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1. PURPOSE

The BCI Minerals Limited (the Company or BCI) Remuneration Policy (Policy) establishes BCl’s
company-wide approach to the design, governance and application of remuneration. It sets out the
guiding principles, remuneration elements, and decision-making authorities that ensure remuneration
outcomes are transparent, equitable and aligned with BCI’s strategic objectives, values and risk
appetite.

2. SCOPE

This Policy applies to all BCl employees unless otherwise specified and ensures consistent application
across all business units and locations.

3. GUIDING PRINCIPLES

BCI is committed to fair, consistent and market-aligned remuneration practices that support
performance, strengthen workforce capability and promote pay equity. The following principles
underpin BCI’'s remuneration approach and guide the design, operation and ongoing evaluation of
remuneration program effectiveness.

Table 1: BCl's Remuneration Principles

Principles Implication on Remuneration

2

Remuneration reflects and reinforces BClI’s vision, values, long-term strategy, risk
appetite, and project delivery objectives, including the Mardie Operation and any
future growth phases.

Strategic
Alignment

Remuneration packages utilise both fixed and at-risk variable remuneration to
Attraction and attract, retain and motivate employees required to meet BCl's current and
Retention emerging operational and strategic needs and create shareholder value. Non-
executive directors receive fixed remuneration only.

Market Remuneration is benchmarked against roles of similar size and scope within the
Competitiveness | relevant market and is set within an appropriate range around the market median.

Remuneration outcomes reflect achievement of annual financial and non-financial

Pe_rformt'-mce company KPIs, individual accountabilities and priorites and consistent
Orientation . ;

demonstration of BCI’s values.

Variable remuneration for nominated roles incorporates equity-based
Shareholder . : . !

. components that align reward with sustainable long-term value creation and

Alignment .

shareholder experience.

Remuneration setting is guided by a robust job band structure that reflects role
Equity and size, scope and accountability and supports fair, consistent and bias-free
Fairness remuneration outcomes. Incentive outcomes reflect Company and individual

performance and are commensurate with contribution, effort and value added.

Remuneration structures are straightforward, well understood, and clearly and
Simplicity and regularly communicated to promote transparency and engagement, and to
Clarity support consistent and transparent remuneration decision-making across all
levels of the Company.
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Principles Implication on Remuneration

Remuneration is governed by clear accountabilities, documented policies and
Governance standards, oversight from the Remuneration and Nomination Committee, and
ongoing engagement with key stakeholders and shareholders.

Remuneration programs are sufficiently flexible to adapt to market conditions,

Flexibility organisational maturity, and changes in BClI’s strategic priorities.

4, REMUNERATION ELEMENTS

BCI uses a range of remuneration levers to attract, engage and retain its workforce. The following
provides a high-level overview with detailed operational guidance set out in supporting Standards.

Fixed Remuneration comprises base salary and statutory superannuation, provides guaranteed pay
for performing the core requirements of the role, and is set based on the role's size, scope, skills,
responsibilities, and the individual's capability.

Allowances include cash payments in addition to fixed remuneration intended to compensate
employees for specific working arrangements or conditions to meet operational needs (e.g. roster
arrangements).

Variable Remuneration represents the at-risk element of remuneration and supports BCl’s
performance culture and growth. Depending on the role, employees may be eligible to participate in
the following programs:

e Short-Term Incentive (STI): Rewards the achievement of annual company and individual
priorities.

¢ Long-Term Incentive (LTI): Aligns senior leadership with long-term shareholder value and
business sustainability.

o Delivery Bonus (DB): A one-off award, previously termed the Project Milestone Bonus (PMB),
to reward achievement of defined milestones, subject to the Board’s approval.
5. POLICY REVIEW

This Policy is to be reviewed annually by the Board on the advice of the RNC.

6. RELATED DOCUMENTS

The following documents should be read in conjunction with this Policy:
e Remuneration and Nomination Committee Charter.

¢ People and Culture Policy.

e Diversity, Equity and Inclusion Policy.

¢ Remuneration Standard.

e Short-Term Incentive Standard.

e Long-Term Incentive Standard.

For the avoidance of doubt, this Policy and all related Standards supersede the BClI Remuneration
Framework.
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