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BEING A RESPONSIBLE
EMPLOYER

¢¢

Ensuring quality of life at work, equity, inclusion

and professional development is essential if we want
to encourage employee engagement and improve
the Group’s performance.

Being a responsible employer is one of the pillars
of the Group’s CSR strategy. The Responsible Employer
strategy involves three goals broken down into six
Anne-Sophie Chauveau-Galas  COmmitments, which are presented in this Responsible

Group Chief Human Resources

Officer Employer Report.

SOCIETE GENERALE RESPONSIBLE EMPLOYER / 2023 REPORT 2/64



TABLE OF CONTENTS

PART 1

EMPOWERING ALL CURRENT AND FUTURE
EMPLOYEES TO REACH THEIR FULL POTENTIAL
ATTHEGROUP ... . 4

Commitment #1 - Offering the best employability prospects to attract
andretainourtalent. ... ... . 5

Commitment #2 - Offering personalised career opportunities that
meet futurechallenges ... 9

PART 2

OFFERING A FULFILLING AND PRODUCTIVE WORK
ENVIRONMENT ADAPTED TO THE NEEDS OF

EMPLOYEES ... . 16

Commitment #3 - Creating a culture of equity, inclusion and respect
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,, 17

Commitment #4 - Ensuring a quality of life at work that respects
people and work-life balance ............................. 32

SOCIETE GENERALE RESPONSIBLE EMPLOYER / 2023 REPORT

PART 3

PROMOTING EMPLOYEES' ENGAGEMENT AND THEIR
POWERTOMAKEANIMPACT.. ... ... 41

Commitment #5 - Strengthening engagement and the Culture
of Communication to work together to maintain
the Group’s competitiveness ... ... 42

Commitment #6 - Contributing individually and collectively

to actions with a positiveimpact. ... .. 44
PART 4
A COMMON SOCIAL FOUNDATION ... 49
Performance and Compensation................................ ... 50
Social Dialogue ... . 58
Supporting our Employees During Transformations ... ... 61
Extra-Financial Ratings and Distinctions........................ ... 62
CONCLUSION ... 63

3/64



PART 1

EMPOWERING ALL
CURRENT AND FUTURE
EMPLOYEES TO REACH
THEIR FULL POTENTIAL |

AT THE GROUP ?‘ 1
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COMMITMENT # |

OFFERING THE BEST EMPLOYABILITY
PROSPECTS TO ATTRACT AND RETAIN
OUR TALENT

e rouResnzom ADAPTING THE GROUP'S

NEARLY o HIRING STRATEGY TO
91% 5.9 mitions  over 11,400 THE NEW CHALLENGES

20,000 OF EMPLOYEES VISITS STUDENTS

NEW HIRES* have permanent to the Careers website  welcomed Societe Generale is adapting its hiring methods and
contracts

incorporating new technologies and digital tools, like

user-friendly online tests accessible on mobile devices

and a process to align applicants’ CVs with offers.

Thg Group 'is also diversifying its hiring'channel's thr'ough
social media and specialised community websites like

Welcome to the Jungle to promote new professions and

better meet the aspirations of applicants.

The careers.societegenerale.com hiring site is regularly

updated and modernised and lists jobs available at
20,402 Societe Generale in France and abroad. In 2023, almost
74,717 CENTRAL 1.1 million applications were submitted to the Careers site
3,447 WESTERN AND EAST ASIA (16% more than in 2022), with approximately 5.9 million
AMERICA EUROPE visits (81% more than in 2022).

13,898 14,358 IN 2023
AFRICA AND ASIA AND OCEANIA
THE MIDDLE EAST

About
L] [ ]
1.1 millions applications have

been posted on the Careers website

+16% vs. 2022

About

5.9 mi"ions visits
+81% vs. 2022

*14,595 new hires on permanent contracts and 5,268 on fixed-term contracts in 2023
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STRENGTHENING APPEAL
AND THE RETENTION OF YOUNG PEOPLE

PROMOTING SOCIETE GENERALE
AND ITS VARIETY

OF PROFESSIONS IN ORDER

TO SUPPORT YOUNG PEOPLE

IN CRAFTING THEIR CAREER
PLANS

For example, Societe Generale:

« Has privileged relations with select higher
education institutions in 98 of the Group’s
entities. Privileged relations are maintained
with nearly 70 schools and higher education
institutions (including 34 partnerships)
in France and around 400 activities are
held every year (school forums, expert
conferences, CV workshops, subject-
specific round tables, hackathons, teaching
courses, masterclasses, tutored projects,
case studies, participation in juries and
committees to adapt teaching courses at
schools to the needs of companies, etc.);

Organises interventions on digital topics
(blockchain, digital currency, responsible
digital) and CSR (e-accessibility, diversity
in teams);

Leads a community of 250 school
ambassadors, all Group employees, who
are committed to discussing the company’s
values, culture, professions and working
conditions with students, particularly in
school forums.

Funds teaching programmes and research
by way of five chairs, representing a total
annual investment of €755,000;

Offers a catalogue of videos illustrating
the breadth of professions available and our
employees’ diverse career paths.

SOCIETE GENERALE
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ENCOURAGING MORE
DIVERSIFIED HIRING OF JUNIOR
EMPLOYEES

In France, various initiatives have been
implemented:

» Meet Match & Learn forum, a 100% digital
multi-school event combining conferences
and a hiring forum that aims to increase our
appeal among students of all backgrounds
(around 60% of registrants come from
non-partner schools);

« Financial participation in two
“Equal opportunity” programmes
set up at Sciences Po and Université
Paris-Dauphine, whose objective is
to guarantee opportunities for access to
academic excellence for deserving high
school students from rural areas or priority
neighbourhoods, and reviewing those
programmes’ results;

Events in around 100 non-partner schools
to diversify employee profiles and meet
the needs of the tomorrow;

Events with institutions to promote digital
professions among female high school
students and encourage them to enrol

in digital schools and engineer and expert
training;

Collaboration between Societe Generale’s
French network and Association Frangaise
des Banques, Ecole supérieure de la banque
and Agence pour I’Education par le Sport.

In 2023, more than 10 work-study
participants were hired for agency positions;

« The job (e)-dating series in partnership
with the ljeunelsolution government
initiative: Societe Generale maintained
its commitment to young people’s future
careers by holding around a dozen in-person
hiring events throughout 2023. During
these job (e)-dating sessions, students
were able to talk to recruiters about the
positions available within the Group and its
client companies. Some of the applications
resulted in job offers.

In the United Kingdom, Societe Generale
launched the Young Influencers Programme
to improve job opportunities for minority
groups in the financial services sector.

In Brazil, the bank offers training and
employment opportunities to young people
from marginalised communities through
the Societe Generale Institute for Youth

in Brazil.
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LISTENING TO JUNIOR EMPLOYEES TO KEEP IMPROVING
THEIR EXPERIENCE

Each year, Societe Generale invites

its interns, work-study students in France
and international volunteers abroad to
complete the ChooseMyCompany Happy

Trainees survey. This independent,
anonymous survey allows students

to evaluate their experience within the

Group. In 2023, for the fourth straight year,
Societe Generale earned the Happy Trainee
label by ChooseMyCompany, which rewards
companies that welcome, support and
manage their interns, work-study participants

and international volunteers.
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Societe Generale improved its Universum
ranking in 2023:

+4 spots
among business/commerce students; 22nd
overall

+5 spots
among engineering students; 40th overall

+1 spot
among IT students; 15th overall

Happy Trainees Score:

72,6/100
91 .1% of students

RECOMMEND Societe Generale
Group;

83.9% sav they have

opportunities to learn and
develop their skills;

8205% ACKNOWLEDGE
that they benefited from
an integration that enabled
them to quickly gain
self-sufficiency;

80.3% of students WOULD
LIKE to be hired by the Group.
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PROMOTING

NEW EMPLOYEE INTEGRATION

In order to establish a relationship of trust
over time and nurture a sense of belonging,
the Group implements an integration
approach for new employees that includes:

 a message welcoming them to the Group;

« access to an internal common area,
where they can get to know the Group’s
culture, values, strategy and activities,
specifically about the Group’s conduct
and compliance;

SOCIETE GENERALE RESPONSIBLE EMPLOYER / 2023 REPORT

« various tools such as start-up kits, welcome
booklets, guides for managers, tailored
to the entities and the specificities of
the business.

« in the French network, a pre-onboarding
mobile app that is accessible prior to
integration and until the end of their
probation period (learning about the Group,
our values and our commitments including
CSR, the core businesses of the Network,
etc.).

IDENTIFYING

AND SUPPORTING
THE TALENTS

OF TOMORROW

The aim of the Talent Management policy,
which is common to all the Group’s business
lines and geographical areas and is structured
around the Leadership Model, is to identify,
develop, and retain employees with high
leadership potential. The policy aims to
ensure management succession in the

short, medium and long term in Top 250 and
Key Positions.

In 2023, the Group continued to strengthen
its approach to managing Key Positions and
developing high-potential employees by:

« Reviewing the succession plans for Group
Key Positions (Top 250) and other Key
Positions (BU/SU);

« Continuing to promote diversity through
actions including two programmes aimed
at developing and accelerating women’s
careers (see Gender Equality section);

« Continuing to support the development
of talent, including experts, through
various leadership programmes and
personal development tools like 360°
(a diagnostic method that allows employees
to get feedback from their manager,
their colleagues or any other person they
interact with), coaching, development
centres and mentoring;

Launching a new leadership development
programme aimed at professionals who

are starting out in their careers in order

to identify future leaders and invest earlier in
developing their potential;

Ensuring that a common approach

is uniformly implemented across

the businesses and regions through
support for HR and the coordination
of the community of talent managers.
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COMMITMENT &) : 4 —

CAREER OPPORTUNITIES
THAT MEET FUTURE
CHALLENGES

KEY FIGURES IN 2023

over 107,000 empLovEESs

had a personalised development plan

34HRS oF TraINING

per person per year

55% oF TRAINING COURSES
are digital

51% oF posiTions
filled internally

13% OF PERMANENT EMPLOYEES
change jobs each year

AVERAGE 10.2 YEARS' SENIORITY
in the group
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ENSURING A ROBUST JOB
AND SKILLS MANAGEMENT SYSTEM

ADAPTING HR POLICIES TO THE SKILLS NEEDS OF THE BUSINESS LINES
AND THE GROUP’S STRATEGIC CHALLENGES

To prevent the risks of not having the right
skills in the medium and long term, the Group
has initiated a qualitative and quantitative
Strategic Workforce Planning (SWP)
process at the global level. This process aims
to identify the impacts of the strategy

of the businesses and the changes in their
economic, technological and regulatory
environments on jobs, employees and

skills and to inform policies on hiring,
internal mobility and training. It gives
employees access to resources to develop
their employability.

This approach consists of three stages:

1. defining a qualitative and quantitative
target concerning the skills that the Group
must acquire in the medium to long term
to implement its strategy;

2. preparing a diagnosis and mapping of the
skills available to the Group;

3.identifying the gap between the current
situation and the target in order
to implement the levers (training, internal
transfers, recruitment, etc.) and action
plans to bridge this gap. This is done
annually to update the action plans.
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Deployed in all of the Group’s key businesses,
it has covered almost all business lines since
2022, and helps to implement an effective
strategy for the acquisition of new skills and
the appropriate development of existing
skills in the Group. In France, this approach

is governed by an employer-employee
agreement signed in 2013 and renewed

in 2016 and 2019.

This approach is iterative and contributes

to a global HR vision. Responsibility for the
process is shared between the HR department
and business line management. In France,

it is also the subject of constant dialogue

with the Employee Representative Bodies,
with the role of the Professions Observatory
being strengthened in 2019.




MAPPING SKILLS AND MAKING EMPLOYEES THE MAIN PLAYERS

IN THEIR DEVELOPMENT

To map skills, the Group has opted for an approach based on the principle of self-empowerment,
making the employee the main player in their development and employability, through tools
made available to 80,000 Group employees around the world in 2023:

THE ACE TOOL (INCLINATIONS, SKILLS AND EXPERIENCE)

FOR THE GROUP AS AWHOLE

The ACE tool is based on a dynamic skill set
and machine learning®.

Deployed in 77 Group entities and
30 countries, this tool enables:

Employees:

» To access a list of open positions that match
their stated interests and skills in the Group’s
job exchange. Employees on mobility may
apply in accordance with their business
unit’s mobility rules, which helps streamline
internal mobility;

» To identify the Group professions they can
move into, the corresponding skills and
the resources and available training;

« To increase their visibility within the Group.

Managers:

« To independently identify and hire internal
profiles according to the skills they need
in the medium to long term, whether they
are on mobility because, after four years in
their position, they decide to move to a new
internal position, or if their mobility has
been requested and accepted.

HR teams:
« Tofill available positions;

« To better guide employees through changing
professions by offering individualised
skills-based support that contributes
to the employability of our workforce.

In 2023, the ACE tool was awarded the silver
trophy in the Best Co-construction category
at the HR Innovation Night organised by
Republik RH.

1. Artificial intelligence technology that allows computers to learn without being explicitly programmed for that purpose.
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MON|DIAG FOR SG’S FRENCH RETAIL NETWORK

The MON|DIAG skills assessment tool allows
each employee to enter their motivations,
explore the professions of the Societe
Generale network in France (SGRF), and

test their knowledge through expertise
questionnaires. The main objective is to
enable employees to identify their strengths
and areas for development and look ahead to
future professions.

MonDiag allows SGRF employees to perform a
self-assessment quiz on their current position.
The result of the self-assessment enables
them to identify the training they will need to
complete in order to develop their skills and
reach the target for their current position. ACE
helps employees reflect on their future career
prospects. The two solutions complement
one another.
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CONSOLIDATING THE GROUP’S TRAINING OPTIONS,

IN LINE WITH THE KEY SKILLS OF TOMORROW

A GROUP TRAINING POLICY

As a learning organisation, the Group has

established a number of objectives as part of

its training policy:

» Supporting employees in the Group’s
transformations, particularly in the context

of skills development and/or changing
professions;

e Taking into account social and societal changes,
particularly in terms of CSR;

¢ Introducing new and more digital ways
of learning;

» Giving employees a more proactive role
in their development and employability
by offering a broad range of training
programmes and guidance on how to access
training content that is relevant to their
plans, as a supplement to existing HR and
managerial support;

» Embedding a culture of responsibility
through mandatory training for all
employees. In 2023, the training covered
the following topics:

- financial security (anti-money laundering,
counter-terrorist financing and international
sanctions);

- information security, General Data
Protection Regulation;

- the Code of Conduct, conflict of interest
and harassment;

- management of environmental and
social risks.

SOCIETE GENERALE

RESPONSIBLE EMPLOYER / 2023 REPORT

The training programmes, offered by various
players (central teams or academies specific to
Business or Service Units or subsidiaries) and
in a variety of formats (e-learning, face-to-face,
MOOCs, videos, etc.), therefore prioritises the
relevant skills that enable the Group to meet
the challenges of customer relations, the use
of innovative technologies, the transformation
of working methods and the evolution of

the Group’s business model in relation to its
ecosystem (new banking players, start-ups,
etc.).

The Group is constantly expanding

its comprehensive training offer and

provides numerous learning tools such

as micro-learning, rapid learning, MOOCs,
fact sheets and in-person, online and

blended (in-person and online) courses,

the majority of which employees have free
and unlimited access to. The Group continues
to develop the Learning Management

System (LMS) it implemented several years
ago. This interactive and personalised tool
recommends programmes suited to the user’s
profile and stated areas of interest. In addition,
numerous platforms with training content,
both general (Coorpacademy) and specialised
by field (IT, finance, languages, etc.), are
available to Group employees.

Training for certification or degrees such as
Chartered Financial Analyst, AMF (French
Financial Markets Authority) certifications
and Lean Six Sigma certifications can also
be financed by employer contributions.

The first edition of Learning Days in France
took place in 2023. Over two days, employees
received guidance on training options and
came together around common development
priorities. They were also informed on key
topics for the future like Al, the skills of
tomorrow, CSR and new learning methods.
This event also marked the first edition of

the Societe Generale Learning Awards, which
recognised the most effective, innovative

and engaging development programmes
implemented in France.

THE HR ACADEMY

For over 10 years, the HR Academy has
been in place to support the HR teams.

It aims to develop the skills of all HR
employees and guide them through

the Group’s transformations. To this end,
HR employees are offered:

« Training programmes;

« HR conferences with interventions from
experts from Societe Generale’s HR
sector and external specialists;

» Workshops (practice, discussion
and sharing);

Professional development circles, etc.

IN 2023, THE HR ACADEMY:

« offered 68 conferences and 21
workshops, which received an average
satisfaction rating of 4.14/5;

¢ launched a new external partnership with
training methodology specialist OASYS;

« introduced a Diversity, Equity
and Inclusion programme;

« supported 87% of HR employees
in France.




MEASURING TRAINING
EFFECTIVENESS

Various approaches are used in combination
according to the strategic importance
of the programmes:

« All training is evaluated based on return
on expectations (ROE), which measures
the satisfaction of learners and how
well the training objectives align with
the expectations of employees. A number
of performance indicators are used,
including Net Promoter Score (NPS), which
measures the likelihood that employees
will recommend a training activity, overall
satisfaction and satisfaction with the
quality or delivery of the training content.
In 2023, Societe Generale developed an
internal feedback tool for quality indicators
that lets it cross-reference different levels
of aggregation (by portfolio, provider
and period). Quality assessments with all
its external providers enable it to adjust
the content of the programmes and take
learner feedback into account.
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« Societe Generale promotes experiential

learning to increase employee engagement

in the learning process and maximise the
effectiveness of the training programmes.
In-person training activities emphasise
practical learning through scenarios and
role play. This approach is particularly
effective for behavioural and management
skills. Learners are encouraged to test out
and adopt techniques in a safe training
environment so they can put them into
practice later in real-life situations.

Societe Generale also implemented
two training programmes using AFEST
workplace learning methodology for
French Retail Banking and the General
Inspection and Audit Department.

Societe Generale also rolled out an
eDoing solution that encourages learners
to put micro-actions into practice after
their training session. This solution is

implemented for the Group’s local managers

and will be extended to time management
and feedback training in 2024. Expected
behaviours upon completing training are
demonstrated through operational actions
that employees can choose and try out in

their role. Aggregate indicators are then used

to measure these actions in practice.

A WILLINGNESS TO RAISE
AWARENESS AND PROVIDE
TRAINING ON DIGITAL ISSUES

For several years now, the Group has been

engaged in a profound digital transformation,

while at the same time deploying a strategy
of supporting its employees in order to
rethink and overhaul its models. As part of
its digital transformation, the Group has set
up a skills development centre to support
the development of transformational and IT
professions. This academy offers a complete

range of training courses for Group employees

in the following areas of expertise: Agile,
Architecture, Data (including Generative
Artificial Intelligence), IT Development,
Infrastructure & Cloud, Project & Process
Management, CSR for IT, Cybersecurity.

2023 KEY FIGURES

8,1 92 employees

trained in France and abroad
(in-person, virtual classes, e learning,
platforms)

Nearly 3,400 training

sessions conducted (3,379)
by employees on the 25 references
in the Agile

70% of IT employees
are mature in agile practices

A GROUP-LEVEL
ESG TRAINING PLAN

Societe Generale Group has launched an ESG
acculturation and training plan covering all
of its employees. This plan aims to:

« Develop a cross-cutting ESG culture with
a shared knowledge base;

» Support our businesses in their need
to develop technical expertise.

This plan is based on:

1. More than 150 external and internal
training and awareness modules. The
modules cover six major topics: ESG
fundamentals, ESG risks, the environment
and the ecological transition, digital
responsibility, being a responsible
employer and sustainable finance and
investment. Many of the modules draw on
the expertise of our businesses in areas
like decarbonisation and various sectors
of the economy (transportation, aviation,
automotive, real estate, etc.).

2. Climate Fresk training, with the goal
of training 30% of employees (see
Declaration of Extra-Financial Performance).

13/64


https://www.societegenerale.com/sites/default/files/documents/2024-03/universal-registration-document-2024.pdf#page=370

RESKILLING

TO IMPROVE EMPLOYABILITY

This programme, initiated by the Group in 2020 and developed with experts from the businesses,
aims to offer employees the opportunity to reorient themselves professionally within

the Group and transfer to growth-oriented or hard-to-fill jobs through a robust training
programme that enables them to bridge the skills gap in about six months.

The courses take a work-study format and
combine apprenticeship within the teams
with professional training, most often leading
to a certificate or diploma, either from the
Group’s training catalogue or tailor-made

by recognised academic partners (schools,
universities, professional associations,
training organisations, etc.).

The reskilling programme makes it possible
to:

« Help realign skills with the rapid growth in
digital technology post-Covid;

» Manage costs by protecting internal
employment;

« Improve the employability of our workforce
through robust training.

 Support employees affected by
transformation plans to promote internal
mobility.
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In 2023, the Group continued to deploy
reskilling programmes and develop them

in new businesses. More than 230 employees
(+17.5% vs. 2022) participated in 32 diversified
reskilling programmes:

» The programmes included data and IT
cohorts (solutions architect, data designer,
data quality manager) for project-related
roles (project leader, agile master, etc.)
and traditional banking roles (CSR expert,
auditor, etc.);

» The success rate for the various
certificates and diplomas is 90%;

« Participating employees transitioned into
jobs or roles that matched the training
they received;

« Around 20% of the employees who joined
the programmes in 2023 were on mobility
because, after four years in their position,
they decided to move to a new internal
position; it was the group’s reskilling
programmes that led them to change jobs.

New career paths will be co-created in
2024, particularly on the international level,
with a strong emphasis remaining on data
and ESG topics in line with the aspirations
of employees and the Group’s skills needs.

The reskilling initiative is helping realign
the skills needed to succeed in the digital
revolution while promoting diversity.
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PROMOTING
MOBILITY, A FACTOR
IN EMPLOYABILITY
AND RETENTION
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The twelve principles on mobility and
job filling are shared by all Group entities,
including:

« transparency as regards vacant positions,
through systematic posting on the internal
job exchange (Job@SG), in entities that use
this tool;

« prioritisation of internal employees to fill
positions;

» agreement on mobility between employees
and their managers;

L4
f

Several systems encourage mobility within
the Group:

» The “Professions” intranet, which profiles
nearly 850 professions in French and
English, allows users to identify connections
between the Group’s various businesses;

« Internal promotion mechanisms, such
as continuing education paths leading to
qualification, certification or a diploma in:

- the professions of financial advisor
for individuals, wealth manager or
private banker, including the BTS
Banque, Bachelor Conseiller Patrimonial
Agence and Conseiller clientéle expert
programmes;

- the profession of financial advisor
for professionals via the Conseiller
Bancaire Clientéle de Professionnels
certification programme and Marché
des Professionnels training paths;

-
&
n

- compliance and management professions
through compliance manager training
or management training via the Institut
Technique de Banque (ITB) or the Centre
d’Etudes Supérieures de Banque (CESB),
aimed at supporting employees in
positions of greater responsibility. A total
of 723 employees in France participated
in these training paths in 2023.

« international mobility (in 2023, more than
775 positions internationally, as expatriates
or with local status);

« an internal transition management offer
to capitalise on the experience and expertise
of experienced managers. For instance,

a dedicated transition support structure
that offers experienced managers at Societe
Generale SA in France the opportunity

to oversee projects lasting 6-18 months

in various banking fields.
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PART 2

OFFERING

A FULFILLING

AND PRODUCTIVE WORK

ENVIRONMENT ADAPTED
TO THE NEEDS OF EMPLOYEE
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COMMITMENT H# 4

CREATING A CULTURE
OF EQUITY, INCLUSION
AND RESPECT

2023 KEY FIGURES \

31.4% woMen

in management roles (Top 250)

54% women €C

on the Executive Committee

30.5% NON-FRENCH NATIONALS

Inclusion of all forms of diversity drives employee
in the Top 250

engagement, innovation and performance. I’'m deeply
convinced that when we bring together our different
perspectives, we make better decisions and we create
opportunities for all of our stakeholders to explore

152 NATIONALITIES
working in over 60 countries

2,711 EMPLOYEES

have disabilities Pierre Palmieri ) ‘
Deputy Chief Executive Officer new horizons and work together to accomplish
(Diversity, Equity s .
I:-'eEmAp}gf,:eAs?sE AGE and Inclusion Sponsor) the companys mission.

40 YEARS OLD

)
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91/100 GENDER EQUALITY INDEX

score for Societe Generale SA in France



DIVERSITY, EQUITY AND INCLUSION
AT EVERY LEVEL OF THE ORGANISATION

Diversity is the norm in the Group, with more than 126,000 employees representing 152 different
nationalities working in more than 60 countries, and 54% of the workforce employed outside
France. The Group’s growth hinges on the multiple professions, cultures, generations and skills
that comprise it and which are a real source of competitiveness, progress and innovation.

The Group’s ambition of building a company together that is open to all and made better by its

differences sends a strong message.

The Diversity, Equity and Inclusion (DE&I) policy reflects Societe Generale’s determination
to recognise and promote all talents regardless of beliefs, age, disability, parenthood status,
ethnic origin, nationality, gender identity, sexual orientation, membership in a political, religious
or trade union organisation or minority status, or any other characteristic that could be subject

to discrimination.

IN THE GROUP

» The Group believes that diversity, equity and
inclusion have strategic importance beyond
ethics and performance considerations:
they are discussed at the highest levels of
the organisation under the sponsorship
of Pierre Palmieri, Group Deputy Chief
Executive Officer;

» The DE&I steering committee, made up
of members of the Management Committees
of its Business Units and Service Units
(BU/SV), is tasked with defining the Group’s
goals and guidelines for diversity, equity
and inclusion and establishing annual
(or multi-year) priorities. Each member of
the DE&I committee is now a co-sponsor
of one of the Group’s five priority areas:
gender; visible and invisible disabilities and
neurodiversity; ethnic, social and cultural
diversity; intergenerational inclusion;
and inclusion of LGBT + people;
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« In addition, a team dedicated to promoting
DE&I coordinates these efforts, supported
by its 47 internal networks of engaged
employees and a network of Diversity,
Equity and Inclusion managers across
its business lines and regions, ensuring
that the Group delivers on its commitments
in all entities.

AT THE BUSINESS
UNIT LEVEL

Within the Group, developing an equitable
and inclusive work environment is
amanagerial priority that is shared and
measured in all businesses at all levels

of the organisation. Each Group entity is
responsible for implementing the Group’s
policy and ambitions on an operational level,
in compliance with local regulations.

AT THE EMPLOYEE
LEVEL

The Group has set up awareness-raising
initiatives for all its employees so that each
individual within the organisation is aware
of the challenges of diversity and inclusion,
and of the impact of biases and stereotypes,
and becomes an active driver of inclusion,
both as an individual and as a team member.

The Group also gives all employees

the opportunity to express themselves

and take action in these areas through specific
questions in the employee survey.

IN 2023,
85% OF EMPLOYEES

expressed that they felt included
at the company, while 82%

of employees who belong

to a minority group said they felt
included and accepted for who
they are.
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AMBITIOUS OBJECTIVES AN ACTION PLAN MONITORING
FOR 2026 TO MEET COMMITMENTS AT THE ORGANISATION'’S TOP LEVEL

In late 2020, the Group set a target of at least
30% women in senior management positions
by 2023 and committed to implementing a
proactive policy to increase the representation
of international profiles. As of 31 December,
the objective has been met and surpassed.

In 2023, the Group set new binding targets for
gender equity and aims to achieve over 35%
female representation in management (Top
250) by 2026. This objective demonstrates
the Group’s determination to accelerate the
momentum, particularly in terms of gender
equity. In addition, a proactive policy is being
implemented to increase the representation
of international profiles in the governing
bodies, and more broadly to create an
inclusive environment at all levels of the
organisation.

In accordance with the “Rixain Law” of 24
December 2021, which aims to accelerate
economic and professional equality between
women and men, Societe Generale SA France
also publishes the following indicators for
2023:

« Representation of women and men in senior
management: 36% women, 64% men;

* Representation of women and men in
management bodies (Executive Committee):
54% women, 46% men.
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In order to reach the goal of at least 35%
women in management roles and to increase
the representation of international profiles
(non-French nationals) in the Group’s
management bodies, an action plan has been
putin place that includes:

« Introducing the notion of equity and
ensuring that it is taken into account
throughout the employee’s career;

« A governance structure and an action plan in
each Group business line;

Evaluating each member of the Management
Committee on diversity, equity and inclusion
criteria;

o Astrengthened talent management strategy
that focuses on supporting the career paths
and professional development of women
and international profiles with very high
potential;

» Promoting cooperation in the appointment
of managers to encourage diversity in
management bodies;

 Continued awareness training in bias
and stereotypes for all employees and
gradually introducing new topics like micro-
aggressions and cognitive diversity at the
2023 conferences;

» A€100 million budget toward reducing
pay gaps between women and men for 2024
and 2025.

Every year, General Management presents
the Board of Directors with an update

on the progress achieved in these areas,

both in France and abroad, including all

the actions implemented at the Group level
in terms of diversity, equity and inclusion and
the results obtained each year.

Our plan for 2026 is to have
over 35% women in Top 250
management roles.

—
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SHARED TRAINING AND AWARENESS
MEASURES FOR AN INCLUSIVE CULTURE

In 2023, the Group continued its efforts on non-discrimination training by expanding its
awareness programmes on diversity, equity and inclusion and the impact of unconscious bias

and stereotyping in HR processes.

These programmes are centred on the following initiatives:

IN THE GROUP

» The “Understanding and preventing
discrimination in the hiring process”
e-learning course, which is mandatory
every four years for HR and managers,
implemented across the French entities
in2022;

« an internal space with resources (articles,
benchmarks, studies, etc.) available to all
Group employees (Diversity, Equity and
Inclusion SharePoint site).

IN FRANCE

« The “Diversity, equity and inclusion”
playlist on the Group’s e-learning
platform has been enriched with nine
new modules on disabilities, invisible
disabilities, LGBTphobia, fat shaming,
racism, intergenerational inclusion, sexism,
sexist and sexual violence and second
parent leave.

The Group continued its awareness-
building initiatives around the issues
of diversity, equity and inclusion and
the impact of unconscious bias for all
employees, with conferences on topics
including disabilities, LGBT + inclusion,
neurodiversity and micro-aggressions.

An initial cohort of employees was trained
to lead “Diversity Mural” collective
intelligence workshops, in which
participants learn to recognise the cognitive
mechanisms involved in discrimination,
find out ways to reduce them and debate
the scope and limits of these approaches.
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FIGHTING AGAINST ALL FORMS

OF DISCRIMINATION

All employees are critical to the organisation. They must be able to develop professionally
and personally in a safe working environment and enjoy respectful working conditions.

GENDER DIVERSITY

In addition to the binding objectives set

for 2026 concerning the representation of
women in the Group’s management bodies,
the Group’s gender equity policy is based on
avariety of actions: :

monitoring the representation of women
within the entities’ management bodies
and with respect to promotions and salary
increases;

public reporting or reporting to the employee
representative bodies, in the UK and

France, of indicators on pay gaps and the
representation of women at the various levels
of the company;

social agreements, which set targets for

the promotion and advancement of women
within the company: Agreement on gender
equality in the workplace, 18 July (Societe
Generale SA in France).

ONE IN THREE WOMEN

In 2022, Societe Generale joined forces
with the Act Against Exclusion Foundation
(FACE) to strengthen its commitment to
ending violence against women by signing
the OnelnThreeWomen Charter.
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TOWARDS THE ZERO GENDER GAP

During the 2021 Women’s Forum, Societe
Generale signed the “Towards the Zero
Gender Gap” charter. This initiative
demonstrates the Group’s commitment to
support the retention and advancement of
female talent.

FINANCPELLES

Founded in March 2011 by the networks of
women executives of Societe Generale and
BNP Paribas (MixCity), Financi’Elles’ mission
is to contribute to improving and especially
accelerating women’s access to the highest
levels of organisations in the banking,
insurance and finance sector.

#JAMAISSANSELLES

By signing a corporate charter in 2021 and
becoming a partner of the #JamaisSansElles
Association, Societe Generale is
demonstrating its desire to advance the
visibility and representation of women
throughout its organisation. #JamaisSansElles
is a movement for gender diversity, promoted
by a hundred or so humanist entrepreneurs,
actors and stakeholders used to participating
in public debates and events, who today
refuse to take part if there are no women
involved.

WOMEN EMPOWERMENT PRINCIPLES

In 2016, the Group signed the UN Global
Compact’s Women’s Empowerment
Principles. Signatories of these principles
commit to corporate action to promote
gender balance in the workplace, the
economic ecosystem and the wider
community. Accordingly, the Group has
committed to publishing a summary of its
most significant activities (see the 2022
WEP Report).

#STOPE INITIATIVE

Societe Generale SA in France has signed
the #StOpE initiative, setting out eight
commitments to fight against “everyday”

sexism in the workplace, alongside 27 other

major groups.

WOMEN IN FINANCE

In the United Kingdom, Societe Generale
signed the Women in Finance Charter in
2018.1n 2019 it committed to increasing

the percentage of women in management
positions to 25% by 2022 and to publishing
the results achieved in connection with these
established objectives once a year. This target
has been achieved and updated to 30%

of women in senior positions by 2025.

WEARESISTA CHARTER

In 2019, SG Ventures ™ signed the WeAreSista
Charter to speed up the financing of female
entrepreneurs and to promote gender
diversity in the digital world.

1. Societe Generale Ventures is the Corporate Venture group. It invests in start-ups and growing companies that supply new products,

technology or merger models that are of strategic interest to the Group.
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Overall, 97% of the Group’s workforce are covered by policies or programmes that promote

gender equality at work. Among them are:

DEPLOYMENT OF MENTORING
AND LEADERSHIP PROGRAMMES
TO PROMOTE WOMEN

IN THE COMPANY

» The Group implemented two development
programmes, Accelerate and Become,
specifically aimed at female talent with the
potential to move into Group Key Positions
in France and abroad. More than 450 women
have participated in these programmes
since 2022. Under the sponsorship of
General Management, the programmes
aim to guide participants toward positions
of greater responsibility. The participants
follow a customised 6-to-10 month training
path that includes individual and group
coaching, co-development, mentoring and
support from their sponsor.

A mentoring programme involving
members of the Asia-Pacific Management
Committee and talented female employees
isin place to promote their career
development.

PROMOTING GENDER DIVERSITY

« There are 17 internal employee networks
at the Group that are involved in promoting
gender diversity. They include the Mix &
Win network, which gives women and men
the chance to exchange ideas about gender
diversity in workshops and conferences,
and the Women in GLBA (Global Banking
Advisory) network, which organises
workshops to identify actions that promote
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gender equality and help the entity define
priority actions in the area of diversity;

« In France, a new Women in Tech network
was created in late 2023;

« In Algeria, the entity signed a DE&I
charter committing to gender equality in
compensation and promotions;

« In Morocco, efforts were made to hire
more women in 2023: 58% of new recruits
were women (vs. 26% in 2022), while the
proportion of women in management roles
increased from 34% in 2022 to 37% in 2023.

INITIATIVES TO BRING
MORE WOMEN INTO THE DIGITAL
AND IT WORLD

The Group is committed to staying in the fight
against bias and creating a more diverse and
inclusive working environment, and has made
it a priority in business lines where women
are underrepresented. The Group applies

a proactive policy and initially set itself the
goal of achieving representation of 30%
women in senior IT positions by 2025. In 2022,
Societe Generale launched a programme

to strengthen the position of women in its
Cybersecurity branch. The programme aims
to onboard 40-65 more women per year into
the Cybersecurity branch, at all levels of
responsibility, and to continuously develop
their skills.

Since 2018, Societe Generale has partnered
with Simplon and launched ITSCHOOL, an
inclusive school that provides full-stack

web developer training to learners from

Pole Emploi (French national employment

service) free of charge and with no technical

prerequisites. ITSCHOOL by Societe Generale
and Simplon is ESG native and helps illustrate
our impact as a responsible employer by:

« Strengthening gender diversity in the
Group’s IT function, where women are well
represented;

» Meeting the Group’s urgent need for IT
development skills;

» Fostering inclusion and closing the digital
divide.

Other actions include:

» Mentoring initiatives to help women
move into and up through the digital and
IT professions, and equitable processes
(at least one woman among the candidates
for IT businesses; adapted training paths;
equal pay, etc.).

« Reskilling programmes composed of mixed
cohorts in the tech professions (developer,
data quality manager, data designer, data
scientist, UX designer, blockchain expert,
etc.)

« School events dedicated to women
(Women in Engineering Forum, Women in
Finance, What path for a woman engineer at
Societe Generale, etc.).




RESULTS

In 2023, Societe Generale was in the Top
100 of the Equileap international ranking
on gender equality, with a score of 68%
(+5 points compared to 2021).

Several Group entities were recognised in this

category:

« In Spain, ALD received the Empowering
Women'’s Talent award.

« In Mexico, Leaseplan was awarded the Great
Place to Work for Women Top Companies
certification.

« In the United States, several entities
were included in the Forbes World’s Top
Companies for Women 2023 list.

« In Italy, SGSS received the Italian Gender
Equality Certification.

« In Morocco, Societe Generale was awarded
EDGE (Economic Dividends for Gender
Equality) Move second level certification.
This distinction reflects the company’s
commitments and achievements in the area
of equity and is awarded to companies
that meet international gender equality
standards.

Share of women... 2020 2021 2022 2023

Within the Group: 56% | 56% | 54% | 53%
Board of Directors 43% | 42% | 42% | 50%
Executive Committee 54%
In the Top 250 31%

«Ambassadors » (Top 1,400) 27% | 37% | 36% | 36%

managers within the Groupe  43% | 43% | 42% | 42%
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AFRICA AND FRENCH
OVERSEAS TERRITORIES

In Africa and French Overseas Territories,
Societe Generale is regarded as an employer
of choice, particularly with respect

to gender equality. The Group is improving
the corporate culture and decision-making
processes of its African subsidiaries

to create an environment that promotes

the equitable professional development of
women and men. Launched in 2018, the aim
of the “Diversity for Africa” initiative is

to co-construct, together with all African
employees, a company that embodies equity
and promotes diversity.

The DE& strategy is supported by an active
and dynamic community of local contacts,
represented within each branch by an HR/
Business duo. Since 2022, a steering approach
based on objectives and results indicators
has been carried out with the primary goal

of improving equity in career management
and fostering an inclusive and responsible
organisation.

Along the same line, the group’s subsidiaries
in Africa and French Overseas Territories are
striving to increase female representation

in management. The target of 30% women

on management committees, shared

by all of the subsidiaries, was surpassed

in 2022. The average proportion of women

on management committees rose from 36.9%
at the end of 2022 to 42% at the end of 2023.

In 2023, the programme continued with
several key actions:

« Women’s ongoing participation in Group
development and leadership programmes
(like Accelerate and Become), with the goal
of giving women the keys to “embrace their
ambitions and clarify their career plan”
and “look ahead to key positions”.

« Building awareness of managerial biases
and stereotypes, which began in 2020
with the members of all management
committees and finalised in 2022 with
450 managers.

Including diversity and inclusion in special
development programmes for the business
lines in Africa and French Overseas
Territories, with the successful launch

of the Pan African Valley Community
(PAVC), the network’s community of talent,
at a seminar;

Many local initiatives to promote and
raise awareness of diversity and inclusion,
including a partnership between

Societe Generale Madagascar and the
Enfants de I’Ovale association dedicated
to educating children through sport,

SG Benin’s participation in the Handiday
initiative and a workshop on recruiting
and retaining employees with disabilities
organised by the entities in Réunion and
New Caledonia.

Alongside these efforts, Societe Generale

has been the sponsor of Project 54 since

April 2018. This fund, created together with
the WIA Philanthropy Foundation, supports
female entrepreneurship in Africa. Each year,
54 women entrepreneurs - one from each

of the 54 African countries - are selected

on the basis of a dossier to benefit from
support, coaching and media coverage

of their activity. In 2021, Women in Africa
Philanthropy rolled out its 2030 plan and
increased the number of beneficiaries tenfold.
As aresult, 540 candidates received training
and coaching. This initiative is part of the
objective to support more than 10,000 women
entrepreneurs and to indirectly help create
100,000 jobs by 2030.

In addition, women entrepreneurs

in Cameroon, Cote d’lvoire, Madagascar
and Senegal took part in the “Responsible
Women Entrepreneurs Challenge”
thanks to the positive results demonstrated
by their companies’ CSR policies. Four of
the participants received intensive online
training over a six-month period to learn
the skills needed to grow their business.
Through this programme, Women in Africa
and Societe Generale seek to contribute
actively to promoting and supporting
responsible female entrepreneurship in Africa.
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A BALANCED
COMPENSATION POLICY

Societe Generale’s compensation policy is
aligned with the Group’s diversity, equity

and inclusion policy and meets regulatory
requirements. It incorporates the provisions of
Capital Requirements Directive (CRD) V, which
came into effect at the end of December 2020,
with regard to the principle of gender
neutrality and pay equity for the same

job or ajob with the same value as well as
implementation follow-up.
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Pursuant to the successive agreements on
professional equality at Societe Generale SA

in France, €23.6 million was allocated between
2013 and 2023 to correct over 10,533 instances
of compensation gaps between women and
men in equivalent jobs and with equivalent
managerial and seniority levels.

In accordance with the provisions of

France’s Loi Avenir of 5 September aimed

at eliminating wage disparities between
women and men, Societe Generale SA

in France publishes its Gender Equality Index
score, which stands at 91 out of a maximum
of 100 points for 2023 (+5 points vs. 2022).
The score is calculated based on five indicators
as stipulated in the regulation:

36/40

Pay gap

15/15

Promotion gap

20/20

Individual pay raise gap

5/10

Gender equality among
the 10 highest earners

15/15

Raise on return from maternity leave
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REDUCING THE GENDER WAGE GAP
AT SOCIETE GENERALE SA IN FRANCE

On 18 July, Societe Generale SA signed a new
agreement on equality in the workplace,
which was endorsed unanimously by the
representative trade unions. The agreement
underscores the company’s proactive policy
to promote gender diversity and continue
closing pay gaps between women and men.
The wage agreement of 11 December provides
for a gross budget of €9 million to address
unjustified pay gaps between women and
men in 2024. In 2023, this budget was used

to adjust the fixed compensation of 1,245
women (vs. 1,138 in 2022), resulting in an
average increase of 5.4% or more than €2,691.

Societe Generale’s governance of
compensation policy provides for

a comprehensive and independent
compensation policy review. Furthermore,
as part of the annual compensation

review process, the HR teams monitor

how compensation, specifically pay rises
and promotions, is distributed between men
and women.
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The July 2023 agreement also incorporates
commitments by Societe Generale SA

to promotion, training, work-life balance
and neutralising the impact of maternity,
adoption, parental and paternity leave.
Specifically:

» The salary review on returning from
maternity, adoption or childcare leave
must be at least equal to the average
adjustments made for employees in the
same category. Quite often, this amount
is exceeded due to the application of the
minimum raise. Fixed salaries are adjusted
for all women returning from maternity or
adoption leave.

IN 2023,

» Maintaining salaries during paternity
and child-welcoming leave: Since 2020,
Societe Generale has offered those eligible
for paternity or child-welcoming leave
their full salary for 11 days or 18 days
for multiple births. The proportion
of fathers or second parents who could
claim paternity and child-welcoming
leave, who had taken at least one day
past the legal three-day leave period,
is increasing - from 91% in 2021 to 96%
in 2022, and 98% in 2023. The proportion
of those who took the full paternity
and child-welcoming leave (25 or 32 days)
was 45% in 2023.

53% OF EMPLOYEES

hired were women and 58% of promotions
in the Group were for women.
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INTERGENERATIONAL ISSUES

COMMITMENTS

Societe Generale encourages
intergenerational cooperation through social
agreements. In France, measures aimed at
strengthening intergenerational solidarity
have been incorporated into the framework
of the agreement on changing professions,
skills and employment of 13 March, aimed
primarily at facilitating end-of-career
planning and the transition to retirement,
preventing occupational health risks and
transferring knowledge and skills.

ACTIONS

Societe Generale promotes inter-generational
cooperation through:

« The support of its internal networks
of engaged employees (WeAreYoung,
ReGeneration, etc.);

In France, the senior part-time option

and end-of-career leave, offering seniors
the opportunity to pass on their skills and
expertise within Societe Generale SA France
through internal consulting assignments or
to work outside the company in a charitable
community organisation;

In France, an inter-company survey on the
perceptions and expectations of employees
in the second half of their career and an
internal survey aimed at improving existing
practices;
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« In Brazil, a “Silver” employee collective
for employees over 50;

« In Cameroon, the launch of the SGCAM
pre-retirement programme, carried
out in partnership with the National
Employment Fund. The programme
is open to all seniors and offers guidance
on entrepreneurship after retirement;

« The Luxembourg entity offers one
additional day of leave for employees aged
50 to 55 and two additional days for those
over 55.

More generally, 67% of the workforce are
covered by actions targeting employees
over 50. The Group’s new Diversity,

Equity and Inclusion Council, established

in 2023, has reaffirmed that inclusion

of all generations is one of the Group’s five
priorities. As such, a dedicated work group
will convene in 2024 to set goals and targets
in these areas for 2026.

RESULTS

These initiatives are reflected in the Societe
Generale Group’s balanced age pyramid.
The average age of the Group’s employees
was 40 at the end of 2023 (vs. 39in 2020)
and average seniority was 10.2 years

at the end of 2023 (vs. 10.5 years in 2022).

By AGE (Average: 40,3 years)

More than 65 years 141 (40 %) I 211 (60 %)

From 61t0 65 years 1233 (47%) [ 1 366(53 %)
From 56 to 60 years 3827 (45 %)
From 41 to 45 years 6923 (45 %)
From 36 to 40 years 8805 (44 %)
From 31 to 35 years 8867(48 %)
From 26 to 30 years 7814 (46 %)

Less than 26 years

6151 (55 %) | 5126 (45 %)

Hl Women Hl Men

BY SENIORITY GROUP (Average: 10,2 years)

More than 20 years

)
)
)

16-20 years 7992(61%) 5211 [CEEH)]
11-15years
6-10 years 9326 (52%) 8570 (48 %)

Less than 6 years

29 672 (50 %) 29 702 (50 %)

Unknown 3 (21%) | 11 (79 %)

Hl Women Hl Men
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INCLUSION OF LGBT + INDIVIDUALS

COMMITMENTS

The Group is committed to fighting bias and
creating a culture of inclusion in terms of
respect for human rights. As a signatory to
the five United Nations Guiding Principles
(26 June 2018), Societe Generale implements
concrete solutions, in every facet of working
life, to tackle discrimination against LGBT
+individuals in the business world.

The Group is committed to:

« respecting the human rights of LGBT
+employees, clients and stakeholders;

« eliminating discrimination against LGBT
+ persons in the company;

« providing support to LGBT + employees;

« prohibiting violations of human rights in
its activities with its suppliers, clients and
distributors, and insisting that their partners
do the same;

« acting in the public sphere in order
to contribute to combating abuses against
LGBT + persons in the countries where it
operates.

In France, Societe Generale is a signatory

to the Other Circle’s LGBT + Commitment
Charter. By signing this charter, the group
reaffirms its commitment to:

« creating an inclusive working environment
for LGBT + employees;

« ensuring equal rights and treatment for
all employees regardless of their sexual
orientation or gender identity;

« supporting employees who are victims of
discriminatory comments or actions;

» measuring progress and sharing best
practices in order to improve the general
working environment.
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ACTIONS

In the Group

Societe Generale draws on the expertise

of outside organisations and hosts

various events to raise its stakeholders’
awareness and drive increased engagement.
For example, Societe Generale has:

« Continued its partnership with think
tank Tétu connect in 2023. Together, they
continued to sponsor the National Rugby
League’s campaign against homophobia;

Participated in the Tétu campus forum,
which helps LGBT + youth launch
their careers;

Continued its partnership with Other

Circle and conducted its first survey on

the inclusion of LGBT + people at Societe
Generale in France in 2022. Another round
of the survey is planned for 2024. This
survey identified areas for improvement and
actions to be taken;

For the second time, sponsored the Role
Models event organised by Other Circle,
which recognises individuals who have
made a positive impact through actions

to include LGBT + people in their company;

Offered all employees in France

a training module that specifically
addresses the inclusion of LGBT + people
in the workplace.

As part of the Group’s commitment to the
inclusion of LGBT + people, three members
of the Management Committee have given
interviews to Tétu magazine since 2020.

Prides & Allies network

Societe Generale also maintains its internal
Pride & Allies network, which brings together
employees who are working toward the
inclusion of LGBT people in France, the
United Kingdom, Poland, Romania, the
United States, Brazil, India and the Asia-
Pacific region. Launched in 2009, the internal
Pride & Allies initiative regularly organises
major conferences and awareness-building
campaigns. For example, members of the
Diversity, Equity and Inclusion Council were
made aware of the results of the Other Circle
survey, and several Executive Committees
and HR teams participated in these events.
The network also offers reverse mentoring
programmes in a number of regions.

Guide conversationnel

Societe Generale also provides all its
employees with various tools including a
conversation guide on the inclusion of LGBT
+ people. The guide goes over best practices
to use based on concrete situations. It also
aims to encourage discussion on the topic,
whether within teams or with clients.

At local level

The Group also conducts actions and specific
policies locally to encourage a culture that is
open and respectful to all LGBT + employees
worldwide, such as:

« Reviewing definitions of family and children
in internal policies in India to include all
forms of parenthood;

« Establishing an LGBT + Committee in Mexico;

« Societe Generale Hong Kong has an equal
opportunities policy with specific clauses
aimed at fighting discrimination against
LGBT + people;

RESULTS

Various Group entities were recognised for
their inclusion of LGBT + people:

« In Mexico, Leaseplan was awarded the
Best Place to Work for LGBT + Community
certification.

« In the United States, the entitieswon a
number of awards including Best Place to
Work for LGBTQ +.

« SG Securities Japan obtained Gold Award for
PRIDE Index Japan certification. This index
spotlights companies that are especially
committed to their LGBT + employees.

For the fourth year running, several Societe
Generale employees were named “Role
Models” at the Other Circle event. In 2022, one
member of the Management Committee was
named LGBT + Role Model.
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PEOPLE
WITH DISABILITIES

COMMITMENTS

Since 2016, the Group has been a signatory
to the Business and Disability Charter,
under the aegis of the International
Labour Organization, promoting

the inclusion of persons with disabilities

in the world of work. In this way, it has
become part of the “business and
disability” global network comprised

of major multinationals, employer and
union organisations and NGOs. This charter
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facilitates international discussion and

also defines 10 commitments such as
protection of all personnel against all forms
of discrimination, accessibility, awareness
and support.

In France, the Group manifests its
commitment by signing major agreements:

In 2018, Societe Generale signed the
Manifesto for the Inclusion of the Disabled
in the Economic World, which aims to
promote inclusion through a proactive human
resources policy, accessibility development
and responsible sourcing.

In 2019, Societe Generale signed

the Responsible Digital Charter,

which contains an inclusive digital policy.
Through this commitment, Societe Generale
aims to develop inclusive, sustainable and
universally accessible offers and services
and promote ethical and responsible

digital practices.

In 2022, for the sixth consecutive year, Societe
Generale renewed the 2023-2025 Three-Year
Agreement “promoting jobs and

labour market participation by persons
with disabilities”. This agreementisin line
with the Group’s determination to facilitate
and support the social and professional
inclusion of people with disabilities,

in connection with its diversity and inclusion
commitments, and to make the following
goals permanent:

 Promote hiring of people with disabilities;

« Ensure integration and retention of
employees with disabilities;

» Support employees with disabilities, with all
stakeholders, throughout their career;

» Promote awareness and inform all
employees to gain an understanding of
disability and thereby combat prejudice;

» Encourage purchasing from the Protected
and Adapted Sector (PAS) and adapted
companies.

In this respect, the agreement furthers the
commitment to make disability a core HR
process for the company and underscores its
hiring and retention ambitions. It adds new
support measures to the current mechanisms
in place, specifically:
« Intensive training for all stakeholders:
managers, HR, disability contacts, staff
representative bodies and delegates;

« Additional days off so that people with
disabilities can attend their medical
appointments more easily;

« An “integration and retention” team
comprised of the doctor, social worker, HR,
and manager, which supports the employee
with every pivotal moment, including hiring
and internal mobility.

Particular attention is paid to parents of
children with disabilities, facilitating working
time arrangements when they request

a transition to part time work and offering
additional days of absence.

The agreement underlines the essential role
of various players, including the 124 local
disability contacts™ who receive support
and special training from Mission Handicap.
They provide information and advice locally
to employees, HR teams and managers -
Mission Handicap can be called upon in
situations requiring expertise. They lead,
deploy and relay the disability policy directly
with the teams. In addition, regional disability
contacts have been appointed to coordinate
and implement the disability policy

within the teams.

Societe Generale has also been a partner of
the Fédération Francaise Handisport (FFH),
France’s parasport federation, since 2003.

It renewed this historical partnership in 2023.
Its mission is to offer appropriate sporting
activities to anyone with a physical or sensory
disability, and to provide a structure

for such activity.

1. RLH: Relais Locaux Handicap (Local Disability Contacts).
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To promote the rights of persons with
disabilities, the Group carries out a number
of actions:

« Hiring, integration and support
programmes, particularly in Romania,
the Czech Republic, Germany, Serbia, Spain,
Algeria, India, Japan and the United States,
to promote employment of the disabled.

» Measures to keep employees in their jobs
at Societe Generale SA in France (more
than 7,000 adjustments to workstations
since 2007);

« Youth integration programmes, with
awareness-building and communication
initiatives at the Group’s partner schools
(work-study, internships, Arpejeh,
Hanploi&School, DUO DAY). Societe
Generale is committed to making it
easier for young students with disabilities
to enter the business world, and is
particularly attentive to schools that have
a policy of actively supporting students
with disabilities;

Purchases from the protected

disabled worker sector (€8 million

in 2022), which helped support the
professionalisation of this sector;

Measures ensuring its banking services

are accessible to disabled customers,
including adapting the networks’ bank
machines, providing digital access to mobile
applications, offering bank statements

in Braille, renovating branches and making
customer service accessible to the deaf and
hearing impaired;

» Awareness-raising and training
in disability management for managerial
and operational teams whose jobs
directly or indirectly impact the support
of people with disabilities (HR managers,
communication officers, building managers,
customer service officers, etc.),

« A conversation guide on working together
to create an inclusive environment for
people with disabilities

« External awareness-raising activities,
such as:

- the European Week for the Employment
of People with Disabilities (EWPD).
In 2023, the EWPD focused on
the topics of job retention and
invisible disabilities, with workshops
that used virtual reality helmets
to increase awareness of disabilities,
conferences and the Handipoursuite
educational game;

the Group’s participation in:
. The Talents Handicap online forum

where recruiters and job seekers can find
each other;

. And the Arpejeh @ forum on work-study.
This was an opportunity for Societe
Generale to meet with students with
disabilities and learn about their career
paths, experiences and plans so as to
offer them the most suitable options

for their needs.

(1) Arpejeh, a non-profit association, pursues an active policy to promote the employment of people with disabilities, equal opportunities

and diversity.
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THE ENTITIES

ARE ALSO DEVELOPING

INITIATIVES SUPPORTING

THE DISABLED AT THE LOCAL LEVEL,
BY HOSTING INTERNAL EMPLOYEE
NETWORKS ABOUT DISABILITY.

This is the case at entities in the United States,
Canada and Brazil, which launched the Diverse
Abilities Employee Resource Group initiative.
Since 2018, this group supporting disabled
employees has been organising meet-ups,
webinars and lectures on promoting

and integrating people with disabilities.

In Asia-Pacific, the Differently Abled Network

is also very active.

During the 2023 Rugby World Cup, Societe
Generale, a Major Partner of the event, led

a campaign to raise awareness of disabilities
with the Fédération Frangaise Handisport (FFH),
France’s parasport federation. The initiative,
entitled “Supporting rugby in every language”,
was aimed at creating an inclusive experience for
deaf, hard-of-hearing and speech-impaired fans
and offering them a platform to cheer for France’s
national rugby team at the championship.

The participants attended every France match
and showed their support for the team with giant
foam gloves that read Allez les Bleus! (Go Team
France!) in sign language. The initiative aimed

to break barriers and offer fans with hearing
difficulties the chance to experience all the
excitement of being at the matches.
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«MISSION HANDICAP» FOR EMPLOYEES
WITH DISABILITIES IN FRANCE

Created in 2007, Mission Handicap has
spearheaded multiple efforts to support

the hiring of employees with disabilities,
including support for the retention of
employees, training and raising the awareness
of teams, developing partnerships with
educational institutions, qualifying
work-study programmes and using businesses
in the sheltered sector.

In France, every employee with a disability is
eligible for several types of accommodation
and compensation, including:

« A Supplementary Health allocation
» Additional paid days off

« Working time arrangements for employees
and parents of children with disabilities

» Workstation accommodations,
transportation assistance, special individual
equipment, etc.

RESULTS

OVERALL,

At the end of 2023, Societe Generale
86% OF THE had 2,711 employees with disabilities
GROUP’S WORKFORCE within the Group ), accounting for 2.1%
workforce is covered by of the overall workforce. The direct
actions supporting people with employment rate for France at SGPM is 4.95%
disabilities in2022@,

1. As defined locally.

2. DOETH (compulsory declaration of employment
of disabled workers) data, 2022.
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NEURODIVERSITY

The Group has been gradually incorporating
the notion of cognitive diversity in its
approaches. In particular, it has:

« leveraged its internal networks of engaged
employees who are committed to this cause
(DKdrés in France, Great Minds in the United
Kingdom, etc.);

« organised conferences to inform employees
about this topic.

In addition, the Group’s new Diversity,

Equity and Inclusion Council has launched a
reflection on neurodiversity. Working groups
will be formed in 2024 to set goals and targets
in this area for 2026.

ETHNIC, SOCIAL AND CULTURAL DIVERSITY

In 2023, with more than 126,000 employees
of 152 different nationalities, working

in more than 60 countries, and 54% of
employees working outside France, Societe
Generale confirmed its ambition to make
diversity, equity and inclusion a reality for all
its employees and a managerial priority for
the Group.

In France, the regulatory and cultural
environment prohibits disclosing diversity
in terms of ethnicity or race. However, in
2021, for the first time in France, a Diversity
Survey was launched, in which Societe
Generale participated, to measure the socio-

cultural and socio-economic diversity of the
management bodies of large companies.

In this study, two intersecting areas were
studied: ethnic/racial diversity and socio-
economic diversity. The purpose of this
Survey is to begin the path to progress.

The management bodies of the companies
surveyed consider ethnic/racial diversity to be
areal strategic issue.

Internationally, some of the Group’s entities
have been engaged for many years in concrete
initiatives to promote ethnic minorities.

For example, in the United States, networks
of engaged employees are sponsored by a

member of the Executive Committee (Black
Leadership Network, Vamos! and Asian
Cultural Exchange). In 2023, SG Hong Kong
signed a charter with the Equal Opportunities
Commission (a public body founded in 1996
that fights against discrimination) on issues
related to ethnic diversity.

On a broader level, the Group’s new Diversity,
Equity and Inclusion Council, established in
2023, has reaffirmed that ethnic, social and
cultural diversity is a priority for the Group.
Accordingly, a dedicated work group will
convene in 2024 to set goals and targets

in these areas for 2026.
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COMMITMENT H 4

ENSURING A QUALITY OF LIFE AT WORK
THAT RESPECTS PEOPLE

AND WORK-LIFE BALANCE

ACTIVE SHARED COMMITMENTS
TO HEALTH AND SAFETY

A SOLID HEALTH AND SAFETY
GOVERNANCE FRAMEWORK

Societe Generale is creating a buzz about
quality of life and working conditions -

and motivating everyone in the company.
Everyone, at every level, should get involved
and take responsibility for improving
occupational health and safety.

« Occupational health and safety reach the
highest level of the organisation, through
the sponsorship of the Group Human
Resources Department;
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« Safety of persons and property on
Societe Generale premises is handled by
the Group Security Division, which reports
to the Corporate Secretary;

« The team in charge of Quality of Life
and Conditions at Work shares
and promotes the Group’s initiatives,
and instils the momentum it takes
to improve conditions at work and prevent
occupational hazards;

=
»

« Every day, every person in HR partners
with local prevention and medical/social
professionals to act as advisor, support
and coach for managers and employees;

» Managers are helping deploy initiatives
that support improved occupational health
and safety, and holding regular discussions
with employees;

« The occupational physician is improving
prevention and support for employees
at the company;

« In their relationships with their coworkers
and their manager, all employees take part
in applying the improvement initiatives
and good conduct rules pertaining to quality
of life and conditions at work.

A GROUP-WIDE POLICY THAT DELIVERS
ON OUR COMMITMENTS AND RISK
MANAGEMENT

The Group’s long-standing commitment
to optimal working conditions comprises:

A health, safety and prevention policy,
which aims to provide every employee

with a safe and secure working environment
in terms of work premises and work
practices, ensuring their safety and protecting
their physical and psychological health.

A framework for safety and security,
including in the workplace, is defined by
the Group Security Division of the Group
Corporate Secretary. Under the supervision
of the Group Security Division, teams within
the Group’s various entities are responsible
for protecting persons, property and
intangible assets and for contributing to crisis
management when necessary.

These teams aim to:

« Prepare the Group to face risks and security
crises by analysing the environment and
risks in order to anticipate risks and develop
adequate and effective methods to protect
employees, property and business activities;

Ensure protection every day through
continuous monitoring, promotion

of the safety culture and crisis exercises.
Audits are also carried out to verify
compliance with safety and security
standards;

React in the event of a crisis. A crisis
management framework is in place

to protect employees and enable the Group
and the various entities to adapt to

their new environment and maintain
business continuity. Once the crisis is

over, an assessment is carried out and

the approach is adjusted if necessary.
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APPROPRIATE AND RESPONSIBLE SOCIAL
MECHANISMS AND BENEFITS

HEALTH

In 2023, 97% of the Group’s workforce had
access to on-site medical professionals or
agreements with healthcare providers.

For example:

« In France, Societe Generale employees are
treated either by Societe Generale’s in-house
occupational physicians (infirmaries on the
premises) or by intercompany or interbank
health services;

« In Algeria, a medical office has been set
up as part of an agreement with a health
care organisation, staffed by a nurse, a full-
time bank employee and a doctor who is
available five days a week;
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« In India, a health care unit is available on the

premises, and health insurance is offered to
any employee if hospitalisation is required;

« In Romania, a medical centre is provided on
the premises, and all employees have access
to financial aid for all preventive health
services in private clinics.

Measures to promote individual
and collective heath

In 2023, 98% of the workforce was reached

by prevention and occupational health
information campaigns.

At Societe Generale, various health-related

initiatives were conducted in 2023:

¢ In France,

- Societe Generale continued to support
employees suffering from a chronic
illness;

- The occupational prevention and health
service (SPST) led regular remote and
on-site «Yogi Method» and «Relaxation»
workshops;

- Operation Pink October: Representatives
encouraged screening visits, offered
self-check informational sessions, and
supplied breast cancer information and
prevention brochures;

« In Morocco, a cervical and breast cancer
prevention campaign was organised in
the form of an informational webinar led
by the occupational physician, followed
by a screening operation with specialised
radiology centres;

« In Benin, an occupational health and safety
committee was formed;

« In Romania, the occupational healthcare
provider held webinars for employees on
various health topics (ergonomics, nutrition
and smoking cessation).

« In the Czech Republic, Health Days and the

KB4U wellness programme put the spotlight
on mental health;

« Several Group entities (in the United
States, Belgium, Ireland, Australia, Japan
and India) implemented an employee
assistance programme that helps employees
find resources to improve their well-being
and work-life balance. The service is offered
anonymously by phone and online. The
professional team (legal aid, financial
advice, psychological support, etc.) is
available 24 hours a day, seven days a week.

FIGHTING DOMESTIC VIOLENCE

Societe Generale has joined forces with

the Act Against Exclusion Foundation (FACE),
co-founder of the OnelnThreeWomen
network, to strengthen its commitment to
ending violence against women. Created in
2018, the network now includes numerous
internationally well-known companies that
actively support the cause. The Group has
lent its support to these efforts by signing
the OnelnThreeWomen Charter. HR staff are
offered webinars to help them welcome and
listen to employees living with domestic
violence, and connect them with the best
services and solutions for the situations they
are facing. Special arrangements are also
made in cooperation with the Group’s social
and occupational health workers.
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SOCIAL PROTECTION

ach Group entity defines the degree of
additional coverage needed, depending

on the mandatory benefit plan in their
country. This level of protection must provide
minimum coverage comparable with local
market practices.

The Societe Generale Group health plan
covered an average of 130,994 people

in 2023 (participating members and
beneficiaries) throughout France.

The support offered by the Societe Generale
health plan includes a 24/7 hotline that
employees can use to contact a clinical
psychologist.
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The plan runs prevention campaigns
throughout France for its members,

from the banking agency network

to head office staff. Initiatives have

dealt with topics including sedentary
lifestyles and cardiovascular disease,
addiction, movement and posture at work,
breast cancer, sleep and musculoskeletal
disorders.

Under the UNI Global Union agreement,
employees of Group companies are
guaranteed a death benefit that ensures
or supplements the coverage available
locally up to the equivalent of two years
of fixed salary (unless more favourable
conditions exist).
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CONSOLIDATING HYBRID WORK
AND ASSOCIATED PRACTICES

TELEWORK’S SOLID PRESENCE
IN THE GROUP

Teleworking has been available for employees
since 2016. Very early on, Societe Generale
proactively committed to overhauling its
working organisation. The public health crisis
accelerated this process, and the Group has
successfully established widespread remote
work, in compatible activities.

In January 2021, a new agreement on
working remotely was signed between
management and the representative trade
unions in France.

This agreement, in force since 4 October,
makes working remotely an ordinary
working method accessible to all employees
(fixed-term and permanent contracts, interns,
work-study students and new hires).

The agreement was implemented

in accordance with equal treatment, the rules
on working hours, the right and duty

to disconnect, and provisions on the health

& safety of teleworkers.

For employees eligible for remote work,
and according to their reporting entities,
the agreement specifies two or three days
of remote work with at least 40% of time
spent on site and flexible days.

At the end of 2023, 95,250 Group
employees worked remotely through
arrangements that take into account business
activities and the local environment.
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SUPPORTING EMPLOYEES AS TELEWORK
IS EXPANDED

Prevention measures focused on the risks

of isolation, communication, detecting
psychosocial risks, and awareness have been
implemented, for example:

» For managers, the Connect Manager

support platform was updated this year and
now includes a multitude of resources to

support hybrid work. In addition, workshops
were launched to help managers understand

the challenges of remote work and stay
attentive to signs like emotional and
cognitive symptoms.

« Online courses are available on the Group
training platform to support all employees
in their remote working practice.

AN ATTRACTIVE WORKING ENVIRONMENT
ADAPTED TO EMPLOYEES

To help organise an efficient hybrid work
environment, the Group’s Real Estate Division
has provided its occupants with a tool

that facilitates the management of days
spent on site, ensures that employees have

a workstation available when they come

to the site, and facilitates exchanges and
teamwork.

Starting in 2021, a programme to transform
workspaces in France was deployed for
buildings in the Greater Paris region. With this
programme, the Real Estate Division intends
to adapt workspaces to new practices while
also streamlining the Group’s real estate
footprint;

The new layout aims to strengthen
collaboration, user-friendliness

and concentration, and to facilitate
on-site and remote exchanges by
offering new dynamic collaborative
spaces, “silent” zones, coworking spaces
and collaborative centres.

The Group encourages and supports
international entities that wish to engage
in similar programmes.

For example:

« In Sweden, workplace inspections are
carried out and measures have been
adopted to reduce noise levels in offices,
including the distribution of earphones
to employees working in open office
environments;

« In Italy, ergonomic workstations and
workplaces are 1ISO 45001 certified
since 2019;

« In New Caledonia, 90% of buildings have
been modernised over the last five years
(soundproofing, ergonomic seats, large
screens, LED lights, etc.).

o In Turkey, the head office is LEED
(Leadership in Energy and Environmental
Design) certified, the international
benchmark of excellence for sustainable
buildings.
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SPECIAL ATTENTION

TO WORK-LIFE BALANCE

Reconciling work and home life is a balancing act for employees,
and a way for the Group to attract and retain talent.

Since 2014, Societe Generale in France has
been a signatory of the “15 Commitments
for Work-Life Balance” charter, an initiative
launched by France’s minister responsible
for women’s rights and the Observatoire
des temps et de la parentalité en entreprise
(observatory on time and parenthood

in the workplace). This charter encourages
managers to:

» promote balance and well-being at work
through discourse and facilitate it through
action;

« set reasonable business hours
for employees;

« restrict the sending of e-mail outside normal
business hours;

« organise meetings efficiently, sticking to the
planned time and duration;

In 2023, communication and awareness-
building initiatives were carried out on
topics like the use of digital tools, the right
to disconnect, organising meetings and
managing emails.

A COMMITMENT TO SUPPORT
NEW PARENTS

Societe Generale is strengthening the link
between work and family life through
the following actions:

« family leave extending beyond
the requirements of local regulations:

86% of the Group’s workforce are covered
by maternity leave arrangements that go
beyond regulatory obligations and 79%
of the Group’s workforce are covered by
paternity leave arrangements that go
beyond regulatory obligations.

« leave arrangements that recognise the
diversity of family situations, specifically
in France, with:

- Child arrival leave, launched in 2022
and designed to encompass the diversity
of parenting situations. In this
arrangement, any employee, regardless
of household composition, who does
not meet the requirements for adoption
or maternity/paternity leave is entitled
to 11 calendar days’ paid leave for
the arrival of a child;

1. Subject to the payment of daily contributions from Social Security and after deduction of these same contributions.
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Adopting parents are given statutory
leave (70 days for a first or second child,
and 126 days for a third), which may be
paid leave ¥, Since 1 January, there has
been no length of service requirement
at Societe Generale to benefit from

this arrangement. At the end of the
parental leave for legal adoption,

the adopting parent is eligible for
additional standard paid leave, namely
45 calendar days at full salary or 90 days
at half-salary.

« Parenthood in Business Charter

In 2021, Societe Generale renewed its
commitments on parenting by signing

the new Parenthood in Business Charter.
This updated Charter fits into an inclusive
approach, emphasising parenthood in all its
forms and at every phase of life. In signing
this Charter and as part of its responsible
employer approach, the Group is renewing
its commitment to work/life balance and
confirming the importance of support for
parenthood in all its forms.
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» UNI Global Union agreement

In 2023, Societe Generale signed a new
global agreement with international

trade union federation UNI Global Union
concerning the rights of Group employees
based on previous agreements signed in
2015 and 2019. This agreement, which

is valid for four years, establishes new
guaranteed minimum benefits for Group
employees, including 14 weeks of maternity
leave and one week of paternity leave with
fixed salary maintained.
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« Initiatives to support young mothers,
including:

- In the Paris buildings, two breastfeeding
rooms were provided by the medical
services in 2023. The rooms are comfortable
and specially set up for mothers who need
them when returning from maternity
leave. They are also spaces for discussion
and information, offering bulletin boards
and, most importantly, the attention and
support of the entire medical team, helping
to establish relationships built on trust.

- In Madagascar, fact sheets are provided
to future mothers.

« Employee benefits for daycare, covering
84% of employees. Examples of measures
implemented by the Group include:

- In France, a personal services platform
provides employees with a range of
services (childcare, house cleaning,
homework help, pet sitting, etc.) to make
their daily lives easier as well as access to
childcare benefits for Societe Generale SA
employees;

- In Senegal, a childcare expense subsidy is
offered to employees with children aged
0to 3 years;

- In Ghana, Societe Generale has built
a childcare centre at the Bank’s head
office so that women can more easily
return to work after maternity leave, and
breastfeed while at work.

WORKING TIME ARRANGEMENTS

» Arrangements put in place to support
colleagues who are caregivers. Societe
Generale SA in France offers ‘donated
days’ to its employees who are family
caregivers. As stipulated in the agreement of
12 December, employees may donate their
days of paid leave so that other employees
may use them to care for a person in their
family group who is facing illness, disability
or a loss of independence due to age or
illness. The caregiving employee can also
ask their manager, HR representative and
any other professionals at the Group (social
workers, occupational medicine specialists,
employee representatives) to look for
solutions that fit their individual situation
and seek temporary adjustments to their
remote working arrangements pursuant to
the Telework Agreement of 7 January.

Special leave: a business creation leave
designed for the creation or the takeover

of a company, sabbatical leave, unpaid leave
at Societe Generale SA in France.
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PROMOTING WELL-BEING
AND QUALITY OF LIFE AT WORK

The Group implemented a number of initiatives in 2023.

including:

 The new Well-being@work platform was
created to meet the needs and expectations
expressed by employees. With the help
of simple and practical fact sheets, each
employee is able to apply solutions, find
the right contacts and access various
services made available by the Group;

In 2022 the Group introduced a programme
of conferences and workshops led

by in-house experts, teaching human
resources personnel how to improve
support for employees on a daily basis and
give employees the keys to understanding
and regulating stressors and taking care

of themselves and their relationships

with others.

In India, a series of programmes was rolled
out to inform employees on the topic of
well-being. The Engage portal, which deals
with physical, mental, financial and social
well-being, was launched. In addition, an
interactive session on World Mental Health
Day was organised for all staff through
external service providers.

More than half the Group’s workforce
(62%) is covered by a flexible schedule
policy which allows employees to adapt
and rearrange their workload. Also, in light
of the advancing role and development

of digital tools and the experience of
“hyperconnectivity”, Societe Generale
recognises the right to 