	[image: image1.png]




	Department:

People and Culture
	TOMAGO MANAGEMENT SYSTEM
	Document No:

SAP No.:
150000000163

	Approver's Title:

Head of People and Culture
	
	Original date:
04/03/2026

	
	Diversity, Equity, and Inclusion Policy
	

	Author's Title:

People and Culture Advisor
	
	Page:
1 of 15

	
	
	

	Issue date:
04/03/2026
	Controlled copy on day of printing 11/03/2026 only
	Version:
01



DIVERSITY, EQUITY, AND INCLUSION POLICY
Table of Contents

21.
PURPOSE


22.
SCOPE


23.
RELATED DOCUMENTS


24.
DEFINITIONS


45.
OUR APPROACH


56.
OUR COMMITMENT


67.
PRINCIPLES


78.
EXPECTATIONS


99.
HARMFUL BEHAVIOUR


910.
SPEAKING UP AND RAISING CONCERNS


1011.
SUPPORT


1012.
POLICY INFORMATION




1. PURPOSE

The purpose of this Policy is to set out the Diversity, Equity, and Inclusion (DEI) principles that guide Tomago Aluminium Company (the Company) in fostering a safe, respectful, inclusive, and equitable workplace. These principles affirm our responsibility to prevent discrimination, bullying, harassment (including sexual and gender‑based harassment), vilification, and victimisation; to promote dignity, fairness, and gender equality; to support a psychologically safe work environment; and to ensure all people have equitable access to the tools, resources, and opportunities needed to participate meaningfully across our organisation.

2. SCOPE

This Policy supports but does not replace our existing policies and procedures, such as the Code of Conduct, Complaints Handling Procedure, Respect at Work Policy, Sexual Harassment & Sex‑Based Unlawful Conduct Policy, Talent Acquisition Recruitment Policy & Procedure, and Whistleblower Procedure. 

It applies to all employees, leaders, contractors, consultants, and visitors engaged in work with or on behalf of the Company. For the purposes of this Policy, contractors include any external parties who perform internal duties, have access to internal systems, or otherwise act on the Company’s behalf.

3. RELATED DOCUMENTS 

· Code of Conduct (DMS: 150000000117)

· Complaints Handling Procedure (DMS: 150000000118)

· Disciplinary Code (DMS: 110000000270) 

· Privacy Policy (DMS: 150000000113)

· Respect at Work Policy (DMS: 150000000069)

· Sexual Harassment & Sex Based Unlawful Conduct Policy (DMS: 150000000162)

· Talent Acquisition Recruitment Policy & Procedure (DMS: 110000000250)

· Whistleblower Procedure (DMS: 150000000131)

· WGEA Gender Equality Strategy 
4. DEFINITIONS

Accessibility

Accessibility at our site means having facilities, systems, communication, and work practices that help people take part in their work as fully and safely as their role allows. It’s about removing unnecessary barriers where we can and making sure information and equipment are easy to use and understand. We also recognise that the inherent requirements of some roles have physical, safety, or risk requirements that can limit what adjustments are possible. Our aim is to support people wherever we reasonably can, while keeping the work safe. 

Belonging

Belonging to us means feeling like your part of the team, being comfortable to be yourself at work, and feeling valued for the part you play in getting the job done. It’s about knowing you’re respected, included, and that what you do matters. When people feel they belong, they feel safe to speak up, ask questions, and contribute to the best of their ability. 
Diversity

Diversity to us means recognising that our workforce is made up of people with different backgrounds, experiences, and ways of looking at things. It includes the things you can see — like age or culture — and the things you can’t see, like personal experiences, beliefs, or how someone thinks and learns. This can include race, ethnicity, gender identity, sexual orientation, disability, religion, culture, neurodiversity, and socioeconomic background. In simple terms, diversity is about understanding that everyone brings something different to the job, and those differences make our teams and organisation stronger.
Equity

Equity to us means treating people fairly by recognising that everyone has different needs, backgrounds, and challenges. In our workplace, equity is about doing what we reasonably can to give each person the support, tools, and opportunities they need to do their job safely and succeed. Equity also means recognising that some workers may need different levels of support to reach the same outcome, and we aim to meet those needs wherever the job allows while ensuring the work is safe.

Inclusion

Inclusion to us means making a deliberate effort to create a workplace where everyone feels welcome, respected, and able to contribute. It’s about making sure people’s ideas and perspectives are encouraged, listened to, and considered.
Psychological Safety

Psychological safety to us means knowing you can constructively speak up, ask questions, raise concerns, or share ideas without being shut down or dismissed for doing so. It’s the shared understanding that people can constructively bring up issues early — whether it’s about safety, the job, or how things are working — and they’ll be listened to respectfully. It doesn’t mean anything goes; everyone is still responsible for their behaviour and the standards of the job.

5. OUR APPROACH 
Our approach to diversity, equity, and inclusion (DEI) is grounded in the belief that fair and inclusive practices are the foundation of a safe, respectful, and high-performing workplace. We recognise that without inclusion, diversity cannot take hold or make a real difference. When people feel included, treated fairly, and psychologically safe, they can perform at their best and experience a genuine sense of belonging. Our core values guide how we create and sustain this environment.
We recognise that inclusion, fairness, and psychological safety play an essential role in supporting safe behaviours. When people feel safe, respected, and confident that things are fair, they speak up early, challenge unsafe practices, collaborate more effectively, and work together to ensure that everyone goes home safe each day. These behaviours reflect what it means to lead our values and we expect all individuals to contribute to an environment where people feel confident to constructively raise concerns, share ideas, and participate fully without fear of judgement, retaliation, vilification, or victimisation.
We aim to build a workplace where every person feels welcomed, respected, valued, and able to be themselves, regardless of race, ethnicity, gender identity, sexual orientation, age, disability, religion, neurodiversity, or any other personal attribute, belief, perspective, experience or background. 

We recognise that unconscious bias can influence behaviour and decision‑making, and we work to reduce its impact through awareness, education, and inclusive practices. Building this awareness supports fair interactions and strengthens the way we work. We also aim to make our facilities, communication, and support accessible so that everyone can participate fully at work and ensure an inclusive environment.
We remain dedicated to continuous learning and improvement. We focus on listening to our people, seeking feedback, and regularly reviewing our practices to ensure they reflect our values, comply with legal requirements, and strengthen fairness, inclusion, respect, and safety across our operations. Our DEI Committee plays an important role in supporting this work by providing guidance, insights, and feedback that help enhance our inclusion efforts and support our shift to a stronger, fairer, safer, and more respectful workplace.

6. OUR COMMITMENT 

Our commitment to DEI is embedded as a key focus of our people and culture strategy and we commit to taking practical, consistent actions that strengthen DEI across our workplace. 

We will uphold respectful behaviour, ensure fair and unbiased decision‑making, and promote a culture where people feel safe to speak up and participate fully.

We will provide learning, tools, and support that help our people understand and apply inclusive practices, including awareness of unconscious bias and behaviours that reflect our core values.
We will work to remove barriers to participation by improving accessibility in our facilities, communication, and systems, including for people from underrepresented or historically marginalised groups. Our policies and processes will support equitable treatment and reflect our expectations for respectful and inclusive behaviour.

We are committed to upholding our DEI Principles in alignment with our Code of Conduct, Respect at Work Policy, and Sexual Harassment & Sex‑Based Unlawful Conduct Policy. We prioritise the health, safety, and wellbeing of everyone working with the Company, whether onsite, online, offsite, at home, or participating in any work‑related event.

We are committed to advancing gender equality across our workplace, and our WGEA Gender Equality Strategy set out the actions that drive our progress and how we will consult with and provide feedback to our workforce. This includes promoting gender balance at all levels, supporting equitable access to opportunities, and taking active steps to close gender pay gaps. We will meet our obligations under the Workplace Gender Equality Act 2012 and provide accurate, timely reporting to the Workplace Gender Equality Agency (WGEA). We will use WGEA insights and data to guide improvement and strengthen gender equity outcomes across our operations. 
We will make recruitment decisions that reflect our core values and desired culture. These are merit-based decisions based on qualifications, capability, and the needs of the business, applying fair, transparent, and consistent processes across all recruitment activities. We actively seek to attract, develop, and retain a diverse workforce and create equitable opportunities for all individuals to grow, thrive, and meaningfully contribute. By embedding these principles into our approach to talent acquisition and employee development, we strengthen our ability to build a high calibre, safety minded workforce that reflects and supports the communities in which we operate.
We remain dedicated to continuous learning and improvement, embedding respect, inclusion, fairness, equity, and diversity as core elements of our culture and operations, and upholding our DEI principles in accordance with applicable legislation and laws. We will listen to our people and use their feedback to guide ongoing improvement. 
7. PRINCIPLES
Our DEI principles are grounded in our core values which guide how we work together and how we build a safe, respectful, inclusive, and equitable workplace.
TEAMWORK

How we work together and include others:

· We foster inclusion and belonging by welcoming, hearing, and valuing all voices and lived experiences.

· We collaborate in ways that respect diverse perspectives, backgrounds, experiences, and identities.

· We create psychologically safe environments where people feel confident to constructively speak up, ask questions, share ideas, and raise concerns.

· We are upstanders by constructively challenging behaviours and decisions that undermine respect, fairness, or inclusion respectfully.

· We recognise and respect the heritage, culture, lifestyle, and preferences of the communities in which we operate.

ACHIEVE

How we create fair access to opportunities and support success:

· We ensure equity by providing fair and unbiased access to opportunities, resources, and support.
· We work to reduce bias in our systems, processes, and decisions, including recruitment, promotion, and performance.

· We design our processes, communication, and facilities to be accessible so everyone can participate fully as safe as their role allows.

· We commit to continuous learning and improvement, regularly reviewing our practices and using feedback and data to strengthen DEI and workplace safety.
· We set clear, transparent goals and measure progress to ensure consistent movement toward a more diverse, equitable, and inclusive workplace.
CARE

How we protect the wellbeing, dignity, and safety of all people:
· We treat every person with professionalism, courtesy, and respect, upholding dignity in all interactions.

· We uphold our DEI Principles in alignment with our Code of Conduct, Respect at Work Policy, and Sexual Harassment & Sex‑Based Unlawful Conduct Policy.
· We prioritise psychological safety to allow all voices to contribute and encourage minority voices to speak.

· We take responsibility for our behaviour and for contributing to a positive workplace culture that reflects our values.

· We provide clarity and act with empathy, compassion, and responsibility in all interactions.

8. EXPECTATIONS
All employees are expected to role model our values, DEI principles, and demonstrate inclusive workplace behaviours, to support and promote the health, safety, and wellbeing of all. This includes interacting with each other respectfully and in a way that fosters psychological safety, where people feel heard, can speak up, raise concerns, and share different perspectives. 
Employees are expected to support DEI efforts by:
· Contributing to a culture where all people feel welcomed and valued;
· Treating others with dignity and respect;
· Engaging with others in a way that supports inclusion, collaboration, and open dialogue;
· Supporting colleagues by fostering a sense of belonging and encouraging diverse viewpoints;
· Complying with this Policy, and associated related documents;
· Ensuring their behaviour does not adversely affect others' health, safety, and wellbeing;
· Completing all Diversity, Equity, & Inclusion, Code of Conduct, Respectful Workplace Behaviour, Sexual Harassment and any other training assigned to them; and
· Taking action by being an active upstander if they witness harmful behaviours and support those who have experienced harm. The intervention can depend on the situation and may include one or a combination of the following:
· Direct: Address the behaviour in the moment if it is safe to do so (e.g., “That’s not appropriate.”).
· Distract: Interrupt or redirect the situation to de-escalate without confrontation.
· Delegate: Seek help from a leader, People and Culture Representative, Union Delegate, or another appropriate support person.
· Delay: Check in with the person affected after the incident to offer support.
· Document: Record what you observed (only if safe and appropriate) to support follow up or reporting.
Leaders have additional expectations to:

· Champion and model inclusive behaviours that reflect the Company’s core values.
· Create environments where people feel psychologically safe to contribute, ask questions, and share ideas.

· Support equitable access to opportunities, development, and resources.

· Actively seek diverse perspectives in decision‑making and team discussions.

· Identify and remove barriers that may limit participation or inclusion.

· Encourage continuous learning and reflection on DEI principles.

· Demonstrate equal, inclusive, and respectful treatment of candidates during recruitment and team members throughout employment, ensuring a fair and welcoming process for all.

· Help everyone, including contractors, understand this Policy and their accountabilities within it.

· Ensure that workplace procedures and people practices carried out are inclusive and free from bias and discrimination.

· Encourage reporting of unlawful conduct, harmful or inappropriate behaviour.

· Build psychological safety within their teams, promoting a safe, respectful and inclusive work environment and enabling open conversations about harmful behaviours.

· Take immediate action and support if harmful behaviours are suspected.

· Conduct risk assessments to manage and mitigate the risk of harmful behaviours.
9. HARMFUL BEHAVIOUR
Harmful behaviour has no place in our workplace. It includes discrimination, bullying, harassment (including sexual and gender‑based harassment), vilification, victimisation, threats or violence, and behaviour that undermines psychological safety (e.g., humiliation, intimidation, retaliation). Such conduct will be addressed under the Code of Conduct, Disciplinary Code, Respect at Work Policy, and Sexual Harassment & Sex‑Based Unlawful Conduct Policy.

10. SPEAKING UP AND RAISING CONCERNS
We are committed to a culture where people feel safe to speak up. Raising concerns early helps us protect the wellbeing of our people, uphold our values, and maintain a safe and inclusive workplace.

We encourage individuals to raise concerns when they:

· Experience or witness harmful behaviour

· Feel unsafe, disrespected, or excluded

· Observe conduct that conflicts with our values, DEI principles, or any other related policy or procedure
· Believe a decision or process is unfair or biased

· Need support to navigate a sensitive situation

People can raise concerns in the way that feels safest and most appropriate to them, including speaking with a leader, a People & Culture representative, a Union Delegate, or using the reporting channels outlined in our Complaints Handling Procedure and Whistleblower Procedure.

All concerns will be treated seriously, respectfully, and sensitively. Speaking up constructively reflects our values and helps ensure everyone can work safely, respectfully, and confidently.
11. SUPPORT
Everyone should have access to the support they need to feel safe, respected, and included at work. Support is available whether or not someone chooses to raise a formal concern.

Support may include:

· Confidential conversations with a leader, People & Culture representative, or Union Delegate

· Guidance on how to respond to a situation or support someone else

· Information about reporting options and what each pathway involves

· Having someone accompany or support them when raising a concern

· Access to the Company’s Employee Assistance Program (EAP) for confidential counselling and wellbeing support.

No one is expected to manage a difficult situation alone. We encourage individuals to reach out early, ask for help, and use the support available to them. 
Support options are located on our company intranet (TNET) and have been linked below for ease of reference to all available resources: 

· Employee Assistance Program (EAP)
· Stopline Whistleblower Service
· Complaints Handling Procedure - 150000000118.DOC
12. POLICY INFORMATION  

The People and Culture team owns this policy and commits to review it at regular intervals and where legislated updates occur. 

If you have feedback or suggestions about this policy, please contact a People and Culture representative. 
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