness and rigor.

Roster redesign for inclusion: Our operational teams have benefited from the introduction of
job-sharing roles, with 10 operations employees participating in job-share roles during the 2024-5
reporting period. As the first job-share arrangement within operations team was established in the
2020-21 reporting period, this reflects meaningful progress within a 5-year period. Port Waratah
continues to explore roster design to make non-traditional roles more accessible to females and to
support flexibility across all life stages.

Port Waratah is committed to transparency and regularly communicates information on
remuneration, the gender pay gap, and broader gender equity metrics with employees, the
community, the Board and other stakeholders.

6 In Conclusion

At the core of Port Waratah's commitment to improving the GPG are our values of Integrity,
Progress, Excellence and Caring. These values underpin our Diversity, Equity and Inclusion Strategy
and guide our efforts to foster an inclusive culture that recognises, respects and values individual
differences and perspectives.

Our commitment to creating an environment where people feel valued and choose to work at Port
Waratah is supported by tangible actions. Ongoing review and refinement of our Diversity, Equity
and Inclusion Strategy ensures our actions remain relevant, targeted and focused on advancing gender
equality.

While we recognise meaningful change takes time, our commitment to progress remains strong. We
will continue to set clear targets to increase female representation across our workforce and take
deliberate action to reduce the GPG.




