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DIVERSITY POLICY

Introduction

Brockman Mining Limited (the ‘Company’ and with its subsidiaries the ‘Group’),
recognises the benefits of diversity where people from different gender, age, ethnicity
and cultural backgrounds can bring new ideas and perceptions to the workplace.

Objectives
The Diversity Policy provides a framework for all people to be treated equally and
provided with the same opportunity:

(a) People to be employed and promoted based on mix of experience, perspective
and skills including technical and commercial,

(b) A diverse and skiled workforce, leading to continuous improvement and
achievement of the Company’s strategic objectives,

(c) Recognition to protect the rights of employees and is committed to providing
equal opportunities.

Strategies

The Group will develop strategies, initiatives and programs to promote the Objectives
including the gender diversity. In particular, the Group will set Measurable Objectives,
and targets or key performance indicators (KPIs), for the strategies, initiatives and
programs to achieve diversity.

Recruitment and remuneration
The Group engages in transparent and fair recruitment practices and remuneration,
and disciplinary decisions without regard to gender, age, family position or ethnicity.

Equal opportunity and anti-discrimination

All directors, executives and employees of the Group are expected to conduct
themselves with integrity, openness, honesty and fairness, and in the best interests of the
Group, this is achieved by:

(a) Creating a working environment that enables employees to raise concerns about
practices and procedures in their workplace,

(b) Identifying and reporting complaints or breaches of this policy and remedial
action,

(c) Recruiting from a diverse pool of candidates for all positions,

(d) Removing barriers to entry for all potential candidates and basing selection on
merit not discriminating factors, and

(e) Encourage workforce participation across all genders, demographics,
backgrounds and ethnicities when and where appropriate.
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3.3 Gender diversity
We have a strong commitment to gender diversity including to ensure the adequate
representation of women in senior position and on the Board. We have strategies in
place to achieve this, including:

(a) Setting measurable objectives relating to gender to all leadership levels, and
(b) Broadening the field of potential candidates at all levels including executives and
Board appointments

4. Responsibilities

The Board's commitment:

(a) The Board encourages and supports workplace diversity and ensuring people of
all backgrounds have no barriers to employment or advancement.

(b) The Board will periodically review to ensure that:

()  Diversity is embedded as a relevant attribute;

(i)  Any skill / gap analysis matrix utilised includes due regard for the attribute of
diversity; and

(i) A clear statement exists as to the mix of skills and diversity that the Board is
looking to achieve in membership of the Board

(c) The Board is responsible for developing measurable objectives and strategies to
achieve the objectives of the Diversity Policy (Measurable Objectives) and
assessing the progress of the Measurable Objectives by monitoring, evaluation
and reporting mechanisms,

(d) The Board will conduct all Board appointment processes in a manner that
promotes gender diversity, including establishing a structured approach for
identifying a pool of candidates, using external advisors, where necessary, and

(e) The Board will set Measurable Objectives for achieving gender diversity and
monitor.

5. Measuring key metrics and objectives
The Board has set out specific key metrics:
(a) Proportion of women appointed as non-executive directors of the Company,
(b) Proportion of women in the workplace,
(c) Proportion of women in senior management,
(d) Parental leave return rates, and
(e) Employee turnover, grouped by gender.

Each year, the Board will set Measurable Objectives based on:

(a) Review and provide any applicable measurable objectives for achieving gender
diversity on the Board, and across all levels of the Company,

(b) Annually assess any objectives set under this Policy and progress towards
achieving these objectives; and

(c) Periodically review and monitor the effectiveness of this Policy.
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Reporting

At the end of each reporting period, we will disclose:

(a) This Policy or a summary of this Policy, including any Measurable Objectives for
achieving diversity set under this Policy,

(b) Our process towards achieving any such measurable objectives; the respective
proportions of men and women on the Board, in senior management positions
and across the Brockman Group,

(c) Any mitigating factors or circumstances which make achieving gender diversity
across the workforce

(d) The numerical targets and fimelines set, and

(e) What measures we have adopted to develop a pipeline of potential candidates
to the Board.

No rights created

This Policy is a statement of Board policy and isintended as a component of the Group’s
Corporate Governance framework. Whilst it should be interpreted in the contract of all
applicable laws, regulations, the Hong Kong Stock Exchange Listing Rules and the
Australian Securities Exchange Listing Rules, as well as in the context of the Company’s
Bye-Laws, it is not intended to establish any legally binding obligations.

Review of policy
This policy will be reviewed, revised and re-published where necessary, and at least
annually, to ensure that it remains relevant and appropriate to the Company's activities.



