GREATLAND =™

Diversity and Inclusion Policy

1. Purpose and objectives
1.1 Principles

Greatland Resources Limited (Greatland or the Company) recognises the importance and
benefits of diversity and inclusion to our business, and is committed to creating a workplace
culture that welcomes, values, practices and promotes diversity.

In the context of this Policy “diversity” includes (but is not limited to) differences in gender, race,
ethnic and social origin, age, cultural and socio-economic background, sexual orientation,
religious beliefs, political opinions, education, family responsibilities, marital or family status,
experience, thought, and gender identity.

Through diverse and inclusive teams, we gain access to the best talent, encourage innovation
and creativity, and ensure balance across the different functions of our business where
everyone’s input is valued and encouraged.

Greatland is committed to providing a fair and inclusive workplace where:

(i)  everyone feels respected;

(i) everyone has equal access to opportunities and reward is based on merit; and

(i)  where inappropriate conduct is not condoned or tolerated.

Greatland is committed to ensuring our policies, systems, processes, and practices support
these Policy principles.

1.2 Purpose

The purpose of this Policy is to:
(i)  outline the Company’s commitment to diversity and inclusion;

(i) setoutthe responsibilities of the Board, senior executives and other employees to achieve
the objectives of this Policy;

(i) make Directors, senior executives and other employees aware of the consequences of
breaching this Policy; and

(iv) give effect to the ASX’s Corporate Governance Principles and Recommendations
(ASX Recommendations).
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1.3 Giving effect to the Policy principles

(a)

(b)

Overall approach

In broad terms, Greatland will give effect to the Policy principles through:

(i)
(ii)

the application of diverse strategies to deliver the Policy;

the pursuit of diverse corporate, business and market opportunities;

(i) nurturing and developing the collective relevant skills, and diverse experience and
attributes, of personnel within the Company; and

(iv) ensuring that the Company’s culture and management systems are aligned with and
promote the attainment of the Policy principles.

Specific practices

The Company will put the Policy principles into practice in the following specific ways:

(i)

(ii)

(iif)

(iv)

(v)

(vi)

(vii)

the Company will ensure that employee recruitment and selection practices at all levels
(including the Board) are appropriately structured so that a diverse range of candidates
are considered and that there are no conscious or unconscious biases that might
discriminate against certain candidates. To hire the best person for the job, there needs
to be a consideration of a broad and diverse pool of talent;

the Company will identify, implement and develop strategies, initiatives and programs to
develop a broader and more diverse pool of skilled and experienced employees with a
view to preparing those employees over time, for senior management positions and to
increase the representation of women in management roles;

the Company will not tolerate discrimination, harassment, vilification or victimisation of any
kind whether on the grounds of gender, race, ethnic or social origin, cultural or socio-
economic background, sexual orientation, religious beliefs, political opinions, education,
family responsibilities, marital or family status, gender identity, pregnancy, physical or
mental disability, trade union membership, non-membership or lawful union activity
(Unacceptable Conduct) of any employee of the Company, and will ensure that it:

= provides appropriate avenues through which employees can report Unacceptable
Conduct; and

. properly investigates and disciplines Unacceptable Conduct;

the Company will foster an inclusive culture, involving all genders and diversity at all levels
of the organisation, including the Board;

the Company will empower team members to manage their productivity, effectiveness and
personal situation, and will consider all reasonable requests for flexible ways of working;

the Company will monitor remuneration across its workforce, with strategies in place to
achieve gender pay equity; and

Company management will monitor, review and report to the Board (through the
Remuneration and Nomination Committee) on the progress and achievement of this
Policy.
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2.2

GREATLAND

Achieving diversity
Compliance with ASX Recommendations

The Company will comply with the ASX Recommendation 1.5 by:
(i) establishing this Policy as a compliant policy, by:

= establishing measurable objectives for achieving gender diversity (this may include
setting specific numerical targets for the proportion of women employed by the
Company in senior executive roles and on the Board); and

= the Board assessing annually the measurable objectives for achieving gender
diversity and the progress towards achieving them;

(ii)  disclosing this Policy on the Company’s website;
(iii) disclosing at the end of each reporting period:

. the measurable objectives for achieving gender diversity set by the Board in the
terms of this Policy;

" the progress from time to time towards achieving the measurable objectives; and

. the respective proportions of men and women in the Company in the following
positions:

- senior executives (including how ‘senior executive’ is defined for this purpose);
- Directors; and
- across the Company generally (permanent employees and Directors).

The Company Secretary will be responsible for ensuring that the Company meets its compliance
and reporting obligations referred to in this Section 2.1, including by collecting and collating
relevant data and ensuring that management processes and systems are adequate and
effective for such reporting obligations to be met.

Measurable objectives, targets and key performance indicators - gender diversity

With respect to gender diversity, the Company’s management will:

(i)  develop, for approval by Board (through the Remuneration and Nomination Committee),
as appropriate measurable objectives, targets or KPIs to for achieving gender diversity
including about the practices referred to in Section 1.3(b);

(i) measure performance against those targets and KPIs, and

(i) report from time to time (at least annually) to the Remuneration and Nomination
Committee on the above.
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3.2

(a)

(b)

3.3

3.4

GREATLAND

Management and accountability

Responsibility for Policy

Although the Board retains ultimate accountability for this Policy, the Board has delegated
responsibility for implementation of this Policy to the Remuneration and Nomination Committee.
The Remuneration and Nomination Committee has delegated day-to-day responsibility for the
implementation of this Policy and the matters covered by it to the Company Secretary.

Breaches of this Policy and Unacceptable Conduct

Reporting

Greatland employees are strongly encouraged to report any breaches of this Policy and any
Unacceptable Conduct (whether directed towards themselves or another Greatland employee),
through one of the following avenues:

(i) the employee’s direct manager;

(i)  the Senior Executive to whom the employee ultimately reports;

(i) the Company Secretary;

(iv) the Managing Director;

(v) the Remuneration and Nomination Committee Chair; or

(vi) in accordance with the Company’s Whistleblowing Policy.

Disciplinary action

Any Greatland employee who breaches this Policy or undertakes Unacceptable Conduct will
face disciplinary action which could result in the employee’s dismissal.

Accountability

At least annually, the Remuneration and Nomination Committee will report to the Board on
progress and achievement of this Policy and otherwise to facilitate the Board in complying with
the ASX Recommendations.

Policy management

Approval of this Policy is vested with the Board.

Review of this Policy is the responsibility of the Remuneration and Nomination Committee and
will be conducted annually, to ensure that the Policy remains consistent with relevant legislative
and regulatory requirements and changes of the Company.

The Company will disclose the extent to which implementation of this Policy has complied with
the ASX Recommendations in the Company’s annual Corporate Governance Statement.
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3.5 Caveat

Nothing in this Policy shall be interpreted to:

(i)  encourage or condone the selection or promotion of people to work within the Company
for reasons other than their overall merit and prospect of adding value to the Company
and enhancing the probability of achievement of the Company’s objectives;

(i)  endorse any discriminatory behaviour by or within the Company which is contrary to the
law, or contrary to the Code of Conduct or any other codes or policies which govern
conduct or behaviour for the Company and its personnel; and

(iii)  give any existing person within the Company any reason to feel threatened or prejudiced
by this Policy in their career development or otherwise, merely because their diversity
attributes at any time may be more, rather than less, common with others.

Rev Prepared Approved Issue date Document number Public
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Diversity and Inclusion Policy Page 5 of 5



	1. Purpose and objectives
	1.1 Principles
	1.2 Purpose
	1.3 Giving effect to the Policy principles

	2. Achieving diversity
	2.1 Compliance with ASX Recommendations
	2.2 Measurable objectives, targets and key performance indicators - gender diversity

	3. Management and accountability
	3.1 Responsibility for Policy
	3.2 Breaches of this Policy and Unacceptable Conduct
	3.3 Accountability
	3.4 Policy management
	3.5 Caveat


