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CLP remains steadfast in its commitment to build a future-ready workforce as decarbonisation, electrification
and digitalisation continue to reshape the energy industry. In addition to ongoing people investments to uplift
capabilities and drive performance and growth, fostering an agile and inclusive culture is also a key focus for
the Group to drive competitiveness and enable everyone who works at CLP to thrive in change.

Workforce size and mix
Initiatives and progress

GRI reference: 2-7, 2-8

CLP engaged close to 16,000 employees and contractors on a
full-time equivalent basis at the end of 2025.

Employees and contractors by region

Across CLP’s markets in Hong Kong, the Chinese Mainland
and Australia, the total number of employees moderately
increased as well as the total workforce including contractors,
primarily reflecting our committed projects in the pipeline and
outsourcing of activities.

Employees Contractors Total

Total Contractors

Fixed-term Service Contractors workforce in total
Average FTE (a) Permanent % contract% Labour supply (b) contractor (c) sub-total (a)+(b)+(c)*  workforce %

Hong Kong 5,417.8 823 17.7 780.7 41997 4,980.4 10,398.2 479

Chinese

Mainland 7783 66.6 334 29.0 1,249.5 1,278.5 2,056.8 62.2
Australia 2,271.0 95.4 4.6 73.8 1126.3 1,200.0 3,471.0 34.6
Group total' 8,467.2 843 15.7 883.5 6,575.4 7,458.9 15,926.0 46.8

1 Numbers have been subject to rounding. Any discrepancies between the total shown and the sum of the amounts listed are due to rounding.

Fair and ethical work practices E:;‘

Initiatives and progress
GRI reference: 201-3

CLP has furthered its efforts to operate ethically and fairly and
has continued to receive external recognition for its policies
and practices relating to wages and retirement.

CLP’s Group Labour Standards outline CLP’s commitment to
international principles and conventions. They also provide
details of CLP’s company-wide minimum standards for
critical working conditions, covering fair and decent work
and working hours and basic rights of employees in the
workplace. These standards have also been embedded into
our procurement requirements for labour suppliers in Hong
Kong, and CLP has strengthened the tracking and monitoring
of its temporary manpower resources. Relevant expectations
regarding labour practices and human rights have also been
embedded in the Supplier Code of Conduct and communicated
to CLP's suppliers.

In 2025, CLP did not identify any operation or supplier
with significant risks relating to child labour, young workers
exposed to hazardous work, or forced or compulsory labour

and no breach of laws and regulations in relation to child
labour and forced labour was recorded. Additionally, no Group
operation was identified in which the right to exercise freedom
of association and collective bargaining was violated or at
significant risk.

In Australia, in line with its obligations under the Australian
Modern Slavery Act 2018, EnergyAustralia submitted its fifth
Modern Slavery Statement to the government in 2025. It
also continued strengthening its supply due diligence, using
the Trust Your Supplier (TYS) supply chain risk management
platform to enhance its supplier onboarding process and
monitor modern slavery-related risks. Modern Slavery Risk
remained low across EnergyAustralia’s operations.

In 2025, CLP continued to support its commitment to

fair and competitive remuneration through regular reviews
of its remuneration policies and practices and ongoing
market pay benchmarking. It undertook independent external
assessments of job size and complexity, together with external
pay range benchmarking, to ensure that pay differentials
reflect only the experience and performance of individual
employees, along with relevant market factors. Performance
and pay outcomes are reviewed internally and externally

for gender bias. Differences in the average pay of females
and males remain moderate, except for certain technical
roles which are typically dominated by long-tenured male
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underscoring its dedication to providing wages that support
employees and their families.

Fostering inclusion and diversity

Our approach

CLP is committed to fostering a diverse workforce and an
inclusive culture, recognising that good business outcomes
come from having a diverse mix of people supported by
welcoming workplaces.

Group inclusion and diversity key focus areas

CLP has continued to expand its geographic footprint and
become increasingly diverse in the technologies, products and
services it offers, in its employee base, and in the customers
it serves. In 2025, CLP refreshed its Group Inclusion and
Diversity Strategy, adopting a holistic approach to ensure
continued alignment with evolving organisational needs,
market conditions and stakeholder expectations.

Group Inclusion and Diversity Key Focus Areas

Q\‘éﬁﬂ Inclusion

Inclusion and belonging in our
workplaces

Belonging: people feel empowered to participate
fully and bring their best selves to work

Safety and wellness: provide safe, healthy and
secure environments fostering a sense of wellness
and belonging, free from discrimination and
harassment

Local understanding: recognise and respect the
heritage, culture and preferences of the local
communities in which CLP operates

?:ﬁ Diversity

Diversity as a source of talent
and innovation

Gender Diversity: increasing women in leadership
roles and women with STEM qualifications in line
with talent representation in the markets in which
CLP operates

Diversity of Thinking: actively seeking different
perspectives and ideas

Policy framework underpinned by overarching Position Statement:

- Treating everyone fairly and with respect, as per CLP’s Value Framework

- Hiring, developing, promoting, and paying based on merit, competence, and potential

- Not tolerating conduct that involves any form of harassment (including sexual harassment), vilification
or discrimination on grounds of any attributes protected by law where CLP operates

Refreshed metrics & targets
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Policies & Practices

The refreshed Strategy has two pillars, Inclusion and
Diversity, underpinned by meritocracy and equal access to
opportunities. CLP aims to provide inclusive and welcoming
workplaces in which everyone feels they can participate fully
and bring the best of themselves to work. This means working
to increase employee engagement and ensuring CLP’s
workplaces are free from discrimination and harassment.
CLP also aims to help employees recognise and respect the
heritage, culture and preferences of the local communities in
which it operates.

For diversity, CLP aims to keep increasing the number

of women in leadership roles and women with STEM
qualifications, in line with the availability of talent in the
markets. CLP has broadened its focus from engineering to
science, technology, engineering and mathematics (STEM)
reflecting the importance of digitalisation and data. It

also increases opportunities for exposure and rotation so
that capable managers and team members who understand
local communities and stakeholder needs can gain and share
different perspectives.

Standards and procedures

CLP is a signatory to the International Energy Agency’s Equal
by 30 initiative, a commitment by public and private sector
organisations to work towards gender equality in the energy
sector by 2030, and to the Women's Empowerment Principles
established by the UN Global Compact and UN Women in India.
Local Inclusion and Diversity Councils operate in Hong Kong,
India and Australia to drive the Company’s efforts on diversity.

CLP's human resources policies include initiatives to
encourage the retention of employees, such as flexible work
arrangements, maternity leave and other family-friendly
policies and benefits. CLP’s recruitment processes are
designed to be fair and non-discriminatory. In Hong Kong,

its processes follow the Equal Opportunities Commission Code
of Practice and include the use of consistent selection criteria.
In other parts of the Group, CLP complies with local legislation
and codes of practice on recruitment. When conducting senior
level searches, CLP also requires external recruitment firms to
identify candidates with diverse backgrounds, in line with the
Group’s values.

Monitoring and follow-up

Gender diversity progress is reviewed as part of CLP’s
regular general management reviews. The Board Human
Resources & Remuneration Committee reviews year on year
progress. CLP also conducts regular reviews to identify any
gender pay gaps and to ensure equal pay for work of

equal value. Ongoing reporting and disclosure on continuous
improvement in women in leadership roles and women with
STEM qualifications will provide visibility of progress.

Serving Our
Stakeholders

Initiatives and progress
GRI reference: 202-1, 202-2, 405-2

CLP continued to offer targeted programmes and activities
designed to improve its inclusion and diversity performance.

As of the end of 2025, the percentage of women in leadership
roles increased slightly (2025: 31.6% vs 2024: 30.0%), while
women with STEM qualifications stood at 18.8%. Over the
past two years, its graduate trainee cohort has continued

to include a diverse mix of genders and ethnicities. Many
female graduate hires previously participated in CLP’s Female
Engineering Student Mentoring Programme, the Girls GoTech
programme in collaboration with The Women's Foundation,
or were recipients of the CLP Engineering Studies Award to
support their final-year studies.

The percentage of women identified in succession

pipelines was around 30%, which was in line with last year.
Additionally, the females in high potential pools counts 33%
which was also increased slightly compared to last year (30%).

Employee feedback from the 2025 Pulse Survey indicates
statistically significantimprovementsin areas of psychological
safety and perceived equal opportunity. CLP’s efforts have
also earned external recognition, receiving the HKMA 35
Anniversary Award for Most Dedicated Organisation to
People Development and being honoured for leadership

in advancing I&D, particularly through the I&D Awareness
Week initiative. These recognitions reflect CLP’s long-standing
investment in talent growth and in fostering an inclusive and
diverse workplace. The success of its “Stronger Together”
campaign demonstrates how a clear strategy, visible
leadership commitment, and continuous engagement can
drive meaningful change and build an agile, resilient, and
inclusive culture.

EnergyAustralia remains an active member and contributor
to the Champions of Change Energy coalition. Key initiatives
during the year included efforts to close the gender pay gap,
strategies to increase female representation in traditionally
male-dominated fields, and work to enhance the gender
balance in its talent pipeline. EnergyAustralia has consistently
maintained a zero gender pay gap across all like-for-like job
roles, as verified by its annual Workplace Gender Equity
Agency (WGEA) reporting and analysis. Following the new
legislation introduced in 2025, EnergyAustralia continued to
work on gender equality targets and will publish its progress
through the WGEA in 2026.
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Talent and skills development

Our approach
GRI reference: 404-2, 404-3

To transition to a zero-carbon and digitally enabled future, CLP
needs to undertake systematic organisational development
that includes strategies for fostering the talent and skills it
requires to compete effectively in key markets.

CLP has a comprehensive training and development
framework in place, aligned with its business objectives,

to help employees perform competently in their current
roles and prepare them for future business challenges and
opportunities. Investment is also being made in helping young
people to develop and in building future energy industry
capability that is inclusive and accessible to all.

Standards and procedures

CLP seeks to attract, retain and develop a diverse and
multi-generational workforce, to develop new skills among
its employees, and to share talent effectively across its
portfolio of businesses. Its internal development efforts are
supplemented by external recruitment for people with skills
that are new-to-CLP, relating to capabilities in innovation,
digitalisation and renewables.

Investing in youth and early careers

To address the need for future skills and an adequate

supply of talent in a competitive labour market, CLP

must offer an attractive employment proposition, make
significant efforts to attract young people to the energy
industry and launch careers at CLP across different functional
disciplines and levels. CLP provides valuable work, training
and development opportunities and an open, inclusive and
supportive workplace. Career development opportunities for
young people include mentoring programmes, partnerships
with local and overseas institutions for work placements (for
secondary and tertiary-level students), internships (for fresh
and recent graduates across a range of disciplines), technical
apprenticeships, operational cadetships and the CLP Graduate
Trainee Programme.

The CLP Power Academy in Hong Kong also offers
programmes for school leavers and working adults looking to
pursue careers in the energy industry. To date, CLP has helped
more than 3,000 students through the Academy since it was
founded in 2017. CLP also participates in youth development
schemes such as the HKSAR Government’s Greater Bay Area
Youth Employment Scheme. On the Chinese Mainland, CLP
supports the efforts of local technicians and engineers to
obtain professional engineering qualifications, enhancing their
career prospects.

Serving Our

Stakeholders

Enhancing performance management as part of building a
high-performing organisation

CLP has revised its performance management system in its
core markets to provide enhanced feedback to team members,
supporting their development and increasing performance
differentiation. Currently, 100% of CLP's employees are
covered by annual appraisal review processes. Leadership
expectations and competencies have also been refreshed
to include guidance on the behaviours and capabilities to
be expected of employees. In addition to ongoing feedback
and coaching, cross-functional and 360-dagree feedback is
included where appropriate.

Maintaining core skills and developing new skills for the future
CLP’s training programme focuses on upskilling current skills
and reskilling for new roles, and covers safety, technical,
functional, and future-ready capabilities. Employees have
the opportunity to continuously learn and build skills via
online and face-to-face learning resources and programmes
and can access company support for employee-initiated
self-development, including support for job relevant degress
programmes or certifications.

Developing leaders

CLP needs a diverse, resilient, and agile leadership team
with strong stakeholder management and change leadership
capabilities to deliver its corporate strategy effectively. CLP
remains committed to filling most leadership roles internally
and building a robust succession pipeline.

CLP has a structured process for assessing leadership
potential that evaluates individuals against defined leadership
competencies and provides detailed feedback on strengths
and development areas.

Strategic, general management and talent development
programmes are used to develop future leaders. Additionally,
digital online development programmes are accessible

for managers.

CLP continues to leverage partnerships with leading
academic institutions such as the International Institute

for Management Development (IMD), Tsinghua School of
Economics and Management, Ivey Business School and
Chatham House. Through these collaborations, leaders gain
exposure to global economic, political, and technological
trends, including energy transition, digital disruption,
wellbeing, and resilience.
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Monitoring and follow-up

CLP conducts regular talent and capability reviews,
supplemented by employee analytics, with a focus on the
general management, engineering and digital streams. These
reviews monitor the progress of development programmes,
recruitment campaigns, initiatives to strengthen gender
diversity and cross-business assignments.

The effectiveness of this approach against a range of key
performance indicators, including retention of key talent,
turnover, diversity and employee engagement measures,
using employee analytics tools. The Board Human Resources
& Remuneration Committee reviews talent and capability
progress annually.

CLP continues to invest in youth development, core

skills training, leadership development and talent pipeline
programmes, though its training systems and frameworks, to
ensure a steady supply of future talent and skills.

Initiatives and progress

CLP inducted 31 trainees with diverse backgrounds into the
CLP Group Graduate Trainee programme in 2025, of which
35% were from the Chinese Mainland. The programme

now extends to the digital stream, helping to build a digital
pipeline and capabilities. CLP Power launched the Engineering
Cadet Programme with an inaugural cohort of 24 cadets,
now engaged in structured training and job rotations across
key business groups. CLP’s Energy Transition Programme
across Shenzhen, Huaiji, and Meizhou is providing over

50 participants with insights into energy policies, industry
trends, and renewable operations on the Chinese Mainland
while also fostering cross-border exchange. CLP’s leadership
development programmes were refreshed, with close to 350
leaders upskilled in 2025.

Equipping the workforce with the skills necessary to thrive

in the future remains a key priority for CLP. Following

the review of CLP’s sustainability targets in 2024, CLP

has been tracking the percentage of training resources
specifically devoted to upskilling and reskilling initiatives
across all our businesses. Our focusing on such areas,

which include technical development, digital and future-ready
skills, is ensuring employees are well prepared for the
challenges ahead.

Serving Our
Stakeholders

In 2025, the time spent on upskilling and reskilling accounted
for over 17% of employee training (compared to 15% last
year), excluding activities such as on-the-job coaching,
mentoring, departmental team development, and career
advisory sessions. This metric will continue to be refined

as part of ongoing efforts to align workforce capabilities
with evolving business needs. To support upskilling and
reskilling, CLP launched an e-learning platform containing
high-quality content across diverse topics, which includes
technology, leadership, commercial practice, individual well-
being, and more. Adoption has been strong, with over 2,000
staff having started to learn via the platform at their own
pace and in their own time. Another focus has been building
foundational Al skills through initiatives like the “Al Four Trails
Challenge”, which engaged over 1,000 participants in efforts
that integrated Al into operations.
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Supporting employees to thrive in change E—%
Initiatives and progress
GRIreference: 401-2, 401-3, 404-2

CLP is committed to developing an engaged and high-
performing workforce, and to helping all its people thrive
in a period of change brought about by energy transition.

Offering flexible, family-friendly working arrangements

In recognition of its efforts in providing sustainable
retirement benefits, CLP received awards for “Hong Kong
Best ORSO (Occupational Retirement) Scheme” and “Hong
Kong Best ORSO Member Communications” from Asia Asset
Management. These awards honour organisations across
the Asia-Pacific region for excellence in managing employee
retirement benefits, and CLP has been a repeat recipient
for several consecutive years. CLP also received the Best
All-round MPF Employer Award from the Hong Kong MPF
Authority last year. Together, these recognitions reaffirm
CLP's ongoing efforts to support the financial wellbeing of
employees through robust retirement schemes and services.

People at different life stages benefit from different working
arrangements. To this end, CLP promotes family-friendly leave
policies and flexible working arrangements and offers a range
of leave options to support its people in achieving a good
work-life balance. These include parental and adoption leave,
volunteering leave and study leave. Where practicable in
CLP's offices and premises, lactation facilities are provided for
mothers in the workforce.

CLP has been implementing various family-friendly measures,
including implementing flexi-hours, creating a part-time
working policy and a working from home policy, and
providing various leave entitlements beyond the statutory
requirements, such as wellbeing leave, marriage leave,
maternity, and paternity leave.

CLP has enhanced its flexible work policies and online
collaboration tools to enable new ways for employees to
connect virtually and perform their roles better. Working
options have been made more flexible, resulting in an
increased take-up of new part-time work options.

In 2025, CLP recorded close to 6,700 employees utilising
various types of wellbeing leave across the Group. CLP’s
parental leave offerings are also vital in helping employees
balance personal and professional responsibilities, with over
300 employees taking parental leave (maternity, paternity
and even adoption leave where applicable) during the year.
Notably, around 90% of those who took leave returned to
work afterwards. This sustained return rate underscored the
effectiveness of CLP’s support for employees at different life
stages, reflecting both its commitment to their wellbeing and
the dedication of its workforce.

Serving Our
Stakeholders

Medical insurance (covering dependents)
Flexible work practices

Part-time working policy

Remote work options

Paid parental leave

Wellbeing leave

Electricity allowance

Education allowance

Leisure & cultural initiatives

Home Loan program

Scholarship to employees’ children

Employee Assistance Program
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Maternity Benefits

Investing in health, wellbeing and strengthening resilience
CLP provides comprehensive support for its employees’
physical, social, financial and mental wellbeing. CLP is working
towards initiatives to manage psychological risk at work and
promoting mental health to all levels of staff. Confidential
employee assistance programmes are also offered to assist
employees encountering work or personal issues and needing
professional support.

In 2025, CLP further enhanced its health and wellbeing
offering with flexible medical benefits designed to meet
diverse employee needs. The expanded range of options
reflects the Group’s proactive approach to supporting
employee wellness and ensuring access to care that suits
individual circumstances. CLP’s Flexi Medical Plan earned the
Healthiest Workplace Award (Silver), standing out among
submissions from leading international financial institutions
and further highlighting its commitment to employee health
and a supportive and inclusive working environment.

CLP also received multiple awards in Hong Kong and

the Chinese Mainland for its efforts to advance employee
wellbeing. These included the 2025 Top 10 Corporate Health
Initiative awarded by the National Health Commission of China
for the launch of innovative initiatives with measurable health
and productivity outcomes, as well as the Silver Award for the
Safety Management System, the Occupational Rehabilitation
Award, the OSH Enhancement Program Award, and OSH
Innovative Award at the 24™ Hong Kong Occupational Safety
and Health Award Forum. Together, these accolades reinforce
CLP’s dedication to safeguarding employee wellbeing and
fostering a healthy, high-performing workforce.
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Keeping everyone informed and engaged

CLP’s employee relations approach focuses on establishing
and maintaining strong working relationships with employees,
being proactive in consulting on any workplace changes and
providing opportunities for employees to raise concerns.

CLP employees have the right to join organisations and
professional bodies of their choice. CLP respects and fully
complies with all legal requirements with regards to union
membership and collective bargaining. In Australia, CLP
engages in collective bargaining with nearly 800 employees
through certified enterprise bargaining agreements approved
by the independent workplace relations tribunal, the Fair
Work Commission. These agreements cover most terms and
conditions of employment, including notice periods, provisions
for consultation and dispute resolution.

To better understand employees’ perspectives, CLP partners
with independent external consultants to conduct regular
engagement surveys. CLP shaped its 2025 culture and
engagement priorities based on insights gained from the all-
employee listening survey in the prior year. The subsequent
Pulse Survey in 2025 achieved a strong nearly 90%
participation rate and showed a statistically significant uplift
in the area of sustainable engagement. The high response
rate, together with the almost 5,000 comments received,
reflects employees’ strong willingness to engage and share
constructive feedback.

EnergyAustralia’s engagement score also rose in 2025,
continuing an upward trend and representing a meaningful
improvement from the prior result. It reflects the ongoing
efforts to foster an environment where its people can be at
their best, during a period of significant transformation.

In Hong Kong, joint consultative committees have been
established which act as an additional channel of
communication between the Company and employees’
representatives. Employee benefits are regularly
benchmarked to ensure that appropriate remuneration
packages and staff support are provided.

Developing an agile organisational culture is critical for future
success. In 2025, CLP focused on bringing the refreshed
Value Framework to life by embedding agility into everyday
practices and reinforcing behaviours that help people thrivein
a fast-changing environment.

To deepen engagement, Value Alignment Workshops
continued across Hong Kong and the Chinese Mainland
fostering open dialogue and practical learning, helping
employees build habits that support agility and resilience. New
workplace designs were also introduced to promote flexibility
and collaboration.

Serving Our

Stakeholders

Other key initiatives included GiveMeFive!, a recognition
platform celebrating behaviours aligned with CLP’s

values. Employees recognise and appreciate one another’s
contributions through the digitally-enabled platform,
helping to strengthen a culture of collaboration and
continuous improvement.

Read more on CLP’s refreshed Value Framework |f|

Supporting employees and communities affected by energy
transition or business restructuring

CLP provides comprehensive support to employees whose
jobs are affected by business change or restructuring. Support
is tailored to individual needs and includes training and skills
development, career planning, assistancein redeploymentand
financial counselling. To this end, CLP has actively engaged
with local stakeholders from employee representative
organisations and local educational institutions to ensure that
study opportunities are available to help meet the needs of its
people and the region’s new and emerging industries.

Following the announcement of the 2028 closure of Yallourn
Power Station in 2021, EnergyAustralia implemented the
Yallourn Workforce Transition Programme to provide career
transition support to employees. The Yallourn Transition Team
continued to provide comprehensive support to employees,
including employee engagement, training, re-skilling and
accreditation, financial advice, job search skills and other
specialist support. Progress and support will continuously be
managed to facilitate the transition.
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Building a Digital-Ready Workforce

As the energy industry embraces digital transformation, CLP is committed to equipping its employees
with the skills and confidence they need to leverage emerging technologies, including artificial
intelligence (Al). By doing so, CLP strives to accelerate innovation, enhance operational efficiency, and
strengthen its ability to deliver sustainable energy solutions.

In 2025, CLP launched a series of initiativesunder ~ engagement. Senior leaders actively supported

the “Digital Workforce Upskilling” programme, and acted as role models for this transformation,
designed to embed digital mindsets and practical ~ reinforcing the importance of digital readiness
Al capabilities across the organisation. These across the organisation. These efforts are
efforts focused on creating hands-on learning building a workforce that is confident with
experiences, fostering curiosity, and enabling emerging technologies, and unlocking greater

employees to apply new tools in their daily work.  efficiency, creativity, and innovation across CLP.

Over 2,000 employees participated in curated
activities aimed at building digital fluency and
confidence. Key highlights included:

« Al 4 Trails: A structured learning journey
designed to build a baseline understanding
of Al and its responsible, ethical use
through hands-on sessions and LinkedIn
Learning. Employees developed confidence
and practical skills to apply Al immediately in
their work, unlocking opportunities for greater

efficiency and innovation. o )
Over 500 colleagues joined two “Come & Learn” sessions,

featuring practical Copilot tips and a dynamic panel discussion
across business functions, followed by an interactive Q&A with
CEO TK Chiang and Chief Digital Officer Andre Urban Blumberg.

« Online e-Learning: CLP provides curated
content on future-ready capabilities such as
Al, Copilot, Power BI, and Power Automate.
The e-learning ecosystem increasingly
leverages Al to deliver dynamic, personalised
learning experiences, helping employees ST
automate routine tasks and apply data-
driven insights.

- Copilot Enablement Workshops: A series
of events and workshops designed to
help employees apply Copilot in real-world
scenarios. Sessions were organised, covering
introductory training, deep-dive seminars,
persona-based workshops, and feature
update briefings, all focused on embedding

X ) Employees engaging in an interactive Copilot Experience Day
Al tools into employees workflows and roles. workshop, exploring Al-powered tools to enhance productivity
and collaboration.

This company-wide digital upskilling initiative
was a period of exploration, learning, and
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Our people Partners

Health, Safety and Environment management E—g

In 2025, CLP Group reinforced and continued its
implementation of the Health, Safety and Environment

(HSE) Management Governance Document, which sets clear
expectations for HSE governance and management across the
Group and associated controlled Business Units.

A three-yearly functional assurance cycle (2023-2025) was
successfully completed, achieving 100% coverage of CLP
controlled Business Units, confirmed strong conformance
and the robustness of our HSE management practices, while
identifying targeted improvements to drive continuous HSE
management enhancement. Looking ahead, CLP will transition
to a revised, risk based assurance approach to deliver

Serving Our

Stakeholders

Community

15

greater value and resilience, ensuring alignment with strategic
priorities. To streamline assurance and reduce duplication
and redundancy, Group HSE collaborated and will continue
to collaborate with Group Internal Audit to leverage subject
matter expertise in specific areas to avoid duplication of effort
and resources, while maintaining rigor.

Significant updates to the HSE Management System

were completed in 2025, including a full review and
refresh conducted with the Business Units feedback. These
enhancements ensure our governance remains current,
practical and outcome focused.

Occupational health and safety

SASB reference: IF-EU-320a.1; GRI reference: 403-3, 403-4, 403-5, 403-6, 403-7,
403-8, 403-9, 403-10, EU17, EU18

The Group has commenced implementation of initiatives
with its refreshed HSE Strategy, designed to deliver
measurableimprovementsin Health, Safety and Sustainability
performance across all business units.

The strategy unites the organisation under shared priorities of
capability, resilience, collaboration, technology and excellence,
ensuring strategic alignment. To drive accountability and
accelerate progress, a new reporting dashboard was deployed
to monitor annual key initiatives and track each business
unit's performance against its stated objectives. This data
driven approach enables timely insights, fosters continuous
improvement, and strengthens the Group’s ability to achieve
high standards of safety, operational excellence and a culture
of learning across the Group.

H Carry through

Carry through key items that have been identified as critical
for achieving and enhancing our HSE performance.

Impact on Strategic Planning

Opportunity for the level of awareness a pull through of
the Group’s strategy into the Business Unit plans to be
strengthened. It should impact their strategic planning and
budget allocation to shape and inform their agenda.

The CLP Group 2025-27 HSE Strategy sets out the key
opportunities and a framework for working together to make
CLP healthier, safer and more sustainable. The pillars and
elements that define the strategy are as follows:

- Strengthening Capability & Capacity
Strengthening capability and understanding our people’s
capacity to deliver

« Risk and Resilience
Resilience and resourcefulness in a changing landscape

« Strength in Synergy
Collaborating for success from different lenses

 Reimagining Work through Technology and
Digital Solutions
Innovate, Integrate and Elevate

- Focus on Excellence and Emerging Themes
Owning persistent and emerging challenges

CLP continued its pursuit of eliminating serious injuries

and fatality prevention by embedding risk and resilience
principles into core operations. A key focus was improving
the quality and thoroughness of incident investigations
through the development of the Group HSE Incident
Investigation Assurance Guideline, ensuring lessons learned
are systematically applied across all business units. This will
be complemented by enhanced risk control effectiveness
reporting using Enablon and Power Bl systems in the

future, with the approach currently under development and
testing, enabling proactive identification of vulnerabilities
before they escalate into serious events. Additionally, the
Group advanced process safety management by launching

a dedicated dashboard and updating definitions to include
renewable assets, strengthening oversight of high risk
activities. These measures, combined with targeted reviews of
significant incidents or near miss events, underscore CLP's
strategic approach to building resilience and preventing

life altering events through visibility, data driven insights,
technology integration, and continuous learning. The recently
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introduced Fatality Prevention Award under the Annual CLP
CEO HSE Award had dual winners this year (CLP Power & CLP
China Business Units), reflecting the numerous outstanding
initiatives that made it difficult to select a single winner.
These innovations, many involving advanced technologies, are
making a meaningful difference to how we work safely across
the Group.

Data and digital solutions were used to reduce exposure and
accelerate insight driven prevention. The Group progressed
Enablon development, built a Process Safety reporting
dashboard, and established a HSE Technology Innovation Hub
to centralise knowledge and tool adoption. An Al Copilot
Studio chatbot agent was developed to streamline access

to HSE guidance and operational information, with the aim
of helping teams surface controls and procedures faster at
the point of work. To broaden capability and adoption, CLP
delivered a series of Safety Tech webinars covering Al in
Health & Safety, the connected human in technologies, and
future trends, strengthening digital literacy and the practical
application of technology in risk reduction.

Serving Our
Stakeholders

A Group HSE Capability Framework was defined and
embedded into the HSE Management System, giving leaders
and teams a clear view of competencies needed to manage risk
and deliver safe outcomes across varied operating contexts.
These capabilities are based of international best practice
competency references and mapped against CLP’s internal
leadership framework and the values framework, aiming to
prepare our teams for the challenges that will face practioners
into the future. Additionally, group HSE developed Project
Management Academy HSE modules for future cohorts, and
continued to evolve a systems thinking approach informed
by Human and Organisational performance and Learning
from Normal Work approaches, including new communication
artifactsand training content to leverage frontline insights and
improve control design before incidents occur.

Group HSE deepened internal collaboration with HR, Group
Operations and Digital (including Al and chatbot initiatives)
and expanded communication reach through an enhanced
Group HSE communication plan, bringing in the Group
Operations team and establishing the Kai Tak community
program to engage more people in dialogue and overall
community engagement. Wellbeing remained integral to safe
work with a wellbeing series “The Science of Wellbeing”
based on the Yale offered program, provided accessible
ways for people to engage with their health, reinforcing a
culture where health & wellbeing is discussed openly and
managed proactively.

Quality formally joined the HSE function, creating

an integrated HSEQ team. This alignment strengthens
governance and ensures a holistic approach to operational
excellence across the Group. Quality is currently focused
on uplifting standards through the development of robust
strategy and policy, laying the foundation for consistent,
high quality outcomes and supporting our commitment to
continuous improvement.
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2025 Safety performance

It is a matter of profound regret to report incidents that
resulted in loss of life during the year, across our portfolio.
Every injury and fatality is a stark reminder of the human
impact behind our safety statistics. CLP reinforces our
commitment to learning and continuous improvement. CLP
Chinareported afatality atits minority investment entity Inner
Mongolia Guohua International (GI) Zhungeer Power Plant
fromavehicle crushincident. Apraavareported a fatality from
a fall from height, involving a subcontractor of Apraava's main
contractor, at Apraava Energy’s Sidhpur wind farm in Gujarat
state. CLP Power reported two traffic incidents. One incident
resulted in the fatality of a member of the public, a pedestrian

Group safety performance "?(employees/contractors)

Our Sustainability

Respecting Nature

Serving Our

Stakeholders

Community

struck by a company vehicle, and the other involved a third-
party vehicle which careered into the pedestrian walkway
after a traffic incident, causing fatality of a contractor worker
at a CLP worksite.

CLP is deeply saddened by these incidents, and Apraava
Energy and CLP Power have taken measures toimprove safety
by examining the incident to manage and reduce critical risks
in future.

The key safety metrics which are reported on operational
control basis are summarised in the table below.

Employees and

(E:l(;‘ll?tlroaycetzié contrac_tors

combined

Fatalities (number) 0/1 1
Fatality rate (number per 200,000 work hours) 0.00/0.01 0.01
Days away from work injuries (number of personnel) 4/2 6
Lost time injury rate (number per 200,000 work hours) 0.05/0.03 0.04
High-consequence injuries (number of personnel) 0/1 1
Total recordable injury rate (number per 200,000 work hours) 0.22/0:10 0.16
Work-related ill health (number of personnel) - employees only 0 0
Lost days (number) - employees only 3443 3443

1 Thesafety figures include majority owned entities by CLP or under CLP’s operational control, defined as those that have full authority to implement CLP’s operating

policies, and under construction or in operation during the reporting year.

2 The LTIR and TRIR figures are for work-related injuries only (excluding work-related il health and commuting related injuries), in line with the requirements of the
Global Reporting Initiative. There were no work-related ill health (employee only) and commuting related injuries (employee and contractor combined) in 2025.

3 121out of 344 days were carried forward from two incidents in 2024.
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In 2025, the Group recorded a single Serious Injury and Fatality (SIF) event. Total SIF events increased by 17%
year on year, rising from 41to 48. Importantly, 29 of these were SIF observations, instances where frontline
teams identified a potential loss of control and intervened early. This represents a positive shift toward proactive
risk management and greater overall awareness.

At the same time, our lost-time injury rate (LTIR) and total-recordable injury rate (TRIR) reached their lowest levels
since 2016. These improvements indicate that our injury prevention systems remain effective in managing lower
severity risks. However, exposure to serious harm has not decreased in line with these reductions. High energy tasks,
including those involving gravitational, electrical and pressure sources, continue to account for the majority of

SIF related risks.

This persistent gap between improved lagging indicators and continued SIF exposure underscores the need to
strengthen real time verification of critical controls. Ensuring that these controls function reliably at the point of work
remains a priority for achieving consistent, sustainable risk reduction.

0.25
023 0.24
0.18
0.16
0.14
0.10
0.07 0.06
. 0.04
2021 2022 2023 2024 2025
@ Lost Time Injury Rate © Total Recordable Injury Rate
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Upholding human rights

Our approach

GRI reference: 2-23, 2-25, 407-1, 408-1, 409-1

CLP upholds human rights by implementing the Group’s
Value Framework, Code of Conduct, Supplier Code of
Conduct, Labour Standards, and annual Modern Slavery
Act Statements from EnergyAustralia, among others, in its

everyday operations and practices.

The Company places significant emphasis on managing various
human rights matters, including labour rights and fair work
practices, health and safety and well-being, inclusion and
diversity (I&D), and other community impact.

Salient human rights topics and their relevance to stakeholders

i

Labour Rights and
Fair Working Conditions

Health & Safety and
Well-being

e

Inclusion and Diversity

&l

Community Impact

Child Labor and Juvenile Work

Forced Labor and Modern Slavery

Working Conditions

Freedom of Association and
Collective Bargaining

Occupational Health and Safety

Non-Discrimination and
Diversity, Equity and Inclusion

Healthy Environment

Impact to Local Communities

Tribal/Indigenous Peoples’ Rights

nability Respecting Nature Serving Our
Stakeholders

Community

Identifying salient human rights topics

CLP completed a human rights due diligence in 2024 to
identify, map and assess the saliency of human rights topics
across its operations in accordance with the United Nations
Guiding Principles. The assessment covered areas such as
employment practices, environmental concerns, community
relations and impacts on stakeholders. Saliency is assessed
by considering the scope, scale, remediability and likelihood
of potential harm. A high saliency human rights topic is
particularly prominent due to its potential for negative impact.

CLP has prioritised its human rights topics based on their
relative saliency. The table below outlines these topics and
their relevance to stakeholders.

Stakeholders

Contractors and :
Employees Suppliers Community

v v

v v

v v

v v

v v

v v
v
v
v
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Refreshing our commitments on human rights

CLPis developing a standalone human rights policy statement
toreinforce its commitment to respecting human rights across
its own operations and supply chain. Following the United
Nations Guiding Principles on Business and Human Rights, this
policy statement will be grounded in the International Bill of
Human Rights, the International Labour Organisation’s (ILO)
Declaration on Fundamental Principles and Rights at Work,
and the UN Global Compact.

Embedding human rights into our operations

In the course of developing the policy statement, CLP
identified opportunities to further strengthen its monitoring
and grievance mechanisms, and to enhance internal capacities
on the topics. These are intended to address a wider range of
salienthumanrightsissues and make them more accessible for
a broader spectrum of stakeholders.

To ensure any commitments are supported by robust
management systems and processes, local businesses are
responsible for development implementation strategies
suitable for the local context. For instance, the social due
diligence for new investment projects has incorporated human
rights considerations to support investment decision-making.

The transition to a net-zero economy may result in changes
in jobs, supply chains and energy prices, impacting on

labour rights and communities’ access to affordable energy.
These areas will be covered in the upcoming Human Rights
Policy Statement which strengthens CLP’s approach to a just
transition. For details on CLP's commitments and current
measures regarding just transition, please refer to CLP’s
Climate Vision 2050: Powering an orderly transition and

the Supporting Employees to Thrive in Change section in
this report.

Serving Our

Stakeholders

Strengthening supply chain sustainability management for
human rights risks

CLP’scommitment torespecting humanrights extends beyond
its own operations. Recognising both the potential human
rights risks in its supply chain and the opportunity to
advance human rights through collaboration with suppliers,
CLP’s Supplier Code of Conduct (5CoC) has set out its
expectations for suppliers on sustainability topics, including
Labour Practices and Human Rights. Labour Practices and
Human Rights are among the focus areas of CLP’s Sustainable
Procurement Programme, and related considerations are
embedded in the supplier sustainability risk profiling and
assessment tools. For more information, please refer to the
Supply chain sustainability management section.
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Highlights'

Pledged full support for Worked with the

the Hong Kong Government's Government to ensure
Climate Action Plan 2050 smooth running of the
National Games' events held
in Hong Kong, with highly
reliable power supply

Made progress in the second year of
stakeholders the Sustainable Procurement
Roadmap by embedding ESG
principles into CLP’s core
procurement processes

CLP Power conducted preliminary ;
power assessment and identified
approximately 8,000 potential
locations across its supply areas for
installing fast chargers

8,000

« Public policy  Legal compliance
 Code of Conduct and anti-corruption « Supply chain sustainability management

Relevant material topic
5

Energy
growth opportunities
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