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Agence Francaise de Développement
(AFD - The French Development Agency)

Business sector Financial sector: credit institutidth a permanent public service mission.
Turnover Not Applicable. Endowment of 400 millioargs.
Countries of operation Intervention in more tharc@Qntries.

Number of employees Staff of 2,048 persons in 2011.

Summary

Guarantees - Supplementary health insurance.
- Survivors pension.

- Disability / Invalidity Insurance.

- Old age pensions.

Population covered| All employees and their famjlieith the exception of employees |of
temporary structures in countries with new presence
Implementation Centralized Implementation
Employee participation through representativesgrirning only on
technical aspects.

Funding Contributions fully paid by AFD.

AFD self-insures sickness contingencies. Sick leand disability
leave are self-financed by AFD for the first six mtits, then arn
insurance company takes over. Survivors pensiontsourced to an
insurance company. Old age pensions are fundelebgrhployer in
the form of a single payment.

Coverage

AFD has set up a social protection program covediegth, disability, invalidity, health and
old age contingencies. Regarding death, disalaility invalidity contingencies, the amount of
the benefit depends on the individual circumstamédle employee at the time of the event,
ranging from 200% of the annual wage for an insyvetson living alone to 400% for an
insured person with three dependent children.

The supplementary health insurance of employedsdalers inpatient costs and ambulance
transport, maternity benefits and preventive medicOutpatient care receives 80% to 90%
coverage.

Target population

All employees receive coverage, as well as thgieddent children and spouses. In addition,
the social protection program also covers retieggktheir families.

However, the employees of temporary structuresewly targeted host countries, such as
Mexico and Brazil, do not yet benefit from all bese measures.

M eans of implementation

The AFD Board initiated the social protection measu implementation of which is
centralized. AFD staff representatives played ak@@mind role in this process, taking
positions on technical subjects based on theiripeskills. The coverage offered by AFD
takes account of, and supplements, local legisiatio



The means of implementation of social protectiomgpams differ depending on the
contingency. AFD self-insures health benefits aredeghtes claim management to an
insurance broker with its own health care provideeswork. In the case of sickness and
disability leave, AFD self-insures the first six ntbs, then an insurance company takes over
the costs above six months leave. Survivors pensioatsourced to an insurance company.

For old-age contingencies, which is fully harmodizbenefits are paid as a single payment
for the moment. Eventually, AFD also wishes to msga monthly pension.

In addition, for inpatient expenses, AFD uses thiedty payment systems. Inpatient care
outside the country of employment is also covetad, the benefit is capped at a rate
determined by the Human Resources Department.

Funding

Contributions for all guarantees are fully paidtbg employer.

Impact

AFD does not conduct yet a comprehensive studyhefiimpact of its social protection
measures. However, it conducts financial contral amonitoring over the costs of social
protection coverage and changes in the numberrebps covered.



Transcript of the interview

Prerequisites

Date of
implementation

AFD decided to cover staff recruited in foreign otries, excluding
French overseas territories, from 2007.

The social protection guarantees came into effe20D9.

Corporate
Motivation

AFD is fully aware of the exemplarity that is exfeet of it,
especially since the concept of social protectiballboemployees ig
comparable to its development mission. Thereforeletided to
cover its entire staff for all aspects of sociabtpction covered ir
France.

1

Priority guarantees
and reasons

The Agency has chosen to cover the following caicies:
* sickness;

« death, temporary invalidity / disability (pensjon

« old age.

Stock taking phase

Stock taking
Framework

AFD wanted its action plan to be carried out sicudtously at all its

facilities so that the project would not be threagk during
implementation by decisional timing lags.

D

Form of the stock
taking phase

The preparatory phase of the project lasted twasyaa order to
define the benefits package.

The Agency was aware that it was a major operatiuh evaluate(
the percentage increase in payroll due to the tmast at 20%.

AFD also offers all its employees inpatient carésmle the country
of residence, where appropriate.

Function(s) initiating
the project

It was Human Resources that initiated and suppadtedproject
within the Agency.

Implementation

Extent of health,
invalidity/disability
and survivor
guarantees

Among the guarantees prioritized in the health amelfare
branches, AFD has developed:

e Insurance covering all death, disability and
contingencies. The capital payment varies from:

- 200% for single, widowed, divorced or separatediried
persons;

- 250% for married insured persons without depen
children;

- 300% for insured persons with a dependent child;
- 350% for insured persons with two dependent childre
- 400% for insured persons with three dependent ignild

* Health insurance with a coverage level comparabléhat of
France. 100% coverage is provided for:

-Inpatient care (with prior agreement);
-The cost of ambulance transport;
-Maternity protection (however, as with inpatientrega

Ny

dent

private rooms and pre- and post-delivery hospivat are




subject to prior agreement);
-Preventive medicine (vaccinations and anti-malaria

treatments, gynaecological examination and
mammography for women; screening for prostate egance
for men);

-Non-dental prostheses (with prior agreement).

Routine outpatient care (certain medical procedaressubject tg
prior agreement if there are more than 5), infgrtitreatment,
between 80 and 90% coverage is provided for dexjaénses and
optics (with prior agreement).

Target population

The guarantees protecting employees are globaliforam and
extend to:

e the spouse;

« his/her children and those of the spouse up uhgirt26"
birthday (except for handicapped children, who Ww#l covered
as long as the primary insured person is covered);

* If necessary, other beneficiaries recognized asemtgnts by
AFD (including ascendants where they are undercéne of the
insured person, and polygamist relations);

* Retired AFD employees (the system links the Agetmyits
former employees throughout their retirement). This/ be ever
more costly in case dbrce majeureevents (unstable political
situations, etc.) because the Agency must be k@en an
difficult circumstances;

* Other entitled beneficiaries, during the employeetsement (ag
long as the rights accrued while the person wab ati
employee).

Given that AFD’s staff are widespread (with onlyfeav in each

country), the use of group insurance with a singsarer allowed

AFD to negotiate the abandonment of exclusionaitgria such ag

support for people living with HIV / AIDS and chricrdiseases.

AFD is not the direct employer for more recent pregs in
countries such as China, Brazil and Mexico. Themantries use€
carrier or temporary structures.
As a result, health insurance is not always offaedmployees of
entities where AFD is not the direct employer, hiseathere is a
danger of illegal employment and re-characterisadiothe contract

Geographical scope

All AFD agencies where it is the direct employenéit from this
coverage, regardless of the country.

The place of social
dialogue in the
implementation of
social protection
coverage

Due to the location and small size of its agenfl€®semployees o
average), international dialogue is complicatecgneyf the AFD
organizes "worldwide" meetings each year.

Nevertheless, staff representatives remained rgthssive faced
with this technical subject. Their involvement eafias a function of
their specific skKills.
Thus, one union representative, who was also wgrkim the issue
of HIV/AIDS, provided strong proposals focusing privacy and
the coverage of health care costs.

The social protection coverage was the result &pantaneous,
unilateral decision, with input from the represémts of French
personnel, AFD defraying all contributions basedagrercentage @
wages.

—

=




Means of funding

AFD funding is a self-insurer and covers the ergigstem, althoug
sometimes with "user feed'e., out of pocket costs for employe
of around 10%.

AFD outsources to a manager with an extensive rétwbclinics.
In this way, the Agency was able to systematideird party payer
system with these establishments in which it hasfidence, to

avoid the need for employees to pay out of theakpts for serious

inpatient cases or repetitive treatments.

In countries where there are few or no listed hefaltilities, a “cash
box” system has been set up to allow advances althheosts.
Inpatient care outside the country of employmenalg covered
but the benefit is capped.

In the case of sick leave and temporary invalidilfD self-insures
the first six months, then an insurance companggaker.

=]

Proportion of
guarantees defined
centrally

Because of the small numbers in each agency, itinvpsrtant to
weigh in as a group vis-a-vis insurers, which is/wD opted for
single insurers, one to cover health and providentingencies, the
other for old age pension.

The benefits offered take account of local soceusity systems,

The benefits offered by local social security scegrare deducte
from benefits covered by AFD.

In addition to the services offered, the Agency wtentive to the
means of implementation when choosing a manager:

« Reimbursement from the first euro spent, regardiésise nature
of floor coverage by the national social securjtgtem.

« Rapid processing of refund requests (within 48 &pur

» Third-party payments: the insurer agreed to pagtiept bills for
members and their beneficiaries directly to thepktak

* Tariff moderation, because it is easier for theuies to establisli
predetermined rates with providers where there isedain
volume.

1%

Proportion of
guarantees left to
local discretion

AFD relies on its branch managers to promote armgdement socia
protection programs. They were made aware of tlesl fier prior
knowledge of requests for care abroad to contebildget.

Management is outsourced to the insurance brokeallyo and
requests for benefits are sent directly to hime hen, the broke
agrees to reimburse the health costs to the agency.

Confidentiality is preserved in this way.

Integration into
wider corporate

policy

A medical and social check-up of all agents is refffieannually ang
AFD covers 100% of the cost of vaccines for lo¢affgecruited in
foreign countries.

)

Type of external
communication
implemented

AFD communicates on its social protection programs its
Sustainability Report and refers to the GRI. Theergy reports or
the LA3, LA4, LA8, LA9 and EC3 indicators, but witht providing
consolidated figures.

1

Type of internal
communication
implemented

AFD has published information brochures in Engligtrench,

Spanish and Portuguese:

* A Practical Guide to supplementary insurance faff secruited
in foreign countries;

* A Practical guide to health insurance.




Impact of the social protection measures

Function responsible
for monitoring

AFD has a dedicated budget. The HRD has determinedrage
ceilings, which it surveys carefully to prevent aéu and
inconsistencies in the level of costs reimbursed.

It achieves this with the assistance of a managerder to preven
potential fraud, etc.

Indicators used to
measure action

AFD subscribes to databases and benchmarks tatdeeilpeer
comparison and monitors fees for social protecatioverage.

Positive perceptions of the social protection systee sought ir
"worldwide meetings" bringing together a portion af employee
representatives.

AFD tracks the number of protected persons.
This indicator is roughly equivalent to the numbmr members
multiplied by three, which corresponds to one emyppéoplus two (ot
even a little more). But the number of protectedspes does ng
integrate the number of pensioners.

=

Feedback / results

AFD has now reached maturitycancconfirm that the budget ca
was a 20% increase in payroll, as originally plahne

Next steps /
objectives for
evolution

In order to improve social protection, AFD intertds

» list the forms of assistance and launch a consuitadf
records to improve assistance during complex evexis

e revise the survivors pension system to promotep#yenent
of annuities to survivors rather than a lump suncase of
death of the employee;

e prepare a more attractive, more elaborate commiimic
guide (insurers, transfer fees);

e reduce the high death rate among the populatioact¥e
local officers under 60 (around 2 to 3 per yeahisTshould
result from the preventive system that is gradutdking
shape (workplace medicine) and improvements imdj
conditions.

—
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* report to branch managers about costs and reimbergs.




Danone

Business sector
Turnover

Agri-food sector.
19,318 billion euro in 2011.

Countries of operation Present in all regions eflorid.
Number of employees 101,885 employees as at 31niee?011.

Summary

IFA

Yes.

Guarantees

- Supplementary health insurance via the Dan'Caregram
(outpatients, maternity, inpatients) with a maximafm20%
out of pocket payments by the employee.

- Disability insurance / survivors pension: benefdingle
payment) equivalent to at least one year's salary.

Population covered

All employees, including thaimflies in some countries.

Implementation

Decentralized.

The means of implementation vary according to thactral
solutions available locally (insurance company, ualtfund, self-
managed fund, etc.), in cooperation with workeegresentative
according to local legislation.

1°2)

Funding Group Acceleration Fund to help subsidgataunch the program,
followed by sustainable self-funding.
Employees contribute to premiums in some countrdt) in the
majority of cases a broader employer contribution.
Coverage

The Danone Group’s long-term commitment is to ptevdocial and medical insurance to all
of its employees worldwide. The Group also provideem with survivor / disability

insurance.

The levels of benefit set by the Group are as ¥ato
- Health insurance (Dan'Cares program): coverage riagsthat employee out of
pocket payments do not exceed 20% of the total cbstealth care. The package
must include maternity protection, inpatient antpatient care. Dan'Cares is referred
to in the International Framework Agreement on teaafety, working conditions
and stress, signed with the IUF in 2011.

- Survivor / disability insurance: the benefit paidtihe beneficiary is a single payment
of at least one year of salary (sometimes more,emding on local legal

requirements).

Target population

All Danone employees are targeted for these guesant

For heath insurance, family coverage is left talatiscretion (e.g., the family is covered in
Indonesia, but not in Mexico).

In 2010, the stock taking exercise covered 15 g@mstamong which eight had launched
action plans in 2011 (17 subsidiaries amountin@®00 employees): Saudi Arabia, Brazil,
China, Spain, Indonesia, Mexico, Poland and Russia.

10



In 2012, a stock taking of the health systems of@6@itional countries was conducted and
new action plans were established.

M eans of implementation

Implementation is decentralized to allow betterpaation to local realities (mandatory social
security provisions vary from one country to anothe
The guidelines provided by the head office for tleaisurance under the Dan'Cares program
are:

- Aim to cover all employees in time;

- Employee out of pocket payments should not excéétl @ the cost of care;
- Covered care includes outpatient, maternity andtiapt.

Unions and workers' representatives are involvedvanying degrees depending on the
country and local laws. The means used to providdrisurance will vary depending on the
local solutions encountered by local HR: privateuers, mutual funds created by the
subsidiaries themselves, etc.

Funding

In order to seed implementation of the Dan'Caregnam by subsidiaries, an acceleration
fund was created at Group level. Subsidiaries ¢inglage in the program can only apply to
this fund during the first two years, the aim beihgt, for reasons of sustainability, they
should ultimately be able to assume the cost d@f émeployee health insurance alone.

There is no rule concerning the payment of contidims, this decision being decentralized.
Thus, certain subsidiaries require employee camiohs and others don't (e.g. China). In
general, it appears that the employer's shareejgopderant.

I mpact

The Group monitors the number of employees covénedealth insurance meeting the
Dan'Cares standard.

The Group also aims to monitor the economic impéd¢he program. It measures the impact
of Dan'Cares on indicators such as employee turn@esenteeism and attractiveness and
commitment; where possible, this is termed as armebn investment. For example,
Bonafont, a subsidiary in Mexico, saw its employemover fall by 45% in the first six
months of implementation of health insurance cayeffar workers and the initial investment
was almost covered by the savings induced by therleurnover.

11



Transcript of the interview

Prerequisites

Date of
implementation

Danone has launched a social protection progrataccBlan'Cares|
The Executive Committee made the principled degisio

The Group based its decision on the successfulriexpe of its
Indonesian subsidiary, which had set up a heakhrance scheme
to meet local needs, and which led to a reductioremployee
turnover.

The Dan'Cares stock taking phase took place in 2@hd
implementation started in 2011.

Corporate
Motivation

Health is at the heart of the Danone mission tingphealth to the
greatest number through food." Dan'Cares is cargisith this
project because it aims to provide quality medicaVerage for
Danone employees including the main contingencied &aking
account of local specificities.

Priority guarantees
and reasons

Health insurance has been identified as a keyifyrior Maslow’s
"social" pyramid.

Danone also covers death and disability contingenoccurring as g
result of a private or professional accident. Theargnteed
minimum is equivalent to one year's salary.

Stock taking phase

Stock taking
Framework

Danone took stock of the conditions of access tdicat care for|
85% of its employees (56 subsidiaries in 15 coasjri

To map the existing situations of these subsidariBanong
identified three criteria:

* the quality and availability of health care;
* accessibility (appointments and waiting time, graphic distance,
etc.);
« the proportion of the total cost of care paid ofipocket by the
employee;
The last criterion allows neutralization of wagfetientials between
countries.

Form of the stock
taking phase

The stock taking exercise consisted of subsidiaesponding to a
guestionnaire on the basis of the abovementioné@riar and
Danone mandated an agency to benefit from expeitis¢he
healthcare market and local business practices.

The subsidiaries were given the responsibility daket stock and
analyse the local health systems.

The criteria were deliberately not defined in absoterms in order
to remain "relative" to the local context.

Dialogue with workers’ representative bodies insthacountries
where they are present also helped to report eraplexpectation
on this topic.

[72)

Function(s) initiating
the project

Human Resources conducted the project.

Group HR monitors the deployment of Dan'Cares anlbsis of
gualitative and quantitative indicators. The lotdR departments
and Management of each entity are responsible Her design

12



implementation and communication of local plans.

I mplementation

Extent of health,
invalidity/disability
and survivor
guarantees

Danone set a floor level for supplementary heaiuiance during
the stock taking phase so that subsidiaries caudiit themselves on
comparable items.

This protection floor covers maternity protectianpatient and
outpatient care (consultations and pharmaceutiqarediture).

Target population

Dan'Cares aims, in the long term, to cover all @remployeesi.e.
more than 101,000 employees.

The program encourages extension of guaranteesnilids as
much as possible, primarily covering children apduses. It is on
this point that employee expectations are strongistordingly,
Danone tries to answer on a case-by-case badisy thian applying
an "all or nothing" approach. Thus, where healtbuiance is not
extended to families, Danone may offer to take a#Hr¢he most
serious inpatient cases.

Employees of subcontractors are excluded from Carbecausge
such an approach could be legally enforceable ag&anone and
the group wishes clearly, by this action, to dégfgiate and promot
its own employees.

D

Geographical scope

Dan'Cares is gradually deployed by clusters.

In 2010, the stock taking involved 15 countrieg]uding eight that
launched action plans in 2011, covering 17 subdetiaand abouf
30,000 employees.

In 2012, stock taking was conducted on the healttems of 26
new countries and new action plans were established

The place of social
dialogue in the
implementation of
social protection
coverage

The culture of social dialogue is deeply rootedhisit Danone,
which has already signed many International Framkewo
Agreements (IFAs) with the IUF.

Social protection and Dan'Cares are referred thénAgreement omn
health, safety, working conditions and stress,exign 2011.

This IFA is unique because the target populationegadepending
on the issue.

For example, contractors are not taken into accauridan'Cares
although they are at different levels in the WISEBgoam (on
workplace safety).

Depending on local laws, employee representatieasime involved
in the negotiation of medical coverage.

Means of funding

Danone has created a temporary acceleration fur@raip level
that covers up to a third of the implementationrbeads of the
social protection program. Its aim is to encouragesidiaries tdg
implement action plans rapidly.

The fund has a maximum duration of 3 years. Sudnseli must
propose sustainable action plans they are ableftéirsance.

Proportion of
guarantees defined
centrally

For survivors pension, the Group has introducednanmam pension
equal to at least one year's salary in case ofhddae to a
professional or private accident.

In terms of health insurance (Dan'Cares), the haffide provides
framing elements for maternity protection, inpatiand outpatient
care based on 3 criteria (quality, accessibilityt, @ pocket costs).

13



The harmonization of medical coverage plans is ersged
between subsidiaries within the same country. ¢h, faan'Cares has
improved communication on the subject of healtliiasce between
subsidiaries located in the same country and, mescases this
allowed collective negotiation of contracts. Thejegkives are
economies of scale and encouraging employee mobilit

Danone also ensures that action plans offered bgidiaries catef
to the largest number of employees and are not @elgain
categories of employees.§, managers only).

Proportion of
guarantees left to
local discretion

Local subsidiaries may decide to further indemitifg employee's
family in case of death.

Under Dan'Cares, implementation of the action plias with
subsidiaries, both in the selection of providemsirers, benefit
providers...) and details of benefits.

Indeed, although the guarantees must cover outpsitignpatients
and maternity, the content of the care and thellefesupport
remain variable.

The amount of the employee out of pocket paymémnipti 100% by
the employer, is also decided at the local level.

Integration into
wider corporate

policy

Danone has invested in preventive medicine andth@abmotion
for the last 8 years, through the WISE program ealth and safety
at work. It has, in particular, reduced the frequenf accidents
leading to lost job from 12 to 2.

In addition, the Group launched Health@work to edeand trairn
employees on health by encouraging them to devéiep own
health projects.

Danone also takes community oriented action. lettgs products
to meet the specific needs of its customers andidritional
deficiencies (cholesterol, iron deficiency...) aslivas information
and education programs to promote healthy eatirfigaeur that
potentially affected nearly 700 million people id14.

Type of external
communication
implemented

In its Sustainability Report, Danone responds amoat all the
Global Reporting Initiative (GRI) indicators for perting on
corporate programs in favour of health. These heeHC1, EC8
LA6, LA7, LA8 and LA9 indicators (see appendix onRIG
indicators).

However, Danone does not use the primary socialopeance
indicator on the costs of benefits (LA3), becauss not monitored
centrally.

Type of internal
communication
implemented

Danone shares its social protection values intsniaically and at
head office. A film was made in 2012 on the basigestimony by
employees.

Impact of the social protection measures

Function responsible

for monitoring

The Management of each BU and the local Human Ressu
Department are in charge of monitoring the impletagon of
Dan'Cares.

At Group level, a joint monitoring committee wag s@ after the
signing of the Agreement on health, safety, workiogditions ang
stress in 2011. Its mission is to measure the pesgpf on-going
programs.

14



Indicators used to
measure action

The Agreement on health, safety, working conditiam&l stress

specifies the indicators used to monitor commitredayt the Groug
and the resulting programs. They are:

* Number of accidents per business;

* Accident frequency rate;

 Accident severity rate;

* Social welfare coverage rate;

* Number of cases of occupational iliness;
 Percentage of yearly appraisal interviews peréam
» Percentage of sites having a specific healthetgadnd working
conditions body with staff representation;

* Percentage of sites having a medical monitorimig u

* Number of companies having an agreement or ptaprevention
of stress andosycho-social risks.

Stock taking was conducted under Dan'Cares in 20802012. The
project's progress is monitored in terms of the Im&m of
subsidiaries that are covered by the program aadhtimber with
standards satisfying the Group’s expectations.

The Group aims to measure the economic and seoddt of the
project (absenteeism, employee turnover, engagsimnetat).

D

Next steps /
objectives for
evolution

The deployment of the health at work axis, as plediin the
Agreement on health, safety, working conditions atress, is &
priority.

Danone aims to provide all its employees with bak&alth
insurance by 2013.

The Group also wishes to implement self-assessrbgneach

subsidiary of its practices in relation to the agnent and defin
associated priorities.

D

15



France Télécom - Orange

Business sector Telecommunications Sector.
Turnover 45.3 billion Euros.

Countries where present  Providing services to iddals in 35 countries and business services in
more than 200.

Number of employees 172,000 employees in 2011.

Summary

Guarantees - Survivors pension.
- Disability / invalidity insurance.

- Supplementary health insurance (including inpatieate,
maternity protection, outpatient care, dental captical
treatment and medical examinations).

- Retirement Guarantee (defined contributions).

Population covered| A stock taking is being condiicte map benefits offered locally to
employees on permanent contracts by major subsdiavith over
100 employees.

Implementation Decentralized - currently at thedsgmapping stage.
Funding At the present stage, funding varies ansugidiaries.
Coverage

As part of its "Conquests 2015" project, Franceédéin — Orange decided to conduct a
benefit mapping of social protection programs earout by its subsidiaries in order to obtain
an overview of the benefits they currently offer.

The aim is to assess the social protection prograososed by subsidiaries that supplement
local social protection schemes.

The benefit mapping focuses on guarantees covehiagfollowing contingencies: death,
disability and invalidity, sickness, old age ancraader range of other benefits.

Target population

The benefit mapping focuses on the permanent sfaffie Group's main subsidiaries with
over 100 employees.

M eans of implementation

France Télécom — Orange is currently in the bemeéipping phase. Before receiving and
analysing the results, France Télécom — Orangenatasomment on the action that may be
conducted in this area.

France Télécom — Orange has a decentralized steudtu the implementation of its
guidelines, leaving a great deal of autonomy tsutissidiaries in the level of benefits offered
to their employees, depending on local social sgcschemes.

Thus, each of the subsidiaries may propose a spaactial protection program that differs
from those of other subsidiaries in the same cguntr

In its "Conquests 2015" project, the Group's commaiits, formalized in the "Orange People
Charter", are subject to local adaptation.
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As for social dialogue, France Télécom — Orangeedigan IFA with UNI in 2006. Through
this IFA, it agrees to take the "additional measurecessary to move towards best practices",
including the social protection of its employed®e(tFA does not mentions social protection
though).

Funding

At this stage, the funding of various social pratet programs varies among Group
subsidiaries.

I mpact

The company is currently at the benefit mappingesta

Subsequently, France Télécom — Orange wants tauesg® the sharing of social protection
best practice between subsidiaries.
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Transcript of the interview

Prerequisites

Date of
implementation

Since 2001, the benefit scheme set up within theuiin France
guarantees a high level of social protection toemfiployees o
subsidiaries in France.

France Télécom - Orange's commitment to providéabkpootection
coverage to its employees at the overall Groupl leaenot be saic
to have started on a specific date. However, sREE) and the
launch of the group "Conquests 2015" project, theu@ has base
its strategy on four pillars, the first being themmand women of th
Group. This led to the “Orange People Charter”jglesd to define
and share common principles establishing the Gsaefations with
its employees. It was elaborated in collaboratigth wountries ang
divisions, thus taking account of local specifiesti Each country
takes inspiration from it to establish coveragepaeld to its loca
context.

OO ™ =

Corporate
Motivation

One of the axes of "Conquests 2015" is to establiance Télécom
- Orange as an employer of choice. The Group's doments to
employees are formalized in the Orange People @tsrisix
guidelines, which are subject to local adaptatiod alignment with
local issues.

Each of these France Teélécom - Orange commitmeat® la
dedicated chapter in the Charter:

1. "Be an ethical and socially responsible emplbysrthe first
commitments of France Télécom - Orange, followed by

2. offer career and development opportunities;

3. provide a work environment for outstanding cuosto
satisfaction;

4. empower managers and hold them accountablprégress and
success;

5. provide a positive quality of life at work;

6. recognize and reward our people for individaradl collective
contributions to our success."

Having the goal of being an employer of choice th#tacts,
develops and retains talent is a question of cosgiem strategy
and offer. This involves, among other things, tliamation and
competitiveness of France Télécom - Orange offargerms of
benefits. In some markets, offering employees hegkension and
old age benefits, etc., are significant advantabas help to retair
employees and improve well-being at work.

Priority guarantees
and reasons

The Group does not currently impose its approadie Benefit
mapping is on-going and there is not yet a Growglleorpus of
prioritized guarantees as such.

Stock taking phase

Stock taking
Framework

Given that each France Télécom - Orange subsidiasya social
protection program, in terms of scope, the bemaéipping covers
all Group companies with more than 100 permanerpl@yees,
who work in a country where we have more than 20pleyees.
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This selection covers 33 countries and includes 9f%-rance
Télécom - Orange employees. The results will belava mid-
2013.

Form of the stock
taking phase

The benefit mapping aims to get a comprehensivev \oé¢ the
general benefits enjoyed by employees, coveringefitsnthe
company identifies as "Basic" social protectionmyators pension
old age pensions and health care), as well as tvbatompany call
"additional benefits", such as:

* aid to finance the purchase of vehicle or house, et

« social work funded by the employer (managed bywWueks
Committee in some countries);

 worker’'s awards.

In terms of methodology, questionnaires are beimsfrilduted to
subsidiaries within the scope of the targeted benefpping. These
require self-evaluation as compared with "locakrehces". France
Télécom - Orange sought a consultant for additi@xgdertise on
observed local practices.

1°2}

Function(s) initiating
the project

The benefit mapping is being conducted by the GiRemuneration
Department, co-piloted with the Group CSR Departmen

In most cases, it is the HRD of the subsidiary thapports the
project at the local level.

Health and safety policy is managed at Group lelgl the
Department of Social Relations, Health & Safetyision.

Implementation

Extent of health,
invalidity/disability
and survivor
guarantees

For its 100,000 employees in France, France Téléeddrange
ensures general coverage of death, disability amealidity
contingencies.

France Télécom - Orange also ensures that thesepiglementary
health insurance for permanent employees. Frandécdm@ -
Orange pays for:

* Inpatient costs;

« Maternity costs;
 Qutpatient costs; and

* Regular medical checks.

Target population

The current benefit mapping focuses on permanemnlo@es,
whether full or part-time.

But all employees are concerned by social protectisince
subsidiaries may elect to extend coverage to fieeah employees.

To the extent possible, the health programs ofougri France
Télécom - Orange subsidiaries often support pastaed children.

In cases where families are not supported, prefenpecing
agreements are proposed to extend guaranteesfamitg.

Geographical scope

France Télécom - Orange intends to be recognizeéteapreferrec
employer by employees and, to this end, all theu@sosubsidiarie
are included in an attractive overall compensatipackage
including social protection programs.

The priority is to ensure that the coverage progdsethe Group's
subsidiaries is effective in the entities mappednduthe benefit
mapping, because they represent almost all theg@&employees.

°2)
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The place of social
dialogue in the
implementation of
social protection
coverage

In 2006, France Télécom - Orange and UNI signethternational
Framework Agreement on respect for fundamentabsoights. Th
chapter on “health, safety and working conditionstates th
company's commitment to take “the necessary additimeasure
to ensure good practiceSincluding social protection coverage for
employees.

Means of funding

Action is funded by the subsidiary and the employer

Proportion of
guarantees defined
centrally

In principle, the Group does not plan to introduecenimum
standards, but it recommends that each of its disogs shoulg
offer to supplement the statutory national soodausity existing in
the country where France Télécom - Orange opevdtassolutions
tailored to the local context.

For the moment, the Group only intends to enharngsesocial
protection programs by communicating the resultshaf benefit
mapping at Group level during the coming year.

Proportion of
guarantees left to
local discretion

The level of benefits is left to the discretion safbsidiaries and,
accordingly, they are not uniform. Each France date - Orange
entity has a social protection policy and, as suacheal degree @
autonomy is left to the local level, to deal witltél conditions.

Thus, in some countries, where appropriate, Frahé&com -
Orange has created company clinics, for examplethers, mainly
in Africa, subsidiaries provide social protectiam émployees bu
also to their spouse(s) and children, and playnaportant role in
promoting health.

-

—

Integration into
wider corporate

policy

A new Group policy on health and safety and weligeat work was
launched in September 2011, with the aim of intiggahealth anc
safety into all Group activities and contributimgthe goal of being
the employer of choice in the area.

As such, a Group strategic committee will meet tinges a year in
order to monitor the general roadmap of action ralg countrieg
and their results and verify a group control panel.

The social protection programs of some subsidiamgsgrate g
broader strategy of prevention and health promobiased mainly
on local HR initiatives when local statutory so@akurity coverag
is underdeveloped.

For example, in Senegal, the Welfare/Health Institwf our

D

! http://www.orange.com/en/content/download/6403%B¥ersion/2/file/Accord+UNI+VAdef.pdf
2 Benefits include a very thorough annual medical:
* ageneral examination (weight, height, body madexnblood pressure);

e acardiopulmonary assessment with electrocardiodeaah if needed an echocardiogram);

e ablood test;

» ophthalmological examination for the detection lafugoma.
Women receive a clinical examination and a mammuges well as a gynaecological examination.
All pathologies are covered and are subject toleeguonitoring.
A screening campaign for the prevention of rendurfa is also conducted annually with at-risk

populations such as those with hypertension, diaheatbesity, hypercholesterolemia, etc. Confirmed

cases are covered.

On the IEC (Medical Information, Education and Coumication) campaign for employees on various
diseases and preventive measures (tobacco, roaty,safusculo-skeletal disorders...), videos and
awareness messages were posted on the compametntra
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subsidiary Sonatel covers a population of 7,614pfeed ,965 staf
members, 1,484 spouses and 4,165 children, witB0&h average
level of guaranteed costs.

Type of external
communication
implemented

The Group integrates the social protection initiedi of each branch
in wider communication, because France Télécom an@¥ is
committed to putting men and women at the heart itef
development strategy, with the aim of being recoeghias one o
the preferred employers in its main countries afragon.

The Group refers to the GRI in its sustainabiléparts and includes
the LA4, LA7 and LA8 indicators.

—h

Type of internal
communication
implemented

Communication with employees is achieved througioua means:

» Briefings employees on the coverage provided by the
subsidiary;

« Presence on most HR intranets of complete explanat
records relating to social protection;

O

e Summary brochures given to employees;

e In some countries an individual social audit refeyrto
the employee’s social benefits.

Impact of the social protection measures

Indicators used to
measure action

In the broader context of monitoring health andesafthe Group
verifies inter alia the number of days of sick leave. Following the
results of the benefits mapping, ath hocmonitoring indicator may
be defined to evaluate the effectiveness of sopdtection
programs.

In addition, an analysis of social quality is daheough action suc
as a bi-annual social barometer launched in Fran@810; and ar
annual international social barometer launcheditil2 even if there
are no questions covering overall employee compiemsdhere are
questions about sense of recognition, which is mportant
differentiating element in the preferred, refereneenployer
approach the Group has adopted.

—

Next steps /
objectives for
evolution

The benefit mapping will be an opportunity to stuie the
reporting of these results so that they can bdiedrin the future.

France Télécom - Orange also hopes, through tbiseps, to shar
good practice between subsidiaries, capitalizing dhe
implementation of solutions to cover employees.

Its goal is to be recognized as one of the prefleemployers of
employees by 2015.

[¢”)
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LAFARGE

Business sector Industrial sector specializingoimstruction materials.
Turnover 15.2 billion € in 2011.
Countries of operation 1,604 production sites ircédntries.
Number of employees 67,923 employees.
Summary
Guarantees - Old age pension.

- Survivors pension (death from all causes): minimump
sum equivalent to two years' salary.

- Supplementary health insurance (guarantees defouadly
depending on the local context).

Population covered - All Group employees and, in some countries, thaainifies.

- Local communities (through construction of "basenpa or
clinics" in remote areas).

- Suppliers: application of a health/safety standard.
Implementation Decentralized.

Subsidiaries are free to define the content of juaes for retiremer
and health insurance.

Subsidiaries must select an insurer, preferablynfame of the twa
poolings proposed by the head office. In some dgiet) countries
Lafarge the company itself is the risk carrier.

Social partners may be involved as required by lloegal
regulations.

Funding Contributions are paid either by Lafargadevant subsidiary) or b
division of the contributions between the employaed employer.

—

<

Coverage

Under its social protection program, Lafarge offieesefits to its employees in respect of old
age, death and often disability contingencies, eltag supplementary health insurance.
Subsidiaries may choose the content of supplemehgaith insurance packages.

A common minimum standard of two years' salary efingd for survivors pension in all
subsidiaries in case of death of the breadwinreat{dfrom all causes).

Target population

The social protection program is open to all Greugployees, regardless of status. Lafarge
also covers families "whenever possible".

Lafarge requests the most important suppliers mptete a CSR questionnaire but does not
currently impose a level of social protection gor&yond the statutory minimum.
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M eans of implementation

The Department of “Human Resources” manages theals@rotection program. Its
decentralized implementation aims to take accodirthe local laws of the host country,
completed and compensated by the Group. Thisdieshent corresponds to one of the five
basic principles laid down by the Lafarge headceffiwhich underlie implementation of its
program of social protection. Thus, subsidiariesti{)) propose a country-driven approach
and (2) propose action plans defined by a numbaritdria. In addition, subsidiaries must
provide a mechanism for managing the financialsriek the program (3), train people to
manage the program (4) and, finally, propose a comitation strategy towards employees
(5).

Beyond compliance with these implementation prilesp Lafarge leaves subsidiaries to
define the content of the supplementary healthrarsze package.

For survivors pension, the Group minimum level ehéfit for death from any cause is a
lump sum equivalent to two years' salary, includafigsources of compensation. Obviously,
Lafarge applies the host country's legislation, chh§ometimes provides a higher level of
coverage than the internally set minimum.

Old age pensions are defined on the basis of legalation.

In terms of social dialogue, Lafarge has signedngrnational Framework Agreement with
three Global Union Federations, focused on worl@laafety and the prevention of
HIV/AIDS and which does not mention social protentifor the moment. In addition, the
company claims to develop social dialogue and pastrip "as soon as possible."

Funding

In many countries, the social contributions to cod@ployee health insurance plans are paid
in full by the employer.

Regarding risk carriage, in some emerging counttiatarge is its own insurer.

In other regions, Lafarge leaves subsidiaries foeehoose their insurer, as long as they
include the Group’s two poolingsin their tendersjce they were selected to improve
geographical coverage of the social protection @ogand reduce the financial costs it
generates.

Impact

A benefits committee has been set up at Group levelalidate proposals for significant
changes in the local benefits policies and ensamptiance with the Group's policy in this
matter.

Lafarge has indicators to confirm whether or ndissdiaries have social protection schemes
covering the criteria defined at headquarters level

Lafarge believes the impact of the program is pasifor the protection and retention of its
employees, relations with local authorities andisitinent to local conditions.
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Transcript of the interview

Prerequisites

Date of
implementation

Lafarge invested heavily in health and safety atkwia the late
1990s, but soon extended this to public healthadlegssues such as
HIV/AIDS.

As the Group has developed, it has strengthenethéimagement of
its programs, taking account of existing localaitons and based gn
the work done in Africa against HIV/AIDS, to widéts action to
cover other health subjects and other Group estitigthout therg
being a specific date officially marking the stagtipoint of its
strategy.

Corporate
Motivation

Lafarge believes that any social protection progsmould only
come as a supplement to the workplace health afadyspolicy
already put in place by the company, or even merelly, Group
Social Policy.

Having already led HIV/AIDS prevention programs lwitits
subsidiaries in Africa, the feedback to Lafargevetd good result
in terms of reduced absenteeism, employee turneter,

The Group also sees this as an opportunity to enshat it calls the
"license to operate'i.e. "the ability to operate”. Indeed, the
development of programs, including health programsed at loca
communities, with their collaboration, reduces tmegative
perceptions of the company within local populations

"2}

Priority guarantees
and reasons

Lafarge has decided to focus its social protecpoograms, and
establish principles with respect thereto, on the age, survivor
disability and health care components.

Stock taking phase

Stock taking
Framework

Lafarge established an inventory of existing soqmbtection
systems; as regards the old age, disability/indgpand survivor
components, this was done for all of its subsidgri

Form of the stock
taking phase

The stock taking exercise took the form of a qoestaire on the
coverage offered by each subsidiary in additiontite national
statutory social security systems.

Function(s) initiating
the project

The Compensation and Benefits function pilots Lgé&s social
protection programs in connection with other HunResources
functions in charge of Group health and safetyC8R, policy.

I mplementation

Extent of health,
invalidity/disability
and survivor
guarantees

Regarding health insurance, Lafarge decided toeleabsidiarie$
free to choose the content of care packages whiltng certain
principles and recommending that its subsidiariesatientive tg
quality control over these programs: timing of reursements, out
of pocket payments by employees, etc.

In 2010, Lafarge adopted a Group policy to coveatlldrom all
causes includinginter alia a recommendation for overal
compensation of two years' salary.
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Target population

The Lafarge social protection strategy targetsGatiup employees
regardless of status. It is also extends to ttaginilfes as much a
possible.

Indeed, Lafarge has already had the occasion ® fat example
that employees with HIV/AIDS preferred their relas to receive
drugs instead of them, which was unimaginable arkarable.

Sometimes local communities benefit from acces$dalth care
facilities when the site is far from any infrastture and Lafarge
has, in fact, built a clinic.

In order to take account of its stakeholders anohtaia the "license
to operate”, each subsidiary must become involvedtileast on¢
project (education, health, road safety...) in tavoof the
community. This project may relate to preventivaltie

[72)

Geographical scope

The Group has not focused on geographical areaspecific
countries. All Lafarge entities aim to achieve ctiamre with the
principles laid down by the Group in terms of sbgieotection as
soon as possible after joining.

The place of social
dialogue in the
implementation of
social protection
coverage

Lafarge signed an IFA (International Framework Aggnent) with
three Global Union Federations in 2005 on the Glougocial
Responsibility, which mentions the special attemti@farge mus
pay to security and the role the Group can plagh@éprevention of
HIV/AIDS.

Lafarge involves social partners in the processnetier possible,
because they are a guarantee of better undersgaotiie systen
by all employees.

Means of funding

The employer pays either 100% of contributions rortlee basis of
an apportionment between the employee and the geplo

In some emerging countries, Lafarge insures i(sdlkere there is no
provider available, the company carries the risélf}.

In some countries, Lafarge pays all contributiczlated to coverag
of employees.

D

Proportion of
guarantees defined
centrally

Lafarge’s social protection programs are compledelyentralized ir
order to take account of local regulations.

The Group's policy is to take account of what algeaxists locally.
Lafarge establishes principles to be implementedubsidiaries on
the basis of local laws and practices.

Lafarge has laid down five principles:

1. A country-by-country approach, in view of natdb
statutory systems of social security and taxation.

2. As employers, subsidiaries must develop actmans
according to defined criteria. They must be:

m Rugged, that is to say, designed for the long-term

m Affordable;

m Flexible, offering, to the extent possible, a nemiof
options to employees;

m Efficient, satisfying employee expectations;

m  Competitive (compared to what similar companidggrof
their employees).
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3. In terms of funding, there must be a sustamatik
management system.

4. On the issue of governance: a good managemiamt p
involves trained actors.

5. The action must be communicated to employees.

D

Except in the rare cases where Lafarge is its asarer, insuranc
companies cover these contingencies. The Groupeimgated twg
pools to achieve better geographic coverage, andtes its
subsidiaries to choose between them. They mustdbaded in their
tenders and, where applicable, their choice tohgough another
provider must be justified. The group demanded thate be nd
exclusion criterion in relation to HIV/AIDS from st leading
insurers.

In 2010, the Group decided to cover the risk othié@m all causes
by a lump sum or annuity of at least 2 years' galar

Proportion of
guarantees left to
local discretion

The content of health care packages, survivor/disabnd old age
pensions are defined locally so as to take accoluthte specificities
of each national social security system. The hdfickoensures that
each subsidiary offers services in this area.

Integration into
wider corporate

policy

Lafarge relies on a strong health and safety ppli@jucing a grouf
corporate culture on these topics.

In 64 countries, it has introduced important preévenmeasures imn
the field of workplace safety that have helpeddivihe number of
accidents by four, with a frequency rate below tLajievery million
hours worked.

As a logical consequence and given the scale ofHNWFAIDS

epidemic, the Group extended its activities to jsubkalth relateg
matters. Following this, Lafarge developed a g@widemarizing the
methods the Group has developed in sub-SaharaceAfrhe aim is
to transfer know-how acquired by Lafarge and itsricsin
subsidiaries and the guide has thus been madecplthtiescribes &
methodology to inspire subsidiary managers to imglat the samg
type of action at their own sites, depending onhéalth issues that
seem to be a priority.

There is no prior oversight by the head office. iBass Unit
directors have the skills and better knowledgehef field than the
Group's head office on these points. For examplRuissia, Lafargg
has a policy of cardiovascular disease preventiothe USA, it is
engaged in the fight against diabetes and obdsitifurope, certair
subsidiaries have initiated programs on the sulgéetell-being at
work. Finally, in Africa, the health program waspaxded to the
fight against malaria, tuberculosis and cholera.

The Group develops partnerships with NGOs such ase Gor
HIV/AIDS, to assist the company in its action pladepending or
the problems addressed.

The Group also has "base camps and clinics" whemfrastructure
does not exist or is too far from the sites where llocated. Most of
the time, in these cases, care centres are adeessibeighbouring
communities.

But Lafarge goes further, in order to take accairits stakeholder
and maintain the "license to operate”, each sulrsidnust becom

=)
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involved in at least one project in favour of themenunity.
According to local needs, it can focus on educatimad safety
construction of health facilities, etc.

For Lafarge, improving the territorial anchoring stibsidiaries
allows them to work in good, sustainable conditjdms combating
the trafficking and crime that can develop arousdites.

Type of external
communication
implemented

Lafarge reports on its action in the field of pnetiee health care
(health insurance and health and safety programmbio@d) across
most of the relevant Global Reporting Initiativelicators (LA6, 7,
8, 9 and 15).

Type of internal
communication
implemented

Lafarge has produced formal information documents its
employees on the social protection principles seby the Group in
2006, as well as a brochure and booklet for the iRRctors of
subsidiaries when they take up their post.

Impact of the social protection measures

Function responsible
for monitoring

A Benefits Committee was established at Group laevehsure:

*» That the Group's Benefits principles are impletedn

e That changes in the coverage offered by subsdiagmainly
pension systems) are consistent with the Grougisypo

» The cost that this represents for the compartlgaiong term.

It is composed of representatives from HR, finaacd operational
management. It focuses on retirement plans as aglthe two
insurance pools.

Indicators used to
measure action

As part of its workplace health and safety prograthe Group
verifies the number of accidents at work and octiapal health.
As regards prevention of HIV-AIDS, the Group's ngjpg is based
on the following indicators:

* The percentage of employees screened,

¢ The number of non-employees screened;

¢ The number of deceased employees.
These figures are also monitored by the Human Ressdunction.
The HR function evaluates the cost of coverageaits particula
attention to the contingencies involving the lorigesining, most
expensive action plans, namely:

e pension plans for retirement;

e survivors pension/disability insurance, in termgmfmiums

paid;

e pooling.
Lafarge is its own insurer in certain emerging ddea where the
supply of insurance is not sufficiently develop&tere is a benefit
database but it is not aggregated. Medical plamsranitored at thg
local level. The head office has a certain visiant @ is not
consolidated.

U

Feedback / results

Lafarge is confident of the positive impact of sbcprotection
programs for the protection and retention of emeésy as well as
the territorial anchoring of the Group, its linksthwlocal partners
and adaptation to the local tissue.

Lafarge uses indicators to confirm whether or netsubsidiaries
have programs on the major social areas of soaiégtion.
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Next steps /
objectives for
evolution

The group intends to continue the extension of atgoiotection
coverage to all employees, including the coveragé
death/disability.

It also wishes to continue implementation of thandards of
occupational health developed in 2010. This impliestter
organization and processes allowing more regulardicaé
examinations or additional examinations for empésyexposed t

=)

specific risks.
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SANOFI

Business sector Pharmaceuticals sector and industry

Turnover 33,389 billion euro in 2011.

Countries of operation Presence in a hundred desntr

Number of employees More than 110,000 employees.
Summary

Guarantees - Survivors pension: death from all causes

- Invalidity / Disability

- Supplementary health insurance

- Retirement Plan

Population covered| All employees, regardless df #tatus or professional category.

Implementation Implementation of guidelines issbgdhe Group, taking account pf
local market constraints.
Funding The subsidiaries collaborate with the Grom@nsure that the best

possible service provider insures the social ptiecprogram,
particularly in terms of costs. Particular attentis given to the
solidness of insurers and their market leadership.

Coverage

Sanofi’s policy is to ensure that its social pratat programs are (i) competitive compared

with the market, (ii) in line with Group and humagsources strategies, and (iii) generate
economies of scale to ensure that employees redhaebest possible coverage for an
optimized budget.

In this context, the Group works closely with itgsidiaries to ensure that social protection
programs in each country are at a level compartbléthose of its competitors and are

delivered properly to employees.

Sanofi ensures that each employee throughout thiel \was (i) quality health insurance and

(i) survivor protection in case of death. Sanofoabelieves it has a responsibility to

encourage its employees to accumulate retiremeirtgsaand sets up supplementary pension
plans wherever this is market practice.

Target population

All employees, regardless of their type of contract socio-professional category, are
concerned by the welfare program.

M eans of implementation

The Group sets out basic principles that subsilaadapt to their context, in accordance with
local legislation, with strong support from the lde®ffice. These five fundamental
principles, require:

1) Improvement in the attractiveness of Sanofirapleyer;

2) Being competitive and aligned with market preesi

3) Providing protection against unexpected contioggs;

4) Providing access to quality health care atapiace and promoting healthy lifestyles;

5) Providing ways for employees to accumulate ggsjiespecially for retirement.
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Funding

As regards survivors pension, Sanofi has negotiglebal agreements with the largest
insurance networks around the world to enableubsisliaries to benefit from the bargaining
power of the Group, both in improving the qualifycoverage and cost optimization.

For retirement plans, Sanofi has a dedicated tean®Graup level that oversees asset
management globally to ensure optimum performartgéewninimizing investment costs.

I mpact

Sanofi takes part in an annual survey of the coitiyertess of its social protection programs
around the world. Program costs and the numbeeaple covered are thus monitored and
controlled by the Group.
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Transcript of the interview

Prerequisites

Date of
implementation

Sanofi has deployed a comprehensive benefits packaduding
social protection since 2005.

Corporate
Motivation

In 2005, during the merger between Sanofi and Asemgriations

in social protection coverage required harmonirati@etween the

two companies.

In addition, the acquisition of Genzyme and Mefl@l to anothe
project to ensure that social protection progranesired the world
were optimised immediately.

Priority guarantees
and reasons

Sanofi has prioritized the contingencies of deatmf all causes
invalidity/disability, sickness and the reimburseneof related
expenses, as well as old age. The guarantees areniform
because each country where Sanofi is located hakifferent
environment.

Stock taking phase

Stock taking
Framework

An inventory was compiled in all countries in whickanofi
operates. The stock taking exercise took accourthefstatutory
social security systems in force in each countryvelf as market
practice. The Group also identified operationakgjssuch as roa
accidents.

During the acquisition of new companies, the Gralgo undertake
a country-by-country assessment of the social ptiot@ programg
of the subsidiaries of these new companies with i@w vto
harmonization, where necessary. The last reviek pdace in 2011
during the acquisition of Genzyme and Merial.

|72}

Form of the stock
taking phase

Sanofi initially studied all new requests from ddimies to
improve, renew or establish social protection cagerthrough &
prior authorization procedure.

In addition, to measure the competitiveness ofGhaeup’s offers, it
takes part in an annual survey on social protedtiof7 countries
around the world, alongside 16 other multinaticzt@hpanies in thg
pharmaceutical sector.

L

Function(s) initiating
the project

The Human Resources management is responsibl¢oftk &king.
Group Human Resources provides support to subsdiat the
local level.

Function(s)
consulted about the
project

All subsidiaries have multidisciplinary teams topiement socia
protection programs for which the head office hasem its
approval.

There is close collaboration between HR teams &edHinance
Department as regards funding social protectiongqams. The
Purchasing Department is also involved when a aharfigservice
provider is required.

Procurement cooperates in the process, both locaild at

headquarters, to share costs across the host gamtrthus benefit

from competitive leverage and/or through poolingchamisms.
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Implementation

Extent of health,
invalidity/disability
and survivor
guarantees

The content of guarantees is an important stratiegige for Sanof
and the Group has chosen to prioritise coveragéh®rcontingency
of death from all causes.

To cover health expenses, Sanofi has focused dairtaninimum
benefits: inpatient care, maternity protection amdedical
consultations. Sanofi also tries to include pransfor sick leave
whenever possible.
In many countries, Sanofi has developed programsnimourags
healthy lifestyles among employees and has triedetiuce the
impact of chronic disease and death. For examjgeofschairs the
"CEO Roundtable" on Cancer, an organization aintmeliminate
cancer as an individual disease and public heattblgm.

Target population

The social protection programs in each Sanofi sligosi include all
employees regardless of their type of contract osfgssional
category.

The notion of respect for human rights is very im@ot for the
Group, so it is very sensitive to affiliation prolcees €.g.a medical
examination is not necessary) and exclusions hyréns.

Geographical scope

Sanofi seeks to cover all of its employees in Bitsosubsidiaries.

Each new social protection program, as well as rdmewal or
improvement of guarantees offered by Sanofi suasas is treatec
as a new project subject to the approval of theu@sosupporting
departmentsifg. HR, Finance and Procurement). This operatic
support from head office is also a high incentioedll subsidiaries
to enter the process, wherever they are in thedworl

]

nal

The place of social
dialogue in the
implementation of
social protection
coverage

The five principles set out above include the hetiide involving
employees and their representatives in the impléatien of social
coverage and including social protection among shbjects of
social dialogue.

Means of funding

The weight of implementation is borne by the sulasyd but the
Group remains vigilant concerning the "economicacily” of its
subsidiaries. It may therefore decide to interveadhat the insure
covers all employees or to cover a specific risk\V{AIDS,

diabetes, etc.).

In these cases, Sanofi can opt to:

 reduce the most expensive guarantees;

* pay an additional premium;

« share costs at Group level within a global paokliow a local
insurer to provide guarantees.

Proportion of
guarantees defined
centrally

The Sanofi ethical code dictates the way we work &as an
important effect on the design of its employeesialgrotection.
In particular, this means:

* Respect for individual rights: prohibit discrimiiat, especially
because of gender, age, health or seniority;

« Data protection: compliance with legislation reigtito data
protection and respect for confidential data of leyges.

Proportion of
guarantees left to
local discretion

Local subsidiaries adapt the guidelines issuedhey ltead office
according to local legislation and local markeeofiThe head officg
insists on involving the corporate team when caréig) plans to

17
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modify or introduce a new plan or provider.
The subsidiaries collaborate with the Group to emshat the bes
possible service provider funds the social protectprogram,
particularly in terms of costs. Particular attentis given to the
solidness of providers and their market leadership.

They decide on the choice of insurers, health peseiders, content

of guarantees and their level of coverage. Subseiyu¢hey receive
approval from head office.

Type of external
communication
implemented

The Group communicates on its commitment to thébpcotection
of its employees through its website and CSR Reportl brochure
that reflect the evolution in the range of sociatection programs i
implements.

[72)

Type of internal
communication
implemented

The Group uses multiple media to communicate witleimployees
including inter alia brochures, "newsletters" and the intranet. ]
share of technology in such communication is ingireasteadily.

The

Impact of the social protection measures

Function responsible
for monitoring

The Group Finance Department is consulted duringkstaking and
is associated in the validation of social protattwograms offerec
by subsidiaries and their verification.

Indicators used to
measure action

Sanofi's annual participation in the sector-widguimy into social
protection practice allows the Group to gauge timapetitiveness o
its programs in each country where it operates.

In addition, Sanofi has launched an annual assessshéhe cost o
social protection across the world in order to dretinderstand th
impact on its business.
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TOTAL

Business sector Industrial sector, specializingnargy (oil and gas) and petrochemicals.
Turnover 184,693 billion euros in 2011.
Countries of operation Present in more than 130 trms.
Number of employees 94,104 employees.
Summary
Guarantees - Supplementary health insurance (outpatient cangatient

care, dental, optics, sick leave, maternity prasedt

- Survivors pension, death from all causes (estabistt of a
Group-wide guarantee in the form of annuity lumpmsu
corresponding to 200% of annual salary).

- Supplementary old age pension.

Population covered| < All group employees (regasllekstatus) and their families (for
health benefits only).
* No mention of suppliers.

Implementation Decentralized (adaptation of the iadogrotection program im
accordance with local laws). Group governance fraonk where
initiatives are local but the design and selectaninsurers ang
schemes are subject to validation and approvakaGroup level.
Monitoring of implementation through a compreheasilatabase qf
coverage levels by country.

Funding Supplementary health insurance funded lly th@ employer and the
employee.

Pooling for death, disability and sickness contirges.
Longstanding partnership with some insurance pgaigtworks.

Coverage

With a view to harmonizing the social protectionnéfit levels of employees in all
subsidiaries, Total decided to offer similar betseto all its employees worldwide, adapted as
necessary to local contexts. The guarantees offetate to survivor, accident and disability
insurance, supplementary old age pensions andesupptary health insurance.

Survivors pension (in case of death, from all cajsestablished as a "global group standard",
is a lump sum equivalent to 200% of annual basesal

As for supplementary health insurance, the typeguafrantee that must be included in the
health care package are defined at head officerdiogpto market practice: outpatient and
inpatient care, dental, optics, sick leave and méteprotection.

Target population

All Total employees are targeted by these guarantegardless of their status, as well as
their families (spouse and children), especiallyegmrds health insurance.

Although deployment of the Total social protectjpwolicy began in entities with more than
200 employees, Total's goal is to eventually extértd all subsidiaries. Currently, 87% of
Total employees throughout the world have surviveession in case of death from all
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causes. Total aims to increase the number of eraptogovered to 92% by the end of 2012,
by lowering the threshold to 150 employees petenti

M eans of implementation

The process of establishing global group standémdsocial protection was piloted by the
Total Group Compensation, Benefits & Expatriatioirebtorate (Employee Benefits &
Employer Liabilities Department) as well as the Grd.abour Relations Directorate.

The establishment of a global group standard forigars pension is centralized.

Monitoring of implementation by the head office ashieved notably through a global
database of levels of benefit by country; in patalthe TEBAM governance framework
(Total Employee Benefits Approval & Monitoring) defs approval rules for funding,
development of plans and coverage options, chdiggsarers, communication and employee
administration.

Implementation of social protection coverage is paeld to local legislation by each
subsidiary, which is authorized to establish losigyt plans to achieve the global goal (market
median, categories covered, etc.) based on tingindial capacity.

In the case of European subsidiaries, social partaee informed about the establishment of
new benefits, especially with regard to old agespers.

Funding

Both the employer and employee normally fund supplgary health insurance.
In order to gain economies of scale, streamlinedrance plans by country is organised with
the assistance of consultants and pooling networks.

I mpact

The Group Compensation, Benefits & Expatriation eDiorate Employee Benefits &
Employer Liabilities Department of Social Benefils Commitments is responsible for
monitoring implementation of the social protectimoverage strategy and verifies all aspects
of the strategy, including costs. No specific impgtady has yet been made public.

In addition, Total regularly conducts internal apmsurveys (the Total Survey): comparisons
show €.g.in Asia) improved employee satisfaction ratesratftie implementation of social
protection schemes, regardless of sector and agg gr
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Transcript of the interview

Prerequisites

Date of
implementation

The Total governance framework for social protetiias establishegd
in 2006 and updated in 2011.

Corporate
Motivation

Total’s business model is integrated. The chemicahsformation
activity complements its oil and gas explorationd aproduction
activities.

Total’s main motivation is to reduce the variatigmsocial protectior
schemes across its range of activities. This igrenbnization process|.

Priority guarantees
and reasons

Total prioritizes survivors pension, employee sgsin and
supplementary old age pensions.

The Group intends to offer its entire staff compéeabenefity
everywhere in the world, adapted to local contexts.
Total wants these benefits to be based on a confioan

Stock taking phase

Stock taking
Framework

Total began its stock taking phase in countriesrevlike Group ha
the highest number of staff.

A country specific approach allowed Total to operas a project
manager with its subsidiaries, which gave them noaveership of the
issue.

|92}

Form of the stock
taking phase

The stock taking phase took the form of consultegid otal launched
a call for tenders for consultations by regionateexternal provider.
The consultations compared the Total social prategirograms with
the market reference.

The market reference was defined as follows:

« the statutory social security schemes in eachtcpun which Total
operates;

« industry practices in the sector in which sulzsidis operate.

Function(s)
initiating the
project

The entire process was supported by the Total G@uppensation,
Benefits & Expatriation Directorate as well as t@eoup Labour
Relations Directorate.

Implementation

Extent of health,
invalidity/disability
and survivor
guarantees

The social benefits strategy was clearly laid devith the enactment
of a single internal standard called the "globalugr standard" (globg
footprint) for death from all causes (lump sum engion equivalent t
survivors amounting to 200% of annual base salary).

Subsequently, all existing social protection wasised to ensure
coverage at the median level of the local industnarket.

U =

Target population

=

All Total employees are targeted by these guarantemgardless @
their status, as well as their families (spouse &rilfiren), especially
as regards health insurance.

Geographical
scope

The ultimate goal is to cover 100% of Total Groupsidiaries.

Deployment of the social protection policy commeahda Total
entities with more than 150 employees.

Currently, 87% of world employees (companies inchhihe Group
holds more than 50% of the capital) are insureddieath from all
causes.
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The place of social
dialogue in the
implementation of
social protection
coverage

At the European level, a presentation of the netinet plans in plac
in the main countries of operation was made bethee Europear
Works Council Liaison Committee.

Following local legal requirements, the social pars are informed
and consulted upon introduction of new benefits.

D

Means of funding

The establishment of a harmonised coverage sysaenbe costly fo
the subsidiary in terms of increased costs of resration.

There are three possible funding options:
» Spreading implementation over time.

» Group matching financial assistance. This solutiorst be

exceptional because it raises issues concerning
sustainability of the social protection system.
» Head Office imposition of monitoring to ensure

implementation within the original time frame.

For reasons of cost awareness, whenever possiblal prefers thag
supplementary health benefits be co-financed byGheup and the
employee.

Proportion of
guarantees defineq
centrally

joutlined a plan to cover death, injury and illnesstingencies ir

The Employee Benefits & Employer Liabilities Depaent has

collaboration with local teams.

Thus, in case of death for any cause, an annuifialep two years
salary is paid to survivors.

Supplementary health insurance includes:

e oOutpatients care,

* inpatients care,

* dental care,

e optics care,

» sick leave with the establishment of a fixed dailte based

on legal or negotiated rules,

* maternity leave with the establishment of a fixadydrate.
The Department of Social Benefits & Commitmentsitzhed a tender
to select a single insurer, allowing economiescafes
Subsequently, it validates the choice of the sudsidf the insurer
selected by the subsidiary is not in the pool.

Total formalized this process through the TEBAM td@lcEmployee
Benefits Approval & Monitoring) system, which mamis the
implementation of the coverage strategy. TEBAM ieti approva
rules for:

« Design of coverage plans

« funding

* coverage options

* choice of providers

e communication and employee administration

Proportion of
guarantees left to
local discretion

Local subsidiaries are responsible for managingstiwal protection
program.
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Integration into
wider corporate

policy

Total has a Group Health Steering Committee thdinele health
policy. In 2008, it set up an observatory of empkyhealth whos
mission is to follow the evolution of illnesses ander to decide on
preventive action, with the assistance of occupatimedicine.

Regarding the medical monitoring of employees, kngest Total
subsidiaries have their own health facilities. Boraller subsidiaries
employees are supported by external institutiohsctsd and audite
by the Group.

Beyond the prevention of contingencies related ht® handling of
certain products, some subsidiaries also condudiligouhealth
preventive medicine and promotion, such as the tfighainst
pandemics like HIV/AIDS, or even obesity.

These are local initiatives since the work mustbee in conjunctior
with insurers who are able to lead campaigns fopleyees and, ir
most cases, their families or the local community.

This is also true with regard to expanded acces3dt@l health
facilities, beyond employees.

D

o

Type of external
communication
implemented

Total reports on all the Group’s health-relatedaagtcompleting the
following GRI (Global Reporting Initiative) indicats (see Appendi
on GRI indicators):

* ECS8:

Table showing the number of social initiatives iifeed by Total
(from the Society and Environment Report 2011)

Number of initiatives

2821 In 2011,
corporate
2234 2,920 philanthropy
spending
by Total S.A.
(including
the Total
Foundation)
amounted to
€28 million.
2009 2010 201
* LAG
e LA7
* LA8
* LA9

In the Society and Environment Report, a rangendicators alsg
reflect the Total Worldwide Human Resources Sum@yducted over
the last three years, including the evolution ofvis@rs pension
coverage:

» Percentage of employees entitled to survivor benebverage
in excess of 200%.
e Percentage of Group companies that offer employegslar
medical check-ups.
Total also publishes the percentage of employessingamore thar
the local minimum wage.
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Type of internal
communication

The proposed new guarantees covering survivorninand illness
implemented via a single insurer have been theestlif specific

implemented communication to ensure their understanding by etiployees
including, for example, illiterate employees. Catetly, the Grouf
held several meetings on the subject at each site.
Impact of the social protection measures
Function The Total Employee Benefits & Employer Liabiliti@epartment is
responsible for responsible for monitoring the implementation ofe tltoverage
monitoring strategy.

Indicators used to
measure action

The Total Employee Benefits & Employer Liabilitiddepartment
verifies:

the cost of coverage;

« the level of funding of pension funds;

e changes in insurers;

« the implementation of the harmonized survivor bignef
Table extracted from the Society and EnvironmendrRe2011

@ BENEFITS - Worldwide
Human Resources Survey
scope!

Percentage of employees entitled
to death benefits coverage
> 200% of gross salary

87% 87%
80%

2009 2010 2011

e companies that have implemented services withouhgg
through validation at Group level,
« the level of employee satisfaction in terms of pag benefits.

Feedback / results

The results of the last Total Survey of opinion wsbd that the
majority of Group employees were satisfied with tlogerall
remuneration policy conducted by Total.
For example, the satisfaction of employees in Chntaeased from
10-15% to 51% globally.
Contrary to popular belief:

e Those under 25 years old are more satisfied

e This is particularly true in developing countriegl as China

India and Vietnam.
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Next steps /
objectives for
evolution

Total set the following goals in 2012:

growth in the percentage of employees covered loyivaus
pension from 87% in 2011 to 92% in 2012

improving the ratio of health care costs and alloves
refunded compared to the cost of premiums paidgorers.
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VALLOUREC

Business sector Industrial sector, specializingbular solutions.
Turnover 5.3 billion euros in 2011.
Countries of operation Integrated production umitsiore than 20 countries.
Number of employees 22,000 employees.
Summary
Guarantees - Supplementary health insurance, including inpatiand
outpatient care, maternity protection and sick égasnd
dental care.

- Supplementary old age pensions.

Population covered| All the Group's employees, migas of the type of contract, ofts
including families.

Implementation - Decentralized.

- A local insurer is chosen for each subsidiary,exeh possible
Sometimes, the Group self-insures (is its own ceskier).

- Establishment of discussion groups working oncsjoe topics,
involving employee representatives and management.

Funding Payment of contributions is defined by lédgal obligations of local
social security systems, resulting in many varreiaepending o
geographical location.

The implementation of social protection programs dmployees ig
the responsibility of subsidiaries. In big subsiia, a foundation
may be created to ensure financial support for @mgntation.

D
>

—

Coverage
Vallourec is establishing a social protection pewgrthat aims to offer its employees
supplementary health insurance and old age pensiailscountries where it has operations.

The guidelines given to subsidiaries by the hedateofspecify that supplementary health
insurance must cover the costs of inpatient angdadignt care, maternity protection and sick
leave as well as the costs associated with deatal c

Target population

The social protection program is open to all empésy regardless of the type of contract
binding them to Vallourec and, in most cases, ttagnilies.

M eans of implementation

Within the Head Office, the social protection prgris run by the Employee Relations /
Social Affairs section of the Corporate Human Reses department, which makes
recommendations to the Management and Human Resodepartments of subsidiaries, the
latter being responsible for adapting the sociatgmtion program to local realities.

The content of the program at head office is thus:
- Confirming that minimum insurance is mandatonydth employees.
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- Developing guidelines for the contingencies to dowered (in order to avoid potential

variations between subsidiaries, the head officeo@rages them to offer at least a basic
health care package including sick leave and whppropriate, maternity leave, as well as
medical consultations, inpatient care and dented)caenerally, Vallourec encourages its
subsidiaries to provide higher social benefits ttinminimum required by local law.

- Providing technical support for implementationthe responsibility of the Group Human
Resources Department (defining levels of coverageclusions, identifying insurers,
negotiating contracts).

Depending on local laws and to the extent possisl|lourec aims to harmonize social
benefits to all its employees progressively, whethey be expatriates or local staff. Priority
for this alignment is given to subsidiaries withge numbers of staff.

Where they are present, Vallourec negotiates witlons. In addition, the Group develops
structures bringing together employees and reptatbess of departments working together
on specific topics, such as labour relations andking conditions. These structures have
defined action plans at subsidiary level and anhtguevel.

Funding

The proportion of employee and employer contrimgids based on the host country's
statutory social security systems. Thus, in somenttes, particularly in the Arabian
Peninsula, the employer is responsible for finagtire social protection of its employees. In
other countries, such as India, employers and grapklbboth pay the contributions.

The implementation of social protection programs émployees is the responsibility of
subsidiaries. In big subsidiaries, a foundation rhaycreated to ensure financial support for
implementation.

I mpact

Vallourec does not currently assess the overallaohpf its social protection program.
However, the head office surveys certain indicapoovided by subsidiaries. These indicators
relate to the cost of health insurance, old agesipars and the rate of employee turnover in
each subsidiary. Thus, Vallourec affirms that tmepkyee turnover rate has decreased
overall from 30% to 10% in Dubai. In the People&pEblic of China, employee turnover
amounts to 6-7% as opposed t018% on average ihogé@vg countries.

In addition, Vallourec has conducted a social symth questions on compensation and
benefits in Brazil, China and France. The averaiisfaction rate for all three countries is
60%, for a participation rate of 90%.

In addition, among the internal human resourcedrebtools, a regular check on social
welfare policy is made with all human resourcesaggpents.
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Transcript of the interview

Prerequisites

Date of
implementation

Vallourec's efforts to cover its employees did start on a specific
date. They have been evolving constantly as theugsrdeployed
internationally.

Corporate
Motivation

The social protection programs are based on Vabsirdeeply rooted
culture in the areas of workplace health and safety

The Group seeks to harmonize the health insuraackages it offers
throughout each host country.

Moreover, in a highly competitive environment, kargroups attract
candidates or retain employees with the level ofefies they offer.
Vallourec also intends to offer an attractive congaion and benef
package to its employees.

The Group has made recommendations in this regatceasures thg
all its subsidiaries have implemented an action piahis regard.

—

—*

Priority
guarantees and
reasons

Vallourec has expanded its original concept of theakurance to morg
comprehensive social protection: in addition toaitignt and outpatien
costs, sick leave and maternity leave, the Group defined dental
costs, old age pensions and other educational Ssgaecess to
preventive training, access to education, finaneid) as guarantees
that can be prioritized depending on the needsdf eountry.

—

Stock taking phase

Stock taking
Framework

The Group has not conducted a stock taking exerassuch. It does
maintain a constant overview of the coverage adbptesubsidiaries
due to the information they report.

Form of the stock
taking phase

In addition to its reporting on the subject of sbgprotection, the
Vallourec Corporate Human Resources Departmentahasference
document, similar to an “employee handbook”, buGabup level. It
includes guidelines for internal regulations, sbbi@nefits, enterprise
agreements and collective agreements governingasaihss.

Function(s)
initiating the
project

The Employee Relations / Social Affairs section tbé Corporatg
Human Resources Department supervises deployment.

Locally, the HRD at each site is responsible fdling out the Group
social protection policy within their entity.

Function(s)
consulted /
involved

Of course, the Managements of subsidiaries is igbln, or conducts,
action plans.

In addition, certain subsidiaries create foundatiomith fields of
activities covering both health and social issues:

* at work (management of company restaurants, trginjnand
» beyond (prevention, health care, action to proredigation...)

Although these structures require an investmers, iay be reduce
where tax relief is available to compensate for kmeases in local
systems of social security.

|®N
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I mplementation

Extent of health,
invalidity/disabilit
y and survivor
guarantees

The Group only makes recommendations to its sulréédi to
encourage them to provide a basic package including

* sick leave and, where appropriate, maternitydeav
» medical consultations,

* inpatient care, and

« dental care.

The sole obligation of subsidiaries is to offer @cial protection
program. Subsidiaries show a varying rate of coamgle with the
recommendations of the Group regarding its content.

Target population

All employees, regardless of the type of contrdwtytare on, are
targeted by the social protection recommendationgpgsed by
Vallourec.

In most cases, families are also beneficiaries.

To the extent permitted by law, Vallourec plans gpessive
harmonization of social protection among all itsptwyees through
private insurance contracts. For example, there Ipeagases where tf
insurance coverage of a spouse or dependent chilslulject to &
statutory cap.

Vallourec provides no guidance to subcontractorganding health
insurance, or more broadly the social protecticat they offer their
employees.

e

Geographical
scope

All subsidiaries must provide minimum insuranceearow employees.

The place of
social dialogue in
the
implementation of
social protection
coverage

In Vallourec's experience, social protection is afien a priority for
unions, especially in developing countries. Thegubomore on wage
working conditions and transport. Their interesttive subject als
depends on the social security system in the cpwand the level o
basic coverage that exists already.

Vallourec is developing structures where employessl board
representatives work together on specific issuesekample, in Brazil
China and France, pilot working groups were sebuapghe themes g
working relations and conditions. They led to definig sessions tha
defined action plans at sites and even at coueti|

U
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Means of funding

The recommendations for social protection reflectl regulatory ang
business conditions in these countries. Legal rements are met, &
local practices for social protection systems aspected. They are tf
basis for the definition of employee and employantdbutions.

For example, in the countries of the Arabian Parag/here Valloureg
operates, there is an obligation to take out peivasurance to cove
employees. Everything is paid by the employer.

In Russia, the system is also based on the purcbasadividual
contracts.

In contrast, in India, the system is quite protects a whole, even
the quality of benefits is relatively low. It is ¢&d on contribution
from both employees and employers.

Brazil applies another operating model, where trparate Foundatio
is a comprehensive framework that works exclusieelysocial suppor

S
e

=
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—

both within and beyond the company proper, to cowsal areas.
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Proportion of
guarantees
defined centrally

One of Vallourec’'s objectives is to remain attraetivis-a-vis its
employees, so the head office ensures that beaeditsf good quality.

The desired harmonization of social protection éonployees mus
contribute to enhancement of the guarantees offered

The action plans of Group subsidiaries are subdiibethe Corporats
Human Resources Department. Subsidiaries must treporcertain
indicators that are supervised by the head office.

—

A\1%4

Proportion of
guarantees left to
local discretion

Except for the specific coverage of expatriate @ygs, the
guarantees covered and the level of benefits afe tte local
determination and the Group's recommendations argted to
compliance with the minimum statutory requiremeats if possible,
completing them in an effort to attract and re&nimployees.

Integration into
wider corporate

policy

Vallourec’s social protection policy feeds into @Gpopolicy in the field
of security.

To his end, it has developed three programs:
- A preventive health program, called CAPTEN SAHtEn

- CAPTEN+ Safe, which focuses on awareness of Wadgphealth ang
safety issues; and

- The Chemsafe program, covering exposure to clamazards.

Whenever possible, Vallourec extends its healthmoton (and
education) programs to local communities. To thid, ¢he Group relie
on the foundations it creates whenever subsididnege sufficient
critical mass to allow such investments. These fankfledged
structures extending to all social issues. Vallodtmds them, which i
tax deductible.

In Brazil, although the "Foundation" team is nottpd V&M do Brasil
(VMB), the two entities are constantly working ttiger on motivation
health, internal dispensaries, occupational phgsii health educatio
and maintenance, through programs designed folafave

School groups have emerged (music lessons are (ike®m to
underprivileged children and awareness campaignfigtdt against
drugs are organized, as well as HIV-AIDS prevensiessions).

Regarding motivation, VMB and the Foundation wdre first entities
to conduct a satisfaction survey, held every 2&ye

UJ

\"2)

Type of external
communication
implemented

Vallourec Group has a culture founded on safetyesiention. Thes
are the indicators that the Group publishes priyan its annual
reports and/or sustainability reports.

The Brazilian subsidiary of Vallourec, VBM at theréfront on many
CSR issues, publishes its own sustainability reperring to the GR
indicators (Global Reporting Initiative). VMB regsrin particular on
the cost of benefits corresponding to the GRI LAdi¢ator.

VMB Reporting Table for the cost of social benefigxtract from the
2011 Sustainable Development Report):

D
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Investments [ benaflis to employses [spprox values in A¥)

Bensfit VMWD WMFL VMM~

2011 2010 2003 20m 2010 2003 201 2010 2003

"Cesta basica" = basic package

Type of internal
communication
implemented

Internal communication at the local level variesnieet the needs of

subsidiaries.

Corporate communication covers more general topalating to
"comfort at work" (working conditions, wellbeingice).

Impact of the social protection measures

Indicators used to
measure action

The Vallourec head office supervises:

» the action plans of subsidiaries and their evwotut The Group
observes indicators relating to:

- The cost of health insurance;

The terms of insurance contracts,
discriminatory;

- The retirement system.

* on-going proceedings, whether at the initiatifetree authorities o
employees;

« the rate of employee turnover in each subsidiary.

Vallourec has also produced a social survey ofetlw@untries (China
Brazil and France), taking the form of a questigrmavith 80

guestions. One group of questions relates to cosgtiem and benefits.
The patrticipation rate was approximately 90%.

to ensure tleg not

Feedback / result

D

s Employee turnover fell sharply. In Dubai, it deced from 30% befor
acquisition of the sites by Vallourec, to less tHd% per year. In
China, it is around 6 to 7% against an average8éb in developing
countries.

The survey conducted in China, Brazil and Franeevsl an averag
satisfaction rate of 60% among those employeespahticipated.

(4%

Next steps /
objectives for
evolution

Vallourec intends to pursue the harmonization ofiaoprotection
systems because it is convinced of their impacemployee turnove
as well as the attractiveness of the Group emplosaard.

The Group also intends to extend the social sutv@ther countries in

r

which Vallourec operates in the near future.

46



VEOLIA ENVIRONNEMENT

Business sector Environmental Services Industryigfmaanagement, waste management,
energy services and transportation).
Turnover 29.6 billion euro in 2011.
Countries of operation Present in 77 countries.
Number of employees 331,266 employees.
Summary
Guarantees - Old age pensions.

- Disability Insurance.
- Minimum supplementary health insurance.

Population covered| The aim of the project is toerathe Group's employees, starting
with those from subsidiaries with large workforcé#sen extending
coverage to employees of all subsidiaries, regasdié their status.

Implementation Decentralized implementation.

Minimum social guarantees defined at Group level adapted tg
local laws.

Collective bargaining agreements in some caseslateral
implementation by the employer in others.

Funding No general funding policy. Regarding theadility / invalidity and
death contingencies, risk management via five pools

Coverage

The Veolia Environnement Group intends to providargntees to all employees for old age,
illness and disability contingencies. In order #rrhonize the coverage, the Group aims to
achieve minimum standards of social protection prsgjvely in all its subsidiaries.

Target population

Ultimately, it is expected that the social protestprogram will cover all employees. Veolia
Environnement has launched a stock taking in camtvith large staff numbers (France, the
UK, the USA, Germany, Poland, the Czech Republet Sliovakia).

In addition, the Group's policy is to do everythipgssible to ensure the same level of
coverage for all its employees, regardless of th&tus. This principle must naturally be
applied as close to the grassroots as possiblegrutiee responsibility of the Human

Resources function locally.

M eans of implementation

Implementation of social protection programmesasethtralized, since they are established
in accordance with local legislation. In this rejathe company intends to develop a “core-
flex” approach, based on a certain level of sopiatection benefit to be applied in all
subsidiaries (core), while allowing flexibility #ach entity in the determination of guarantees
under local legislation (-flex). Individual divisis can then offer additional guarantees,
provided that the minimum social protection benkefitels defined by the Group concerning
supplementary health and disability insurance meady offered to employees.
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In addition, the employer at the local level cankenaecisions concerning social security
programs either through collective bargaining ataterally. As for survivors pension (death
and disability contingencies), Veolia Environnemgaterally uses local insurers, based on
five pools.

Funding

Funding for these guarantees, including the alionaif contributions between employer and
employee, is still disparate and non-systematic.

Regarding survivors pension (death and disabilitytiogencies), Veolia Environnement uses
five pools of insurers. These will gradually berhanized on the basis of the identification of
countries with a large workforce and those withhhggowth potential. To this end, Veolia

Environnement also verifies a number of specifidigators. The reported data mainly
concerns the number of employees covered in eaghtrgoand the level of benefits paid,

either locally or at head office.

In addition, to reduce the cost of insurance, tbmmany seeks to pool the insurers and
brokers in each country, which also allows harmatidn of the social guarantees offered to
all employees.

Impact

To better understand the initial results of itsiggglVeolia Environnement carries out a stock
taking of local social protection guarantees wheeeessary. In parallel, visits by Group
representatives may be conducted locally in sedestdsidiaries to ensure compliance with
recommendations with regard to employees' needdegiglation. The main measures taken
during the second half of 2012 are subject to immEsessments, including financial
planning.
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Transcript of the interview

Prerequisites

Date of
implementation

Veolia Environnement launched its plan to transfosuocial
protection of employees in 2011, as part of itategic plan.

Corporate
Motivation

Above all the President of the Group wants to emghat Veolia
Environnement is a socially responsible group.

He insists on compliance with the laws of the caaatin which it
operates, on the one hand, and the proposal ofdmézed socia
protection on the other.

The coverage must extend over time for all emplsyekeVeolia
Environnement, as well as their families, whererappate. The
costs generated by such coverage must thus be sthnagd
financed.

Priority guarantees
and reasons

The most important types of guarantee for VeoliaiEBmnement
are:

* retirement systems that, to the extent possibladuglly
move away from defined benefit schemes in favour
defined contribution arrangements, which supplentaet
statutory provisions in force in each country, fifyaThis
approach has been implemented primarily in cousm
where the Group's actuarial liability is the great@UK,
France and the USA);

+ health insuranceij.e. reimbursement, to some extent,
medical expenses, inpatient care, etc.;

* provident benefits,i.e. depending on the country, tk
provision of survivors pension and disability insoce
(annuity payment), etc.

of

frie

of

ne

Stock taking phase

Stock taking
Framework

In the countries where it operates, the Group hatiexd the existing
standards of social protection, focusing first @urtries with the
largest workforces, in order to benefit more eafiym leverage
and those in which the Group wishes to developatwities.

Beyond France, the inventory therefore focused gmilgn on the
United Kingdom, the United States, Germany, Polahd, Czech
Republic and Slovakia.

Form of the stock
taking phase

The Group compared the raw data reported by theidiabes with
an internal benchmark on practices in host countiied the degre
of coverage by statutory mechanisms.

This benchmark allowed Veolia Environnement to wook
achieving internal consistency, regardless of tlaune of its
activities in a given country, and to control tlesulting risks.

For example, Veolia Environnement maximizes poolm@rder to
enjoy the best levels of benefits at the same cost.

D

Function(s) initiating
the project

The Corporate Human Resources department and theamd
Resources departments of the divisions are in ehair¢his issue.
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I mplementation

Extent of health,
invalidity/disability
and survivor
guarantees

The guarantees and their content vary from counotoountry. They
primarily reflect the Group's acquisitions, with significant
opportunity factor, with the result that work tosere integration o
social protection systems has not always been done.

In time, the Group's objective is to provide staddaoverage
regardless of the host country.

Target population

The Group's policy is to do everything possibletsure the sam
level of coverage for all its employees, regardleksheir status
This principle must naturally be applied as clas¢he grassroots g
possible, under the responsibility of the Humandreses function
locally or in the host country.

\S

Geographical scope

Group employees in the main countries of operatéee above) ar
covered for health and provident costs. Ultimatétyis expected
that the social protection program will cover athmoyees. The
implementation of our efficiency plan should grajusextend
monitoring to new geographical areas.

(4%

The place of social
dialogue in the
implementation of
social protection
coverage

Social protection is a subject that is discussethatlocal level,
based on local legislation, mostly within Economnl Social Units
but sometimes at the level of specific legal essiti

As a result, it may result in either collective dmining agreement
or unilateral decisions by the employer.

[72)

Means of funding

To date, practices regarding the rules for shatimg financial
burden of guarantees between employer and empbogestill very
disparate.

Regarding the disability / invalidity and death tingencies, 3
special effort has been made to increase poolindedd, Veolig
Environnement now uses five pools that it wisheshémmonize
gradually. The Group thinks more in terms of oppoities than in &
systematic manner.

A certain staff density is required if pooling i be effective. For

this purpose, Veolia Environnement has identifiedirdries with
significant staff numbers, and those in which thieup is expanding
rapidly, such as Slovakia.

This approach has generated a significant increa&dvidends to
the parent company, but the percentage of employeesred car
still be strengthened.

|

)

Proportion of
guarantees defined
centrally

The Group strategy in terms of social protectiortasdevelop g
“core-fleX approachi.e. the “core” is the level of social protectic
the Group wants to offer to all employees, whilewsing flexibility
and liberty to subsidiaries-ffex’).

In this scheme, maintaining a "core" reduces thp batween
divisions, so as not to be an obstacle to mobility.

At first, Veolia Environnement meets all insuremsdne country
often different depending on the business, to pepa primarily|
economic approach.

Insurers and brokers in each country are thus doalbich is the
first step towards gradual harmonization of socmbtection
programs offered by the Divisions.

n

Where necessary, the Group may decide to issueerentb

50



maximize relations with external partners and offeality services
at a reasonable cost.

Proportion of
guarantees left to
local discretion

Following the "core-flex" approach, which the Growses tg
explain the operation of its action plans, if theviflons want to
implement additional services, they may do so bgnisg
supplementary agreements, but the prerequisitesbmuset first.

Relations between the head office and local rotl authe Veolia
Environnement social protection strategy are omghiat the
country level. This system is not yet effective igwehere and the
minimum services offered by Divisions within a ctynare not
always comparable.

The Group's objective is to move towards unifioataf the floor
level of benefits by country in all areas of itsess.

Type of internal
communication
implemented

Given the complexity of the Group, communicationtbese issue
is left in the hands of local entities, or busingssups. For example
the media available to an operator in Delhi, Inaid| be different
from those available to a Managing Director at @Gmup’s head
office.

[72)

D

Impact of the social protection measures

Indicators used to
measure action

The Veolia Environnement Corporate Human Resouwtepsrtment
conducts a benefits review of existing benefits] halps to maste
the evolution of social costs within the Group. @wate teams g
to the field to ensure that implementation of taeommendations i
consistent with the needs of employees and locak land/or
practices.

The activity indicators for pools can be gaugedititer the country
or transnational, Group level.

Thus, the data may be reported either locally otrady. It mainly
concerns the number of employees covered by coantlthe leve
of benefits paid, either locally or at head office.

O O =

Next steps /
objectives for
evolution

Veolia Environnement does not focus on deadlirtesjli continue
its work to convince its own staff at head officelan local teams.

This involves regular visits to Divisions to medtose peoplg
implementing social protection programs.

Starting in 2013, Veolia Environnement intends tald on its
benefits review to coordinate coverage levels byh blousiness
sphere and professional category (manager or not).

In the medium term, the main areas of global cayerasuch as
survivors pension, health and disability / invaldinsurance, will
be formalized as guidelines issued by the headeffin close
collaboration with the Group’s business divisions.
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