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Why MRIWA?
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What’s in it for you?

* Evidence-based insights into
what’s improving the inclusion
and diversity of women in the
mining industry

* Practical examples of leaders|



Research design

What’s working

What’s not

Program implementation

Industry collaboration



Phase 1 -
Document analysis
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Research focus: Develop an overview of each participant’s female 1&D program

Phase 2 -
Semi-structured interviews

Research focus: Program theory, program successes, lessons learned, program implementation,
current industry collaboration

Phase3 - 5 x CEOs
Focus groups
_— 5 x 1&D Specialists

| Research focus: New industry collaboration ideas ‘
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Key themes
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Integrate with literature and theory
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Good practice framewaorks




Program elements driving female I1&D success according to interviews, industry and academia
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Improved skill

Removed a barrier

Provided alignment

Encouraged psychological safety

Connected employees

Built trust

Inspired engagement

Broke down stereotypes

Drove personal accountability

Senta signal

Removed bias

Provided support

Built awareness

a 2 4
B Respectful and safeworkplace initiatives W Targets W Metrics
m Leadership programs for women m Employeereference groups m CEQ leadership

B Clarity of female 1&D plan
m Gender balanced in recruitment

m Open culture & support

M Leaders aligned with program objectives B Centralis ed recruitment
m External engagement Tackleimequity

m Encouraged female rep. on shortlists m Action plan supporting targets
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B Facilities improvements M Fipeline talent
m New to industry recruitment drive m 1&D training
mproved support for parents W Integrated strategy
m Flexible working m Inclusion survey

m Standing itern on recruitment of women
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and safe
workplace
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drive

Targets

practice
female
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What's not working

Least effective program elements according to interviews, industry and academia
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Analysis — Why program elements were

unsuccessful

Needed 1-1 support

Fear of change
Underestimated the issue
No follow up mechanism
Relied on individuals
Lack of role models

Not enough data
Employees overwhelmed
Underresourced

Didn't prepare leaders
Communication wasn't tailored

Employees believe ‘zero sum game

Slow to drive cultural change
Divided men and women

Didn't share the "why

0 1 2 3 4 ] ¥ 7 2 9
M Lack of embedment Resistance Ineffective communication Lack of 1&D knowledge
Not led by CEO/Leaders Trying to do too much B Emp. Ref. Group Structure M Focus on diversity, not inclusion
d [ AUSTRALIA |
W Lack of quality metrics B Female representation not evenly spread M Slow to implement flexible working

EDITH COWAN



Lack of
embedment

Focus on
diversity,
not
inclusion

Resistance

Emp. ref. Ineffective

Lessons .
group communica
learned
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Trying to do Lack of 1&D
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CEO/Leader




Program implementation

Program implementation strategies based on interview feedback, industry and academia
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Engagement focus of implementation

strategies

Implementation Strategy Engagement focus
Communication All employees
Active leadership engagement Leaders
Embedment All employees
Visual cues All employees
Industry awards All employees
Training All employees
Role models All employees
Employee consultation All employees
Program evaluation Leader
Patience All employees
Transparency All employees




Communication

Active
Role models leadership
engagement

Program
implementation

Embedment

Industry awards




Industry collaboration — Current versus new
ideas

B Interviews Academia ndustry Forus groups
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CORE :-INUNBOVATION

A COLLABORATION FOR
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Women Advancing Minerals Research

CORE COMMUNITY COFFEE

WEDNESDAY, 3 JUNE 2026
A WORLD ENVIRONMENT DAY-ADJACENT CONVERSATION ABOUT

HOW RESEARCH, CAPABILITY & METS INNOVATION ARE QUIETLY
IMPROVING ENVIRONMENTAL OUTCOMES ACROSS MINING

10:00am - 12:00pm
FOYER, 191 ST. GEORGES TERRACE
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