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It's our decisive actions today
that keep us on course to
achieve our ambitious goals

From the CEO

2024 was a year full of both celebrations and challenges. Through the highs
and lows, one thing was always the same: our strong culture, built on our 4C
values, Courageous, Craftsmanship, Connect and Commitment. These are
what shape our daily actions and long-term ambitions, including our goal of
becoming a net-zero emitter. This is a marathon, not a sprint. But it is our
decisive actions today that keep us on course to achieve our goals in the long

term.

This report gives insight into our
progress on Environmental, Social, and
Governance topics. It shows where we
have made meaningful progress and
where we still have work to do.

Before we dive into the data and
analysis, | would like to reflect on a few
key developments that stand out from
the past year.

Everybody home safe

Safety remains at the heart of everything
we do. While our daily operations can be
dynamic and fast-paced, the safety of
our people always comes first. Our
motto, Everybody Home Safe, is more
than a phrase: it is a commitment.

We continue to strengthen our safety
culture with the goal of being solidly
settled on the ‘proactive’ level on the
safety culture ladder. We do this by
identifying risks early, learning from
incidents and near misses, and
embedding safety into every aspect of
our operations.

Ship visits (including Management),
open feedback, and training initiatives
like Safety Leadership and our Officers
and Ratings conferences, all play a key
role in this progress.

Committed to reliability

Fleet reliability remains a challenge and
one of our biggest opportunities. In
2024, as part of our efforts to improve
reliability, we reorganised our office ship
management into clusters. This
multidisciplinary approach allows for
closer collaboration across disciplines
and better alignment with our vessels.

Additionally, digital tools like BASSnet
and PriMa (Predictive Maintenance), the
latter introduced in 2023 to detect
equipment failure before it occurs, help
us to operate with greater predictability
and efficiency.



Better together

We continue to forge ahead with our
Diversity, Equity and Inclusion (DEI)
ambition. Our focus in 2024 was on
emphasising the importance of creating
a workplace where everyone finds a
sense of belonging.

During our Junior Officer conferences,
an inspirational speaker shared insights
to increase awareness on DEI. We also
organised psychological safety
workshops to improve the wellbeing of
our crews.

The goal is for everyone to feel valued
and respected, which is fundamental to
fostering an environment where
everyone feels safe to express
themselves, share concerns, and seek
support.

Heading for net-zero

As | mentioned above, we will not
achieve net-zero emissions by 2035
unless we act today. We are already
making sustainable choices for future
newbuilding ships by selecting LNG as
a fuel.

However, we also must address our
current fleet. In 2024, we installed wind-
assisted propulsion units on two
petrochemical tankers, where we aim to
cut 5% of the fuel consumption while
sailing and reduce emissions as such.
We can support regulatory voyage
reporting with verified data throughout
the year.
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Special highlights

In January, we welcomed Coral
Evolution to our fleet. This beautiful
vessel is our latest 30,000 com LNG
carrier, equipped with a state-of-the-art,
two-stroke dual-fuel engine that
significantly reduces CO, and methane
slip emissions. The naming ceremony in
Zeebrugge was performed by Marja van
Wolde, who has been with Anthony
Veder for over 45 years, and served as
Godmother. This was a great celebration
with everybody from the office attending,
including partners.

In April, we successfully concluded our
project with Deutsche ReGas. In a little
over a year, we performed 480 safe
ship-to-ship LNG transfers. It was a
remarkable achievement and a
testament to the craftsmanship and
dedication of our people, contributing to
Germany'’s energy needs in a safe and
reliable way.

The future

| would like to take the opportunity to
thank all our colleagues, whether on
board or in the office, for everything we
have achieved this year thanks to your
loyalty, skills, and commitment. Together
with our partners, we are building a
more sustainable future for everyone.
The maritime industry continues to
evolve, and so do we. With courage,
commitment, and connection, we are
ready to navigate the road ahead,
towards a safer, cleaner, and more
resilient future.

Jan Valkier
CEO






This report covers our sustainability activities for the period of 1 January to 31 December 2024 and is aligned with the
ESG (Environment, Social, Governance) standards. In this report, we begin with Care for People (Social), followed by
Care for Environment, and conclude with Care by Governance.

This report and CSRD

As of 2024, the EU Corporate
Sustainability Reporting Directive
(CSRD) mandates that companies
report on their environmental and social
impacts. To meet these new
requirements, the European
Sustainability Reporting Standards
(ESRS) have been adopted by the EU.

Our CSRD reporting and ESRS have
been incorporated into the reporting of
HAL Investments. Additionally, we are
committed to reporting on our ESG
roadmap annually, tracking our targets
and measuring our progress. This
Sustainable Growth Report 2024 marks
our sixth annual report.

Double materiality assessment

We performed a double materiality
assessment in 2023 in preparation for
CSRD compliance. It considers both the
impact of sustainability issues on our
business and the effects our business
has on the environment and society.
This assessment helps us to further
refine our ESG roadmap and
sustainability strategy, focusing on the
most relevant issues for us and our
stakeholders.

Update ESG roadmaps

In this report, we provide an update on
the progress made towards the targets
set out in our ESG roadmaps,
introduced in 2022.
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Minor updates have been made to the
roadmaps, which now include clearer
indicators, process descriptions, and
stakeholder involvement.

These roadmaps guide our sustainability
initiatives and support greater
transparency in how we are achieving
our long-term targets up to 2035.

UNSDGs

We recognise the importance of the 17
United Nations Sustainable
Development Goals (SDGs) as a
framework to assess and understand
our sustainability impact. In this report,
we highlight our contribution to 8 specific
SDGs, which are directly relevant to our
business operations and sustainability
efforts. Each chapter links the relevant
SDGs to the specific topics discussed.

Emission reporting

For emission reporting we apply the
"control by contract” approach, using
industry-standard conversion factors.

The 2022 emissions have been used as
a benchmark for comparison, with
adjustments made in line with changes
to the FuelEU regulations.

This ensures that the data of previous
years can be compared on a like-for-like
basis. A definition list detailing these
changes is available in the appendices.

We report both tank-to-wake (t-t-w) and
well-to-wake (w-t-w) emissions for fuels.
Our net-zero by 2035 ambition is based
on w-t-w emissions, which more
accurately reflect the impact of
sustainable marine fuels and onboard
technologies, allowing us to measure the
complete effects of emission reductions.

In this year's report, we have updated
our methodology for calculating scope 3
emissions which are not directly related
to the fuel used.

For these scope 3 emissions, we now
use estimation methods, which are either
spend-based or hybrid-based methods.
These methods help us to have a more
complete overview of our scope 3
emissions.

A more detailed explanation is included
in scope 3 emissions in the chapter: care
for environment.



At aglance

we reflect on key global events from 2024 that may

ce-our company and the market in which we operate. We

en turn to highlight Anthony Veder’s culture, sharing our mission,
vision, values and achievements from the past year.

Each of the external events is linked to one of the core ESG
themes: Environmental, Social or Governance, showing how
broader trends connect with our sustainability journey.




&) External developments
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Related to Social: IMO adopts key
amendments to STCW code

The IMO made significant amendments
to the Standards of Training,
Certification, and Watchkeeping
(STCW) code to improve the lives of
seafarers. Key changes include:

. Seafarers will receive more
comprehensive training on
emergency procedures, marine
pollution prevention, and safe
working practices.

Emphasis on improving
communication and teamwork
onboard ships, along with training
on conflict resolution and
understanding social
responsibilities.

Mandatory training on preventing
bullying, harassment, and sexual
assault at sea, including trauma-
informed responses.

Training on the effects of fatigue
and how to manage it to ensure
seafarers' wellbeing and safety.

These developments reflect the
increasing focus on integrating maritime
into global climate action frameworks,
bringing both challenges and
opportunities for sustainability in
shipping.

Related to Environment: COP29

In November 2024, the 29th United
Nations Climate Change Conference
(COP29) took place in Baku, Azerbaijan.

A highlight of the major developments
for sustainability in the maritime sector:
. A call to action was signed by
Maritime leaders to achieve 5-10%
adoption of green fuels by 2030.
Also, the Global Carbon Credit
Trading System was established to
trade verified carbon credits under
rigorous, transparent rules.
Inclusion of Shipping in Climate
Finance Discussions: a notable push
for innovative climate financing
mechanisms, with proposals to
impose levies on shipping
emissions.
Discussions emphasised the need
for comprehensive decarbonisation
strategies in the maritime sector.
Effective approaches include: design
and operational optimisation,
enhancing energy efficiency and
transitioning to emission-free fuels.
Active participation by the
International Maritime Organisation
(IMO), reaffirming its commitment to
reducing greenhouse gas emissions
from shipping.

.

.

Related to Environment and
Governance: Draghi Report

The Draghi Report, commissioned by the
European Commission and presented in
September 2024, outlines Mario Draghi’s
vision for enhancing European
competitiveness.

In this report the following topics
addressed the maritime industry:

. Ensure Europe's leadership in clean
maritime technologies amid global
competition, especially from Asia.

. Address the transition to
decarbonisation, requiring large-
scale investments in clean fuel
production and infrastructure.

. Protect and modernise European
shipbuilding and maritime industries
to enhance competitiveness.
Prepare the workforce for digital and
green transitions, as new
technologies and alternative fuels
change operational needs.

The report offers a roadmap for
strengthening Europe’s economic
resilience while accelerating the green
transition, with a specific call for
innovation and decarbonisation in the
maritime industry.



Our mission & vision

Amid these global trends, we continue to navigate our course with a clear fog
while maintaining a workplace where people are safe, supported, and proud to"wo!

remain the foundation of all we do.

Mission: \ / & \

Be your safe partner mbitious leader in gas shipping
in transition A\ ervice solutions

Safe partner: i Meaning:
All our relationships are based on working
together as partners, meaning we connect
with everyone around us. Working as a

. We continuously improve
ourselves, our craftsmanship and

safe partner emphasises care: we care for creativity as a s'ustainablt.a solution.
the well-being of people-and the 1 « Our world-leading expertise helps
environment. We want everybody heme.__ our customers to meet their goals,

safe. no matter how ambitious.

oo . Our creative sustainable solutions
Transition:

Everything we do is connected to transition. j contribute to the wellbeing of
Shipping gas from a to b, crew changes. g people, the environment and our
Also very important: thinking along with our / company.

customers and suppliers. All this in order to . We want everybody home safe.
provide the best solution for the people, the
environment and the company.

With our solutions we bring sustainability
at the highest level, contributing to a better
world.



Our values

Courageous

We make it happen every day. We are
curious by nature and extend our boundaries
by seeking innovative solutions.

Craftsmanship

We know what we are talking about and we
love our vessels from stern to bow. We are
continuously driven to deliver the highest
quality.

Our highlights

March
Naming ceremony of our latest
newbuilding: Coral Evolution

January & April
Two Junior Officers Conferences in
Sassenheim, the Netherlands

October

Coral Favia’s first LNG bunkering of a
Royal Caribean cruiseship at Cococay
island

Sustainable Growth Report 2024 | 9

Commitment

We fully commit to consistently delivering on
expectations, going the extra mile to get the
job done and being a reliable partner.

April

The Sustainable Growth Report was
shared with all colleagues, relations and
published online

November
Rating Conference and family gathering
in Malang, Indonesia

Connect

Connection drives us every day. We have an
open attitude and connect with each other
and the world around us. We aim for
sustainable partnerships and highly value
openness and transparency.

November
Coral Patula, the first Ethylene carrier
with wind assisted propulsion



Our figures

il

1,301,567

nautical miles sailed

petrochemical
ships

777

voyages

276,210

mt CO,
scope 1 emissions

office colleagues

124



Double materiality assessment



We conducted our first Double Materiality Assessment (DMA) in 2023 as part of the Corporate Sustainability Reporting
Directive (CSRD) requirements. The European Sustainability Reporting Standards (ESRS), which are linked to the
CSRD, outline sustainability topics to be included in the assessment.

In 2024, we reviewed our DMA and the
accompanying double materiality
matrix, which is the visual outcome of
the assessment, and concluded that no
changes were needed. The analysis
remains relevant. For that reason, we
are including the matrix again in this
year’s report.

The matrix identifies 20 sustainability
topics that matter to Anthony Veder.
These were assessed based on both
inward and outward impact.

. Inward refers to the influence each
topic has on our business
operations.

Outward refers to our operations’
significance and impact on our
stakeholders and the wider
environment.

By evaluating each topic in both
directions and ranking the outcomes,
we developed the double materiality
matrix.

From this analysis, we identified the
following top five most material topics:

‘ Green House Gas emissions (GHG)
@ Health, safety and well-being

‘ Regulatory compliance

‘ Sustainable employability

@ Energy transition
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These are included in our ESG
roadmap, with long-term targets set
through 2035. The targets are also
embedded in our OGSM strategy
framework (Objectives, Goals,
Strategies, and Measurements) which
enables structured follow-up and
monitoring.

We will continue to refine our
understanding of our environmental
impact through more analysis and
ongoing dialogues with our
stakeholders. The DMA will be
periodically updated to reflect new
developments or input, ensuring that it
stays relevant in a changing landscape.



Double materiality matrix

Relevance to stakeholders and society
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Business impact by/on Anthony Veder

‘ ENVIRONMENT

1.1 GHG emissions

1.2 Energy transition

1.3 Emissions to air

1.4 Climate change

1.5 Marine environment

1.6 Circularity, waste management
1.7 Biodiversity

1.8 Use of water

‘ SOCIAL

2.1 Health, safety and wellbeing

2.2 Sustainable employability

2.3 Diversity, Equity, Inclusion

2.4 Labour rights, child labour,
modern slavery

2.5 Social & community impact

‘ GOVERNANCE

3.1 Regulatory compliance
3.2 Innovation
3.3 Anti-corruption
3.4 Security threats
3.5 Human rights
3.6 Fair competition, fair marketing
3.7 Political engagement,
lobbying activities






ESGroadmap
ENVIRONMENT

NET ZERO
based on GHG for scope 1 and 2

2025 95% NZR 2022
2030 60% NZR 2022
2035 0% NZR 2022

base year 2022

CARGO VAPOUR EMISSIONS

2025 75%
2030 50%
2035 0%

base year 2022

REFRIGERANTS EMISSIONS

2025 75%
2030 50%
2035 0%

base year 2022

WASTE MANAGEMENT

2025 track all flows on and off
the ship and determine
goals for 2030 and 2035

2030 to be determined
2035 to be determined
BEHAVIOUR

2025 set up a benchmark of

behaviour to determine
goals for 2030 and 2035
2030 to be determined
2035 to be determined

SAFETY

2025 scores of safety culture survey > 4
2030 scores of safety culture survey > 4
2035 scores of safety culture survey > 4

SAFE WORKPLACE

2025-2035 0 cases of misconduct

DIVERSITY, EQUITY, INCLUSION (DEI)

2025 30% women in MC, DEI polices implemented,
practices and matrix for future

2030 40% women in MC, 70% response to mental
safety survey

2035 50% minorities represented in MC

PRODUCTIVE WORKPLACE

2025 25% decrease in time spent on administration
2030 40% decrease in time spent on administration
2035 60% decrease in time spent on administration

base year 2020

LEARNING AND DEVELOPMENT

2025 30% of workforce participated in a training
aligned with their development needs

2030 to be determined

2035 to be determined

GOVERNANCE

REGULATORY COMPLIANCE

2025 applicable regulations 80%
digitised and determine goals
2030 for 2030 and 2035
2035 to be determined
to be determined

INCLUSIVE AND DIVERSE BOARD

2025 20% women Supervisory Board
2030 30% women Supervisory Board
2035 40% minorities Supervisory Board

ORGANISATION AND
WORK PROCESSES

2025 set up a benchmark of required
process to determine goals for
2030 and 2035

2030 to be determined

2035 to be determined

TRANSPARENCY

2025 external publication SGR
2030 to be determined
2035 to be determined

ACCOUNTABILITY

2025  verify our emission figures by
external auditing party

2030 to be determined

2035 to be determined



Contribution to UNSDG

Each of the topics in our report and shown on the ESG roadmap are linked to United Nations Sustainable
Development Goals (UNSDGs). But how do we contribute to these goals exactly?

We are committed to supporting the physical and
mental wellbeing of all our colleagues. Life at sea can
be particularly demanding, so we provide seafarers
with fitness equipment and healthy meals on board.
For our office colleagues, we offer a vitality program
and different sports activities during the workday to
encourage an active lifestyle and mental resilience.

We believe in creating an inclusive working
environment. Our commitment goes beyond gender:
we embrace diversity in other areas too such as age,
nationality, and personal background. By creating
awareness and facilitating ongoing dialogue, we
continue to work toward a culture where everyone
feels welcome, valued and respected.

This goal reflects the core of our business. We create
jobs, foster career development, and promote fair and
safe working conditions. Through digital innovation
and continuous improvement, we deliver value to our
customers while empowering our people and
contributing to sustainable economic growth.

Inclusive economic growth is only meaningful when
everyone has the opportunity to benefit. At Anthony
Veder, we work to reduce inequality by embracing
non-discrimination, offering wages well above the
living wage, and providing equal access to
opportunities across our global workforce.
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We focus on efficient resource use and the
responsible handling of materials, particularly those
related to fossil fuels and chemical substances. We
aim to reduce our environmental impact through
waste prevention and recycling, while continuously
improving the sustainability of our operational
processes.

As a shipping company, we are aware of our
contribution to global emissions. We continue to
choose LNG as a cleaner fuel.

While LNG predominantly comes from fossil sources,
we envision blending in more bio and e-LNG
overtime. Furthermorewe we are actively exploring
abatement technologies for methane slip and CO,.

Strong, transparent institutions are essential for a fair
society. In our industry, safety and ethical conduct are
critical. We are a proud member of the Maritime Anti-
Corruption Network and are committed to operating
with integrity, following our Code of Business
Conduct, and upholding ethical standards throughout
our operations.

Working together is key to achieving sustainable
development. We work closely with our manning
agents, suppliers, customers, and other partners to
reduce emissions, manage waste, and drive long-
term value. Together, we are building a more
sustainable maritime sector.



Care for people

With craftsmanship and commitment, our people
are at the heart of Anthony Veder’s success. Every
day they connect and push boundaries with
courage and dedication.

This chapter outlines our social strategy and the
progress made across the key focus areas of our
social roadmap.




Social roadmap

SAFETY

We are committed to a pro-
active safety culture. Safety is
non-negotiable, therefore
everyone must feel confident in
decisions that favour security,
even if it collides with short-term
gains or speed.

SAFE WORKPLACE

We provide psychological safety
in the workplace regarding the
physical and mental health of
our people, which will strengthen
sustainable employability.

DIVERSITY, EQUITY,
INCLUSION (DEI)

We are a diverse company, and
we are committed to increasing
diversity in the management.
We want to be more inclusive,
with meaning and enjoyment for
everyone.

PRODUCTIVE WORKPLACE
We are committed to a happy
workforce by means of less
administrative jobs.

Data should work for us.

LEARNING AND
DEVELOPMENT

We are dedicated to providing
continuous learning and
development for our people. This
will give them the right tools,
strengthen craftsmanship and
keep them happy in their work.

2025-2035 score of safety

2025-2035 0 cases of misconduct

2025 30% women in MC,
implementation of DEI polices
and practices

2030 40% women in MC, 70%
response to mental safety
survey

2035 50% minorities represented in
MC

2025 25% decrease time spent
on administration
2030  40% decrease time spent
on administration
2035 60% decrease time spent
on administration
base year 2020
2025 35% of our workforce
participated a training which
aligns their development needs
2030 to be determined
2035 to be determined

Target

culture survey > 4

Indicators

The safety culture ladder is
scaled from 1 to 5, where 4
means proactive and 5
generative.

Survey the options for
reporting misconduct, and
clarity on what is done with
those reports. Formal reports
of misconduct.

Reporting confidence.

At first, the target is set as a %
of women in Management
Committee (MC). The next
focus is on minority groups
which includes women, people
from different backgrounds and
cultures. The DEI focus on
short term is about improving
awareness and giving trainings.

In 2020 the number of hours
spent on administrative jobs
was measured per vessel.
Each year we will measure
the time savings with the
release of new tools
contributing to less
administrative pressure.

Each colleague commits to
participate at least once every
three years, in a training
which contributes to their
personal and/or professional
development.

Process

Run a safety culture survey every
four years, take actions to
improve safety. Learn from near
misses to strengthen safety
culture and reduce incidents.
Report near misses in BASSnet,
conduct root cause investigations,
and take preventive actions jointly
with fleet and office.

Gain insight into the "iceberg" of
events that go unreported. We
need to increase the level of trust
for reporting and get more
understanding into the cause of
incidents. We have to safeguard
reporting trust by transparent
communications regarding the
handling of such reports.

Evaluate policies and selection
processes to reduce bias related
to gender in top positions. We
need to embed inclusivity in
teams by considering personality
type, gender, age and
backgrounds. Measure diversity
through statistic and inclusivity
through surveys.

We know what and how to
measure. Data shall be easily
accessible.

First steps: Identifying which
information has the greatest
impact on our work, and which
data influences this. Develop a
usable data model to support this.

We organise (in-house )training
and development programs for
office colleagues. For seafaring
colleagues, we organise
conferences including
workshops, where learning and
engaging is the main goal.

Partnership

We exchange safety
standards with others in our
industry and learn from
each other’s experiences.
We participate in programs
like Shell's Maritime
Partners in Safety.

Build a common view for all
our people on board and in
the office and expedite to
alternative working
locations for our people,
such as shipyards.

External support on creating
awareness and inspiration
on Diversity and Inclusion
topics.

Collaboration with Digital
Service department and
manning agents.

Collaboration with training
institutes and trainers.
Working together with
manning agents for the
organisation of rating and
officers conferences.



SOCIAL STRATEGY
At Anthony Veder, we believe that the wellbeing, happiness, and engagement of our people are essential to our long-
term success. We envision a workplace where everyone feels safe, supported, and inspired to grow, both personally

and professionally.

We are committed to fostering a safe,
inclusive, and productive environment
where people enjoy working and feel
encouraged to take responsibility for
their vitality and development. Our goal
is to attract and retain professionals who
share our values, to support their growth
within the company, and to create the
conditions for them to thrive. That is why
we aim to achieve the Employer of
Choice certification in 2025, using it as a
guiding framework to reach our social
roadmap goals.

To stay connected with our people, we
host Ship & Shore Connect: quarterly
online gatherings open to all colleagues.
These sessions offer strategic updates,
interactive Q&As, and a spotlight on one
of our vessels.

We also offer continuous learning
opportunities, support well-being
initiatives, and regularly engage with our
teams to understand what drives and
motivates them. We strive to ensure that
every colleague feels connected, valued,
and empowered to grow.

A special highlight in 2024 was the
naming ceremony of our latest
newbuilding, Coral Evolution, held on 23
March in Zeebrugge, Belgium.
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The event brought together colleagues
and their partners located in Belgium
and the Netherlands at that time. We
were proud to have our colleague Marja
van Wolde, Travel Consultant at
Anthony Veder Travel for over 45 years,
act as godmother of the vessel, a fitting
tribute to her dedication and service.

Within our Care for People we recognise
the following:

. Safety — Embedding a safety-first

mindset in everything we do

. Safe Workplace — Promoting
physical and mental wellbeing
Diversity, Equity & Inclusion (DEI) —
Creating an environment where
everyone feels valued and respected
. Productive Workplace — Supporting
a culture of collaboration, openness,
and accountability
Learning & Development —
Encouraging growth through
training, feedback, and career
opportunities

Our social strategy is designed around
these topics. In the following chapters,
we share how each of these topics has
been brought to life through our
initiatives, programs, and the daily
efforts of our people.



SAFETY

At Anthony Veder, safety is our top priority, and we take our motto "Everybody Home Safe" to heart. While our goal is
to achieve zero incidents, we recognise the reality of working in a challenging and dynamic environment with unique

conditions.

The key is minimising risks through
continuous improvements in vessel
reliability and focusing on human
behaviour. To do this, we are committed
to fostering a safety culture where safety
is not just a priority but is visibly
integrated into everything we do.

Building a strong safety culture
Creating a strong safety culture requires
dedication, a clear plan, and unwavering
commitment from our people. Our
"Everybody Home Safe" program,
launched in 2013, was the result of an
extensive cultural survey conducted
among colleagues from the fleet and
office.

This plan is built on five essential pillars:
. Visible & Felt Leadership
. Normative Safety & Compliance
« Measuring & Communication
. Learning & Development
. Safety Partnership

Visible & felt leadership

We demonstrate leadership through our
daily actions, always taking the
opportunity to discuss safety in meetings
and providing safety briefings to every
visitor onboard and in the office. We
have adopted industry best practice Life-
Saving Rules, actively measuring
compliance and sharing our safety
performance with the whole company.
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Regularly highlighting near-miss
incidents and providing feedback on all
reports submitted are key to maintaining
an open dialogue on safety.

Training focus

Our training program used to focus on
requirements and technical skills.
However, today’s emphasis is on
developing soft skills and leadership
capabilities. This shift is evident in our
Safety Leadership training and Bosun
Leadership training. We also use this
approach for our Officers Conferences
and Rating Seminars.

The positive results speak for
themselves: we see improved safety
performance, but also high retention
rates and seafarer satisfaction. After all,
we all want to grow and develop in our
roles when it comes to safety.

To underline our safety focus, we
organise a Safety Event for office
colleagues. In 2024 we combined this
event with the Officers Conference for
our junior officers. 160 colleagues from
ship and shore came together on the
beach at Noordwijk to take part in
safety-related activities, guided by the
Dutch Royal Sea Rescue Organisation
(in Dutch: KNRM). We build
connections, had fun, and strengthened
our safety awareness.

?2\ Lost Time Incidents
W

? :? Medical Treatment Cases

\ 14

Lost Time Injury Frequency (LTIF)
per million working hours

0.83
0.74
target
<0.50
0.25
2022 2023 2024

"N
’

2 7 Restricted Work Cases

&
.

4,495,860
working hours

Total Recordable Cases Frequency (TRCF)
per million working hours

2.20 target
-------- 2:04———ggg——- <2.25

2023 2024

2022



Collaborative safety partnerships

We are proud of our strong partnerships
with customers and contractors, who
play a vital role in our safety culture.

By participating in joint programs with
customers like the “Shell Partners in
Leadership” program, as well as
implementing shipyard audits and
evaluation programs, we foster
constructive dialogues that lead to
visible improvements.

Our safety performance and culture
were rewarded with Shell's 'Safety
Leader 2024' award during their CEO
Conference.

Measuring progress

To monitor our progress, we assess our
safety culture every 3 to 4 years. This
allows us to track improvements and
identify areas for further growth. We
also measure the success of our safety
improvement plan through leading
safety indicators aligned with the five
elements of our program.

Our target for 2025 is to achieve a score
higher than 4 on the safety ladder,
indicating a proactive profile. In 2021,
our last survey showed a score of 3.89,
bringing us closer to this goal. The next
safety culture survey is scheduled for
2025, and we look forward to seeing
how far we have come.

Ship visits Management Committee

target: 42

Safety culture ladder

> 4.00 target
3.89

*

£



SAFE WORKPLACE

A good work-life balance and a healthy lifestyle are of the utmost importance. We offer several tools to help our
people achieve these goals. We invest time and effort in measuring and analysing the data we collect. So we know
what is going on, what is needed, and what is next.

Vitality

Many of our colleagues are sports
enthusiasts and we actively support that
spirit. For office colleagues, sports
sessions are organised during lunch
breaks with boot camp sessions and
running.

In December 2024, our running team
proudly participated in the Bruggenloop,
one of Rotterdam’s most popular
running events. We are proud to share
that a record 27 colleagues crossed the
finish line.

On board vitality is also stimulated. Most
of our vessels are equipped with gyms
and sports facilities. For vessels that do
not yet have sports facilities, we use
dockings to look for ways to create room
for fitness equipment. On some ships,
crew members have set up basketball
courts for active leisure time. Each ship
has an eFund, which they can use to
buy recreational items or initiatives that
promote fun and relaxation.

Vitality is also part of our learning and
leadership efforts. During our Junior
Officers and Ratings Conferences, we
offer workshops on healthy lifestyle. And
during ship visits, our colleagues engage
in meaningful dialogue about wellbeing,
showing genuine care and attention to
how seafarers are doing and
encouraging them to take care of
themselves and each other.
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We also stimulate relaxation by offering
guidance for celebrating holidays
onboard. For the Christmas and New
Year's celebration we offered all ships a
package with a tailor-made AV 30
Seconds game and prizes. We also
offered a quiz where they competed
against other ships and could win a
high-quality coffee machine. Office
colleagues enjoyed a nice celebration at
the end of the year onboard a party boat
touring the rivers around Rotterdam.

Pulse survey

To better understand how our office
colleagues experience their vitality at
work, we conducted two pulse surveys
in 2024, one in June and one in
December. These short surveys
provided valuable insights into key
themes such as engagement, work-life
balance, and stress.

We were pleased to see a steady
increase in the overall engagement
score: from 3.76 in June to 3.99 in
December (out of 5). This upward trend
suggests that colleagues feel more
connected and positive about their work
compared to both earlier in the year and
2023.

However, the results also point to areas
that need our attention. Work-life
balance showed a decline, from an
average score of 3.67 in June to 3.40 in
December.

Stress levels also slightly increased,
indicating that workload or external
pressures may have impacted wellbeing
towards the end of the year.

With 60% of our colleagues participating
in the most recent survey, we have a
solid base for understanding where we
are doing well and where we need to
improve. In 2025, we will continue to act
on these insights, to create a healthier,
more sustainable working environment,
with special attention for managing
stress and improving work-life balance.

Psychological safety

Creating a safe and respectful work
environment is essential. In the office,
we monitor psychological safety through
our pulse surveys. In the December
2024 survey, four colleagues reported
experiencing unwelcome behaviour,
such as discrimination, bullying, sexual
harassment, or aggression. Addressing
this openly is crucial.

We encourage anyone affected to speak
up and seek support, whether through
their manager, HR, or our internal or
external confidential counsellors.

For our seafaring colleagues, the topic
of psychological safety was actively
addressed during the Rating
Conferences through dedicated
workshops.

These sessions focused on building a
culture where everyone feels safe to
express themselves, share concerns,
and seek help when needed. The topic
was also part of our Junior Officers
Conferences, where an inspirational
speaker shared her perspective on the
importance of feeling safe and supported
at work.

Coaching support

| ,J ® 14 office

g -?! colleagues

Employee satisfaction

7.84

9125

out of 10

out of 10



Sustainable employability

In previous years, we organised
workshops to raise awareness around
sustainable employability, focusing on
career development and continuous
growth. In 2024, we shifted our
approach to more personal, need-based
dialogue. Our goal is to provide tailored
support to colleagues who need
guidance on topics such as vitality,
work-life balance, or mental health.

To provide more targeted support to our
seafaring colleagues, we organise
quarterly meetings with representative
groups to better understand their needs.
Based on these conversations, we offer
practical support (such as access to a
pension consultant), tools to manage
health risks or stress, and even
temporary shore-based assignments
when this helps to improve their
situation. This personalised approach
ensures we continue to support
employability in a meaningful and
sustainable way.

Coaching

Coaching is a valuable tool to support
colleagues in their personal and
professional growth. In 2024, all
participants in our Future Navigators
trainee program received coaching as a
regular part of their development
journey. As a socially responsible
employer, we also offer coaching in
other situations, for example when a
new role is created.
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Coaching is always tailored to the
individual. Each request is carefully
reviewed to ensure the best match
between the colleague and the coach. In
2024, a total of 14 office colleagues
received coaching support, helping them
to grow further in their careers or
personal development.

Debriefing

A structured approach for gathering
feedback from seafaring colleagues is
essential for us to better understand and
improve topcis like: safety, wellbeing,
working conditions, and job satisfaction.
In 2024, we introduced an updated
debriefing form within the Radiant Fleet
portal. This user-friendly form is
completed at the end of each term,
allowing crew members to share their
experiences and suggestions. The form
contains 30 questions, with several
marked as critical.

These are monitored closely: any score
of 3 or lower triggers an alert, prompting
attention from a crewing manager.
Weekly reports are generated to identify
trends and areas that require follow-up.
This process ensures that feedback is
not only heard, but also acted upon
swiftly and effectively.

Food

Our partner IFS (International Food
Services) takes care of the food supply
on board our vessels. They have been
supporting our cooks and crew for over
a decade. In addition to delivering high-
quality food, they provide onboard audits
and training for our cooks to support
healthy and balanced meal preparation.
Through the IFS tool, we are able to
monitor the nutritional content of meals
served on board, tracking elements such
as vegetable intake, protein, salt, and
more.

At our Rotterdam office, the ‘AV Lunch
Café’ serves hot meals during the week,
with a dedicated vegetarian option on
Wednesdays. We support a balanced
and healthy lifestyle on shore too by
providing fresh salads, fruit, and dairy
drinks free of charge.

Progress

It is our goal to have zero cases of
misconduct. In the office, we monitor this
anonymously through our pulse survey.
Besides some reports of unwelcome
behaviour from our December 2024
pulse survey, no cases were reported via
the confidential counsellor.

For the fleet, incidents of misconduct can
be reported through the Radiant Fleet
portal. In 2024, no cases of misconduct
were reported.

Colleagues participating il
Rotterdam ‘Bruggeni



DIVERSITY, EQUITY AND INCLUSION

At Anthony Veder, we believe that everyone should feel part of the team, be valued for who they are, and feel confident

to speak up. For people an inclusive work environment is essential to thrive and for a company to grow stronger

together. That is why we are committed to fostering a culture of inclusion, where everyone feels welcome, respected

and supported.
In 2023, we introduced our DEI
ambition, Better Together, which
remains the guiding principle in our DEI
journey.

We embrace our differences because
these make us stronger and support our
ambition to be a leader in gas shipping.
In 2024, we continued working on this
ambition by embedding inclusion and
equity into the way we work.

We focus on inclusivity because we are
a diverse organisation with people from
many nationalities and backgrounds.

Our focus is on creating equity by
recognising individual needs and
offering support where it's needed most,
as highlighted in our Safe Workplace
chapters.

The DEI Sounding Board in our office
reflects on DEI themes and actions. This
group, strongly representing the diversity
in Anthony Veder, comes together every
quarter.

While the initial fleet sounding board
format did not work as intended, we now

BETTER TOGETHER .
W — i it " engage fleet colleagues during
‘e are committed to an inclusive culture where conferences and organise dedicated DEI

everyone feels welcome and valued. sessions to ensure their voices are
Together we create a sense of family, where everyone heard too.
finds meaning and enjoyment in what they do here.
We embrace our differences because we know that this makes us better
and supports our ambition to become leaders in gas shipping.
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In 2024, we took meaningful steps to
raise awareness and foster dialogues
with these initiatives:

Inclusive Dialogue Day:

We organised company-wide dialogues
in the office and onboard, encouraging
people to connect with colleagues they d
not usually speak to, using conversation
cards as a starting point.

Junior Officers Conferences:

DEI was part of the opening sessions. In
these small-scale and confidential
sessions, officers explored what DEI
means, why it matters, and what actions
are needed to bring our ambition to life.
One immediate outcome: we improved
our appraisal and debriefing systems
based on their input.

Inspiration and Training:

We welcomed keynote speaker Kamilla
Sultanova to our officers' conference.
Her engaging and interactive session
helped us reflect on what it means to
build an inclusive organisation. We also
provided DEI awareness training for
several teams.

Cultural Celebrations:

We paid attention to important holidays
like Eid al-Fitr, Christmas, and Diwali,
and offered guidance to captains on how
to support colleagues observing
Ramadan at sea.

Policy and Structure:

We formalised our DEI ambition by
integrating it into our company policy
booklet, ensuring it is anchored in how
we operate.
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The DEI Committee plays an important
role in connecting our DEI ambition with
other strategic goals, especially our Safe
Workplace agenda. A key priority for the
committee is to build a stronger sense of
belonging, so that everyone feels part of
the AV family.

Progress

We measure our DEI progress by the
actions we take and the culture of
inclusivity we continue to build together.
In 2024, we implemented our DEI policy,
ensuring it is incorporated in our policy
booklet.

Furthermore, progress is measured by
the percentage of women in the
management committee. In 2024 25% of
our Management Committee members
were women. This is still below our 2025
ambition of 30%, however, it does not
change our commitment to change and
need for awareness on this topic.

We are proud of the steps we have
taken in 2024, and at the same time, we
know there is more to learn and do. With
the input and ideas of our people, we
can continue building a company where
everyone feels seen, heard and valued.
Only together we grow.

women 1%
(2023: 1%)

women 34%
(2023: 37%)

men 66% men 99%

(2023: 99%)

(2023: 63%)

women 25%
(2023: 25%)

management
committee

target 30%

men: 75%
(2023: 75%)

Different
nationalities

)

Age diversity in %

Ofﬁce _

Fleet

o

20 40 60 80 100
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PRODUCTIVE WORKPLACE

Creating a productive workplace contributes to a healthy, happy environment and drives business results. In 2024, we
continued to improve efficiency through digitalisation, developing and integrating smart tools and applications that

support both our fleet and shore teams.

Digital Services

Our Digital Services department plays a
key role in creating a productive working
environment. Central to this is the
Effortless Admin program, aimed at
reducing the administrative burden
onboard. The program began with a
thorough inventory and an impact-effort
analysis, which guided the development
of a focused roadmap for improvement.

Effortless Admin

One of the first milestones under
Effortless Admin was the introduction of
NAPA digital logbooks in 2022. In 2024,
this project reached full implementation
across our fleet, with all vessels now
using digitised logbooks. To take it a
step further, we successfully ran two
pilots this year to automatically populate
these logbooks using data from onboard
collection systems: a promising step
towards saving even more time.

Building on the same platforms, we also
completed a project to streamline EU
MRV and IMO DCS data processes.
This reduced the time needed to enter
data onboard and ashore, and
significantly improved data quality.

In 2024, we launched two new initiatives
under Effortless Admin: Voyage
Reporting and Stock Keeping. Both
projects aim to reduce paperwork and
are on track for completion in 2025.
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Communication tools

We have already been working with
Microsoft Teams for a while onshore,
and this year, we expanded its use to
our vessels. By introducing MS Teams
onboard, we are making communication
easier and more efficient, cutting down
on email traffic and improving real-time
collaboration via chat, audio, or video.
This is helping us achieve more first-
time-right’ communication and stronger
alignment between ship and shore.

Progress

In 2024, we reduced the administrative
workload onboard by an additional 5,000
hours, bringing us to a 15% decrease
compared to our 2020 baseline. This
follows the 14% reduction achieved in
2023. On average, each vessel has
saved around 200 hours annually. With
these results, we are well on track to
reach our 2025 goal of a 25% reduction
in administrative time.

Total admin time reduced (base 2020)

25%
14% ek
2023 2024 2025
(target)



LEARNING AND DEVELOPMENT

It is vital that our colleagues consistently have opportunities to learn and grow, both professionally and personally.
Training and development are the fuel that lets us advance our careers and refine our craftsmanship. We strive to offer
a variety of training programs that help all our colleagues do their best work.

Learning & Development project

In 2024, we launched our Learning &
Development (L&D) project. The first
step was conducting interviews across
the organisation to understand what our
colleagues need from L&D.

In 2025, we will create an L&D vision,
strategy and policy and aim to transform
this into a lived reality. We plan to
naturally integrate learning into our daily
routines, creating an environment that
inspires growth and collective success.

Training opportunities

We offer both internal and external
training sessions based on role and
department. We encourage colleagues,
with the support of their manager, to
become aware of their training needs
and identify key areas for personal and
professional development. This
approach leads to a more personalised
and productive learning experience.

Sea the Future conferences

Two Sea the Future conferences were
organised for our junior officers: one in
January and another in April, with 90
participants in each session. These
conferences were designed to train our
officers and strengthen the connection
between office-based and seafaring
colleagues.
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Attendees participated in five diverse
workshops, engaged in panel
discussions on sustainability, inclusive
leadership, and digitalisation, and joined
the Strategy session given by the
Executive Committee, including a Q&A
session. There was also plenty of time
for connecting and having fun.

We also hosted two Sea the Future
conferences specifically for our ratings.
One conference took place in Malang,
Indonesia, and the other in Batangas
Province, Philippines, which was
combined with a Christmas celebration.

These events successfully blended
learning and celebration, featuring
workshops on topics such as mental
health, maintaining a healthy lifestyle,
hand safety, and toolbox meetings,
creating a memorable experience for all
participants.

Safety training initiatives

Safety remains a top priority. We
established a specialised training
program for our onboard safety officers;
the majority have completed their initial
training, allowing us to shift the focus to
providing refresher courses that update
critical knowledge and skills.

We also held HSE supervisor training in
Rotterdam. This program was designed
to develop the competencies required
for roles during the shipyard period.

Team building exercise during
Leadership training



In addition to seafaring colleagues, four
office colleagues participated, ensuring
well-aligned expectations and
responsibilities before entering dry dock.
Topics covered included safety culture,
contractor management, and risk
management.

As with previous years, we organised
leadership training for our Bosuns in the
Philippines and Indonesia during the
Ratings conference, reinforcing their
capabilities in a dynamic environment.

Specialised training programs

Project Management (IPMA-D):

11 office colleagues participated in a
Project Management course in the
Rotterdam office. After successfully
completing an external exam, they were
certified, further solidifying their project
management competencies.

Dutch language courses:

From 2024 onward, Dutch language
courses have been offered to our office
colleagues in collaboration with an
external partner based in Rotterdam.
These courses are aimed at improving
grammar, vocabulary, and speaking
skills. Participants measure their
progress with a final exam.

CPR/AED training:

Twenty-nine office colleagues attended
lifesaving CPR/AED training, conducted
in our Rotterdam office lounge by SHEQ
colleagues and an external trainer. This
course focused on essential lifesaving
techniques applicable in a range of
emergency situations.
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Professional education and coaching:
We provide opportunities for advanced
studies and professional education,
which four colleagues have used this
year. Another five colleagues
participated in a tailored coaching
program, designed to meet individual
needs by matching each person with a
coach whose expertise aligns with their
specific goals and challenges.

Fleet-specific training

Engine and technical training:

We organised specialised programs for
our engineers, including five engine-
specific training sessions for
MAK/WingGD and Wartsila engines. In
addition, we introduced three new
Kongsberg training sessions and hosted
a Gutteling hose handling course using
a “train the trainer” approach.

LICOS training:
Our in-house LICOS training (organised
by our manning agents in Indonesia and

Riga) focuses on liquid cargo simulation.

This program blends practical and
theoretical exercises in cargo handling
to build the skills our seafarers need.

Gas assessments:

Experienced captains conduct onboard
gas assessments to evaluate and
update the gas handling knowledge of
our deck officers, ensuring that safety
and operational standards remain high.

Leadership and culture development

Leadership training:

In 2024, we organised two leadership
training sessions for our top two ranks
onboard and office colleagues. This
training aims to enhance the leadership
skills of our Captains and Chief
Engineers. As part of the program,
colleagues from various office
departments paired with their seafaring
counterparts as part of a buddy system,
fostering cross-functional collaboration.

Culture sessions:

The management committee actively
worked on defining the desired
organisational culture including
development goals. Several sessions
were held throughout the year. At first,
the sessions focused on understanding
the culture, before shifting to how
leadership should be practised in
alignment with that culture. This is a key
element of our ongoing leadership
development.

Tools for career development

AV Training Passport:

For several years now, we have used
the AV Training Passport (AVTP), an
online tool that outlines the
competencies and expectations required
for promotion. This system provides a
clear framework that helps employees
understand what is needed to progress
to the next rank.

Predictive Index HR training:

Our HR teams, both Marine and Office,
participated in training on the Predictive
Index (PI).

This assessment tool helps people
understand their working styles and
strengths. The training was specifically
designed to help HR colleagues
understand the ins and outs of the PI
assessment.

Pl Team discovery:

The Pl assessment tool was also used
onboard. Our fleet trainer performed a Pl
assessment with the officers onboard
several vessels. This helped the officers
better understand both themselves and
their team.

On top of the personal assessment, the
PI profiles of all officers were combined.
During this session, the team explored
their strengths and potential blind spots .
It also gave them the opportunity to see
how team members think and work
differently. We plan to continue
integrating Pl into our processes
throughout 2025.

Appraisal system

Our appraisal system for seafarers has
been completely redesigned and is now
implemented through Radiant Fleet.

The new appraisal form clearly defines
rank-specific expectations, making it
easier to develop future onboard
leaders.

The top two leadership roles have also
seen their appraisal processes
streamlined.



With Radiant Fleet, appraisal information
is accessible in every seafarer’s
personal crew portal. Goals for the
upcoming period are agreed upon and
documented in the form. While top-
ranking individuals have their appraisals
conducted in the office, other ranks
undergo evaluations by their onboard
supervisors.

The form also captures practical
experience (such as cargo handling and
ship-to-ship transfers) and assesses
training needs to create a
comprehensive overview of each
colleague's development.

Family gathering in Malang, Indonesia
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attended by 350 seafarers and their familie

This comprehensive approach to
Learning & Development illustrates our
commitment to continuous improvement
and career progression.

Progress

We are committed to L&D. That's why
our goal for 2025 is to have 35% of our
people complete a training.

By combining the tools we provide and
the energy and craftsmanship of our
people, we strive to keep our people
empowered and happy.

People trained # People trained % from workforce

§Eg '

82%

-
39% 35%
# of trainings @ @
== 12 -
BEg 2024 2025
(target)

&y 174



It is our aim to preserve our planet by continuing to take

meaningful steps to reduce emissions and contribute to
a cleaner environment.

We advance this mission by setting clear targets,
strengthening partnerships across our supply chain,
and making effective use of available technologies.

We view the growing environmental standards as an
opportunity and a pathway for sustainable growth.

Care for environment



ENVIRONMENTAL ROADMAP

NET ZERO, based on GHG
for scope 1 and 2

Our goal is to reduce energy
consumption and carbon
emissions in the shipping industry
by improving vessel and
operational efficiency, lowering the
carbon content in fuel, enabling
carbon capture on board, and
using shore energy. We need the
development of low carbon fuels to
achieve our 2035 goal.

CARGO VAPOUR EMISSIONS

We aim to reduce the effect of
purging operations as a
consequence of our operational
activities or when going to a yard
for periodical drydocking or
repairs.

REFRIGERANTS EMISSIONS

The cargo plants onboard our
vessels need refrigerants, most of
which have a high GWP. In case of
leakages this creates GHG
emissions which we aim to prevent
entirely.

WASTE MANAGEMENT

We need to reduce our waste to
make better use of the used
materials.

BEHAVIOUR

We need to create awareness, and
learn how to cultivate and sustain
motivation. We believe that
behaviour is a key success factor
in achieving our goals.

Target

2025 95% NZR 2022
2030 60% NZR 2022

2035 0% NZR 2022
base year 2022
2025 75%
2030 50%
2035 0%
base year 2022
2025 75%
2030 50%
2035 0%
base year 2022
2025  Track all flows on and
off the ship and
determine goals for
2030 and 2035.
2025 Set up a benchmark

of behaviour to
determine goals for
2030 and 2035.

Indicators

We use a modified Annual
Efficiency Ratio (AER)
including life cycle and CH,
and N,O emissions. We call
this Net Zero Ratio (NZR)
which is the average of all
NZRs of our vessels.

We measure the amount of
GHG (kgCO,eq/mt.cargo
transported) resulting from
cargo releases in proportion
to the total cargo transported
in mt.

Currently we track the
purchased refrigerants in
mtCO,eq. For 2025 we aim
to measure refrigerant refills
in mtCO.eq.

Part of the efforts towards
2025 is to define the right
indicator(s).

Set up a benchmark for
various behavioural
parameters, such as cooling,
vessel efficiency and the
usage of plastics.

Process

Our fleet strategy is based on
replacing ships to be on track
to have a fleet operating at net
zero emissions by 2035.

Limit operational activities in
trades that involve more purging
due to grade changes and in
case of purging make more use
of flaring, and capture vapours
for reuse during purging. Prevent
incidents with LNG; if this
happens make use of flaring,
GCU or subcooler.

We aim to diminish leakages
on our cargo plants and use
refigerants with a lower
GWP.

We need to work towards a
zero waste fleet. We also need
to make a start with circular
ship design.

First investigate and provide
insight into the impact of
choices we have and then be
clear about what is expected.
We encourage our people to
make a difference.

Partnership

We must operate with
customers to achieve win-win
situations in contracts and build
smarter, future-proof ships to
further reduce emissions.

To prevent venting to air, we
must collaborate with
customers, seek partners for
alternative options, and work
with regulatory bodies to set
stricter regulations for purging.
This will help us to achieve our
goals and create a level playing
field.

We have to collaborate with
suppliers for design changes to
use low GWP refrigerants. Also
we need to provide our crew
with tools and knowledge to
prevent and detect leakages.

We need to talk to
manufacturers and suppliers to
reduce material. This ranges
from food on board to the
design of ships.

We need to collaborate with
suppliers and customers to raise
awareness about the impact of
behaviour and choices in the
supply chain. Prioritise win-win
scenarios that benefit
sustainable and commercial
goals or stakeholders.



ENVIRONMENTAL STRATEGY

Anthony Veder remains committed to achieving net-zero greenhouse gas (GHG) emissions by 2035, guided by a
strategy built on three key pillars: Energy Savings, Act Now, and Future Ready. As the maritime industry evolves, we
continuously refine our approach to align with technological advancements, regulatory shifts, and market dynamics.

Energy savings

Act now

Future ready

Maximising efficiency today

Given the limited availability of low-carbon fuels based on Life Cycle Assessment (LCA), energy

efficiency remains the most effective way to reduce emissions. We are expanding our internal leading

indicators, tracking investments in technical energy-saving measures, optimising operational
efficiency, and implementing best practices across our fleet.

LNG as the most scalable solution

LNG remains the most sustainable and scalable marine fuel available today. Our newbuild program
is centered on LNG propulsion, ensuring that by 2035, the majority of our fleet will operate on LNG.

This transition enables us to:
. Eliminate SOx and particulate matter emissions
« Achieve up to 95% NOXx reduction
. Reduce GHG emissions compared to conventional fuels

We are also actively addressing methane slip, participating in pilot projects to enhance engine
efficiency and deploy abatement technologies. To reduce our emissions with our current fleet
running on MGO, we can blend in bio-diesels.

Preparing for next-generation fuels and technology
Our LNG-propelled vessels position us to seamlessly transition to bio-LNG and synthetic LNG,
further reducing emissions.

Furthermore, we are investing time and effort in assessing:

using alternative and more sustainable marine fuels, including ammonia, at first, for ammonia
carriers.

ship-based carbon capture and storage (CCS)

methane slip-abatement technologies

.

o We recognise that the future of maritime decarbonisation is multi-faceted, requiring readiness for multiple fuel pathways.
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Coral Favia fuelling Icon of the Seas

with LNG in the Caribbean




Looking Ahead

To support the execution of our environmental strategy, we have developed a Value Mapping framework, assessing 60
emission reduction measures based on their effectiveness and investment requirements. This approach enables us to prioritise
high-impact solutions, such as shore power integration and cargo-saving technologies.

As we move forward, our success depends on collaboration with customers, regulators, and industry stakeholders. By aligning
our strategy with IMO and EU regulations, investing in innovative technologies, and maintaining a flexible approach, we are
shaping a sustainable future for maritime transport.

== Internal leading indicators
‘. To support our efforts we keep track of the following internal indicators:

R 2022 2023 2024 Comments

Technology %vessels with LNG or NH3 as a fuel 29% 31% 33.3% @

Technology %vessels with WASP 0 0 6.67% @

Technology %vessels with propulsion train optimisation 0 0 0 {@}:

Emissions %methane slip for LNG fueled vessels 3.1% 3.0% 2.8% @

Emissions % bio / e-fuels consumed 0 0 0 @

Emissions kWh shore power used 0 0 0 @

Emissions Mt CO2 captured 0 0 0 @

Policies # best practices introduced 0 1 1 @ @ in line with strategy
Contracts # contractual incentives agreed 1 1 1 @ I{@ increased efforts required
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Indicator

External leading indicators

Our ambition over time becomes more dependent on external stakeholders, such as our customers, governments
and other regulatory bodies. It is also influenced by the development and adaptation of regulations related to certain
technologies, so we consider the following external indicators:

Status

Availability & affordability of low-carbon fuels

Market price trends of bio-LNG & synthetic gas vs.
fossil fuels

Number of suppliers offering bio-LNG & synthetic gas
in key ports

Low-carbon fuels remain significantly costlier than conventional fossil
alternatives. Bio fuels only used when competitive with other means of
reaching compliance

Growing but still limited availability in (major) European ports

Government incentives/subsidies for adoption EU policies supporting transition are improving, IMO is lagging behind

Availability of shore power in ports/terminals

Regulatory mandates requiring shore power usage

EU regulations will enforce mandatory shore power for container and
cruise ships from 2030

Growing investment, but uneven across regions and terminals. Our

Investment trends in shore power infrastructure customers have no concrete plans for installing shorepower in the

terminals we berth

Methane slip abatement

Year of first pilot project executed Some trials completed, but large-scale adoption is slow

Adoption rate of methane slip mitigation technologies Limited uptake due to cost and regulatory uncertainty

IMO/EU regulations on well-to-wake or LCA of fuels

Implementation timeline for well-to-wake regulations  Fu