Vestas Wind Systems A/S

/ tutory Report 2025 on
Underrepresented Gender

- section 1O/f of the Danish.Financial Statements Act

This report forms part of the Management commentary in the Vestas Annual Re-
port covering the period 1 January - 31 December 2025 and constitutes the re-
porting of our parent company, Vestas Wind Systems A/S, in accordance with sec-
tion 107f of the Danish Financial Statements Act.

Summary of our parent company’s
DEIB Policy

Acknowledging that the majority of positions within our parent
company are still taken up by male employees (a trend con-
sistent with the broader science, technology, engineering, and
mathematics (STEM) industries), we are focused on enhancing
gender representation. We are committed to achieving gender
balance within the company's top management. This applies to
both non-executive directors and board-level appointments,
as well as the two management levels below the Board of Di-
rectors.

The Vestas Wind Systems A/S Diversity, Equity, Inclusion and
Belonging (DEIB) Policy outlines Vestas' approach and commit-
ments to DEIB. It includes our DEIB mission statement and
commitment to ensuring all potential, future, and current em-
ployees are guaranteed equal opportunities and fair treat-
ment, regardless of their background. The policy prioritises
commitments to diversity, equal opportunities, an inclusive cul-
ture, inclusive leadership, and a respectful, discrimination-free
workplace.

The policy focuses on gender balance in accordance with Dan-
ish legislation. Other DEIB dimensions, including ethnicity, age,
and seniority, are addressed through the Global DEIB Policy. By
focusing on equal opportunities, Vestas ensures that all em-
ployees, regardless of their background or individual circum-
stances, have access to the resources and support needed to
succeed and thrive. In case of discrimination, Vestas encour-
ages employees to utilise our whistleblower platform Eth-
icsLine.

Our DEIB policy is shaped by ongoing input from key stake-
holders - including our DEIB networks, employees, customers,
and community partners.

The Nomination and Compensation Committee reviews the
DEIB policy status and strategy annually and the Board dis-
cusses overarching diversity principles. The Chief People & Cul-
ture Officer ensures execution in alignment with the Global
DEIB Strategy, supported by the Global DEIB team.

Our parent company's diversity tar-
gets

The table to the right sets out the diversity picture of Vestas
Wind Systems A/S management at the end of 2025.

Our diversity target for the parent company relates to gender
equity.

Board of Directors

Vestas has automatically been assigned a gender balance ob-
jective at board level, meaning we no longer need to actively
set a target. Pursuant to the Danish Gender Balance Act, Ves-
tas Wind Systems A/S must aim for an equal gender balance
among both shareholder-elected and employee-elected board
members.

Since the Annual General Meeting in 2022, there has been
equal gender distribution among the members of the Board of
Directors, elected by the Annual General Meeting.

Since the employee election in 2005, there has been equal
gender distribution among the members of the Board of Direc-
tors elected by the employees.

Executive Management

The Group President & CEO and Executive Vice President &
CFO areregistered as executives with the Danish Business Au-
thority. They are also defined as Vestas Wind Systems A/S Ex-
ecutive Management. As the Executive Management only con-
sists of two members, no target is required.



The two management levels below the Board

The Board of Directors of Vestas Wind Systems A/S is obli-
gated to set a target for the underrepresented gender at ‘the
two management levels below the Board!! unless gender bal-
anceis already achieved.

Vestas Wind Systems A/S has not yet reached equal gender
balance at this level. Our aspirations for the coming years, on
our journey to equal gender distribution, are to grow to a bal-
ance of 25.5 percent for the underrepresented gender by 30
June 2026, and our ambitionis to reach 30 percent by 31 De-
cember 2030.

We recognise the unique challenges involved in achieving gen-
der diversity, especially in ‘the two management levels below
the Board' These challenges are influenced by the operational
requirements in certain roles in the field and the historical un-
derrepresentation of women in STEM career pathways. We are
dedicated to overcoming these challenges and attracting more
women to senior roles, through targeted development, succes-
sion planning, and inclusive talent practices.

Board of Directors 2025 2024
Number of members

- Elected by the shareholders (number) 8 6
- Elected by the employees (number) 4 4
Total 12 10
Gender

Elected by the shareholders

- Women (number) 4 4
- Men (number) 4 2
- Underrepresented gender (%) 50 33
Elected by the employees

- Women (number) 2 2
- Men (number) 2 2
- Underrepresented gender (%) 50 50
Executive Management

Number of members 2 2
- Underrepresented gender N/A N/A

1 Comprises two management levels below the Board: The Executive Management Team and employees of
Vestas Wind Systems A/S who report directly to a member of the Executive Management Team and who have
managerial responsibilities.

Our progress and activities in
2025

Diversity in the two management levels below the Board
In 2025, Vestas strengthened gender diversity within top
management through focused development and succession
actions, complemented by measures to build a stronger pipe-
line from Corporate Leadership Positions (CLP).

For top management, we established individual development
plans for women identified in the Executive Leadership Team
succession pipeline. We also conducted succession reviews for
roles at two management levels below the Board, and contin-
ued to prepare senior female leaders for broader enterprise re-
sponsibilities through the RISE executive programme. Pay eq-
uity remained an ongoing priority, supported by the annual re-
muneration review.

We also held targeted focus groups and stay interviews to ad-
dress key attrition drivers among women.

Our aspirations for the coming years for
the two management levels below the
Board, are to grow to a balance of 25.5
percent for the underrepresented gen-
der by 30 June 2026, and to reach 30
percent by 31 December 2030.
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