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=
Expected
Interview Flow Content Time
fi— Pre-Info Explanation on Preliminary Information and Purpose of Interview
5-10 min

duction IFRS S1 Explanation on IFRS S1 B1-B3 and introduce several exemplary corporate practices

Specific Questions Questions about your organization. 10 min.

Q) When a company develops and executes an HR strategy to secure the talent needed for

Importance anagement strategies that can affect future cash flows, is it important for investors’ decision- 6-8 min.
making to disclose human capital information?

investment Q) When a company develops and executes an HR strategy to secure the talent needed to achieve its

Utilization management objectives, what types of human capital disclosures would be most useful for 6-8 min.
understanding the strategy’s content, concrete goals, and progress?
General Q) What human capital information, despite investor demand, is currently not being disclosed?
Questions Issues (Ex. training expenses, purely quantitative metrics lacking any explanatory context) 6-8 min.
standards/ Q) Which existing standards, frameworks, or regulations do you find most useful, and why do you

Frameworks place such a high value on their requirements? 6-8 min.
corporate Q) Which corporate practices are regarded best practices and why? -
- mn.

Practices

Total: 60 min.
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AN ERFHIRCEETSEEH; . [BIERAFHOANE
@ Human Capital Management Coalition (HCMC)

HCMC HP Foundational Human Capital Reporting: Taking a Balanced Approachd&D5|F8 - $k4%

Forms of Capitall

Key Criteria for Mandatory Human Capital Reporting

Physical

Capital
(Infrastructure)

Human Capital
(Workforce)

S~

Human Capital is a fundamental asset.

Financial
Capital

(Shareholders)

1. RELIABLE, CONSISTENT, CLEAR and COMPARABLE - Quantitative disclosure that allows for robust
consistency, clarity, verifiability and comparability for efficient collection, analysis and benchmarking

N

. UNIVERSAL - Universally applicable across all companies

w

. TIMELESS — Any company that employs people can collect and report data

4. POINT-IN-TIME - Collectible as of a point in time, similar to traditional financial metrics, allowing for

greater efficiency in collection and reporting

[

. COST-EFFECTIVE TO COLLECT - Companies already collect data requested
— Basic workforce data like payroll & benefits costs tracked using in-house or external service-based HR tools
— U.S. companies already collect diversity data for mandatory EEO-1 reporting

. PROXY FOR MANAGEMENT QUALITY - Taken together, these metrics help investors evaluate the issuer's
human capital management skill and identify human capital risks and opportunities

o

‘ =

Balanced Approach: Four Fundamental Metrics

Requires four fundamental universally-applicable disclosures to anchor open-ended human

capital-related information companies provide under Item 101(c)(1)(xiii) and establish a through-

line with financial statements
The HCMC supports the following four fundamental disclosures:

1. how many workers (including employees and independent contractors) the company
uses to accomplish its strategy;

2. total cost of the work force, presented in a way that evinces a discernable through-line
from the company's audited financial reports to issuer disclosures;

3. turnover, including management's actions to attract and retain workers and how changes
in the ability to attract and retain workers affects the company's performance and
strategy; and

4. diversity data, including diversity by seniority, sufficient to understand the company's
efforts to access and develop new sources of human capital and any strengths or
weaknesses in its ability to do so.

Balanced Approach: Tailored Principles

0 u

B Principles-based disclosures include information that may be more appropriate bosed on a company's
industry/sector andfor business strategy

— For example, companies in the mining indusiry may face different health and safety issues than a hospital, potentially impacting
the metrics companies in each industry measure and monitor

— A tech firm that abandons hardware manufacturing for cloud computing services would need fo retool its recruitment, succession
planning, and talent development processes

P The best disclosures will help investors better understand a firm's human capital management strategy, how this
strategy supports the overall business strategy, and how the company ensures that it is performing against its own
benchmarks and objectives.

P Principles-based disclosures should include metrics related to the following (non-exclusive list):
— Workforce Health & Safety
— Workforce Skills & Capabilities
— Workforce Culture, and Emp
— Human and Labor Rights
— Workforce Pay & Incentives

0 -

Source: HCMC HP Foundational Human Capital Reporting: Taking a Balanced Approach

“ Human Capital Management Coalition
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AN EARFHRICEHTBIEDMEH. [BHRAHDAS :
2 The Investment Association (1/2)

The Investment Association Long Term Reporting Guidance &£D35|F3 -k

This section outlines our members’ expectations as to how companies should report on human
capital and culture.

Human capital and productivity

46.

47.

A key driver of productivity is how a company is managing its workforce and whether it is
being deployed efficiently. Our members believe a well-engaged, stable, and trained
workforce is more likely to be more productive and, in turn, be more likely to drive long term
business success.

However, there is limited reporting by companies setting out their approach to human capital
management, how it is working to develop a positive operating culture, and of the significant
investments being made to improve the productivity of their workforces over the longer term.

We believe that these issues are deserving of more transparency by companies through
enhanced annual disclosures on human capital. Human capital considerations are integral to
our members’ initial decision-making processes and ongoing stewardship activities.

Understanding a company’s approach to human capital management

49.

Company disclosures should foster improved investor understanding of the role played by the
company’s workforce in generating sustainable, long term value creation. To achieve this,
within the Strategic Report companies should provide shareholders with a narrative discussion
on:

49.1. The significant investments that the company has made over the past year, and is
planning to make in the next, to improve the productivity of its workforce, including the
outcomes of those decisions where possible;

49.2. The significant opportunities, and principal risks, relating to the company’s approach to
human capital management, and of the strategy adopted by the Board to respond these
issues; and

49.3. The manner by which the workforce is incentivised to be more productive, and how this
approach to motivating the workforce is compatible with the businesses’ long term
strategy.

Metrics to support human capital disclosures

50.

51.

52.

53.

54.

55.

Our members consider that boilerplate statements based on a long-list of reporting metrics
are unhelpful when it comes to understanding a company’s approach to managing its human
capital.

Companies should consider the appropriate mix of quantitative and qualitative disclosures to
help explain its approach to human capital management, and how this creates value.
Companies should develop a combination of both narrative discussion and metric-based
reporting to facilitate investor understanding.

As each company will likely have a different approach to human capital management, our
members acknowledge that is up to companies themselves to determine which metrics best
support the narrative discussion to shareholders.

Having reviewed the requirements of 12 other organisations and bodies and consolidated the
potential metrics that could be used to explain a company’s approach to human capital. As a
minimum, our members have identified the following metrics as being of particular
importance:

53.1. Total headcount — broken down by the division between full-time and part-time
employees, gender, and diversity;

53.2. Annual turnover - including both planned and regrettable turnover;

53.3. Investment in training, skills, and professional development — including the rate of
progression and promotion within the business; and

53.4. Employee engagement score.

In addition to disclosing the headline company-wide figure, each metric should be segmented
by market, geographic location, and/or sector to provide greater awareness of the workforce's
overall composition and stability.

For each metric, companies should provide an explanation for how the figure is calculated
Companies should also provide an explanation of what figures for a particular metric represent
in terms of progress towards broader strategic objectives or productivity improvements.

Source: The Investment Association https://www.theia.org/sites/default/files/2019-06/Long_Term_Reporting_Guidance__v1_.pdf
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AN EARFHRICEHTBIEDMEH. [BHRAHDAS :
2 The Investment Association (2/2)

The Investment Association Long Term Reporting Guidance &£D35|F3 -k

This section outlines our members’ expectations as to how companies should report on human
capital and culture.

Human capital and productivity

46.

47.

A key driver of productivity is how a company is managing its workforce and whether it is
being deployed efficiently. Our members believe a well-engaged, stable, and trained
workforce is more likely to be more productive and, in turn, be more likely to drive long term
business success.

However, there is limited reporting by companies setting out their approach to human capital
management, how it is working to develop a positive operating culture, and of the significant
investments being made to improve the productivity of their workforces over the longer term.

We believe that these issues are deserving of more transparency by companies through
enhanced annual disclosures on human capital. Human capital considerations are integral to
our members’ initial decision-making processes and ongoing stewardship activities.

Understanding a company’s approach to human capital management

49.

Company disclosures should foster improved investor understanding of the role played by the
company’s workforce in generating sustainable, long term value creation. To achieve this,
within the Strategic Report companies should provide shareholders with a narrative discussion
on:

49.1. The significant investments that the company has made over the past year, and is
planning to make in the next, to improve the productivity of its workforce, including the
outcomes of those decisions where possible;

49.2. The significant opportunities, and principal risks, relating to the company’s approach to
human capital management, and of the strategy adopted by the Board to respond these
issues; and

49.3. The manner by which the workforce is incentivised to be more productive, and how this
approach to motivating the workforce is compatible with the businesses’ long term
strategy.

Metrics to support human capital disclosures

50.

51.

52.

53.

54.

55.

Our members consider that boilerplate statements based on a long-list of reporting metrics
are unhelpful when it comes to understanding a company’s approach to managing its human
capital.

Companies should consider the appropriate mix of quantitative and qualitative disclosures to
help explain its approach to human capital management, and how this creates value.
Companies should develop a combination of both narrative discussion and metric-based
reporting to facilitate investor understanding.

As each company will likely have a different approach to human capital management, our
members acknowledge that is up to companies themselves to determine which metrics best
support the narrative discussion to shareholders.

Having reviewed the requirements of 12 other organisations and bodies and consolidated the
potential metrics that could be used to explain a company’s approach to human capital. As a
minimum, our members have identified the following metrics as being of particular
importance:

53.1. Total headcount — broken down by the division between full-time and part-time
employees, gender, and diversity;

53.2. Annual turnover - including both planned and regrettable turnover;

53.3. Investment in training, skills, and professional development — including the rate of
progression and promotion within the business; and

53.4. Employee engagement score.

In addition to disclosing the headline company-wide figure, each metric should be segmented
by market, geographic location, and/or sector to provide greater awareness of the workforce's
overall composition and stability.

For each metric, companies should provide an explanation for how the figure is calculated
Companies should also provide an explanation of what figures for a particular metric represent
in terms of progress towards broader strategic objectives or productivity improvements.

Source: The Investment Association https://www.theia.org/sites/default/files/2019-06/Long_Term_Reporting_Guidance__v1_.pdf
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Sustainable Mobility
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ment also Increase knowledge intensity in the sector, witha However, this responsibility extends beyond this: For the (& 7N
focus on coding, programming and engineering activities.

v —
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. MR EFREERI DR S K. (593
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9. Employee costs

2023 022 2021
m m £m

Wages and salaries 6706 &no 5858
818 763 792

a 356 369 a5

32 3. 345

activities m 57 265

8473 7693 7680

The cost of share-ba:

iing in some markets,

Share value plan
Perfomance share plon

243 258
55 Gl

EBRSOHRZ
RUTHED, 20235 (&

2022 SDIBEESNTH

D, AR RIEZ

Manufacturing
Seling, general and administration
Reszarch

Number
22946 23562
3642 36909

542 0874

Total Confinuing Operations

59,130 7345

Discontinued Operations

21292 20416

Total

90422 91961

e Consumer sgsdivesied on8 Jul 2022 and is shown o< D

Quelgtions i the gb

cidble

The average monthly number of Group employees excludes temporary and contract staff. The numbers of Group employees ot the
i year are given i the fi

end of each financial financial record on page 27.

The compensation of the Directors and sen

jor management (members of the GLT) in agaregate, was as follows:

2023
&m

2022
&

o
Pension and other post-employment costs
Cost of share-based incentive plans

37
4
1
32

Bl
5
2

28

74

EI SISt

o6

PREERIDIEE B #BR

THIFTRIFE (R&D) O
B EN20224F(C

HER2023F (HBESN

THEN A INR=23>
WECHZANTUVS
CEmRIE

Further information on the remuneration of the Directors is given in the sections

e
audited within pages 143t 149.

of the Annual Report an remuneration labelled as
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n arrangements include EUR 45 million (2023: EUR 31 million; 2022: EUR 25 million)

. relating to eq share-bosed payment arrangements. Cash-settled share-based payment A =z
}\“/:\:/9‘ —b;%%?_': arrangement: nated in 2023. - g (j:, i 0. 7 E l —_
i
v ==bey
umber of mplagees Ois%E
S =
ﬁ (=8 |7‘] Netherlands Rest of the world Total
| 2024 2023 2022 2024 2023 2022 2024 2023 2022 _ %EEE}EH (1%’\]0 02
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J Jl /3 / (L /Ijj internal emplogees at ful time = B
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Longer term

viability statement.

Assessing the Group’s longer-term
prospects and viability
The Directors have based their assessment of
viability on the Group’s current long-term plan,
which is updated and approved annually by the
Board. The plan delivers the Group’s purpose of
“serving our customers, communities and planet
alittle better every day’ and is underpinned by a
clear strategic focus on creating sustainable,
long-term value for every Tesco stakeholder.
The Group conducts an annual strategic planning
process. comprising a comprehensive
reassessment of progress against the Group's

ic objectives, alongside Jluation of

~ Aclear set of financial priorities to deliver
cash profi. free cash flow and earnings per
share growth. underpinned by a robust capital
allocation framework: and

~ Adiversified business portfolio covering retail,
wholesale, insurance, money services and
data science.

Refer to the Group Chief Executive’s review from

page 9 and the Financial review on pages 22 to

29 for further detail regarding the Group's

stratg

.onger-term prospects

e [The following laclofs are considered both in the

les and risks In each 's strategic plan. and in
market in which P the longer- lerm of o

for identifyin isks i

each market is an important input to this process. |~ The principal risks and uncertainties faced by
The Group's strategic plan and vi the Group. ng risks as they are

are both considered over a three-year period. as
this time horizon most appropriately reflects the

dynamic and changing retail environment in which
the Group operates.

Long-term planning process

The long-term planning process builds from the.
Group's current position and considers the
evolution of the strategic objectives over the next
three years Three years s selected as me

identified. and the Group's response to these:

~ The prevalling economic climate and global
economy. competitor activity, market
dynamics and i

— Any structural changes in how customers
shop. additional costs incurred by the Group
and potential macroeconomic consequences.
of inflation due to geopolitical events and
global supply challenges:

~ Opportunities for further cost reduction

based onthe pace of change inboththe
competitive landscape and customer shopping
behaviours within the retail sector.

Current position

Our multi-year performance framework. strategic
drivers and capital allocation framework. which
were introduced in 2021, continue to guide

leveraging technology: and

The resilience afforded by the Group's
erational scale.
Assessing the Group's viability
The viability of the Group has been assessed.
considering the Group’s current financial
position, including external funding in place over

actions.
performance framework sets out

' Did you know:

In assessing the
Group’s viability, the
Directors have
conducted a robust
assessment of the
principal risks and
uncertainties facing
the Company,
including those that
would threaten its

TITOTET:
future performance,
solvency or liquidity.

Investing in colleagues

The strength of our performance would not be
possible without our brilliant colleagues and the

B ttDStrategic
plan (5ZEHEY)
REEFFHED
BUEAHIDWVWTOD
BARICOVWTHAR

period. and after

of the business: to drive top-line growth; to grow
absolute profits while maintaining sector leading
margins; and to generate stable retail free cash
flow each year. The delivery of these objectives
will enable the Group to maintain a strong
balance sheet, invest for growth and deliver
improved returns for shareholders.
Over the past two years, many of our customers
have faced significant disposable income
pressures due to the rising cost of living, as
inflati sharply.
have focused on supporting customers through
this time by continuing to offer great value, quality

impact of cer arising from the
Group’s principal risks outlined on pages 30 to 37.

Three ‘severe but plausible’ scenarios have been

work they do day-in and day-out for cus(omers .

some significant

fits this year, offeri
parenlal leave, giving UK colleagues access to
virtual GP aopc»mmenu seven days a week, and

elled

would

direct and material impact on the Group. In this

year's assessment. we have combined scenarios

considering supply chain and customer impacts
= 2 :

access Y Tesco.
As the Chair said, our s pay deal offering Tesco
store colleagues £12.02 per hour makes Tesca ane
of the top UK retailers for base pay. in addition to
the breadth of our colleague benefits, and reflects
the vital ibution aur

includes the impact these areas have on each
other. None of the modelled scenarios, either
individually or in aggregate. threaten the viability
of the Group. The hypothetical scenarios
described are also used as the basis for the

service. ing

sustainable growth, supported by:

~ Astrategic focus on driving growth and
continued focus on cost reduction from
simplification of the operating model;

flows which are included in
our impairment of non-current asset sensitivity
analysis. For more information. please refer to
Note 14 of the financial statements.

W EIEESZAD
MFEBENDILE
(BRER. F5EIRIR
&, fa5E
F) 28R
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in this competition in 2023 and submitted 395 entries.

Employee structure and change
As of September 30, 2023, Siemens el
amounts

mployed 320,000
to an increase of

the C¢

Hires and exits

mber 30, 2022. 55% of |

(cls)m le East, and Africa, 24%
and 21% in North America, Central

nnnnn
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16
12
The percentage of women in the total workforce is 27%. P o v
otal 56
~
femployment characteristics b age d tion
In fiscal 2023, 94% v ur own workforce had permanent i t age group remained almost
ontracts. unchanged from the previous year. The average age in fiscal

Permanent and temporary employees

;;;;; -
oy 2028 o

Permanent 300 200
mporary 19 »

4% of our own workforce used par

2023 was 42 years.

Age structure

a3 escentage of el enghopees)

Full-time and part-time employees.

2023 20,
305 295

st u

Total 320

Further data on Working at Siemens are disclosed in the
indicator table. 2 ouk SUSTAINASLITY INDICATORS

A=)
A=

FEFIRZRER! . SriinhlI D
EEBEIONTH
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Mercedes-Benz
SR B, "Re-Shape”

- “Re-Shape” supports the future-ocriented positioning
of the Group with regard to electromobility and digiti-
sation.

- The aim of "Re-Skill” is to ensure that employees are

equipped with the necessary know-how for future .
activities and tasks.

- With “Re-Charge”, the Mercedes-Benz Group is pursu-
ing the goal of retaining trained specialists in the
Group through attractive, modern and flexible work-
ing conditions and an inclusive, trusting corporate
culture, and attracting new talent as an attractive
employer.

BELTIHIUEE
(FUSET BEAtT TR
(DEFET S, 300

A EBR DA Z R

Building digital skills

When training its employees, Mercedes-Benz Group AG
focuses on qualifications that are crucial for the suc-
cessful i ion of the i

strategy and digitisation of the company. These above

allinclude experts who develop and design data-based
products and processes. As part of the “Data Worker
Project”, a total of 277 administration and production

employees from 22 countries have qualified as special-|
ists in data and artificial intelligence (Al). The partici-
pants in the four learning paths designed by

Mercedes-Benz Learning for the qualifications of Data

Product Owner, Data Analyst, Data Engineer or Data
the ifis with

correspondingly recognised certificates.

EEIEEZNE
SRHELEND
AIRFIVICET S
FB) (=ML
EI=I)=] *QHR
<&

and

HEW-EEELT
No—Z2A0D
Tﬂ - ABFE D
F—ARINTR

GR1405-2
The Mercedes-Benz Grou p remunerates work per-
farmed in all companies

inci

Tn 2023 the Group had an average active workforce of
168,336 employees (including holiday workers) world-

whi wide:

fram

the - €13,848 million for wages and salaries
late

r - €2,376 million for social security
otk taking into account e.g. knowledge and ability,

ility and scope for decisi king - and, if
applicable, the person's performance, but not on gen:

- €409 million for pensions

BHPAMOEA
RO,
Iﬁiﬂzﬂﬁi%mxiﬁ,b
RIOFI—D)F— %
ZREUVTROHTLD
CE%zERBA

55

Copyright © 2025 by Boston Consulting Group. All rights reserved.



=

@ BERAMOMERICEITHRE (A, AMBR) OIRR BANK OF AMERICA 7

OEBLAMZRRT DN BB AADY —ER @ E[CERKITHENIEZRD
be AF)VmE L, FPUTEFE. BRHELETDY S LAFREENDINEZ R FLLEICTHH

Ag i o o
B pxmes 260 AmEABITS BNTZIEEEH < BRAE )

JA"] f— o - -

374 17824 HrRNE Attracting exceptional talent
=
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the practice repetitions help them deliver better service to our Men 3
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Our DE&I aims

e Create an environment where everyone can
be themselves, feel safe and reach their
full potential.

» Value difference, listen to every voice and
nurture talent.

To be successful, we must cast the widest

net to attract the best and brightest talent for
today and the future. We also know that diverse|
teams are more creative, make better business
decisions and are better equipped to engage
with customers and otger stakeholders.

® Have zero tolerance to discrimination of

v kind

¢ Reflect the societies where we operate.

® Understand consumer and stakeholder
perspectives globally.

e Embrace diverse perspectives that help us

innovate and progress towards achieving our
purpose, strategy and sustainability frame

Our framework for action

We continue to use our global framework for
action to plan, deliver and measure DE&I initiatives.
The framework is built around three principles:
transparency, accountability, and talent.
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Diversity, equity and inclusion

Ourvision is a bold one — to become one of the most diverse and inclusive organisations in the world. A place where everyone — from
employees to our customers, partners and suppliers — feels valued, respected and has a strong sense of belonging.

We have set clear goals for diversity, equity and inclusion (DE&I) and monitor these regularly. Our CEO and Executive Committee are
accountable for progress. Detailed information on progress against our DE&I aspirations can be found at shell.com/DEI.

}_

Gender

As of December 31, 2023, 42% of Shell ple’s Bomd members were women, compared with 55% in 2022. Additionally, @ senior Board position,
the Chief Financiol Offcer, is held by a woman. Representation of women on theExaculeom ittee rose ll%anh: end of December
2023, hom 22% n 2022, A of J january 1, 2024 ‘we have more women than Come

hie e dership posit y 2025 and 40% by 2030. At the end of 2023, 32% of
&emorleqdeﬂhpwmwomeﬂ o 30 2053

2023 38% of experienced hires
since 2019, ageinet our 50% ambiion.In 2033, 40% of ur rocduote hires wers women, compared with 49% in 2022

ompared with 40% in 2022. Our graduate hires have consistently been 48% or 49% women

Our overal

sentation of women in Shell was 35% at the end of 2023, compared with 33% in 2022.

Race and

ity
%

better reflect, and ity in, the ities where we.
work.

Atthe end l2023 hell plc b h y i /, which ds the UK's
recommendation of t least one. In odditon, one of our Executive C bers selfid being from o @

sons, by 2027, Shell ims to achieve 1 inits senior

In ppmolh 2023 Par
mmmmmm [Al

LGBT+
We are working to advance lesbian, gay, bisexual and transgender plus (LGBT+) inclusion within Shell and th
ol i h le feel included, regardless of sexual orientation or gender identy.

‘We benchmark our initiatives externally. In 2023, Shell an "Advocate” in the rk, which is
e bt e anwemelint \ﬁeUSA.mbuvelecl:wed 100%

“Jacs licda
score from the Human Rights Campaign Foundation's Corporate Equality 2023 b 2016,

Disability inclusion and enABLEment
aim !
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Listening to our colleagues

Listening to our colleagues is an essential
part of building a healthy workplace at HSBC.

We capture employee feedback in a variety
of ways to understand how our colleagues
feel about HSBC and to help us improve the

employee experience.

o teon)

e Soorst 2000 e

Employee 7% 43 +7 | am peowd 10 say | work for this company.

ERDNISSRS Right now, | cant

as 3 great place owork.

lh—i'fmu}:mmamamw-ﬁ'-omrumm

w5 | havoaciest
| am sseing the positive impact of our swategy.
1feel confident about this company's fut

Leadecsnwmsec positive example.
Iwummwuummmm ness.
T

v opinion.-
ool when 1 bo wrong.

the fear of

Turust my direct manager.

1 trust semorleadership n my area

| Where | work, people fary.
Career % 43 % e objectves at

HEEBDEZ
FECTEN,
HSBCICHWL\T
e REIZIR
RZHECETR
MRBVWEZRT
HDTE%EN

Myl manager scovely S @
rlnuaqmwmdbdomwmnam,

i oot
Lt el drect ma
Whera work, pecpe s resed t.m

of negatwe

Llln:ilm‘oﬂ 8% 42 2

8DDEE A
(CHIBATT %
HEXTS EEXD
NIFI—=Y
LEB TEHIC

R

(In 2023, we had a total of 834 concerns raised )

harassment, discrimination or retaliation.
\

What employees told u Analysis of the key drivers of ou

relating to bullying, harassment, discrimination
and retaliation. Where the concerns were
substantiated following an investigation,
appropriate action was taken, which included
termination of services, where appropriate.

in 2023, while our change leadership index
remained static. Our headline measure

of employee engagement captures how
employees feel about HSBC: whether they progression opportunities was the most.
would recommend working at HSBC, and

how motivated they feel to do their besl work. and the strength of our management.

are proud to say they work here, whether they  reason for recommet nding HSEC, followe

ngagement
Seven of our eight Snaoshox indicesimproved  scores showed that engaged calleag jes are
more likely to feel positive about ther career,

text responses also showed that training and

cited
d by

our approach to flexible and hybrid working

Employee engagement increased by th

pa 22a0d [N tofocus
seven DEICEI’“&QE points abWE the external
financial se himark. Our employee

In 2023, 38% of concerns raised were either
partly or fully substantiated and 24 colleagues
were dismissed in relation to bullying, feel about their day-to-day waork, increased | including pay ransparency, see
by four percentage points to put HSBC four page 81

y points ahead of the industry benchmark.

around pay and benefits but were mentioned
less than in 2022. For further details of our
ot ek, whaehisasirs bowt enployees! | pprosei v bek » rsat plasa e Werk,

+_
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Our purpose is to connect for a better future. We aim to create a
digital society where everyone can thrive. The digital society that we

help

Values and culture
The Boa a has acritical role in senng the tone of our ugamset»cn ar!d
Gro

to enable makes communities more prosperous and resilient.

T 3
the yearand receed pdates on Spit of Vodafone' Iniaves,

progress does not come at the cost of the planet. This is whywe Plact  jnciuding Spirt of Vodafone' Days, bi-annual Spit Beat surveys the

Empowering People, Protecting the Planet, and Maintaining Trust at
the heart of our business, guiding everything we do. Our purpose is
championed by our Board, which is collectively responsible for the
oversight and long-term success of the Company. It is aligned with
our culture and our strategy, placed at the forefront of our decision
making and strategy development, and the Board considers how the
initiatives progressed by management throughout the year have
advanced our purpose. Board oversight ensures that continued
product development realises our ambition to connect for a better e
future. ¥

qlobal pulse survey and surveys shared with new hires and leavers.

The cultural climate in Vodafone is measured through a number of
mechanisms including policy and compliance processes, intemal
audit. and formal and informal channels for employees to raise
concems. The Latter includes our Spirtt Beat survey and our
whistieblowing programme, Speak Up, which is also availabie to the
contractors and suppliers working with us. The Board s apprised of
any material whistleblowing incidents.

Alongside

to
/s cult

The ‘Spirit of Vodafone’
Our culture — the ‘Spirit of Vodafone’ — outlines the beliefs we stand
for and the behaviours that enable our strategy and purpose

We foster our culture by developing behaviours that reinforce our Spirit,
investing in leadership development to role-model our beliefs, and
ensuring systems, processes and milestone activities are aligned with
the “Spirit of Vodafone'. We measure our progress and identify where to
take action via a bi-annual employee survey called ‘Spirit Beat’ In our
latest Spirit Beat survey in April 2024, we had an 88% response rate and
strong scores in engagement, connection to purpose, and Spirit.

“Spirit of Vodafone”
(72Nt m%LD
LR, WEE(CRO
EDICTBIEWDTESE
B RMREEERE
—HULTHE, EXEED
EFR-2a LK EEZ
[_EEEdEz5HE

The ‘Spirit Beat’ survey measures our progress on culture change with
afocus on supporting employees to deliver our priorities of
Customers, Simplicity and Growth through Spirit. The Spirit Beat
results show that teams are becoming more engaged, connected to
our strategy, and have clarity on their goals. Managers who act on
Spirit outperform those who do not take action by 20 points ca Team
Spirit index and 26 points on Engagement. We support our managers
10lead with Spirit and continue to take action on survey results

tr In
November 2023, aver 900 managers attended training on taking
action on Spiit.

employee listening strategy penthe
connection between employee and customer experiences. As
Vodafone transforms, we use pulse surveys to measure the
understanding of our strategy: between June and September 2023,
845 of teams understood and B0% were connected to our strategy.
Onboarding feedback shows new hires are connected to our strategy

Spirit Beat surveys and 87% reflect Spirit behaviours, while B4% positively rated their
T — onboarding experience. Feedback shows that 69% of leavers would
Engagement 75 75 Vodafone as a great place to work.
Purpose 88 88 To improve customer experience, we have deepened our
. understanding of our frontline colleague experience. Spirt Beat
Team Spirit Index" 85 84 fesutsfrom Apel 2024 showed e ?ngaqeﬁnl stof?was 75% and
Response rates 88 88 Team Spirit Index 85%. Outsourced contractors who seve our
Note: customers also had an opportunity to participate in Spirit Beat”: 65%
W e iew o e sprc responded, an increase of nine percentage points from May 2023
e o b ol B Insights obtained have been used to nform our overall customer
we with eacn otner, action plan, designed to improve the frontiine and custormer expenence
o CUstomers and te comimunies n whch e cperate
Spirit of Vodafone Day’ takes place once a quarter with dedicated
time to focus on c g with our customers.

teamning hours increase on average by two times compared to other
days in the year. Empioyees use the Sprit of Vodafone Day'to connect
with the customer experience through customer-focused leaming and

local acthities.

I =S X MribEE
ALDREE REZ
EI3F2LDNEEE
SAE"Spirit Beat”®
A7-EIEHR (88%)
ZFR.

“Spirit Beat”MAI7H
@33 ENELR.
HIEANSOZE, 237
[_EDfzdDIERIREZ
MR (CEREA
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LEADING WITH SAFETY

rulti P ‘ﬁtyin every busi at every site, is to make sure
that anyone who works for GE or does work on our behalf goes home safely
at the end of the day.

In 2022, we made important strides in improving our safety performance

and continued to drive a culture of safety. We experienced a collective

EDESRACBVTH. GE
TEKANEORZEETD

ZEN FRIBOEETHDE
BAEC

20% reduction in our injury and illness total recordable rate, further
contributing to an overall downward trend over the past decade. In
addition, the decrease in non-fatal serious incidents was significant for
GE, going from 10 such cases to two. All of our key safety performance
indicators compare favorably with U.S. Occupational Safety & Health
Administration benchmarks.

Safety

Injury & lliness Total Recordable Rate*
Days Away from Work Incident Rate?
Fatalities ~ Employees (count)*

Fatalities — Contractor Workers (count)*

EHORDEIS. 58
FICLDTEENSRENTZ
HEOE S, FETAFEL
(fE%8 - 2210%) BE,
BARNRBIEZEAME

=<HIR

(OSHA recordability criteria.
Y i e, basedcn
200,000 hours annually
' GE employoes,| Joir
GE's Life Saving Principles (LSPs) illustrate critical steps to e Q| [wia @
strengthen our defenses when performing high-risk work OPERATIONS HEIGHT_
activities to prevent potentially severe events and injuries. I’Q/ﬂ 9 %
Th i are never to be ci Al DX [i] D | i g
nd d expected to - K 2 B.)
stop workif they have any concerns about the task they are ‘DY I3 o—
ing. These LSP. isually and in S e
idely available, post e =

our operations, and are used to orient our contractors and

partners to GE's most fundamental expectations. ::;',’,52:,’,.655" LT hsg;l';'z:'“ip"’ ind

EUADVEERFCEXR
SHOIHNZACTEHD
BERATVIEFEDIE
tnz<T3/58] (LSP) %20
I FOEETRERULTVD
CE&ERL. WNCE S %
BRUTLIHZEE
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EMPLOYEE SAFETY

We work to . stay healthy
lives. Safety is at

L

We believe the best way to drive a culture of safety
excellence is to create an environment where each person
and team is accountable for their own safety and the
safety of those around them. Additionally, we nurture a
culture of learning that enhances safety through training
and experiences.

Safety at Caterpillar is led by both management and
employees. From practical experience, our employees can
create and champion their own safety improvements. We
provide every employee, including newly hired employees,
with knowledge to perform their jobs safely, and leaders
regularly receive training on safety principles and set an
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Business integrity

Unilever's Code of Business Principles and Code Policies are

the non-negotiable expectations we set to ensure we grow
responsibly. Our employees are required to submit an annual
pledge to confirm they have understood, and commit to, and
adhere to, the Code. It is embedded through comprehensive
business integrity training programmes, covering issues such

as countering corruption and harassment. Our zero-tolerance
approach to bribery is supported by targeted mandatory training,
including for those in frontline customer and supplier roles.

Across all areas of our Code, we received 1,390 Code reports
this year - an increase of 21% versus last year. This reflects
our efforts to encourage people to 'speak up’ when they see
Code breaches. We have also strengthened our procedures to
check that employees have not experienced retaliation after
reporting a breach of the Code. Following investigations by
our Business Integrity teams, we closed 969 Code reports and
confirmed 507 reports as breaches, resulting in 337 people
leaving the business.

Safety-first

Health and Safety is a key part of our Code and ways of
working. It is deeply embedded in our culture, governance
and operating structures, with accountability at all levels.
Our programmes and standards cover all employees and
contractors who work on our sites. Strong safety leadership is
key to our work. Since 2022, over 100 leaders have visited 30
countries as part of a safety leadership site visit programme -
showing their commitment to safety and encouraging people
to speak up when they witness unsafe behaviour.

‘We have dedicated programmes to address key safety risks,
including road safety which is a primary cause of injury among
our employees. For example, we upgraded our global fleet
procurement policy to ensure that all new Unilever vehicles
purchased have the most advanced safety features, such as
blind spot detection and anti-collision systems.
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By continuing to strengthen our safety-first mindset and targeting
key safety risks, our employee Total Recordable Frequency Rate
(TRFR) improved by 13% versus 2022, to 0.58 accidents per million
hours worked. Accidents involving our people are addressed with
the utmost care and attention. A contractor sadly passed away
while working at one of our factories. We responded with a full
investigation and applied the lessons learned to sites worldwide
to prevent a similar reoccurrence.
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Alongside our work on sc?e-ty, We continue to su pport
employees who are experiencing occupational and mental
health challenges. This year, we grew our 4,000-strong network
of trained Mental Health Champion volunteers as well as
offering a wide range of mental health support resources.
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TotalEnergies
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(" = | afety is more than a priority at TotalEnergies; it
‘ S ‘ is a core value on which we will not compromise
\ / for any reason. Everyone who works at our sites
must be able to return home safe and sound at the end of
their workday.

The Company has set a goal of “zero fatalities”, and is aiming
for ongoing reductions in the number of accidents. Sadly,
we recorded two accident-related fatalities in 2023 among
contractors staff. An analysis of these cases led to specific
action plans (see opposite).
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Worldwide roll-out of the

“Our Lives First” program

The program is designed to implement three types of prac-
tical actions at all of our sites:

BAEC

« Life Saving Checks: five activities have been identified as
generating the highest risks which could be the cause of
fatal accidents. Safety checklists have been drafted for
these activities, to check that work is carried out correctly
in the field, in compliance with the safety rules;

« Joint Safety Tours: front-line presence and safety dialogue

have been enhanced to promote a shared safety culture.
Joint safety tours with TotalEnergies senior management
and contractor partners are held in addition to daily visits
from local management;

« Safety Green Light: the goal is to ensure that the intervening

teams understand the risks involved, notably of a fatal
accident, before starting work. To this end, a ritual of ques-
tions associated with the work permit was integrated into
the Our Lives First program from the outset. After two years
of practice, we carried out an observation phase to capitalize
on feedback and assess the level of adoption. As a result,
the form of the document has been revised, and the objec-
tives and expectations clarified. The revised version of the
Safety Green Light will be rolled out to all Company sites
in2024.
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Total recordable injury rate per million hours worked.
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Source: Sustainability & Climate 2024 Progress Report, . TotalEnergies 2023 Results and 2024 Objectives presentation
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