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20185118 (FR#%ERET) : SASBAIYH—R (%2019ENSANEARICBETZIOI IO MERE)
770FERICEANBERRIAR - 8IRESIE. FBILCIHBIETIMEREOLZEEEIERESE - J\ -7 R
HEIDIBRRNSERFIAICOVWTEANRER - SHIEEZIER.

20165E108 (B#&MET) : GRIRVH—KR
ANERICEALTE, ER. FHERRFRRE, 1508IE(CEE I 2FREBIEZIER. £ TCOIER - 18EZEDRRZKHIED TEFRL,
BIREMRENEBLHIRTLIZEDIC DOV THRERDB,

20204F9A8 : AT —-BEREHENEREE

AMEARCEU TEBREONT SRS DFEERIRT ZHZHRE. BoI8E. REEEREDIBERRNMEREEINS. €
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Regulation S-KDEGE(IC &S ARERICE T SHFRMBIDEA

® 202048A. KEEGIFESIEZEES (SEC) (FRegulation S-K*Ze&EL. L5
PEECHUTANERNCREI 2RRZEFE DI,

® ERNSHOIAEBMNZ . ABEARCEII S, EENMEE FEHRIDA
HEARICEII BHER - BN ZHRI 5L 3KD TLSN BEARRBEIRIBE ERES
NTULRL,

X Regulation S-K&ld, SECANIRE T 2ERIREE (Form 10-K) D35, HFEERUNOBRICOVTEDZA,

Regulation S-KOBEARNS

10118(c)
(2) Discuss the information specified in paragraphs (c)(2)(i) and (ii) of this

section .Wlth re;:’speat to, and to the extent material to an_ unde.rstand/ng of,_ . DEDLSEAEIERT I HICEELREET
the registrant's business taken as a whole, except that, if the information is

material to a particular segment, you should additionally identify that . BRE (FIERE) NEETIADNE
segment. 0. BREOANEREROHH. RUE
(i) ZHE RENEEZREIDZ LTERIDANER

DR X (LB

(ii) A description of the registrant’s human capital resources, including the
number of persons employed by the registrant, and any human capital
measures or objectives that the registrant focuses on in managing the
business (such as, depending on the nature of the registrant’s business and
workforce, measures or objectives that address the development,
attraction and retention of personnel).

« PIZ(L BFREDOBESIUHSBHDOMEE(C
LUCo AMOBE K. HEAR. HEHFCOHLT 0
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® H3HETI(L. Regulation S-KOETER. 2020F118~2021FE38(CigHENfcForm
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Safety 4244t « COVID-19([CDWTERIICIEEII TLTWS Rt : 621t

Health 4244t  SafetytHETERBALTLWS=FE 1 123%

Compensation 425%t o ANE-14R- RIRBOEEZMRUTVWSSEE | 165 (%)

Diversity and Inclusion  424%t
Culture 382%t

o NHE-1ER - 2OMEFEBOHBEORERZFHRLTVSSH : 16%L (3X)
s WMEEIVT-IXANABRCH-R1ZHRL TV 1 200488

(%) INSOIERE. BERKAIOERER/NPRIGREZEF DI TVS, EEBDANBBEFZIREITSLR—~ (EEO-1) ([CEFNTLS, BE.
20205 E(ZCOVID-19DsZENSIRERARDIERAZ ARL TS,

(B#) Intelligize, INC. “Human Capital Disclosure Report: Learning on the Job” (2021) &b, #BBEZEEVERK
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® 2020%1H. REEFH#HEES (FRC) FANERCEAIIHREE2ARL. ABER
(CREET DI TORIRIN -V EEIBU LT, AWERORIRZIEEIE, IEFREOXIFEE
EDDHICHBERRRETDRDORRORNET 270U TLD,

® R C/ARSNTUVBRIRARECE. ANERCERZERIIIEROM, BRFTEFHETE
EDBEEEFEE TN TS,

AMERCOVT, IEROEBROLDICHARNIEININE N

AR EAR(CEHET BimmDIRF 0T
(B =L D ANERCEET 5 B R RICLD ANERICE T IR OFEEBIAORREZZE)

EENMANEARE RIRUTVSEEH
(BREEEH. TEIITMIA T F1-UCBII2EMAE (B /28, /Znlst) 2580)

ANEANMBRBICEDOLS(CMMEZEHHIN. FT. MEZEDHIER
(NHNEARETIOESKRAETINAOEEREZZD)

ANERCEETDIRIES
(EDLSITIRY - HRZ R HFEL. BREOECICIRT - HESNFRET DN (BEPLZEMEOEFRZE0) )

AHEROEBASHNEER NN ZZE EEBHLEILVSUEZEDLS(THEEL TS H
(MERBIVT -V EEE/EIBR (FEULED-EINBVEOOMTT) | HEERRIGEAINAME,. 204t B3 B0
EEFEET)

AHERZEDLICHESD. MBEZIRM TS DL IBEME T I ZITOTLDN
(EREMZ OAREREN, BHZ - BENDRIFE. FECRET31BHe=0)

(&%) Financial Reporting LAB 'Workforce-related corporate reporting - where to next? -] (2020) &DEFEE/ERk

16



P AUDD AN ERBEREFEADENE

® 2021F6H. 7XVHD LIZIEEISTUTARE Zﬁd)lﬁﬁﬁﬁﬁmﬁrﬁwé sEZZ [ Workforce
Investment Disclosure Act of 2021 NV FxziE

0 EETIHEMFRMASIER(COVWTHREZEF DIIIDANBLBH>THN., FRIEEHORREEE(CDL)

CTIFSECHREIDELTWVD, Ffo. ANEROFHIE

B2FELIANICERIBEBORREENRE TS

BOIIZE(CE. ISO 30414%FREAELL UESEZHEL TLS,.

Workforce Investment Disclosure Act of 2021 T

EROEHE DI iREENTNS8IEH

A) Workforce demographic information

B) Workforce stability information

C) Workforce composition

D) Workforce skills and capabilities

F) Workforce compensation and incentives

G) Workforce recruiting and needs

(
(
(
(
(E) Workforce health, safety, and well-being
(
(
(H

H) Workforce engagement and productivity

.

(

AEROHTEBNS2EEOBET OB T. SECH'19344 5 25HY
SIFMESE 130U T3> TERESNTUVWBARFIZ ATRSN TL)
BWMEE. AEBROEILICHDLIC, 19344F G| PTESE
13%%(a) B35 155 (d) (TR DEERBEEZDTrA)> I hiske
SNTVRRITE(L. 2820 {INBSECHEREN TV %
NFRFTOM., FITEOERIREE(CEH INTOIHRN
ISO30414D\BFREEE. FIENSECHHSDOFREI. HAF>RF

\

(FZDAMMDIAY ML O THIR X IFFRBEENIINEB S B DR E DR

HREXE (Successor Standards) #FimlzUTWBigE. It
23> TERSINTUVREHICEERLL TVREDE R .

\_

J

(B#}) United States Government Publishing Office (GPO), govinfo [H.R. 3471: Workforce Investment Disclosure Act of 2021 |&hEFBVER



ISO 30414 Human Capital Reporting Standard Oif1=

® SO 30414(4. 2018F 12 (CEBMFE LS (ISO) HAKRUE. ARNERICEIS11
DRI S8DIERICOVWTEDL. [BIRFATRDHA RS> THD, fHEARE. AIEBEIT/FMERE]
FERCDFENEN TV,

® [SODRRIE. AT —5EFT7./02 —BRICEDAMNEI A MeRTHRICHEREN THD. A
HERDOIEEFBN\DODEIZ A RIL I Dz

AT T7 > AL

1SO304 14591 14
e ABEROMESE (58 KAHEM | chvER
& A2 TSAT R EARIR
Zk WES  ShED POED SHEB
FAN=274 IR B v v v
Y—5—2v7
st AL DA R UTES v v
FETeEE. B2 IIIE—1>) A2 TA T AR MBIEBFHERIE T L v v v v
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[Form 10-K] Intel
® Form 10-K, FERIREZTIHIIRCOEBARXDICEIE. ANEARDEBS - {fiiE. H
JUFEERNYITEDOEDIEAHZERE T DICEEDH TS,

® — 1T, EERREZE(CHI=3[ Corporate Responsibility Report]Tld. 2030
F(CEFTRAFEER (SO DA T ARIEARI(CES I 2HER O ERD#E H D572 5%

BAL TL\%.

10-K
(GESFEREIA(C

EOURHEN)

Annual Report
(ER3|FRAR BN
HEOURLELR)

BB - (B DREE % 55 BA
« “Human Capital"®t723>T. —&% (Inclusion) . #KREl-EF
(Compensation and Benefits) . A#BR (Growth and
Development) . fE®&4% (Health, Safety and Wellness) &5
FIU-DHIE %5k
« —HKEOEIIITREEDIE L. URMELZERA

+  “Our Capital"®t9>3> T, IIRCICEBSUEARXDELTI ABEAR D |

“Corporate Responsibility and Our 2030 RISE Strategy”¢UT.

InclusionzEZV4 D20 H71)—(CDF2030FENDEIEL2020FEDIREh %

BTz

“Our People and Culture"®t723>T. IRiN-E&
(Compensation and Benefits) . A#&#Rk (Growth and

Development) (CBII25HBIEIROAL. MEE IS - XD NABDKE

R (—38B) %=5HMA

2RE4 (Health, Safety and Wellness) (CDWT(3HIzUR NEYS

TahA

—KME (Inclusion) 2030 B EEA&HIZEF 257 BAZSE N
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[Form 10-K] The Coca-Cola Company

® Form 10-KTRIEEEZE. HADEHCERZLE TTTATHZLDICKTU,

Annual ReportT(IEZEEMIFTHMEZ(CDOVWTIIEEEHTEI . AEDIgHHSADE
AAANZ L),

ASF(CRI9 D

10-K
(GESFEREIA(C
EOURLE)

Item1. Business®>5. [ A\ABIEARITRS
AN ACHBNT, U TOMEZTE M
B (CEC &k

R E =

o HUN=ST N AN -S>

o IREM-1BRIESE

o Y=AH—IwT -HHE -FIF

« Covid-19%dI&

EEER

- EREI (HF/KE. 20195/2020F)
- ERREEECBITDLIELEER

- ERREECBIIIEB AR

o SEBRIOHRAZ (AEXK)

Annual Report
(AR5 FrARBI(C
HEOURLER)

“People & Communities"Z723>ICH L)
T UTOMEZXE - EEZHVTEEE

PN

« WHEDEKEESTE

« JHUESORAIOESR AR
« EEBOLZELER

« B NEE-2EE

o NEROATHEO(EE

. S EADIETT

EEER

- EEXREH

o NERFHESTS T —1TEIEHOETR (Bt
5%/9T 514V —/Rh5-)

o THEORBENIVND-X2MAE (ER)

- IEFBUEEHE

- BtbE (S -tH5R)

- AEAELEXR (PEER - KE)

- ANERILER (CKRE)

v EOM, BRICEET YRR -BFRINTHE
v' GRI, SASB. TCFDF%*IFH

(&) The Coca-Cola Company, Annual Report Pursuant to Section 13 or 15(d) of the Securities Exchange Act of 1934 (For the fiscal year ended Dec. 31, 2020)
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[Form 10-K] The Coca-Cola Company

® 2021, AMERICEHIDECEHNAMEICECE. EFEEZ
3>, BN, AERK. ERE

&A>TI—

Form 10-K (2020%F)

Employees

As of December 31, 2019 and 2018, our Company had 6,200 and 62,600 of which a i ly 10,100 and 11,400, respectively,
were located in the United States. The increase in the total number of employees pnmun]y due to (he acquisition of Costa Limited ("Cn' a"). Our Company, through its
divisions and subsidiaries, is a party to numerous collective bargaining agreements. As of December 31, 2019, approximately 1,100 employees in North America were
covered by collective These have terms of three years to five years. We currently anticipate that we will be able to successfully renegotiate
such agreements when they expire.

The Company believes that its relations with its employees are generally satisfz

[EEE 1T, EEX (i)
STREFE(COVTEEH

FEIEID

(éﬂ)
The Coca-Cola Company, Annual Report Pursuant to Section 13 or 15(d) of
the Securities Exchange Act of 1934 (For the fiscal year ended Dec. 31, 2019)
The Coca-Cola Company, Annual Report Pursuant to Section 13 or 15(d) of
the Securities Exchange Act of 1934 (For the fiscal year ended Dec. 31, 2020)

T TR A= F4
(omtcz)na*kb“‘ pieniz.

Form 10-K (2021£F)

Human Capital Management

Our people and culture agendas are critical business priorities. Our Board of Directors, through the Talent and Compensation Committee, provides oversight of the Company's
policies and strategies relating to talent, leadership and culture, including diversity and inclusion, as well as the Company's and The Talent
and Compensation Committee also evaluates and anoroves the Companv's compensation plans. pol s and programs aoplicable to our senior

executives. In addition, the Management Development Committee of our Board of Directors oversees

sion planning and talent development for our senior executives.

Employees

We believe people are our most important asset, and we strive to attract high-performing talent. As of December 31, 2020 and 2019, our Company had approximately 80,300
and 86,200 , resp . gEahiak 02300 0nd 10100 Jocatad in tha Tniad - Tha dacrance in th Liusmbar af

iﬁ‘i‘i‘;&“;:z‘“;“;f;m:?ii“fh A EATZSAY M eSS, T OMES 5.
- EXE
o FAN=SF1-DNFHE-A2)) -3
BHEE
. J=H—vS BHE
Covid-193d/i&

Diversity, Equity and Inclusio

We believe that a diverse, equi
comprehensive view of diversi
and sexual identity.

As of December 31,2020, we
percent were female and peopl

We are focused on social justic|
racial equity plan in the United
by women, in addition to grow
with our senior leaders on a qu:
and promotion of women into

‘AR

We also periodically conduct p|
local law. We make adjustment
and long-term incentives to hel

We support a number of employee
with the opportunity to engage with colleagues based on shared interests in ethnic backgrounds, gender, sexual orientation, military service and work roles.

Compensation and Benefits

Through comprehensive and competitive compensation and benefits, ongoing employee leaming and development, and a focus on health and well-being, we strive to support
our employees in all aspects of their lives. Our compensation programs are designed to reinforce our growth agenda and our talent strategy as well as to drive a strong
conneetion between the contributions of our employees and their pay.

‘We believe the structure of our compensation packages provides the appropriate incentives to attract, retain and mot
competitive and that aligns with employee positions
incentive awards, recogni

ate our employees. We provide base pay that is
skill levels, experience and geographic location. In addition to base pay, we seek to reward employees with annual
n programs, and equity awards for employees at certain job grades.

‘We also offer competitive employee benefits packages, which vary by country and region. These employee benefits packages may include: 401(k) plan, pension plan, core and
supplemental life insurance, financial courses and advisors, emp programs, tuition adoption medical and dental
insurance, vision insurance, health savings accounts, health reimbursement and flexible spending accounts, well-being rewards programs, vacation pay, holiday pay, and
parental and adoption leave.

Leadership, Training and Development

We focus on investing in inspirational leadership, learning opportunities and capabilities to equip our global workforce with the skills they need while improving engagement
and retention. We provide a range of formal and informal leaming programs, which are designed to help our employees continuously grow and strengthen their skills
throughout their careers. We offer a variety of programs that contribute to our training and P goal g: (1) Coca-Cola U Digital Classrooma
hybrid space, equal parts classroom, studio, and online experience that combines the engaged learning environment of a traditional classroom with the flexibility, efficiency and
scalability of digital delivery; (2) LinkedIn Learning,

an online learning platform that provides relevant content of more than 16,000 expert-led courses: (3)Opportunity a peopl, d solution that
helps connect project opportunities to interested employees who have the capacity, skills and interest in short-term experiences and assignments; and (4) Emerging Stronger
Coaching Program, a customized virtual coaching application that offers access to professional development coaches to support leadership development

COVID-19 Health Measures

In response to the COVID-19 pandemic, we implemented measures to help ensure the health, safety and security of our emp s, while the rapidly
evolving situation and adapting our efforts and responses. Around the world, we are endeavoring to follow guidance from authorities and health officials. This includes having
the majority of our office-based employees work remotely, imposing travel restrictions and implementing safety measures for employees continuing critical on-site work
including, but not limited to, social distancing practices, temperature checks, health symptom attestations when entering our facilities, and the use of personal protective
equipment as appropriate and in accordance with local laws and regulations. Our system and production facilities have also implemented additional cleaning and sanitization
routines and split shifts to ensure that we can continue to keep our brands in supply.
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(%) [Form 10-K] The Coca-Cola Company

Human Capital Management

Our people and culture agendas are critical business priorities. Our Board of Directors,
through the Talent and Compensation Committee, provides oversight of the Company's
policies and strategies relating to talent, leadership and culture, including diversity and

inclusion, as well as the Company's compensation philosophy and programs.

The Talent and Compensation Committee also evaluates and approves the Company's
compensation plans, policies and programs applicable to our senior executives. In
addition, the Management Development Committee of our Board of Directors oversees
succession planning and talent development for our senior executives.

Leadership, Training and Development

We focus on investing in inspirational leadership, learning opportunities and
capabilities to equip our global workforce with the skills they need while improving
engagement and retention. We provide a range of formal and informal learning
programs, which are designed to help our employees continuously grow and
strengthen their skills throughout their careers. We offer a variety of programs that
contribute to our leadership, training and development goals, including:

1. Coca-Cola U Digital Classroom, a hybrid space, equal parts classroom, studio,
and online experience that combines the engaged learning environment of a
traditional classroom with the flexibility, efficiency and scalability of digital delivery;

2. LinkedIn Learning, an online learning platform that provides relevant content of
more than 16,000 expert-led courses;

3. Opportunity Marketplace, a people-centered technology solution that helps
connect project opportunities to interested employees who have the capacity, skills
and interest in short-term experiences and assignments; and

4. Emerging Stronger Coaching Program, a customized virtual coaching application
that offers access to professional development coaches to support leadership
development.

HU R =(CAM - INEZE =72 EL. AM-1)—
A—3vT -t (SR BIEEZED) (LT
2 et R EEE,

Fle. _HIEIRE(COBE RSN 2IREN S SO E
YESEH s )il

S5, B RS0 ERREEA TR REOY
Dtwa> T E NMBRZEE,

g - B JT0J35ACDWTERBA

Coca-Cola Digital Classroom: =z, X597,
A4 >DIDDERZBATCANR—R

LinkedIn Learning: 16,0002 _EDEFIZRICLD
J—AZIRMEIT2AL A OFEB TSV NTA— L
Opportunity Marketplace: 70217 MO
ERAILVERI DB ZHEU DTz T7./0
>=-1-23>

Emgrging Stronger Coaching Program:
- - THREZYR— N2\ =Fv)L-0-F>
- 7Ir—23>

(B#) The Coca-Cola Company, Annual Report Pursuant to Section 13 or 15(d) of the Securities Exchange Act of 1934 (For the fiscal year ended Dec. 31, 2020)
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ATTRACTION AND RETENTION
OF TALENTS

o -1

Our 'employer of choice’ status continues to garner worldwide recognition and helps us to attract,
retain and engage industry-leading talent to sustain the company’s success and growth. In 2020,
adidas locations around the world leveraged our employer value proposition for attraction, retention
and engagement strategies. Among professionals, this work contributed to top rankings, including
Forbes’ ‘The Waorld's Best Employers 2020° and Universum’s "World's Most Attractive Employers’
rankings among business and IT students worldwide. adidas offices across Europe and Asia
qualified for the certification by Top Employers Institute for their efforts to provide an exceptional
work environment for our people. Amaong other things, the certification recognized the company’s
Learning and Development Framework, which encourages different kinds of learning and the career

management model

REEENEFZMAEL. EFINAFIZE ESB2EN
X385 A RIDN-LAINOTOTS L it

We offer a range of entry-level programs to ensure future employees can have the best possible
start, choose between a wide variety of learning opportunities, build on their strengths and improve

their professional skills.

Apprenticeship Program: FERaZ2EE. Big Az
EIREFECTTU, 2~3FEDOTOT I LATES R AR ER%
%a@if%&%%}m{m (202043K., 492 DEZE#HA)

Dual Study Program: #kQZ B KZEDBRITOT. ?ﬁ

REL (WU, 3~67B0BNO—FT—232%250, 774
HATOIRRH - RIRM D ERER T IR, (ZOZOEEE\ 38
ZOFEZER)

Integration Program: JOJ5L00—RELT, EHLVE
BDZRERE, ZARRERED AAZEER.

— Apprenticeship and Dual Study Program: The adidas ‘Apprenticeship Program’ offers pupils who
want to join our company directly out of school, the opportunity to gain business experience in a
two- to three-year rotation program. In cooperation with various universities, the ‘Dual Study
Program’ fer young school graduates offers theoretical and practical experience at adidas,
including at least one three- to six-month international retation. In 2020, we offered programs in
several business areas, such as digital e-commerce, digital media, finance, IT, retail, logistics,
shoe finishing, textile laboratory or textile and fashion tailoring. At the end of 2020, we employed
49 apprentices in Germany [2019: 50) and 38 Dual Study Program students [2019: 49). As part of

our ‘Integration Program’, we also hired diverse future talents in 2020, for instance students with

) g Eﬁhlmle‘. /

" — Global Trainee Program: The "Functional, Digital and Design Trainee Program’ is an 18- to 24-
maonth program providing graduates with an international background and excellent educational
credentials the opportunity to start a functional career within adidas. At year-end 2020, we
employed 38 participants in our Global Trainee Program (2019: 7).

= Internships: Our internship program offers students three to six months of work experience

within adidas. In 2020, we employed 114 interns in Germany [2019: 216).

Global Trainee Program: 18-245B070453 L.
RS SEENEEREZE I 3FIRRELE (T
TTTAH A THEREI R v 7R 25 — NI DS = 1R,
(202043, 38%%#A)

'f/g //‘Jj %QE(L?)NG#)%O)%%&%:%EQ%}IE{/\O
20204, 1145201 >49—>28 .

(8#) Adidas “Annual Report 2020” (20214E3H)

FEDOEH. V-H—BROIHOTOTSAICDVTERIER
SFHA(CEE &Ko
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Training program

Meanwhile, Danone offers managerial and functional training to
enable employees to train according to their needs, notably using
digital tools. In light of the Covid-19 crisis, this digitization was
ramped up, with an increase in the number of e-learning modules
and courses led byvirtualinstructors. Employee skills development
is based on the following four approaches:

through Danone’s Stay Strong Stay Safe campaign designed to help
staff members tackle the new challenges brought by the crisis;

® thedevelopment of content for the One Planet. One Health plat-
form with, in 2020, (i) more than 46,000 employees completing
the Sustainable Diets training program developed togetherwith
the United Nations Institute for Training and Research [UNITAR)

KPIEULT. LU F%0#,
1D EON -T2 %5

and [ii] training courses on responsible practices that became

y e thecontinueddeploymentofCampusX,Danone'sdigitallearning\ mandatory;

platform launched in 2019, which offers personalized access . ; ; °
. . e [earning Weeks and other learning events, converted to virtual

to a range of in-house and external content, as an addition to

- =\
. ) S L format amidst the Covid-19 crisis, which combine training, infor- L/hIE*iEchf(
classroom training. In line with its goal of providing access to ! . ! : ;
A o mation sharing and networking sessions, alongwith conferences;
allemployees, in 2020 Danone extended access to an additional

/N K
o FORHMEEERIE
15,000 employees, which represented 86,000 online learning I\E]ne Learning a Day, a program that promotes learning by doing 1 .u\ﬁﬂ{é #ﬁiﬁt&

hours for its head office staff (10 times more than in 2019). The deployed at the head office and production sites. |25 (1= 1 SNEIS
platform also provided an opportunity to share best practices / * ﬁﬂ{é%xw.tﬁt%’ ‘0)':'] =

2019 2020 o — AHHOESHMERE
Number of permanent employges who took at least one training course & 81,628 98,105
Total number of training hours [ 2.246183 2.532.056
Percentage of employees trained 83% 100%
Average number of hours per person trained @ 23 26

[al Social indicators s¢ope, see Methodology Note.

In 2020, Danone reaffirmed the importance of training for its employees through the FutureSkills approach [see Social Dialogue section).

@ One Planet. One Health 5y hJA—ADI>F Y ORIFE
« 20204, 46,000 AL LOWEBNYRATHINREBEE IS
OS5 L%ET .
« EEHZTENICEAIIIHEI - 2EEL.
@ MHE. [BERIABT. RYNI—F>27 -y 3>, KFLBHFEDEE.
Learning WeeksZFDFH 1N rDZEH,

@ AABIUEERGICEHINTOS. 22 THBIIETESIOne
Learning a Day 7043 ADZEE.

(eSS DAFIVEIF]
@ FTIANFEBTIYRIA—LICampus XIDER

« ETOREB(TIERRM I HEVSEIRSHO T, 20204 (C(&
&5(C15,000 NDIEREB (LTI RAZIL K.

o RHRHYIDA> 54> % BH5E($86,0008FE(SELRL (2019
FN10f8) .

(&%1) Danone “Universal Registration Document - Annual Financial Report 2020”
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Career development

Danone strives to promote inclusive development of talent and
career development for every employee by ensuring job mobility
opportunities.

Performance review and development conversation

their careersand building their professional future, including through
mobility programs. The Company has developed a management
processthatallows employeesto set their objectives, evaluate them
fairly and define a personalized development plan through a series
of meetings and discussions held throughout the year.

As part of its Danone Way program, the Company monitors the
establishment of career development processes at its entities for
its management and non-management personnel.

® In2020, 76% of the entities planned a development conversation
with eachemployee at leastonce every twoyearsin order to obtain

L
Inaddition totraining, Danone supportsits employeesin man®

and have visibility on potential future development cpportunities
[Danone Way Scope, see Methodology Note).

Danone also strives to pass on competencies for its key func-
tions. In 2020, 86% of the entities anticipated the need to pass on
rare competencies specific to their activities [83% in 2019]. This
was reflected in the formalization of a succession plan for key
K functions [Danone Way scope, see Methodology Note|. )

/" Mobility \
The Company offers its employees the opportunity to build a career

track consistent with their own aspirations and abilities as well
as the Company's needs, either in their home country or abroad.

In addition, since 2019, Danone, BNP Paribas and ENGIE have been
working together to promote and develop intrapreneurship with a
positive impact, thusencouraging the engagement of theiremployees
in the development of business solutions that also meet societal

\ feedback on theirwork, establish anindividual development play

@d environmental expectations.

N 7

[(+vU7F%]

237 - BEUT A OMRZIRIBIE T, INTOHEOTIEN BT EE - FrU 7R ZEE I DLOIBH TS,

NIA=IDR-VE1—-LRERICBIT Bx15E

- BEUF1-TOUSLZED. EEOFTYIPERETOIIZIFIVG
FEROWBEZ R

« 2020, 76%DEEAENDEE2F(CIEBRNEBEAERIC

ESERSPUERTR S ol y LTI g O =Sl S R WA Ed WAV R
T &2 DRERT 522 ED. FROBRERZEIHRIE I E0,

o EEHEEOIOETS S —DHIAICHEEH TS, 20204, 86%D
SEANBHOFENHIHEUABRDRIVET S — DM EDHE
TR, FEBHEEEOT Y3 T3 OATLICRER,

EEVFT1

- REEEN BEFEBSIT. BDOWEPESN . BLUSHO
Z-RCEHUIFYIT - Mow BRI SRz iR M.

« BNP/WX. ENGIEEH AU, RST1T -4 2\ NDHDIEAREEE
HlEZfeE - FFE. INCLD, =l - RSN RIS ZPES
FXI1-232DRFEICBNT EEBDIT - X M,

(&%) Danone “Universal Registration Document — Annual Financial Report 2020”
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Learning and skills development

A workforee capable of mesting the
challenges of todsy and fomorrow requires

Risk management remains cantral to
devalopmant and is part of our mandstory

sonificant sipport to devalop the nght skills.

« COVID-190ZHL A %32\,
N=FvIFBNBT

« 20204, 52075 KFf#. 2.985fE/
INOLH EZ S

o FZEFITOTSAICOVNTE. £T
A1 TEME (6504)

(EIS=E5-37))

« HSBC University: A>351 %
BFBIATA

« My HSBC Career portal: F+!
TRFEUY - AE=IRM, 20204,
105 AU EDREZEEHNFIA.

o JO=)ULRAIHIIYT ST I
A= AT A—=EDIYF IS
T 1o 20205EKMEF 2T, 58DE -
H(C6800 AFBDX A —/X>

—H1EEE.

maoved entiraly onling with more than 100
leaders and graduats alumni welcoming
proximately 650 graduates.

we had in excess of 8,800 mentors and
mantess in 58 countries and territaries.

Whatever cur collsaglies’ caresr paths,
wea have a range of topls and rescurces to
help them.

A rapid shift to virtual learning \
The Covid-19 cutbreak resulted in = halt to
classroom training and rapid expansion in
wvirtual learning. We prioritisad the transition

to ramote working and helping colleagues
manage their well-baing. The shift from
physical classroom training to shorter virtual
aquivalents and onling resources resulted in

a total of 5.2 million howrs and 2.9 days per
FTE training in 2020.

W comvarted or rebuilt technical,
profassional and personal classroom
programmes to delivar anline. New joinars
to HSBC exparianced an immarsne virtual
induction programmea and wirtusl internships.
Our global gradusts induction programme

upporting self-development
W have a rangs of tools and resources
to help colleagues take ownarship of their
development and career.

—HSBC University is our one-stop shop
for learning deliverad via an online portal,
network of global training centres and
third-party providers.

— Owur My HSBC Career portal offers career
devalopmant resources and information an
managing change and on giving back to the
organisation and the communities in which
we oparate. Over 100,000 of our colleagues
made usa of it in 2020.

—We launched a global mentoring systsm in
2020 to enable colleagues to match with a
mantar ar mentae. At 31 Decambar 2020

Developing core skills

Our managars are thalcntical link in supparting
our colleaguss. In 2020, we radesigned our
suite of raining and rgsources for managers
=0 they can focus on the most important skills

mchodmgesdmgand-supporting teams
through changs.

training. Those at higher rizk of exposure
to financizl wrongdaing expenence mare
in-depth training on financial risks, such
a3 money laundenng sanctions, bribery
and cormuption. Other programmes and
resources address specific amas of nsk,
like management of third-party supphers.

Our Cyber Hub brings togsther training,
insights, events and campaigns on how to
combat cybercnme. Wa are also supporting
thosa who develop models and senior leaders
with training to help them understand and
apply our Principles for the Ethical Use of

did SN0 AL
A learning and feedback culture \
We want our collsagues to be well prapared
far changing workplace requiremants and
=0 have developed a flagship Future Skills
programmia to support them. We idantifisd
ning key behaviours we believe ara necassary
futurs skills for collesgues and built a

curniculum of resources to support learnars
to develop thess.

Inspiring future coders

W know supporting the next
generation provides a sense of
fulfilment to our cplleagues. We
suppert the Techrovation Girls
programme, which insprres girls
globally to design pnd code

applications that golve problems in

thair community.

he lorg-term goals

of the programm are to build the

capacity of girks a4 technclogy

innovators, therelly reducing the

gender gap in scidpee technclogy:
S f

nnnnnnnnnnn

lsthematics

Mare than 1,000 colleaguss now act as Future
Ekills Influencars, supporting thair businesses
and teams to invest in learming. In November
2020, we ran a wesk-long My Skills festival,
which helped colleagues explora future skills
through wiriual events, interactive workshops
and online rescurces. Demand to join ssssions

surpassed our expectations with maone than
\@JE ragistrations for the evants.

Senior succession planning

Developing future leaders is ertical to our
lorg-term swccess. The Group Executive
Committae dedicates time to articulats the
currant and future capabilities required to
deliver the business stratagy. and idantfy
successors for our mast critical roles.

Succaessors undargo robust assessment and
participats in exscutive developmant. Potential
succassors for senior roles alsa bansfit from
coaching and mentonng and are moved into
rodes that build their skills and capabilitias.

I'STEM) professidns.

Throwgh our suppprt. over 1,400

girls across the glpbe were able to
participate in the grogramme in 2020,
InAugust 2020, we supported the
virtual Technovatpn World Summit

that had nearly 2,

00 participants.

Winning teams wirs awarded cash
prizes to spand o furthering their
education in STEM subjscts or
turning their ideas into commercial

projects.

-

.

Training at HSBC

5.2 million

Training hours carriad out by our
colleagues in 2020
{2019: 6.5 million)

[(FUET1— RNy ID3ZAE])

o EEENEIS CHIFINZ8EHD
ZALICW S TED LD, "Future
Skills"704 3 L% %,

s MEBIWMERIFIEDOATIVER
DNB3DDITENZIFTEL. CNBZ
R3O N)F15 L %EE,

« IRTE. 1,000 AL LOREZEEN
Future Skills Influencers&UT.
TEDPF-LAOFEBN\ONEEZZ
.

« 2020114 LEREDE
%"My Skills X714 /\)L "z R
N=FPIANRINEZBUT, 132K
DRAFINEZRTEDLIICUIZ,
45,000 AL EOEENHD. T
,.JEJ:IEIZD sENBol.

DDU‘E‘O

oooo

oooo

Tralnlng days par FTE

%

(2019: 3.5 days)

(&%) HSBC Holdings plc “Annual Report and Accounts 2020”7 (2021428)
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[A¥B L] GlaxoSmithKline

People development

We want our people to keep developing throughout their
career. Every employee has the opportunity to discuss and
agree a development plan with their manager. In 2020, 93,718
employees accessed training resources through our internal
development portal. During the year, we redesigned and rolled
out a new virtual First Line Leader training programme.

We provide targeted development for leaders at all stages
of their careers. In 2020, we established four leadership
accountabilities, motivate, focus, care and develop, in
support of our purpose and performance driven culture.

(ﬁ'e also updated our OneB0 manager feedback tool to help\
managers see what they do well and where they need to focus
their development. Every manager is expected to complete the
process, which involves a self-assessment and survey for their
team to answer the same guestions. In 2020, 9,892 managers
participated in One80 and 60,386 employees provided
feedback to their managers. On a rating scale of 1-5, on
verage our managers were scored 4.3 by their team. /

We are committed to recruiting and developing people

at the start of their careers and currently have 677 people
on our graduate and MBA programmes globally and 448
on apprenticeships in 11 countries.

LTOMEE (L. BRI IOV T EBILEULEIESTIFD,

20204, 93,7 18ZDMEEENTAR—F)ILHSIHEY —Z
(CT7IER, Tz, N=FvILD First Line Leaderff{E045
L"ZB5%EtU,.

NR—=Zv—DT4—R)\WwIY—)L"One80"ZE5,

ETONR—Zv—(F, BefHEcF-LT> T - bMeE0T0ER
ZEMT5&IKH5N D, 20204, 9,892 ADNYR—v—hH
One80ICE&MNL. 60,386 ADIEREN T1—FN\wi%iRHt.

1~50FHI T NAR—2v—EF— LnSFT4. 30 iz 52 13
7-:0

@ GSK.com; Employee engagement = Leaming and development )

Fv 72 A NI BRERPETOAMDIEAEBRRICHZANTS
D, IR7E. KEFEMBATOI S L6774, 11HEOEZH
E(C447 2 EEE,

(B#) GlaxoSmithKline "Annual Report 2020” (2021438)
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Inclusion

Our customers, suppliers and communities
span many cultures and continents. We
believe this diversity makes us stronger,
and we are dedicated to building a diverse
and connected workforce where everyone
feels a sense of belonging.

Women in senior leadership

In 2018, we committed to reach 30% women
in senior leadership roles by 2020, which are
classified as 0to 3 in our global career band
structure. We achieved 30.3%. Appointments
of external female candidates into senior
leadership reduced from 33.0% in 201910
31.6% in 2020. We will continue efforts to build
miore gender-balanced leadership teams and
have set ourselves a target to achieve 35%
women in senior leadership roles by 2025,

To diversify the talent pipeline, every member
of our Group Executive Committee, as well as
many members of their management teams,
actively sponsor colleagues from under
represented groups, including women.

We paid specific attention to how we select
and promote candidates for roles and how
colleagues can readily access opportunities.

In 2020, we expanded the Accelerating into
Leadership programme 10 all businesses and
functions. The programme provides group
coaching, networking and development for
high-performing women at manager level,
which are those at level 4 in our global career
band structure. Our Accelerating Female
Leaders programme, which focuses on
developing high-performing women at level 3
in the global career band structure, was
attended by four times as many women

in 2020 than in the previous year.

@us on UK gender and ethnicity \
pay gaps

In 2020, our median aggregate UK-wide
gender pay gap. including all reported HSBC
entities, was 48%, and our median bonus gap
wias 57.9%. Our overall UK gender pay gap

is driven by the shape of cur UK workforce.
There are more men than women in senior and
high-paid roles, and more women than men in
junior roles, many of which are part-time.

For the first time we also published our UK
ethnicity pay gap. Our median aggregate
UK-wide ethnicity pay gap across all reported
HSBC entities was -b.6%. Our madian bonus
gap was 0.8%. However, the pay gaps differ
depending on the underlying ethnic minority
group. The businesses and roles which
employees from different ethnic groups work
in impact the gaps, with relatively lower
representation of ethnic minority employees in
senior, higher paid roles. While 79% of our UK
employees have declared their ethnicity, fewer
senior, higher paid employees have done so

to date and were therefore not included in our
ethnicity pay gap analysis.

‘We intend to publish efhnicity representation
and pay gap data annually to help ensure we
continue making progness and help us identify
further areas for action.

We review our pay pr:
also work with independent third parties 1o
review equal pay. The nost recent exercise
was undertaken in 2026- i
are identified that are not due to objective,
tangible reasons such as performance or skills
and experience, we make adjustments.

O ourco mpleta Gender and Ethnicity UK Pay Gap
Report 2020, along with mone information about
our pay gaps and related actions, can be found at
www._hsbc.comiwho-we-are/our-people-and-
communities/diversity-and-inclusion.

@r diversity statistics'? \

. RARBRRDTOSIAH—-N\FOR%ZECH

> 28 (51448%. 1%52%)
> 227 U-4— (BMH70%. Z430%)

/Gender balance

All employees Senior leaders® leadership who are women
(2019: 29.4%)
W Male 48% (2019: 48%) W Male 70% (2019: 71%)
Female 52% (2019: 52%) /
N

Percentage of our senior \

Holdings N B4%
Board 5 8%
Exacutive

Committae 3 19%
Combined 141 [T
axacutive

committes and | 62 3%
direct raports

Sarior 70%
leadarship 2875 0%
leadarship -
WPB 545 %
sSerir %
leadarship -
CMB 300 30%
Senior 2,218 78%
leadarship -
GBM 635 22%
Senior 732 7%
leadarship -
Digital Business 285 28%
Services

All 111,422 48%
amployeas 119,618 52%

|| Mala Famala

1 Combined exacutive committse and direct reports
I utive Directors, Group
Managing Directors, Group Company Secretary
and Chief Governance Officer and their direct
raports (excluding administrative staff).

2 Sanior leadership refars to amployees performing
roles classified as 0, 1, 2 and 3 in our global carser

@strumum. /

SIH— RAFVVTELZOEE R E .

20204, REEAROBEEEIREDTRIE
(348%. N—FRIBZ=DHRIUEIFS7.9%o1.

S&8EE. REOFHBHORZERICERL T
%, LIRS OB VMEERICEBELDBL
HEDHINZN, Fo. LD—ALEKICFLZIEDTTH
%< TOZNWN- ML LTHS.

FESEIHT, IZZST4 - RAFrvT7 KR,
REREODIAZSTA - R1Fvy IO IYE (-
5.6%. h—FZAF v IO RAEL0.8%o1z,
HREE IR S O U ERRICFLKA SR RORE
2B 0ITESFARTHIIRL ZOESRAPIEE|
MEBEICRZEL TV,

(&%) HSBC Holdings plc “Annual Report and Accounts 2020” (202128)
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Inclusion continued

Beyond gender

Delivering more inclusive outcomes for all
Our diversity and|inclusion strategy is designed to deliver more inclusive outcomes for our colleagues, customers and suppliers. Globally we have
driven improvements in representation and sentiment across multiple diversity strands, grown our commercial focus, strengthened our employee
networks, and imjproved our diversity data. Here are some examples of our key achievements in 2020

(3 )

A
O -
Beyond gender
Qur global approach to diversity
goes beyond gender to include

ethnicity, disability and LGET+
inclusion:

— Ethnicity: In 2020, we launched
our global ethnicity inclusion
programme, which is
spansored by Group Chief Risk
Officer Pam Kaur and aims
10 diversify our workforce
ethnicity profile (see box
on page 64).

— Disability: We continue to
develop our global approach
toworkplace adjustments
1o improve consistency for
employees with disabilities,
as part of our global disability
confidence programme,
spansored by Group Chief
Financial Officer Ewen
Stevenson. We used our global
footprint and connectivity to
raise awareness about disability
inclusion through our
spansorship of #PurpleLightUp.

— LGBT+: Qur work, particularhy
around leadership and engaging
colleagues, has again been
recognised by Stonewall, which
named HSBC as one of only 17

Top Global Employers for LGET+
wclusion. /

o0
o
o/

Beyond employees

ACIosSs our businesses, we
are taking opportunities to be
more inclusive of diverse
CUSIoMmer groups.

In our private bank, we want

1o improve how we serve and
gain insights into our female
clients, and we are partnering
with external networks AllBright
and WealthiHer to address ways
o improve women's wealth.

Qur Global Banking and
Markets business has a team
that incorperates a gender
perspective into our mainstream
products and business lines 10
generate business revenue from
transactions that drive

gender equality.

Our insurance business HSBC
Life uses a diversity and inclusion
framework to ensure product
development and engagement
opporiunities are designed to
address needs across different
customer groups.

Employee networks

By appointing global executive
sponsors from our Group People
Committee as well as global
co-chairs across our employee
networks we are helping them to
deliver consistent and impactful

outcomes aligned to our strategy.

In 2020, we appointed our first
global executive sponsors for
our Embrace {gthnicity) and
Generations (age) networks,
and our first global co-chairs for
Embrace, Ability (disability) and
MNurture (caregivers) networks.
Global sponsors and co-chairs
are identifying issues and
opportunities across their groups
in different markets, and are
collaborating with key business
areas and across networks 1o
implement changes that will
help improve representation
and engagement with diverse
groups of colleagues.

-

\

s

Enhancing data

Collecting better diversity data
is imperative to measure the
success of our diversity and
inclusion strategy, and to inform
our inclusicn priorities going
forward. It will help us to gain

a mare accurate picture of our
workforce diversity, pinpoint
inclusion hotspots and be more
transparent about our progress.

We have updated ethnicity
categories in markets where

we can curmently collect that data
1o better reflect how colleagues
self-identify. In many locations
we have also delivered local
campaigns to promote self-
identification. In 2021, we are
enabling more colleagues to
share their ethnicity data with us
where it is legally permissible and
culturally acceptable to do so. We
will run similar self-identification
campaigns to improve declaration
rates throughout the year.

\

o« HAN=3FT4ADTO-)VVREGAE. 15—

([CEEFHT . Bk, BNV, LGBT+D1>I)L—>13
ESD.

20204, REBOEKREOZ R bEBENELEY
O-)\L-IZAZ3F4 A9 —>3> - 09 5 %R
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HO0-)LTBEL 7401 DELTEEN T,

Enhancing data
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Inclusive Diversity

Definition

Danone strives to ensure that every employee feels included, res-
pected and fully capable of contributing in its own unique way to the
Company’s mission by making inclusive diversity a key component
of its 2030 Company Goals.

Policy and outcome

mclusive Diversity Policy

When Danone signed the Global Agreement on Equal Opportunities
with the International Union of Food Workers (IUF), it committed to
promoting greater diversity within its corporate structure

In2017, as partof Danone's Inclusive Diversity roadmap. the Chairman
and Chief Executive Officer and its Executive Committee pledged
at by 2020 30% of the Company's executives would be wome

and 30% of its executives would be of under-represented nationa-
lities [i.e. people from Africa, Americas, Asia, Eastern Europe and
Oceania). In 2020, these goals were achieved, as 30% of executives
werewomen [vs. 17% in 2016] and 32% were of under-represented
nationalities [vs. 20% in 2016).

In 2019, Danone published a podition paper on inclusive diversity,
supplemented in 2020 by its glebal internal policy on the fight
against harassment and discrirmfination, which ensures that every

employee is treated with dignity and respect. Its inclusive diversity
strategy focuses on three globa priorities: [i] promoting inclusive
nd [iii) culture and nationalities.
Foreach of these priorities, Danone has defined commitments and
action plans, which are then implemented at the local levelin order
to cover diversity issues specific to local cultures and contexts.

20174, 2020 £ TICIZED30%Z2 LT DL
KRU30%z2EREVERVEEE (under-
represented nationalities) D&ELIILZNK.

20204, LtE(E30%. KRB OEVEFEE(E32%
Elgofze (BNEN. 2016%F(C(E17%E20%)

ﬂ’riority

Goal by 2020

Situationin 2020

Promotion of inclusive behaviors

Score of 0% on the Inclusion index

Score of 87% on the Inclusion index @

Gender equality 42% female directors

30% female executives

42% female directors
30% female executives

Culture and nationalities
nationalities

nationalities

50% directors of under-represented

30% executives of under-represented

50% directors of under-represented
nationalities

32% executives of under-represented
nationalities

[al This information is based on the results of the Danane People Survey (DPS],

which is sent to each Company employee every two years

PUTFDOIBIZEICDWVT, 2020FEFTOBEZEELE2020FED

IR ZEC &,

> A2ON—-TRIT
EE)

> TSI AH-DOFEE

> XALLEFE

BofeE (EXERACLD

ﬁlso, of the 10.3% positions with greater responsibility at Dano%
[10.4% in 2019], which include executives, directors and some other
senior-level managers, 50% of these employees were women [49%
in 2019).

In addition, in order to support equal opportunities and the recognition
of each employee, Danone, within all of its countries, ensures equal
pay for women and men with the objective of a gap within a range
of equity plus or minus 3 points. The 2020 female-to-male ratio is

@8 globally, in line with the Company’s ambition. j

Disability
Danone encourages its subsidiaries to share best practices regarding
people with disabilities.

In France, the Company has signed specific agreements on disability

—and-the&gh&agm&l&;emmaﬂemtal include measuresto support
t T H 1t es Ll

peoplewith disabilities. Danone profe Re-recrutrrentefpeapt
with disabilities by supporting events such as Tous HanScéne. Danone
also focuses on retaining people with disabilities by ensuring that
they have the most suitable work environment.

In EDP Reporting Entity in Brazil, together with SER ESPECIAL,
trains more than 500 disabled people to help them enter the labor

20204, 2R N10.3%NEEHIEEEDS5. 50%
o,
P2TOEICHVT, THEEEHEOEEOF vy ET5R

NAFAIRA> heTBEZBIRELTHED, 202050
Mt/ BHELE R (IR TI6.8L130TWS.
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force. It has also developed an online recruiting platform to put them
in contact with Danone as well as with other companies in Brazil.

Parental policy

Action plans
In 2020, Danone also held several events:

= forInternational Women's Rights Day, the Company encouraged

Danane is committed to creatinfg the conditions every employee
needs to make the most of pargnthoed, and to developing a fa-
mily-friendly culture

anone's global parental policy is based on three key elements:

1

* pre-natal suppart, including modified working conditions and
nutrition counseling during pregnancy;

extended parental leave for both men and women, including 18
weeks for 2 birth parent, 14 weeks for 2 legally adoptive parent
and 10working days for a secondary caregiver;

post-natal support, including job protection measures and return-
to-wark support, flexible working conditions and breastfeeding
support by providing lactation rooms for mathers at all sites that
empley more than 50 women

Forexample, in 2020 Danone North America extended its parental
policy to all its employees, including at the production sites level,
enabling them to take up to 18 weeks of paid leave after the birth
or adoption of their child

Globally, Danone’s goal was to deploy the parental policy in every
country where it does business by 2020. At the end of the year, the
Company had implemented this policy in 4% countries covering ap-

proximately 80,000 employees Ivs. 18 countries in 2019]. In 2021, the
remaining countries will roll out action plans that will help achieve
e Company's ambition

Governance

In 2019, two Executive Committee members were named sponsors
of Inclusive Diversity: the EVP, Chief Financial Officer, Technology
& Data, Cycles and Procurement and the EVP, Waters and Africa.
Danone also initiated 2 movement 10 encourage employees ta act
within their sphere of influence to help achieve inclusive diversity
targets

More than 400 inclusive diversity champions around the world
are thereby driving change at the local level and in the various
functions, werking with the Human Resources departments and
management teams.

In order to implement inclusive diversity at Danone globally, an
Inclusive Diversity steering committee is working on a transfor-
mational approach based on three pillars: people, brands and
partners/communities

The sharing of various couniries Deft practices regarding gender
equality;

in Benelux, Spain and Italy, some [prands and their employees
Jjoined in pride celebrations;

.

during the second edition of Inclusjve Diversity week, to engage
and raise awareness among Dapone employees, including
through workshops on unconsciops biases, sharing of a local
roadmap for Inclusive Diversity apd motivational sessions led
by outside speakers;

Meanwhile, Danone is still an active member of the HeForShe

movement and LEAD network.

Commitment to the HeForShe campaign
HeForSheis a global campaign by UN Women that encourages men
10 take an active role in empowering women.

In Brazil, Indenesia, Italy, Mexico, the Netherlands and Spain,
Danone has deployed HeForShe through its Leadership Mentaoring
program for women, enabling newly appointed women leaders to
seek advice from experienced managers.

The Cormnpany's comrmitment to gender equality was recognized by the
United Nations, which named Emmanuel FABER, Chairmanand CEQ
of Danone [until March 14, 2021], “Inaugural Thematic Champien”.

External recognition

Danone maintained its position in the Bloomberg Gender-Equality
2021 index. The Company is ranked 39" in the Top 100 World for
gender equality by Equileap.

In 2019, Danone received the GEEIS-SDG [Gender Equality European
and International Standard-Sustainable Development Goals) traphy
of the Arborus Foundation at the United Nations headquarters for
the “Social School for Wemen Empowerment” project launched
with the support of the Danone Ecosystem Fund and that is conti-
nuing with Danone Spain and Fundacién Ana Bella. The project
helps women escape domestic violence and rejain the labar force
by supperting a sales and nutrition training program. Meanwhile,
Danone's headquarters in Paris and Singapore along with all the
subsidiaries [including the production sites] based in Italy and Poland
recejved GEEIS certification

Opportunities

Danone is committed to fostering an inclusiveworking environment

thatrepresents all forms of diversity, both visible and invisible. The
Company’s aimis to create aworkplace environment that promotes
both personal fulfilment for employees and efficient teamwark,
with a view to developing solutions that are culturally relevant to
consumers.

With its Inclusive Diversity strategy, Danone seeks to leverage its
brandsinorderto make its consumers agents for change. In Mexico,
Danone's bottledwater brand Bonafont made gender equality 2 cen-
terpiece of its brand commitment and took an active stance to help
advance this cause. Over the past two years, Bonafont joined with
UN Women to launch a support program for women entrepreneurs.

JO-)VBRSZBRIS —DOR-RERDEE=—FF !
« ERTYR-b~ (GEERROFHBRMAOEEPORERKRE)

« BBl IIBERAIBROER (R3] : 188, EHNRE
RE: 148HE. ZXESE : 108/R)

- ERYN-~ (ERFREEE. BRSHR. TR 50A
U L0t B I 2EEEPNCHE TR ZEDRIECL S
BIRYR-bE)

20204, BRSO TRBRIIBN)S —22EB (LKL, &

KISBEDEHARIBROES TEdLI(CUE.

HIDE 2020FFTIC, BEAZRRAUL VL2 TOETE RIE
NS —2BAITREEBZEELTULECD. 20208FEKI(C(E498
=, $I8 8 ADWEXEENEATE, 2021F (. HOOETHEEE
ERRICEITETI33> T35 % BRI B FE.

HIVE HEPIEENZHRIEA2RIRI ZBIEN RSB IEIEDT
B ICERDFEA TS, OB, SHEE(CE>TUERISEY)
BRI1—-23> %I 3. WEEEOME ARRTE B RETNZREY
RF—-LAT-I0OM Sz et I RIFIRIEZ/ED L,

HIINE AN =T HAN=FT1EBEDO T SHEEZZL0IB
WFELIBeHCT T2 ROFERAZBIEL TS,

AF3TE KT 5> RIBonafont b, S1o4—-FZE%#T52 R
YRS MOFUNCHER . BRI R EEATCOBZEDHEEICERDIE
ATW3, IBZE24ER]. BonafontiZUN Women& L., itie

EROIHOTOT 5 L%IL5 EFTEN BRERMLZVERL. UR%S
EFPITA—ANFHLTWS.

This partnership includes the creation of limited edition HeForShe
bottles and the donation of all proceeds from this program to charity

(&%) Danone “Universal Registration Document — Annual Financial Report 2020”
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Employee safety

Overall, our reportable injury and illness rate fell from 0.22 per |
100,000 hours worked in 2019, to 0.17 in 2020. The reduced
numbers of employees driving and based at GSK sites, due

to the pandemic, will have contributed to this decrease.

-

o

/Bﬁplte our extensive safety programmes, tragically we \
experienced two employee fatalities: one at a manufacturing

site in Canada and another in a road traffic accident in India.
There was an additional work-related fatality in Belgium,
involving a construction worker not under GSK's direct
supervision. We conducted extensive investigations into

the causes of each fatality, to ensure we could take actions

to reduce the risk of similar tragic incidents occurring.

We have developed a safety improvement plan to further
strengthen our existing safety practices.

—

Approximately 20,000 employees drive on company business.
To help those employees drive safely we run a driver safety

wRERBOHDEHRE (reportable injury
and illness rate) (3. S5&EFRE 105 RIS
1z00.22 (2019%) H5.0.17 (2020%F)
(TR

INOTVIDEZET, BLAT/HEENTHNEEED
BB U EMEIRZRDE T (CH S

programme which combines online learning with practical

—

road safety activities. We have over 15,000 drivers from more
than 60 countries enrolled in this programme. /

(B#) GlaxoSmithKline "Annual Report 2020” (2021438)
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<0 WORKPLACE HEALTH AND SAFETY

Workplace safety: the WISE' program

Definition

Danone is responsible for ensuring the health and safety of its empl
vironment that reflects a long-term and respectful commitment to

Covid-19 crisis, the Company’s priority is to ensure the safety of all g

Policies

byees at all its sites, providing a healthy, safe and calm working en-
he life balance of its employees. In light of the risks inherent in the
mployees at its production sites and tertiary headquarters.

morkplace Health and Safety Program - WISE®

\

Objectives by 2020 Zero fatal accidents and 50% redu

2014

ction in workplace accidents requiring medical absence relative to

Application scope Monitoring of types of accidents

and subcontractors).

working at Danone sites (employees, workers from staffing agencies or other outside labor providers

[fatal accidents, accidents with and without lost time): all people

WISE? program operation WISE? is a worldwide program tha

through two approaches

* promote the culture of workpla

# ensure compliance with standards for the most critical risk situations.

To address these situations, the Company continuously defines new standards, and in particular since
2019, those related to machine safety at the plants and those related to the specific risks of the sales
activities and activities carried out at the head offices (ergonomics, remote work, hotels and travel, etc )

t seeks to continuously reduce the number of workplace accidents

ce health and safety at all Company sites;

fa FD[[DWII'\Q [WD alaLIramc accidentsin LUZU, UDanone has rein UI'CE'E E e prevenflve measures |nc[uaeﬂ n IES sfanaarﬂs ECI F‘HIEIQEEE e I'ISESCI ran acuaen s

[T 2EET0I 5 A- WISE]

« 20205FTOERR : FEUSHHMTO. /5B KRz
MBI EHBNEZ2014F L T50%iR

- EREEE  FHROBEOEYT  H)PDFE
FPATEKETOREE

« “WISE"(& LF220770-F(c LD, F5Eh
EOMBRIRHIREBEITOT 3 b,

EEBETOHBLZEFHELOfRE
« ROBERUAVINRICH T 2EEDEST

and defensive driving.

Governance

Managed by the Hurnan Resourcp

is deployed at each Reporting

at the logistics warehouses for
Safety managers at the subsidiar]
smooth operation.

The programis overseen at the Cf
Committee, which is chaired by {
and General Secretary, a membd
supported by the Chief operatin
and the Head of health, safety a

s Department, the WISE? program
Entity, at the production sites and
sales and distribution. Health and
ies and sites support the program’s

lompany level by the Safety Steering
he Chief Human Resources Officer
rof the Executive Committee. He is
p officers of the Reporting Entities
ndworking conditions

Action plans

The sites are responsible for conducting their own risk assessments
In Europe, in particular, the Single Risk Assessment Document

[Document Unique d’Evaluatio

n des Risques - DUER] requires

companies to assess their risks and implement the necessary action
plans to ensure employee safety.

Dancne encourages its employees to identify and report risks and
accidents through a participatory system open to [i] all Danone

employees; [ii) some sites open to workers employed through
N J

~

ncies and trade workers; and subcontractors. In cases of majo
isks or accidents, special procedures and a system for reporting
the information up the line have been established according to the
management levels

Meanwhile, eachyear approximately 50% of Danone sites, production
sites and the sales force are subjected to WISE? audits covering
both the safety culture and compliance with standards. Since
2018, Danone also deployed the WISE? “compliance standards” in
countrieswhere convenience store distribution is significant (Egypt,
Indonesia, Mexico and Maoroccol. In 2020, given the Covid-19 crisis
and travel restrictions, the Company performed only 5% of the
originally planned WISE? audits.

WISE? audits are also performed for certain administrative head-
quarters.

In addition, the WISE?action plans include the management of working
conditions, particularly with initiatives to assess ergonomic risks,
praovide training on repetitive motions and posture and workstation
configurations. Danone also takes measures to reduce working
hours and employee turnover in convenience store distribution. The
rate of workplace illness and related absenteeism are monitored

the local level

(7923>T5>]
o DRVFHEE BRSNEEZROTITI.

o HI2E BB T LZBUT, YRIPERE

FIEL. IEIDELZRBICERHIL TS,

. f&E 5> OEEFTEDFIS0%N R R LR

BITFOmAZHIN—-9BWISEEEBZ 1T\,
(2020£FE (%, COVID-19MEZLE(C LD, HHF
ELUTWEEEDS5%NDHENE)

WISE7)23>T52(C(d, SEIEZREOEENS

FNTHD. FICABTEHNRURAIOFHE, k18
EENPEE(CBETBEN -2 DR, 7-9IX

T—2AVDHEREOEFENMTHN TV,

Fle. IDEZIDAXARNP OFHEICHBVT, FHEEF
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Outcomes

Year ended Decembe?i‘\

e

2019 2020 \
Accidents with Accidents with
[number of accidents, Fatal atleast 1 day Frequency Fatal at least 1 day Frequency
except frequency rate in percentages| accidents losttime®™  Rate 1(FR1]™ accidents losttime™ Rate 1(FR1)®
By Reporting Entity
Essential Dairy & Plant-Based = 157 1.6 = 127 1.4
Waters 1 103 1.2 2 70 0.8
Specialized Nutrition - 50 1.0 = 35 0.7
Corporate functions = 46 29 = 20 1.3
\‘Tuial 1 356 1.4 2 252 'I.l]/
SafetyScope ceo Mothodolopy Noto 7
4 Year ended December 31\
2019 2020
Frequency rate 2 [FR2] & 1.24 0.95
Severity rate 0.06 0.07

\ |al Safety Scope, see Methodology Nate.

. FEHH
. 1B EOkEEESB
. NEHSHBREORER
(£ TIREHMA]. 20194, 20204)

J

Since 2014, Danone has includ

intheworkplacetoits V

ll-being

[£) manage staff with kindness and authenticity, and [5] promote a
healthy lifestyle and environment. Practical guides purage the
¥ ) e

subsidiaries and sites to implement them. Some subsidiaries have

implemented initiatives that call for:
e the right to disconnect;

e training of management to detectand prevent employee stress.

Focus - Promoting well-being in the workplace and stress prevention

In 2019, Danone off
resources fun

context of Covid

global and local

well-being of employees in order to identify their needs;

® a Stay Strong St

five ¢

physical health

red atraining program in Eu

n on quality of life in the wor

su

ay Saf

. [iv] managerial monitoring and support a

e campaign in which employees were
asked aboutchangesintheirworking conditions in the fo i

tegories: [i] effectiveness at v

e for the human
n 2020, inthe

-19 crisis, these measures were supplemented by:

rk, [ii) mental h

solidarity and mutual assistance;

e the creation of a

psychological support unit for employees.

© TRREHEDRVSBIEOFRER

« RAE (F5EHE5RE 10008 =00
TR SF BN EICLSMERE)

(£BIC20194F, 20204F)
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~~

-~

/ﬂantal health training is available for all employees and 10,8

Health and wellbeing

GSK's Executive Team has overseen our COVID-19 response,
including the health, wellbeing and engagement of our employees
as a primary focus. In support of this, we have developed a strong
health and safety framework aligned to site needs, specific role

/ During 2020, we monitored confirmed COVID-19 cases and

recoveries in our workforce on a daily basis. We developed
minimum standards for returning to the workplace, and provided
clear expectations on the wearing of personal protective
equipment, employee testing and temperature-screening to
make the workplace as safe as possible, enabling more
employees to return to sites.

We supported employees working from home with ergonomic
advice and equipment, provided online training on remote
working and continued to ensure sufficient employee assistance
\Support for all employees as well as their dependants.

_

20204, EEENCOVID-19RZHIEEIEIRSLICDL
TBREISI I EE .

Hfa‘k PR IRDIZHDRAREEZRTEL. BEARODER. 1R
B, R -2 (OOWTRREREAR 27" I CLICKD,
SDZADREENRGICABIF TEDLI(CUE.
FEEBHFONREB(SHU T ABITZR(CEIKT RIS
ALtkgr. ROUE- NI —I(CRET DA 51 D AHEZ R4
FBEED(C, EBEZOREFRIKRH I DT 3YR—
hORERZ .

N

managers completed it in 2020. We encourage everyone to be
open, to ask for help and access support when they need it.

In 2020, more than 22,000 employees completed energy and
resilience programmes via our online training and development
platform, 12,060 participated in COVID-19-focused resilience
webinars and 18,688 in virtual mindfulness sessions. We also
introduced a personalised, digital health platform in 25 countries
which includes a subscription to a mental health app for
individual self-support. We measure organisational stress

=

@ the platform to focus mental health support where required/

XA ABHEFE RSB NREERIEET. 20204F(C

(¥10,897&DNAIV—H'5Z5E.

20204, 22,0002 _FDREZEBENA>S 1 I AHMERFE
T3 RNIA-LEBU T, IRILF-ELSDVIDZOTOIS
LB T , Tz, 12,060&HCOVID-19(CEREHTE
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COLLEAGUE REPRESENTATION MEASUREMENTS

Total employees’
® Female

48727

® Male
20,850

Total senior managers’

® Female
57 (19/20:52)

® Male
79 (19/20:74)

Total Board'?

® Female
4(19/20:3)

® Male
6(19/20:5)

1. Asat2021yearend.
2. Asat25May 2021

136

\aboutthe business.

Senior managers from ethnic minorities

8%(19/20: 8%)

We remain firmly committed to our target of
having 50% women and 15% BAME colleague
representation in our senior management team
by 2022, but have mare to do to hit our targets.
This year we continued to support and engage
with our wide range of colleague diversity

ni [ i

Engagement

82% (19/20: 81%)

The progressive engagement score from

our monthly ‘Colleague Voice'survey.

Qur engagement score through the year was
strong at 82%, with 91% of colleagues feeling
proud to work for M&S. Nearly 50,000 of our
colleagues chose to participate and voice their
feedback and ideas, helping to give us an
informed picture of how colleagues feel

J

Gender pay gap

12 : 3%(19;20: 12.9%)

Our gender pay gap, the percentage
difference between average hourly earnings
for men versus women, marginally decreased
this year and remained lower than the

UK average.

- BHR. tEEREZER

o FEZBUTOIST—IADMAOT7(382%
« 91%DREEHNMISTEKLZFEDICRARLTVD

(&#l) Marks and Spencer Group plc, Annual Report & Financial Statements & Notice of Annual General Meeting 2021
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.

Survey in 2020 conducted by an outside firm was 91% [percentage of
employees recommending Danone as a good place towork]. This rate
of engagement is 11 points higher than in the FMCG sector. Progress
was also made ininclusive diversity, in particular the representation
of women in senior and middle management positions, inclusive talent
development and parental policy. In January 2021, the Eloomberg
Gender-Equality Index thus included Danone on the list of companies
committed to support gender eguality.

of social, societal and en nm 3l companent ach m 00% of targ
Percentage of
Indicators Weighting Review of fulfillment of the following achievements fulfillment Weighted
ﬂEmployee engagement 10% The rate of employee engagement measured in the Danone People 100% 10%

Fulfillment of climate
ambitions

10%

Danonewas onge again recognized as a leader in environmental per- 100% 10%
formance. In 20P0, itwas awarded a "Triple A" score from CDP for the
secondyearin grow, having made the Alist in climate change, forests
and water secufity. This score reflects the actions the company has
taken to build a low-carbon economy, protect natural resources and
increase its brgnds’ transparency. Danone’s greenhouse gas emis-
sions for scopef 1, 2 and 3 combined fell by 1 million tons, of which
approximately $0% due to the company’s regenerative agriculture
actions [thereblconfirming_as prn\fimlfl\.' announced that Danone

reached its carbon peak in 2019).

Total

20%

- 20%

X - CEODIRENGIEICIERE T

4 —

IAY MDIERERHIIAAT NS,

20205 MDanone People SurveylCBWTCAIESNEEE IS —IAT b
R (H)0zBUVISEL TEBINEEDEIS) (& 91%.

NiE. BRGEBRIEIY—ELEELTLIRI > RELY,
THEOEIE. DIENLFEERFE. BIRAS—RED, 1> —3T - H()\—
STAICBVTHEE A HBNT,

(&%) Danone “Universal Registration Document — Annual Financial Report 2020”
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EMPLOYEE ENGAGEMENT

We are convinced that our employees’ feedback will play a crucial role in our pursuit of creating a
desirable employee experience and continuing to attract and retain top talent. We can only tell if we
are successful by asking our people, hence we empower them to share their feedback on a reqular
basis. In support of this thinking, we launched ‘People Pulse’ - our approach and system platform
for measuring the level of employee satisfaction with the experience adidas provides as an employer

- for all office employees with an email account.

People Pulse allows for the measurement of the employee Net Promoter Score [eNPS). The
calculation logic of the eNPS is identical to that of the brand NPS: Based on the main question 'On a
scale of 0 to 10, how likely are you to recornmend adidas as a place to work?', the total share of
detractors [responses below 7] is deducted from the total share of promoters [responses scoring 9
and 10], producing the eNPS. This approach as well as a focus on collecting open-comment
feedback from employees on a regular basis allowed the reduction of the questionnaire to a short

pulse check of seven questions maximum, with the aforementioned eNPS guestion at the center.

In 2020, we saw the People Pulse continue to be leveraged as an important feedback channel from
corporate employees to the company. We conducted a survey in September and saw an increase in
employee NPS results - especially of favorable ratings - compared to the last survey conducted in
2019. At 63%, the participation rate remained at a stable level. Reports with detailed results and
scores were provided to the Executive Board and leaders down to Board -4 level as long as they have
at least 15 members on their team. Employees have access to the overall company results via our
global intranet. Result recipients continued to review, cascade and openly discuss the results and

drive action on identified areas of improvement.

.

TTAHATORERICT I MEEE DTGB EZATE
@“Zo”PeopIe Pulse"% ERARY(CZEH.

[0-10D35, 7545 2 @E5ATEL TEDTEEHE
BI3H EF0L7B0ERICEDVTAI7EER,
Fle. A—T>OX> M ERARI(CUNEE,

20196 E LR U T, ir BRI AENN.

SEHIRFERE. B SEaMUF—AICISAB LD
A N=HNBU—F NI, RESISHEED
TERZA > bRy M SEIE D] EE,

=11]

(8#) Adidas “Annual Report 2020” (20214E3H)
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/@un a Snapshot survey every six months

and report insights to our Group Executive
Committee and the Board. Results are shared
across the Group to provide managers in each
region with a better understanding 1o plan and
make decisions.

As our colleagues faced considerable
challenges in 2020, Snapshot was a critical
tool to ensure we were responding to our
colleagues’ needs.

Listening to employee sentiment

response rate of 62% in July and 56% in
December. up from 52% and 50% respectively
in the same periods of 2019. We undertocok
additional surveys and virtual focus groups,
focusing on our colleagues’ well-being, the
changes that the Covid-19 outbreak brought to
their working lives and their views on retuming
1o the workplace. More than 50% of our
colleagues participated in our Covid-19
well-being survey, with 86% telling us they

\l.:gi}confident in the approach our Ieadersy

m was faking to managing the crisis.

nding new ways to listen

Listening to pur colleagues

listening. talking and reflecting exercisem
tens of thousands of colleagues, customers

and other stakenolders. Our new purpose is
‘Opening up a world of oppaortunity”. Our new
values are "we value difference’; ‘we succeed
together’; ‘we take responsibility; and ‘we get
it done’.

It was the largest employee engagement
programme in HSBC's history — helping to
ensure our plans were an accurate reflection
of everything our colleagues told us about
what is best about HSBC, and everything

In our 2020 Snapshot surveys, we had a recordl]  we want 10 become.

During the consultation on our values, 90%

10 continue the speak-up programme
and will monitor sentiment through our
Snapshot survey.

Our whistleblowing channels

Al times individuals may not feel comforiable
speaking up through the usual channels.

Our global whistleblowing channel, HSBC
Confidential, allows our colleagues and other

6 vAIC—E. {EZEEHAAE (Snapshot
survey) %z,

2020FDFEDEERE, 7THHN'62%. 12
AN56%. (2019%F(352%¢56%)

of colleagues said they were clear on HSBC's
new values and how they could be embedde
\ktotheir day-to-day work.

people speak up. If our colleagues have
CONCerns, we want them to speak up to help
us do what's right. In 2020, acting on findings
from the November 2019 Snapshot survey, we
ran a programme to raise awareness of how
10 speak up and what happens when we do.

We used new and innovative ways to gather
feedback and ideas from our colleagues in
2020. In June, we conducted virtual focus
groups for the first time. Approximately 860
employees in four markets discussed what it
was like to work during the Covid-19 outbreak
and considered how work will evolve in the
future. In October, we organised our first
‘emnployee jam’ - a live online chat between
employees in 49 countries. This online
conversation ran over 72 hours and captured
more than 8,600 online posts on topics
including the future of work and our values,
which we have refreshed to remain relevant
w reflective of our organisation.

In February 2021, we introduced to our
colleagues our revised purpose and values,
which were co-created through an extensive

Qur efforts focused on improving the process,
demystifying how we investigate concerns and
improving transparency about what action

we should take as a result. Following the 2020
‘Speak Up’ campaign, ourspeak-up index,
which is formed

email address for concerns pbout accounting,
internal financial controls on auditing matters

couraging our colleagues 1o speak [ageountingdisclosures@hspc.com).
We believe that change only happens when

In 2020, while we continued to actively
prgmote the channel, the velume of
whistleblowing concemns fefl by 11%. driven in
palt by the change in working environment
dufing the Covid-19 outbregk. Of the
whistleblowing cases close in 2020, 81%
relgted 10 behaviour and copduct, 15% to
urity and fraud risks, 4% to compliance

s and less than 19 to other categories.

2.0
w D

20204 (3. B IIETHRE DFEZINE,

68(Z(E. N=FvIL-TA—hR-JI—T=EH,
850 ADEEE N, JOFHROAEHRFRY
SEOEBOHD DOV TiEM.

10B(C(E. 49NEDREEEN AT/ TIA
JFvwhziT5"employee-jam” %z B, 72
BFRICOIEOTIThN. B OFRKPFH 42 D
IMEERREICDULVTI, 500 _EDI&tahdor,

The Group Audit Committesras-overat
oversight of the Group's whistleblowing

comfort on speaking up. rose six points in
December 2020, compared with November
2019. The index outperformed peers by

10 paints. We were pleased to see an
improvement in employes sentiment, with
78% of respondents saying they felt able to
speak up when they saw behaviour they
considered to be wrong. However, a smaller
propartion (B6%) said they were confident that
if they speak up, appropriate action will be

be fully addressed. In 2021, we aim

taken. We recognise there is more to do to give
our colleagues confidence that their concey

arrangements. Concerns are investigated
propartionately and independently, with action
1aken where appropriate. This can include
disciplinary action, dismissal, and adjustments
tovariable pay and performance ratings.

Cur 2020 Snapshot survey showed increasing
confidence among our colleagues in raising
whistleblowing concemns without fear of
reprisal, reflecting our policy of zero tolerance
for acts of retaliation. This continues to be an
area of focus.

2A(Z(& FRLVW=)CREN)1—-ZIEEEN

%ﬁo

o JNU1—(CBET B HINT—23>TlE. 90%D
ﬁE%ED‘THSBC@%ﬁbL\}\“U:L—t Tz
FE(CIBARL TV D EMEIE,

« EIZEBED78%N. BhE>TVBEENNZITE

ZRIZEEC, Bz EFRIENTERLEE. i
73 B LITNEEUIRIEENERSN SRS
LTWBAF66%I201,

(&%) HSBC Holdings plc “Annual Report and Accounts 2020” (202128)
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Listening to our colleagues

Measuring our progress against peers

In 2020, we introduced six new Snapshot indices 1o mesasurs kay areas
institutions. The table sets out how we performed.

continued

f focus and to enable comparison against a peer group of global financial

HSBC

Vs Vs
iz Scor8' 5019 benchmark?

Questions that make up the index

Employae
angagemant e &3 =

| am proud to say | work for this company.
| feel valued at this company.

| would recommeand this company as a great place to work.

Employee 72

| gamerally look forward to going towaork.

foous Neww +4 My work _gives me a_fQQI ng _of personal accomplishment.
My work is challenging and interesting.
| have a clear undarstanding of this company's strategic objectives.
Stratagy 68 New -1 | am saeing the positive impact of our SITategy.
| feel confident about this company's futura.
Change Leadars in my area set a positive example.
Iea:Ie?sw o 74 New 0 My na manager does a good job of communicating reasons behind important changes that are made.
Sanior leaders in my area communicata openty and honastly about changes o the business.
My company is genuine in its commitmant to encourage colleagues to speak up.
Speak-up 75 +6 +10 | fael able to speak up when | see behaviour which | consider to be wreng.
'Whara | work, people can state their opinion without the fear of negative consequencas.
| trust my direct manager.
Trus 75 +6 +5 | trust senior leadership in my area.

Whara | work, people are traated fairky.

1 Each ind=x comprises three constituent questions, with the average of thess questions forming the indsx scora.

2'We benchmark Snapshot results against a peer group of global financial services institutions, provided by our ressarch partner, Karian and Box. Scores for ea
question are calculated as the percentage of employees who agree to each statement. For further details on the constituent questions and past results, see the

)

v&‘:‘ Data Pack at www.hsb:.wn':fegg.

Meaasuring employee engagement

To understand how our colleagues perceive
tha organisation, we ask if thay feel proud,
valued and willing to recommend HSBC as a
great place to work, These guestions form our
amployes engagement index. Engagemeant
rosa significantly in 2020 and was two points
abowe cur pears. More colleagues said

thay ‘fael valued by HSBC' comparad with
November 2018, Employee advocacy, which
is defined as those who would racommand
HSBC, improved fiva points in 202010

71%. We aim 1o continue improving our
understanding and address why 20% of our
colleagues repart nautral levels of advocacy.
Owr resaarch showed that koy drivers of
‘|angagement are career opportunities, trustin
ledership and our commitment 1o encourage
speaking up. We expect our flagship
programme to help build future skills and

that this will in turn drive further improvemants
in engagement levals.

Meaasuring employae focus

Our employee focus index tells us about

our collaagues’ perception of their work. Tha
2020 results ware four points above our peers.
This will be 2 key maasure of progress for our
transformation and our programme to build
future skills.

Measuring strategy and change leadership
Our strategy index, which measures how
employeas fieel about HSBC's direction,

was just below its banchmark. However,

tha indax included an improvemeant in scores
for questions on whether collaagues sea s
positive impact of our strategy and if thay
have confidenca in the futura. Our affors

to reshape the business and the uncartain
business environment are affecting thase
results, and wa recognisa tha challangs

this creates for colleagues. Despita thasa
challanges, our change leadership index,
which measures how employees feel about
change communication and leadership satting
a2 positive example, parformed in line with

tha banchmark. This will continue 10 be vital
during our ongeing transformaticn.

Maoasuring speak-up and trust

Our speak-up index rose six points from
MNovembar 2019, representing the biggest
improvemant in the indicas we measura.
Sirmilarky, trust, particularly in senior
leadarship, improved significantly. Thesa
results are encouraging but need 1o be viewsad
in the context of the Covid-18 outbreak
wihere resaarch showed our colleaguas warg
positive about HSBC's handling of the crisis.
Maintaining these gains through a period of
ongoing change and uncartainty will raguire
sustained effort.

Whistleblowing concerns raised
[subject to investigation) in 2020

2510

2019: 2,808)

Substantiated and partially
substantiated whistleblowing
cases in 2020°

a2/

Employse advocacy

/1%

Would recommeand HSBEC as a great
placs towork.
(2019: 66 %)

1 The 2020 substantiation rate sxcludes
concems redirectad to other escalation
routas.

\

(&%) HSBC Holdings plc “Annual Report and Accounts 2020” (202128)
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Engaged people

Our culture

We are building a stronger purpose
inspire our people and power delivg

do more, feel better, live longer. Our Purpose and Perfor
culture is underpinned by our values of Patient Focus, Re
Transparency and Integrity. As we move towards the creg

6ur commitment is to achieve and maintain a competitia
employee engagement score by 2022

We survey our employees annually to get feedback about
how we are doing on our Innovation, Performance, Trust and
Culture long-term priorities. In May 2020, a record 85%
Our people are inspired by our purpase — to help people]] Of people took time to feedback. Our overall engagement
score jumped to 849%, a 6% rise since the 2019 survey,
nd 89% feel proud to work at GSK (up 5% from 2019). /

of two new leading companies, it is critical for us to focug

on being more performance driven, while remaining firmly
purpose led and values based.

We track our cultural change with a range of indicators
focused on embedding a culture that prioritises Innovation;
our competitive edge, speed and agility to deliver growth

orientated Performance; and gmployee Trust, including

(" (Accountability, Courage, Development, Teamwork) and \
progress as a Modern Employer.

As we do this, we check the health of our culture with a range
of indicators. We are making good progress. In what has been
a challenging year for everyone, our survey saw the highest
response rate to date (85%), and the main measure of culture
- employee engagement — reported the highest scores (84%)
since inception of the survey in 2012, an increase of 6% since
our last survey in 2019. There were improvements across all
Innovation scores (up on average by 5%), with Performance
scores showing the largest overall improvements across all
the questions (up on average by 7%). Scores on employee
QJST also scored strongly (up on average by 4%).

BE, EERTFZXEN. 2020F5HDFETE. BERESOME
EE (85%) LD EEBIST - MoBERED84%N
HESNZ (20194FE6%1E)

ETOMIN=232 07 THENREASN (FH5%18) | /\TAr—V
YAAATEETOEMTROASREENREASNT (F17%) .

REBDEHICEEIZATTENE (FH4%18)
89% N GSKTEIKZEZFENICRILEZE (20194 E5%1E)

(B#) GlaxoSmithKline "Annual Report 2020” (2021438)
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® JERAFSIBIZL BAFEIBZEDARRIEMERBBIC DV T d. BttIC LR EEER DM, AP0
BN AFRUTWBLIR— M FWTEERRZ1ToTL\3,

e —7/. Lik—hDRWVWIVUY7(E. BHORERZIIRNTS,

Bl WEBIDT - XD MG EDER A

Employee Engagement > Profitability
From 2014 to 2018, we used real data from SAP to analyze and proof the financial impact of employee engagement. We showed what a

change by 1pp of employee engagement would mean for SAP’s operating profit.
—>B#tD07—-IhSHEEERIIL TV E%ZHA

Profitability > Employee Engagement
In our view, a high operating profit, as great business news, can raise employee morale, encourage identification with our purpose, and

thus drive employee engagement. On the other hand, we believe that a high profit can also have a negative impact on employee
engagement. For example, if cost savings and budget cuts are implemented to reach an ambitious profit target, employees might feel
constrained and dissatisfied.

—"In our view"¢BIBEUE LT, RBMEDORE ENRREE IS —IAY MIRSITAT /21747 OMEICRZET S 525

Bl : EEBEEREMRMEDHRA

Employee Retention > Growth
Meifert (2005) stated a clear relationship between employee retention and a company’s revenue and margin.11

11 Meifert, M. (2005): Mitarbeiterbindung: eine empirische Analyse betrieblicher Weiterbildner in deutschen GroBunternehmen. Minchen
and Mering: Hampp Verlag.

SHREICLZILRMNESIRT AT BFRIENBASHCH S SRR




[(I1F5IRIREIEIIFHIRIRDIES] SAP (2/2)
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Drive leadership DR LETTES P PTY PP P PP TIPSR ]

_.5 Strengthened leadership and
: reward culture

Run health campaigns :
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! stress resilience and :  Revenue
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