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IPL endeavours to be a business where Company Values guide behaviours in the workplace, and where
employees have the flexibility and tools to learn what they need to execute business objectives within a
multi-geography, multi-cultural organisation. Attracting, developing and retaining a highly talented,
inclusive and diverse workforce is key to living our Value of Respect, Recognise & Reward and vital to
achieving our business objectives. Our Human Capital strategy contributes to the achievement of our
cultural, social and business goals.

During 2018, IPL focused on engaging our employees, developing
leaders to build professional skills and continuing to build a diverse
and inclusive workforce representative of our communities.
Key highlights during 2018 included:
• A new executive management structure, announced in January 2018, and restructuring of business to
elevate and provide stronger focus on our customers and the development of technology development
and product innovation, and providing employees across IPL with new opportunities for career
development;
• A global ‘One IPL’ Leadership Forum held in Melbourne, Australia with the aim of bringing together
leaders from across our global business to align around our Company Purpose, Company Values and our
six strategic Values Drivers: Zero Harm, Talented and Engaged People, Customer Focus, Leading
Technology Solutions, Manufacturing Excellence and Profitable Growth;
• A company-wide employee survey using the Gallup Q12, an independent and globally recognised
approach to employee engagement. This resulted in over 700 individual reports for managers and the
development of three-year employee engagement plans at different business levels;
• Continued training to further facilitate leadership coaching capability;
• Expanding the diversity of IPL’s workforce. In Australia, 33 percent of IPL’s external hires during 2018
were female, increasing female participation across IPL’s Australian workforce to 22 percent;
• Exceeding a two percent target of Indigenous employees across IPL’s Australian businesses, reaching
2.6 percent in 2018;
• The completion and review of our first three-year Australian Indigenous Reconciliation Action Plan
(RAP), with a new plan to be developed in 2019;
• Foundational software system updates across Australia to facilitate the completion of the global One
IPL Learning Management System in early 2019; and
• Continuation of the My Potential development program, along with a co-program for the managers of
participants, for our high potential female talent was run across the Americas in 2018 and will be reintroduced to Australia in 2019.

Key Challenges & Opportunities

Strategic Priorities

• Ensuring that we continuously have skilled, diverse
and ready talent to meet current and future demands
in changing markets;
• Being an inclusive and accessible organisation with
a range of strategies to attract and retain a diverse
workforce;
• Continuing to build the pipeline of talent throughout
the organisation, particularly for critical roles, to
ensure business continuity; and
• Engaging our geographically and culturally diverse
workforce on a site-by-site basis.

• Increasing our diversity profile at all levels
of IPL;
• Further development of our human
resources strategy to complement our
existing talent, development, performance
cycle and recruitment processes; and
• Building a more engaging workplace
experience through our strategic three-year
employee engagement plan
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We recognise the importance of having a talented and committed
workforce at all levels. Succession planning and building talent
pipelines are key strategies to ensuring long term business success.
Succession planning is conducted annually, identifying short, medium and long term candidates for key
roles. The identification process uses both a set of criteria and data from our performance management
process. Action plans are implemented, with the aim of developing the capabilities required for future
advancement.

During 2018 in Australia
we engaged specialist
communications company,
Lightbox Communications,
to assist us in attracting the
talent we require to increase
our global gender diversity
and achieve better business
outcomes.
Qualitative and quantitative research was
conducted in Australia to assist us to develop
communications that are meaningful,
relevant, engaging and factual to resonate
with diverse high potential talent.
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Targeted training programs
The data in the table above has been calculated by dividing
continue to nurture the
the number of new hires in each category by the average
next generation of talent,
(2017 and 2018) number of employees in that category.
including our Australian
Manufacturing Graduate Program and our Dyno Nobel Vacation
Program, which actively supported Austmine’s ‘Women In STEM:
METS Career Pathway Program’ in 2018.
Working and being mentored at an IPL manufacturing site is the ultimate opportunity to gain exposure to
both the mining and manufacturing industries as an engineer. During our two-year program, graduates
receive hands-on engineering experience through a combination of site-based rotations and a formal
development plan. Graduates focus on their technical, professional and personal development and are
supported by an experienced manager for the duration of the program. The learning structure is tailored
to their discipline and individual needs. In addition, graduates are mentored by leaders in the company.
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The success of the Australian Manufacturing Graduate Program is
demonstrated by the employment outcomes: we are pleased to
have offered roles within IPL to 100% of the graduates who have
completed the program in the last 6 years, with all of the graduates
who completed the two-year program in 2018 accepting
permanent roles at IPL.
The 2018 program was evaluated through a feedback process involving interviews with our completing
graduates and their mentors. As a result of this review, we increased the range of critical on-the-job
experiences our graduates are exposed to and changes were made to the graduate and mentor
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matching process. Our Australian Manufacturing Graduates for the 2019 intake have been selected and
we are pleased to report that 66 percent of the graduates beginning the program in 2019 are female.
Graduates attending Gibson Island’s Graduate Assessment Centre are shown below. The Assessment
Centre events, held at our major manufacturing sites, are a great opportunity to meet with upcoming
engineers who are eager to kick start their careers, and include presentations by former members of the
Graduate Program who describe their experiences and the different career pathways IPL offers.

The Australian Manufacturing Graduate program is designed to
nurture the next generation of talent by providing a learning
platform to develop the technical experts and future leaders of
tomorrow whilst preparing them for a career within the sector.
Case Study: IPL’s Dyno Nobel Vacation Program actively supports
Austmine’s ‘Women In STEM: METS Career Pathway Program’
New challenges demand new ideas, and
as an organisation we continue to look
for the next generation of leaders and
innovators of our industry. We seek
people who will think creatively to
deliver ideas and answers that are
essential to our customers in the blasting
services industry.
This is why the Dyno Nobel Vacation Program exists. Providing a
great opportunity to tap into the minds of the next generation
of visionaries, it also provides an opportunity for them to apply
their minds to the challenges in the STEM field.
Austmine is the leading industry body in Australia for the mining equipment, technology & services
(METS) sector and is actively supporting the promotion of women in science, technology, engineering
and maths (STEM). IPL is proud to have supported Austmine’s ‘Women in STEM: METS Career Pathway
Program’, designed to improve gender diversity across the sector, by welcoming three female STEM
students to our Dyno Nobel Metals Team as part the Dyno Nobel Vacation Program.
In 2018, the program of work chosen by the Dyno Nobel Metals underground team for the Vacation
Students involved applying their skills to a fresh concept for the next generation customer operated
emulsion pumping system - ‘DynoMiner’. After experiencing the underground mining environment at
Jundee and consulting with our customers on their needs, the students were set the task of reviewing
the existing designs and engaging industry specialists to produce an underground mining industry
leading emulsion delivery system. Kim Le, Mechanical Engineering (Curtin University, WA), Ye Mon Thant,
Engineering Science (University of WA) and Arnadya Pudhiastono, Chemical Engineering (Curtin
University, WA), joined us early in the 2018 financial year.
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We assess the success of our talent management processes through
monitoring the following key metrics:
• Retention of high potential individuals & succession candidates;
• Role moves based on development plans;
• Talent outcomes year-on-year with the shape and spread of the population, and
with the goal of year-on-year improvement.

Our performance management
framework aims for consistency,
fairness, equity and reward for
performance.
It is a process for establishing a shared
understanding of ‘what’ is to be achieved and ‘how’
it is to be achieved. It is a collaborative process, and
requires both manager and employee to participate
equally. Online tools provide a consistent process
and a central repository for performance
management information. Employees are required
to set goals for their performance and development
each year and have a formal performance review at
six monthly intervals. The percentage of employees
across the Group who participated in the
performance review process increased for the
second year in a row, reaching 81 percent in 2018.
The percentages in the table to the right were
calculated by dividing the number of employees in
each category who received an annual performance
review by the total number of employees in that
category. The calculation for full time and part time
employees has been included for the first time this
year.
In order to ensure individual goals and performance
are linked to the key objectives and performance of
the business, our Short Term Incentive (STI) plan
includes safety goals in support of our Zero Harm
strategy and explicit links between STI goals and the
performance of the business. During 2018, employees
were assessed against their individual goals, with consideration of how they incorporated our Company
Values into their everyday work and management, and enhanced IPL’s performance and culture.

More than ever, people want to know how the work they are doing
on a daily basis is contributing to the world. At IPL, our purpose is
to make people’s lives better by unlocking the world’s natural
resources through innovation on the ground. We believe that we
can fulfil our purpose through collaboration with the people that
are most important to us: our customers, our employees and our
shareholders.
We recognise in addition to creating economic value, the social value that we create as a company is also
important, particularly when attracting new talent and engaging our employees. To that end, IPL
engaged a third party to assist us in the development of Social Return on Investment (SROI) metrics to
help us quantify and communicate the value of our social contributions relative to our financial
investment in areas such as food production, safety training and employment, and to relate these to the
UN Sustainable Development Goals. The metrics have become part of the IPL employee value proposition
going forward, as they assist us in communicating to our prospective and current employees how their
work at IPL contributes value to the communities in which we operate. See Social Return on Investment
under Community.
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Along with our customers, employees are IPL’s most influential
and important stakeholders.
Research has shown that highly engaged employees perform up to 20% better and are 87% less likely
to leave an organisation than employees with low levels of engagement. Engaging our employees is
therefore essential in order to meet our customer needs, live our Company Values and achieve our
business objectives.

During 2018, all IPL Group employees were given the opportunity
to participate in an employee survey which sought feedback on
our workplaces and our employees’ everyday experience of
working at IPL. Participation by our employees in the survey was
very high at over 80 percent.
To conduct the survey, we engaged independent and recognised industry experts Gallup, who have over
80 years of research and experience in understanding what matters most to people in their workplace.
The results of the survey were benchmarked against global data and three-year strategic engagement
plans with targets were developed for the
business at a high-level and for each site.

Two major existing strengths
which strongly bond and
engage our employees were
identified by the survey: Zero
Harm and our Company Values.
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The survey results indicated that the IPL safety
culture of Zero Harm strongly bonded and
engaged our people, and that they recognise and
identify with our Company Values. Based on
other feedback from the survey, plans are in
place to improve communication and ensure that
all of our people are connected with our Purpose
and Strategy Value Drivers. All of IPL’s leaders
have identified one to three key actions for
improvement and the three-year engagement
plans include regular pulse surveys to measure
the progress being made. Gallop’s research also
suggests that managers play the most significant
role in driving employee engagement,
determining up to 70 percent of their team’s
engagement. For this reason, we continued
training throughout 2018 to further facilitate
leadership as coaching, and this will remain a
key strategy.

We undertake benchmarking of
employee turnover rates for
the Global Manufacturing and
Oil & Gas/Mining/Energy
industries, as well as by
Executive job level and by total
workforce.
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We use voluntary turnover rates as one indicator of employee engagement and, along with exit
interview data, use this information to inform our talent and engagement practices. Turnover rates
within the company have been tallied at a Group level, with the exception of our Mexico operations. Due
to cyclical factors, statistics from this region have not been included when determining the average
turnover rates provided in the table on the previous page. The turnover percentage in each category
shown in the table has been calculated by dividing the number of voluntary terminations for each
category or region during 2018 by the average total number of employees in that category or region
during 2017 and 2018.
Business Excellence (BEx) and Integrated Business Planning (IBP) form IPL’s Business System through
which a culture of continuous improvement has been built. BEx and IBP processes engage our employees
by involving them directly in the design of streamlined processes and activities, and in the
implementation and sharing of ‘best practice’ in their own work areas.

Employees at all levels of our business are encouraged to think
laterally, to share their experiences and ideas, and to participate in
implementing improvements, resulting in outcomes which are
highly valued by both the business and our employees.
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We aim to develop leaders with the flexible skills and relevant
competencies needed to rapidly adapt to changing financial and
market situations and to provide our leaders with the skills and
experience needed to run a large, multi-geography, multi-cultural
organisation.
This year we continued to focus on:
• Leader as Coach: continuing to develop leaders with the appropriate skills and competencies to deliver
continuous improvement.
• Fostering an environment where, through continuous learning, employees have the flexibility, tools
and freedom to realise our business objectives.
• Delivery of our current suite of learning solutions, aimed at building capability across our entire Value
Chain, including technical LEAN capabilities, communication skills, problem solving, leadership and
coaching.

Fostering learning culture is critical to our ongoing success. The IPL
Learning Business System (LBS) embodies how we operationalise
Business Excellence in a learning and capability building context.
Our Learning Business System is a Group
wide framework of standards, processes
and tools for learning. Completed during
2017, the system is a direct enabler of our
Human Capital strategies and a review
was conducted during 2018 to ensure its
effectiveness. The key benefits and aims
of the LBS are shown in the graphic to
the right.

What is BEx?

The IPL Learning Business
System guiding principles
outline a clear role for
leaders as coach.
Coaching is integral to
team based problem
solving practices to bring
continuous improvement
across many areas of our
global business. This remained a strong focus in 2018: see Case
Study: BEx processes in Global Manufacturing.
The results have included the elimination of waste streams, improved safety, more efficient use of raw
materials and monetary savings as our employees ‘Challenge and Improve the Status Quo’, ‘Care for the
Community and our Environment’ and ‘Treat the Business as our own’. Engaging our employees to live
our Company Values through leadership, coaching and focused improvement projects often results in
meeting the ‘triple bottom line’ of sustainability by providing economic, social and environmental
benefits and outcomes from a single project.
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Coaching is a powerful learning
experience for both the coach and
coachee, as both participants gain a
greater understanding and
knowledge of themselves and their
potential. Leadership as coaching
also maximises the effectiveness of
training events, because it assists in
creating an environment of
continuous learning.
To complement our training of leaders to coach, we piloted the Continuous Performance Conversations
tool in 2018. This tool enables improved planning and tracking of performance and development
conversations. As part of the three-year employee engagement plan, our target is to extend the use of
this tool to more than 700 leaders in the organisation. The effectiveness of our Leader As Coach training
will be tracked through the regular pulse surveys planned as part of our three-year engagement plans.

During 2018 we completed foundational software system updates
across Australia to facilitate the extension of the global One IPL
Learning Management System (LMS) beyond the Americas to
Australia in 2019. Supported by the standards, methodologies and
tools which are part of our underlying Learning Business System,
the LMS provides a platform for standardised processes to deliver,
record, and report learning that is aimed at creating and sustaining
competence in our people.
The updated LMS is integrated with our core systems and, once extended to Australia, will deliver a
single global platform for training including safety and regulatory compliance training for all employees
and contractors. It will be accessible 24/7 and will provide a new level of accountability for both web
and instructor based compliance training. Initially offering over 400 compliance courses, an additional 64
courses were added in 2017, and 621 courses were available in 2018. The platform facilitates the
ongoing development of our employees and provides consistency in training as well as rapid deployment
of new training and Zero Harm initiatives, including process improvements and Process Safety
Management.
The system allows us to:
• deliver critical compliance and safety web-based training;
• align regulatory training to specific job codes and functions, ensuring our people get the right training in
the right time frames;
• provide a single source of training records and content for our instructors;
• track training completions against requirements to provide visibility of competence of employees and
contractors;
• run reports of training completions on demand;
• run reports of present and future training deficits;
• allow our managers to schedule employees on training courses; and
• provide our employees and contractors with a “one stop shop” where they are able to view, track and
complete all compliance training assigned to them.
The global LMS also allows us to assess the effectiveness of our training processes through the
generation of reports including:
• the percentage of employees compliant;
• the percentage of leaders with compliant employee teams;
• the highest and lowest scoring teams, plants and sites; and
• the percentage of employees due for recertification in the following 30 days.

Our focus for 2019 includes:
• Completion of the global One IPL LMS through its extension to Australian employees; and
• The rollout of mobile apps within Australia to enable remote access to the LMS.
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At IPL, we are committed to being an inclusive and accessible
organisation through the development of a culture that embraces
diversity. We believe that making opportunities for the contributions
of a diverse workforce which reflects our communities has benefits
for our employees, our communities and our business, and can help
us to grow, remain relevant and be competitive.
Our employees range in age and gender and
come from many different cultures, traditions
and lifestyles. It is the diversity of our people
that makes our company a great place to work.
IPL benefits from this variety of perspectives and
ideas, experience and capabilities, all of which
lead to a greater opportunity for innovation and
a better workplace. Diversity at IPL is led by the
Executive Team, is championed by our MD & CEO,
and is supported by the Company’s Human
Resources function. The Board maintains
oversight and responsibility for the Diversity
Policy and the development and implementation
by management of the Diversity strategy. The
Diversity strategy includes three principles which
were established to provide guidance for the
Company’s Diversity strategy and its relevant
policies, programs and initiatives:
• Respecting our differences;
• Shaping our future organisation; and
• Building a flexible organisation.
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Respecting our differences is critical to ensuring
that our work places will be free of
discrimination and harassment and inclusive of
all people, regardless of differences. Shaping our
future organisation means IPL is continually
developing a more diverse workforce, creating
business sustainability and strength. We also
offer workplace flexibility by providing
opportunities for working arrangements that
accommodate the needs of the Company while
balancing the diverse needs of its people at
different stages in their careers and lives.
In order to progress our Diversity Strategy, this
year the following initiatives were undertaken:
• Our Workplace Gender Equality Agency Report
was endorsed as fully compliant by the WGEA, as
in previous years. The purpose of the report is to
provide an analysis of gender pay equity for IPL’s
Australian operations, allowing us to implement strategies to address any identified issues. For more
detail, see page 3 of our 2018 Corporate Governance Statement;
• We used key talent management metrics and our Talent and Succession Planning process to improve
gender diversity within our Management roles by almost 7 percent;
• Our 2018 intake of IPL Australian Manufacturing Graduates were 66 percent female;
• We continued to promote the IPL Family and Domestic Violence policy to provide support for our
employees. This has been cascaded through the business from leaders and was promoted during White
Ribbon Day in 2018;
• We continued to recruit through WORK180. WORK180 (previously Diversity City Careers) is the only
online job platform where employer’s policies and procedures are pre-screened to ensure they support
women’s careers;
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• We continued to facilitate Indigenous cultural awareness for our employees through direct engagement
with traditional owners, cultural surveys and participation in events such as Reconciliation Week and
NAIDOC Week;
• We continued our involvement with organisations such as the National Association of Women in
Operations (NAWO), the Australian Women in Resources Alliance (AWRA), Diversity Council Australia
(DCA) and Women in Mining and Resources WA and QLD, which provide IPL with support and resources to
attract, retain and develop female talent specific to our industry;
• We supported Austmine’s ‘Women in STEM: METS Career Pathway Program’ through the Dyno Nobel
Vacation Program; and
• Our My Potential Alumni in Australia encouraged change through taking STEM into local schools during
Science Week.

IPL’s My Potential program has been specifically developed to
support female employees to progress and thrive in their careers.
Using our Talent Metrics, we track the progress of female employees who participate in the program and
have seen an increase in both promotions and role enhancement in comparison to non-participants.
Considering the positive results and overwhelmingly positive feedback from the program participants,
this program continued throughout 2018 in the Americas and will be reintroduced in Australia in 2019 for
women across the middle and senior management levels within the Company. We recognise that female
employees can face actual and perceived challenges to career development and progression which are
not immediately apparent to their leaders. Our successful co-program helps leaders to gain insights and
coaching skills to assist their female team members in overcoming some of the challenges they face,
and aims to build our leaders’ capability to support female employees within their teams and across IPL.

In February 2018, IPL hosted a National Association of Women in
Operations (NAWO) event in Brisbane. The theme of the event was
‘Goals, Obstacles and Transitions - Having what it takes’.
The guest speaker was Jade Edmistone, an accomplished athlete who has represented Australia in
swimming at the Commonwealth Games and World Championships. Jade shared her experiences with
success, but also her struggles with mental health, which were a challenge for her as she transitioned
from her role as a professional athlete to her next steps.
“Jade's insights highlighted that failures can lead to success” said Davina Shearer, IPL’s Diversity and
Inclusion Adviser, who organised the event. “Being mentally healthy is essential to navigate through
obstacles and difficult transitions, both in our careers and our lives generally.”
Read about IPL’s promotion of mental health initiatives to our employees and contractors under Health
and Wellbeing.

Dyno Nobel Moranbah proudly sponsored the 2018 Women in
Mining and Resources Queensland event ‘Discovering Your
Superpower’ held at Moranbah.
The speaker was Jo-Anne
Dudley, winner of the 2018
WIMARQ exceptional woman
of the year award. During her
career, Jo has worked in
underground mines across
Australia, South Africa and in
the USA, and currently works a
reverse FIFO arrangement from
Brisbane managing Strategic
Mine and Resource Planning
for the Oyu Toigoi Mine in
Mongolia. Jo-Anne spoke about
the steps she followed on her
path to finding her
superpower, with tips for our
female employees on how to
find theirs.
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In 2018, Dyno Nobel Asia Pacific employees across Indonesia
celebrated diversity at their sites as part of Kartini Day celebrations.
The day celebrates Kartini, an Indonesian heroine, for her work in supporting education and the rights of
women and girls. Our employees met to participate in the day’s celebrations and to continue the
conversation on diversity.
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In line with our commitment to Value People – Respect, Recognise
& Reward, IPL’s Indigenous Employment Program aims at
increasing the number of opportunities for Indigenous Australians
by providing access to employment, education and training as well
as focusing on developing cultural understanding and respect
within its workforce.
The program is also a key component of IPL’s approach to Diversity and is continuing to help our
business to develop stronger relationships with the community. This year we increased our Indigenous
Employment across the Australian businesses to 2.6 percent, which positions the Company well to
achieve our target of 3 percent by September 2019. Initiatives undertaken as part of our Indigenous
Employment Strategy are described below.

The IPL Australian Indigenous Relations Policy
The IPL Australian Indigenous Relations Policy was developed in 2013 to provide guidance to the
organisation as to how to strategically increase engagement opportunities with Indigenous Communities
so as to benefit Indigenous Australians as well as IPL. The Policy provides a valuable opportunity for IPL
to work in genuine partnership with Indigenous Australians and live the IPL Values of “Care for the
Community and our Environment” and “Challenge and Improve the Status Quo”.
IPL is taking a best practice approach to improving Indigenous engagement outcomes. Our approach is
based on:
• research into organisations who have been working successfully in the area of Indigenous engagement
for many years;
• an examination of our organisation’s current cultural capability;
• working with Indigenous Communities to clarify expectations of IPL; and
• recognition that reconciliation and self-determination are integral to improving engagement outcomes.
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As a product of these learnings and to achieve Policy objectives, IPL has identified five organisational
policy investment areas and is committed to changing the culture around diversity, policies and practices
of IPL where required. These five areas are:
1. Leadership
2. Community Development and Engagement
3. Education and Training
4. Indigenous Employment Program
5. Business Development (including sub-contract opportunities)

Celebrating the success of our first three-year Australian Indigenous
Reconciliation Action Plan (RAP)
In 2015 the IPL Board approved our first Reconciliation Action Plan, which was also endorsed by
Reconciliation Australia. The RAP was launched in 2016 and provided us with a framework to outline
our vision for reconciliation. It was also a public commitment to implementing and measuring practical
actions that build respectful relationships and create opportunities for Australian Aboriginal and Torres
Strait Islander peoples. The RAP will be reviewed in 2019.
IPL identified five organisational program investment areas and committed to undertaking a significant
body of work across these areas, developing the Australian Indigenous Employment Strategy and the
Australian Indigenous Relations Policy. IPL’s Indigenous Recruitment Strategy gave effect to IPL’s longterm sustainable commitment to increasing the participation, retention and advancement of Indigenous
people within its workforce. It is different from many other Indigenous employment initiatives in that it
is not a dedicated stand-alone Indigenous program. Instead, it comprises systematic changes, designed
and implemented to embed leading Indigenous engagement and recruitment practices into IPL's existing
recruitment processes.
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During the past three years, IPL has modified its existing Human Resources (HR) and recruitment
practices to build the recruitment team’s capability to undertake targeted Indigenous recruitment. This
has involved a range of policy, procedural and systems changes to incorporate and embed leading
Indigenous recruitment practices into the existing IPL HR and recruitment process, including:
• the modification of advertisements, including where these are advertised, to increase the sourcing of
quality Indigenous candidates, which has led to a dramatic increase in the number of applications
received by Indigenous candidates; and
• implementation of cultural capability training across the IPL workforce to create a more culturally
competent organisation and be seen as an employer of choice for Indigenous candidates.

The Strategy has been an overwhelming success, leading to an
increase in the number of Indigenous employees across IPL’s
Australian operations from 1.76 percent in March 2015 to 2.6
percent in 2018. This represents an increase of 47 percent over the
period of the RAP.
Since 1 October 2017, these efforts have resulted in Indigenous candidates representing 5.46% of all
applications. This high application rate demonstrates we are seen as an employer of choice for
Indigenous candidates.
A flow-on effect of this success is the number of Indigenous candidates being shortlisted, many of whom
have never been exposed to such a robust recruitment and interview process. This has assisted a large
number of Indigenous candidates to further develop their interview techniques and become more
familiar with the cognitive, numerical and medical testing associated with the recruitment processes of
larger companies.
As an organisation, we continue to be committed to working in partnership with Aboriginal and Torres
Strait Islander peoples and communities, other key stakeholders and government agencies to extend the
goals set out in our first three-year RAP. We aim to continue to find the most innovative and efficient
solutions to our challenges by exploring opportunities within the industry, partnering in other stakeholder
initiatives, seeking out opportunities across both the private and public sector.

We are delighted with the success of the 2015-2018 RAP and aim
to build upon these successes as we design IPL’s new RAP during
2019. The Company will continue to implement strategies to attract
Indigenous employees, including continuing our partnership with
Career Trackers, a not-for-profit organisation that creates internship
opportunities for Indigenous university students.
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