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Capgemini is trusted by its clients to address the entire breadth
of their business needs, from strateqy and design to operations,
fueled by the fast evolving and innovative world of cloud, data,
Al, connectivity, software, digital engineering and platforms.
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Capgemini@®
A global leader

and strategic partner
for companies

360,000 50 160

AMERICAS EUROPE, MIDDLE EAST ASIA PACIFIC
AND AFRICA
33,000 130,000 197,000
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Our purpose Our clients

Unleashing 4.2/5
human energy ClientsatFactionlevelon contracts”

through

technology

fFor an inclusive e
and sustainable

future €21,995m

Revenues

Our business lines

(o)
Strategy & Transformation ;I 3.0 /t())
Application & Technology Peratingmargin

Engineering €1 ,852 1]

Opera tions Organic free cash flow®
Our seven values Our commitments
and recognitions
Honesty Over
Boldness 1 .1 m
Trust beneficiaries supported by our digital
inclusion programsin 2022
Freedom
Fun A
MOdeSty in CDP's “Climate Change 2022" scoring
Team spirit
Abnet zero business
Help our clients save
of carbon by 2030

(1) Score obtained through regular assessment of contractually defined clients’ expectations.

(2) Operating margin is one of the Group's key performance indicators. Itis defined as the difference between revenues and operating costs,

and calculated before “Other operating income and expense.”

(3) Organic free cash flow is equal to cash Flow from operations less acquisitions of property, plant, equipment and intangible assets (net of disposals)
and repayments of lease liabilities, adjusted for cash outrelating to the netinterest cost.
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PRESENTATION OF THE GROUP AND ITS ACTIVITIES
Capgemini group fundamentals

1.1 Capgemini group fundamentals

1.1.1  Group history

From 1967 to today, the milestones of a world leader

Founded in 1967 by Mr. Serge Kampf in Grenoble, the Group has ~ Now, led by Mr. Aiman Ezzat and chaired by Mr. Paul Hermelin,
developed around principles which continue to guide ustoday:an ~ Capgemini has 360,000 employees and it operates in more than
entrepreneurial spirit, followed by a passion for clients, an obsession 50 countries. As in 1967, Capgemini still has the same passion:
with getting the best from people, extremely high-performance  helping businesses to be more efficient, innovative, and agile
expectations, and acommitment to being ethicallyirreproachable  through technology.

atalltimes.

1967-1974 | The rise of an entrepreneurial spirit
1967 Mr. Serge Kampf founds Sogeti, an IT services company, in Grenoble.

1970 The visionary Sogeti is the first IT services company in Europe to offer organizational Consulting Services.

1974  The first acquisitions with the purchase of two competitors: CAP (France) and Gemini Computer Systems (USA).

1975-1989 | Expansion
1975 Sogetibecomes Cap Gemini Sogeti, the European leader in IT services, with 2,000 employees.

1976  SESA, the French IT services company specializing in system integration (which willjoin the Group in 1987), develops TRANSPAC,
the first public European data transmission network.

1978 Cap Gemini Sogeti launches on the US market and creates Cap Gemini Inc. in Washington.

1985 Cap Gemini Sogeti is listed on the Paris Stock Market: the share price surges +25% in just five days.

1987  Acquisition of SESA, the French IT services company. Cap Gemini Sogeti had already held a 42% stake in the Company since
1982.

1990-1997 | Pursuing leadership

1990 Cap Gemini Sogeti acquires the UK company Hoskyns, the European leader in managed services.

1992  Justtwo years later, Cap GeminiSogetibecomesthe European leaderinits sector following successive acquisitions of the Dutch
company Volmac — recognized at the time as the most profitable IT services company in Europe — and Programmator, one of
the largest IT services companies in Sweden.

1996 Name change to Cap Gemini-removing the Company's original name (Sogeti).

1998-2001 | Emergence of a global champion
1998 Multinational contract signed with General Motors to develop new client/server systems in 42 countries.

2000 Cap Gemini acquires the consulting arm of Ernst & Young, with integration proving more difficult than expected. The Group
opens its first offshore delivery center in Mumbai, India. Cap Gemini now has over 50,000 employees.

2002-2009 | New horizons

2002  Mr. PaulHermelin, who had worked alongside Mr. Serge Kampf since 1993, becomes Group CEO. The Sogetiname returns with
the creation of a subsidiary specializing in local IT services.

2003 The Group signs one of the largest outsourcing contracts in its history with the UK's Inland Revenue.

2007 The Group closes another key acquisition with Kanbay International. This US IT services company specializing in Financial Services
has a significant presence in India (7,000 employees). The Group now has 12,000 employees in India.

In 2007, Capgemini also marks its commitment to rugby by becoming the official sponsor of the World Cup in France.

Since 2010 | An industry leader

2010 Capgemini, now operatingin 30 countries, launchesin South America with the acquisition of CPM Braxis, the Brazilian IT services
company. The Group now has over 100,000 employees worldwide.

2012 45 years after creating the Group, Mr. Serge Kampf stands down as Capgemini Chairman and passes the torch to Mr. Paul
Hermelin, who becomes the Group’s Chairman and Chief Executive Officer.

2015  Capgemini acquires the US company IGATE and significantly reinforces its presence in the US and India.
2016  Mr. Serge Kampf passes away at the age of 81 in Grenoble, where he had created Capgemini 49 years previously.
2017  Capgeminilaunches its new brand identity on its 50-year anniversary.

The Group reinforces the flagship Digital and Cloud businesses with the targeted acquisitions of Itelios, TCube Solutions, Idean
and Lyons Consulting Group.

2018 Capgeminicreates Capgeminilnvent, a new line of global services dedicated to digitalinnovation, consulting and transformation.

The Group becomes the Global Innovation Partner of the men’s and women’'s HSBC World Rugby Sevens Series.
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2019 Capgemini acquires Leidos Cyber and strengthens its cybersecurity services and solutions.
Capgemini signs a contract worth over €1bn with the Bayer AG Group, to transform its IT landscape and accelerate the digital
transformation of its organization.

2020 Mr. Aiman Ezzat succeeds Mr. Paul Hermelin as the Chief Executive Officer of Capgemini. Mr. Paul Hermelin retains the
Chairmanship of the Board of Directors.
Capgemini unveils its purpose: “Unleashing human energy through technology for an inclusive and sustainable future.”

2021 frogand Cambridge Consultants are strengthening Capgemini Invent as part of the integration of the Altran acquisition. They
reinforce Capgemini Invent as an innovation, design, and transformation powerhouse.
The Group extendsits global footprint with four acquisitions in the APAC region and sees its talent count cross 300,000. Three
new offers are launched to help organizations realize their sustainability goals — Sustainable IT, Net Zero, and Sustainable
Operations & Supply Chain.
Capgemini becomes the Worldwide Partner of the 2023 Rugby World Cup and joins World Rugby as its digital transformation
partner. It announces a six-year partnership with Ryder Cup, bringing technology to golf, and a three-year global partnership
with the Nobel Prize Outreach to supportinnovation and science.

2022 Inthesecondyearwith Mr. Aiman Ezzatas CEO, Capgemini once again posts excellent financial results. The Group reinforcesits

key expertise in consulting, design, and financial services with a number of strategic acquisitions, while expanding its geographic
reach in North America and APAC.

The Group reinforces its positioning and image as a strategic partner creating real business value for its clients. Capgemini
begins accompanying its clients in meeting their most pressing challenges, including becoming more sustainable companies.

Capgeminiis one of the first companies to have its net zero targets validated by the SBTi (Science Based Target Initiative).

Anindustry leader in ESG reporting, Capgeminijoins the Dow Jones Sustainability Index (DJSI), with a score of 80 out of 100 in
the 2022 S&P Global Sustainability Assessment.

The Group becomes a Global Partner of the Women in Rugby program, in particular through the “Capgemini Women in Rugby
leadership Program”; as well as a Worldwide Partner for the women’'s Rugby World Cup 2021 (played end 2022 in New Zealand)
and Rugby World Cup 2025, and a Global Partner of WXV (women 15s), the new annual global women’s competition due to start

in2023.

1.1.2 Seven values at the heart of our ethical culture

Since Mr. Serge Kampf's creation of the Group in 1967, seven core
valuesinspire our team members. These valuesinform our decision
making and actions, guiding the ethical business practices and
culture of which we are proud.

Honesty signifies loyalty, integrity, uprightness, a complete refusal
to use any underhanded method to help win business or gain any
kind of advantage. Neither growth nor profit norindependence have
any realworth unless they are won through complete honesty and
probity. And everyone in the Group knows that any lack of openness
and integrity in our business dealings will be penalized at once.

Boldness, which implies a flair for entrepreneurship and a desire
to take considered risks and show commitment (naturally linked
to a firm determination to uphold one’'s commitments). This is
the very soul of competitiveness: firmness in making decisions
orin forcing theirimplementation, an acceptance periodically to
challenge one's orientations and the status quo.

Trust, meaning the willingness to empower both individuals and
teams; to have decisions made as close as possible to the point
where they will be putinto practice. Trust also means giving priority,
within the Company, to real openness toward other people and
the widest possible sharing of ideas and information.

Freedom, which meansindependence in thought, judgment and
deeds, and entrepreneurial spirit, creativity. It also means tolerance,
respect forothers, for different cultures and customs: an essential
quality in an international Group.

2022 UNIVERSAL REGISTRATION DOCUMENT

Fun means feeling good about being part of the Company or
one’s team, feeling proud of what one does, feeling a sense of
accomplishment in the search for better quality and greater
efficiency, feeling part of a challenging project.

Modesty, that is simplicity, the very opposite of affectation,
pretension, pomposity, arrogance, and boastfulness. Simplicity is
about being discreet, showing natural modesty, common sense,
being attentive to othersand taking the trouble to be understood
by them. It is about being frank in work relationships, having a
relaxed attitude, having a sense of humor.

Team spirit, meaning solidarity, friendship, fidelity, generosity,
fairness in sharing the benefits of collective work; accepting
responsibilities and aninstinctive willingness to support common
efforts when the storm is raging.

With our values informing our decisions and actions, our Group
seeks to build trusting, sustainable business relations with all
stakeholders, extending the benefits of our ethical culture to the
ecosystems in which we operate.

For us, technology promises progress. We are committed to being
a benchmarkin terms of our contribution to society, for our own
activities and for those of our clients, by promoting sustainability,
diversity, equal opportunities, and digital inclusion. Our values
inspire both our belief that digital transformation should benefit
all humanity, and the ethical behaviors that help us achieve our
purpose: “Unleashing human energy through technology for an
inclusive and sustainable future.”

CAPGEMINI 7
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1.1.3 The Group Business Lines

— Strategy & Transformation

Capgemini Invent is the Group's digital innovation, design, and
transformation brand that helps decision makers design and build
the future of their organizations. Capgemini's expertise builds on
the know-how of our brands frog and Cambridge Consultants,
both part of Capgemini Invent. frog partners with global brands
and ventures to drive customer-centric transformations at scale
through innovative and human-centric design work. Cambridge
Consultants is the innovation specialist in the development of
products and services.

— Applications & Technology

Capgeminihelps clients to develop, modernize, extend, and secure
their IT and digital environment, using the latest technologies.
Our teams design and develop technological solutions and help
our clients to optimize and maintain their applications for agile
operations. Through its subsidiary Sogeti, part of Capgemini, the

Group develops, tests, and safeguardsinnovative applications for
businesses, relying onits expertise in four areas: consulting, testing,
agile and cloud development, and cybersecurity.

— Engineering

Capgemini Engineering helpsinnovative organizations around the
world unleash their R&D potential and engineer the products and
services of tomorrow thanks to the latest digital and software
technologies.

— Operations

This business line comprises the Group’s Business Services (including
Business Process Outsourcing and transactional services), as
well as installation and maintenance services for our clients’ IT
infrastructures, whether in data centers or in the cloud. Through
Business Process Outsourcing and managed services of applications,
these services offer our clients greater efficiency, and operational
and technological excellence.

1.1.4 An agile and innovative offer portfolio

To help ourclients address their challenges, Capgemini constantly
adapts and transforms its service portfolio.

The sustained pace of change in client needs and technology has
encouraged Capgemini to implement an agile and innovative
management of its offer portfolio to continually anticipate
market developments. We have therefore chosen to accelerate
our developmentin three “playing fields” dedicated to the digital
transformation of businesses: Customer First, Intelligent Industry,
and Enterprise Management. To achieve this goal, we rely on two
technological pillars essential to all forms of digital transformation
—data and cloud —and place the main issues of cybersecurity and
sustainable development at the center of this transformation.

Allour offers are founded on the various services proposed by the
Group: strategy, transformation to new business and commercial
models, solutions, Engineering Services, integration services,
maintenance services and business-process managementservices
for clients.

Three playing fields

Customer First

Customer First focuses on transforming the experience that our
clients deliver to their customers, including the value of their
productsandservices, and the quality of each customerinteraction.

Intelligent Industry

Intelligent Industry addresses the digital transformation of the value
chain, from the design and development of intelligent products
and services to intelligent supply chain, extending to the smart
manufacturing of products and intelligent service operations.

8 CAPGEMINI

Enterprise Management

Enterprise Management focuses on transforming the processes,
teams, solutions and operations in order to run enterprises with
a greater agility and operational efficiency and therefore offer a
seamless, personalized experience to employees.

Two technological pillars

Data & Artificial Intelligence (Al)

Thanks to our ability to develop and implement use cases, using
Analyticsand Al servicesandimplement large-scale data management
and processing platforms and effective data governance and
management, our customers can transform themselves, across
business domains, in an ethical and sustainable fashion, drawing
significant business and operational benefits.

Cloud

We help ourclients adopt a cloud-first strategy. Acting as a strategic
lever of transformation, the cloud enables our clients to transform
their IT and security, implement their data strategy, and develop
innovative services for their customers. It also allows them to
increase the agility of their business management systems.

Fundamentals common to all our offers

The Cybersecurity offer provides the Group's clients with a complete
portfolio of specialized servicesin governance, protection, detection,
and response to cyberattacks, with the aim of safeguarding
traditional computing, as well as cloud, connected objects, and
industrial systems.

Lastly, sustainable development, and especially reducing the carbon
footprint of businesses, is now part of our Group's priorities. We
offer our clients a complete portfolio of services that enables
them to define their Net Zero strategy and make commitments,
identify operational levers for implementing this strategy, and
measure results.

2022 UNIVERSAL REGISTRATION DOCUMENT



1.1.5 Enhanced sectoral expertise

The Group cultivates expertise across seven major sector groupings.
Over the years, Capgemini has strengthened its expertise and
organization to better meet the needs of its clients.

— Consumer Goods & Retail

Consumersare commanding the spotlight; they want to engage with
brands in increasingly personalized, intelligent, and digital ways.
Capgemini guides clients through the rapidly changing business,
technology and environmental context. The Group works with
consumer products and retail clients to create a transformative
digital vision and roadmap for their business.

— Energy & Utilities

Energy and utilities companies are facing an unprecedented
level of change as these industries embark upon the energy
transition. New players have entered the market creating new,
more effective business models to explore the opportunities that
sustainable energy sources and new technology have brought to
business. Our industry-wide perspective is built to guide energy
and utilities companies as they master these market shifts and
technology-triggered trends.

— Financial Services (Banking, Capital Markets & Insurance)

Capgemini steers the digital and operational transformation
of leading financial institutions. Focusing on open enterprises,
data compliance, deep customer experience, and automation,
Capgemini helps create scalable and flexible systems for our
clients. We leverage the full breadth of Capgemini’s expertise
to create end-to-end solutions and invent, build and run the
intelligent technologies specific to this sector’s challenges. Using
Alin particular, our solutions also help clients manage risks, ensure
compliance with prevailing regulations and capitalize on the full
potential of FinTechs.

— Manufacturing

With profitable growth at the top of the agenda, manufacturing
companies (e.g. automotive, aerospace and defense) are striving
to innovate faster, get closer to customers, and achieve a step
change in operational efficiency. Clients expect end-to-end
capabilities fora holistic transformation journey and the ability to
make their operations more intelligent by leveraging the power
of data. Capgemini’s extensive view of these industries combined
with our diverse, knowledgeable teams, enables us to respond to
client needs by building industry-specific, client-proven solutions
that activate business growth platforms, while supporting them
with their environmental challenges.

Life sciences is one of Capgemini’s fastest-growing sectors. We
work with leading brands in pharmaceuticals, medical devices, and

2022 UNIVERSAL REGISTRATION DOCUMENT
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consumer healthcare companies across the world to help clients
transform their business and create more enriching experiences for
their customers and patients. By aligning the expertise of its life
science specialists, data scientists, and data engineers, Capgemini
brings the power of data and artificial intelligence at scale to our
life sciences clients.

— Public Sector

Public sector organizations are addressing the great challenges of
our time - from climate change to Covid recovery and resilience,
digital transformation, and social justice. Digitalization is the key
to overcoming these societal challenges. Capgemini has extensive
experience of working with publicsector organizations at all levels
to deliver outcomes through digital transformation and citizen-led
innovation. The Group provides proven solutions for modern and
efficient digital government services. It supports organizations
in the adoption of trusted cloud, contributes to a culture of
transparent and data-driven government, and develops solutions
that deliver sustainability objectives. The Group also helps clients
preserve their sovereignty and independence in the digital realm.
Capgemini brings deep global expertise in the domains of tax and
customs, public security, publicadministration, welfare, defense,
health, and social care.

— Telecommunications, Media & Technology

Capgeminiis bringinginnovation, creativity, and the domain expertise
of our people to solve our telecom clients’ most pressing challenges.
We provide end-to-end service across strategy, implementation
and operations — all united by our market-leading technology,
engineering, and data science capabilities.

The rapidly changing demands of a new generation of end-consumers
are driving unprecedented disruption as companies strive to find
ways of delivering immersive consumer experiences while they
adapttoinnovative and emerging technology platforms. From the
growing importance of 5G for telecoms, to the evolving content
consumption and distribution models for media and entertainment
clients, to the speed of technological change for all players, Capgemini
partners with clients to address the fast-moving challenges they
are facing in these industries.

— Services

The servicesindustryis changing at an exponential pace aslandmark
shiftsin technology are enabling more personalized and efficient
customerinteractions. From the hospitality industry to travel and
transport, engineering and construction, and professional services
in general, Capgemini builds a global approach with clients to
accompany the digital transformation of their modeland propose
services that better reflect the expectations of their end-customers.

CAPGEMINI 9
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1.1.6 Recognized Achievements

Once again, Capgemini received numerous awards in 2022 from
our technology partners, as well as recognitions from analysts and
independent bodies.

Partner Awards

SAP EMEA North Partner Excellence Award 2022 for
SAP Business Technology Platform Adoption

Capgeminiwon an SAP® EMEA North Award for Partner Excellence
2022 for SAP Business Technology Platform Adoption. This is
Capgemini’s third SAP EMEA North Partner Excellence award.
Capgemini was recognized for its increased growth in the SAP
Business Technology Platform (SAP BTP) business and for its
end-to-end SAP BTP solutions that enable clients to accelerate
their digital transformation journey. SAP BTP allows businesses
to move assets to the cloud and configure applications, leading to
optimized and connected business processes, faster time to value
and rapid implementation.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
wins-sap-emea-north-partner-excellence-award-2022-for-sap-
business-technology-platform-adoption/

Three Amazon Web Services 2021 Partner Awards

Capgemini won three AWS Partner awards: Consulting Partner of
the Year (France), GSI Partner of the Year (DACH) and Public Sector
Partner of the Year (UK). The awards recognize AWS Partners who
have leveraged the best of AWS Services and continued to expand
and grow with AWS throughout the year.

The Awards celebrate AWS Partners whose business models
continue to evolve and thrive on the AWS Cloud, enabling them
to build on big data analytics and take advantage of the benefits
of Machine Learning and Artificial Intelligence.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-wins-
three-amazon-web-services-2021-partner-awards/

Google Cloud Services Partner of the Year Award for
EMEA

Capgeminireceived the 2021 Google Cloud Services Partner of the
Year Award — Europe, Middle East and Africa. This is the 2nd time
that Capgemini has been recognized by Google Cloud. Capgemini
was recognized for the Company’s achievements in the Google
Cloud ecosystem, helping joint clients in the Financial Services,
Retail, Automotive and Public Sectors to accelerate their cloud
transformation journeys. With the right combination of Google
Cloud solutions, Capgemini has helped clients to reinvent their
legacy systems, become more data-driven, and transform their
employee and customer experience.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
wins-google-cloud-services-partner-of-the-year-award-for-emea/
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Winner of two 2022 Microsoft Partner of the Year
Awards

Capgemini won the 2022 Microsoft Partner of the Year Awards
of Microsoft Power Apps Partner of the Year Award and Germany
Partner of the Year Award. In addition, it was named a finalist in
two award categories. The Company was honored among a global
field of top Microsoft partners for demonstrating excellence in
innovation and implementation of customer solutions based on
Microsoft technology. Capgemini was recognized for providing
outstanding solutions and services for Microsoft Power Apps,
Microsoft SAP on Azure services and as a Global System Integrator.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
recognized-as-the-winner-of-two-2022-microsoft-partner-of-
the-year-awards/

Microsoft Business Applications 2022-2023 Inner Circle
Award for the Fourth consecutive year

Capgemini was awarded the Microsoft Business Applications
2022-2023 Inner Circle award for the fourth consecutive year.
Membership of this elite Group is based on sales achievements
that rank Capgeminiamongst the top tier of Microsoft’'s Business
Applications global network of partners. Inner Circle members have
performed to a high standard of excellence by delivering valuable
solutions that help organizations achieve their business objectives.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-wins-
microsoft-business-applications-20222023-inner-circle-award-for-
the-fourth-consecutive-year/

2022 Salesforce Partner Innovation Award

Capgeminiwon the 2022 Salesforce Partner Innovation Award in the
“Experience” category forits outstanding work with Pensioenfonds
Detailhande, one of the largest mandatory sector related
pension funds in the Netherlands. Capgemini enabled the digital
transformation of Pensioenfonds Detailhandel by implementing
aninnovative digital pension services solution. This new platform
addresses administration challenges for the client and provides
real-time insights to employers, employees, fund management
agencies and service agents. The new state-of-the-art and highly
secure platform provides greater flexibility in managing process
steps, onboarding new funds and adding new legislation.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
wins-2022-salesforce-partner-innovation-award/

Three 2021 Brandon Hall Group Excellence in
Technology Awards

Capgemini today announced that it has won three 2021 Brandon
Hall Group Excellence in Technology awards for its Hot Desk and
Answer Generator tools.

The awards recognize organizations that have successfully deployed
programs, strategies, modalities, processes, systems, and tools
that have achieved measurable results. The program attracts
entrants from leading corporations around the world, as well as
mid-market and smaller firms.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-wins-
three-2021-brandon-hall-group-excellence-in-technology-awards/

2022 UNIVERSAL REGISTRATION DOCUMENT



Market Analysts’ Awards

Capgemini once again asserted its leadership position, according
to numerous reports published by market analysts in 2022.

Frost & Sullivan’s 2021 Company of the Year Award for
best practices in digital transformation Services in Life
Sciences

Forits work in digital transformation services in the life sciences
industry. Capgemini received this accolade for its commitment
to innovation, end-to-end capabilities, and the value behind its
industry-leading solutions. Capgemini's comprehensive capabilities
coverevery crucial aspect for life sciences clients, including research
and development activities with drug discovery powered by data
and Al; Al-powered intelligent clinical trials for optimization of
design, trialmanagement and operation; and the move tointelligent
manufacturing, intelligent supply chain, and connected health.

Find the press release here:
https://www.capgemini.com/in-en/news/analyst-recognition/
capgemini-earns-frost-sullivans-2021-company-of-the-year-award-
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Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
ranked-1-in-digital-product-engineering-services-in-everest-group-
peak-matrix-assessment-2022/

Leader in Everest Group’s PEAK Matrix® for Intelligent
Process Automation Providers in 2022

Capgeminiwas named a Leader and Star Performerin Everest Group's
PEAK Matrix® for Intelligent Process Automation (IPA) providers
2022. Capgemini was recognized for the second time consecutively
forits market impact, vision, and capabilities in this area.

Everest Group also recognized Capgeminias the only Star Performer
among Leaders, for demonstrating the highest improvement over
time in the PEAK Matrix®. Capgemini's dynamic suite of intelligent
automation solutions enables organizations to drive process
efficiency in a cost-effective manner, to unlock the true value of
theirtechnologyinvestments, and to foster continuousinnovation.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-

for-best-practices-in-digital-transformation-services-in-life-sciences/

recognized-as-a-leader-in-everest-groups-peak-matrix-for-intelligent-

Leaderin The Everest Group PEAK Matrix® for
Advanced Analytics and Insights

Capgemini was recognized as a Leaderin the Everest Group PEAK
Matrix® for Advanced Analytics and Insights Service Providers 2022,
for the third consecutive time. The recognitionincluded Capgemini’
unique delivery model that helps clients optimize costs and drives
competitive value and its talented global workforce of data and
analytics experts who have the right mix of technical skill sets and
sectoral expertise, and continued investmentin talent upskilling.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-is-a-
leader-in-the-everest-group-peak-matrix-for-advanced-analytics-

process-automation-providers-in-2022/

A Leader for Salesforce Services in Insurance by
Everest Group

Capgeminiwas positioned as a Leaderin Everest Group's Salesforce
Servicesin Insurance PEAK Matrix® Assessment 2022. The recognition
was for Capgemini's key strengths, including its top-tier partnership
with Salesforce, displaying the highestindustry expertise level, as
wellas forinvestmentininsurance industry-focused offerings based
on Financial Services Cloud (FSC) to assist and increase adoption
of FSC among insurers.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-

and-insights/

A Leader for Al Services in Everest Group's Al Services
PEAK Matrix® Assessment 2022

Capgemini was named both a Leader and a Star Performer in
Everest Group's Artificial Intelligence (Al) Services PEAK Matrix®
Assessment 2022. Thisis the second consecutive time that Capgemini
has been recognized in the report for its market impact, vision,
and capabilities. The report identified several of Capgemini's key
strengths, including its continued focus and investment around
innovative industry-specific Al solutions, and its development of
asuite of solutions that capture the major high-volume industries
within Al.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
positioned-as-a-leader-for-ai-services-in-everest-groups-ai-services-
peak-matrix-assessment-2022/

Ranked #1 in Digital Products Engineering Services in
Everest Group’s PEAK Matrix® Assessment 2022

Capgemini was positioned as a leader by the Everest Group in its
“Digital Product Engineering Services PEAK Matrix Assessment
2022:Breaking the Chasm Between The Physical And Digital Worlds”
Report. Capgemini was recognized among 30 engineering service
providers forits vision, ability to deliver services successfully and
create market impact. Capgemini stands out for its extensive
portfolio of partnerships that have strengthened its services
across software, hardware, and embedded engineering. Capgemini
has also made significant investments in aligned infrastructure,
including labs for testing and simulation, value engineering, and
connected product development.
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positioned-as-a-leader-for-salesforce-services-in-insurance-by-
everest-group/

Leader in Everest Group's First PEAK Matrix® for
Sustainability Enablement Technology Services in 2022

Capgemini was named a Leader in Everest Group's PEAK Matrix®
for Sustainability Enablement Technology Services 2022. In this
inaugural report, Everest Group presents detailed assessments
of 14 1T service providers based on their capabilities and offerings
across the people, planet, and profit aspects of sustainability
services. Leaders in this market have mature offerings around
sustainability services covering the end-to-end sustainability
value chain. “Capgemini has designed an end-to-end framework of
offerings dedicated to sustainability in order to support our clients in
their sustainability journeys.”

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
recognized-as-a-leader-in-everest-groups-first-peak-matrix-for-
sustainability-enablement-technology-services-in-2022/

Leader of the Year in Banking and Financial Services
as well as Insurance in Everest Group’'s PEAK MatrixTM
Service Provider of the Year Awards 2022 for IT
Services

Capgemini was named a “Banking and Financial Services Leader
of the Year” and an “Insurance IT Services Leader of the Year” by
Everest Group in the PEAK MatrixTM Service Provider of the Year
Awards 2022 for IT Services. Throughout 2021, Everest Group
published 26 PEAK MatrixTM assessments. Those who performed
consistently in these assessments received the Service Provider
of the Year awards. “"Capgemini has strengthened capabilities with a
dedicated go-to-market focus in the banking and financial IT segment
and collaborated with third-party platforms as well as the InsurTech
community.”
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Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-

named-a-leader-of-the-year-in-banking-and-financial-services-as-

positioned-as-a-leader-in-avasants-radar-view-report-for-finance-

well-as-insurance-in-everest-groups-peak-matrix-service-providers-

accounting-business-process-transformation/

awards-2022-for-it-services/

Leader by NelsonHallin its NEAT Evaluation for
Advanced Digital Workplace Services

Capgemini was named a Leader in the NelsonHall NEAT vendor
evaluation for Advanced Digital Workplace Services for the
“Overall” market segment, a third time in a row. Capgemini was
identified as a Leader for its overall ability to meet future client
requirements as well as delivering immediate benefits toits digital
workplace services clients. The report recognized Capgemini for
demonstrating multiple strengthsincluding:itsintellectual property
(IP)and acceleratorsin support of the digital workplace; developing
a Digital Operations Platform for Infrastructure services to drive
analytics, automation, self-heal and proactive capabilities.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
named-a-leader-by-nelsonhall-in-its-neat-evaluation-for-advanced-
digital-workplace-services/

A Leader by NelsonHall for its Cloud HR
Transformation Services a second time in a row

Capgemini has been named a Leader in the NelsonHall Vendor
Evaluation and Assessment Tool (NEAT) report for Cloud HR
Transformation Services. Capgemini was recognized in the
“Multi-Country Focus” segment forits ability to meet future client
requirements and deliverimmediate cloud transformation benefits
to clients across multiple countries.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
recognized-as-a-leader-by-nelsonhall-for-its-cloud-hr-transformation-
services-a-2nd-time-in-a-row/A

A Leader in Avasant RadarView report for Digital
Workplace Services

Capgeminiwas positioned as a Leader by Avasantinits RadarView™
report for Digital Workplace Services 2021. For this assessment,
Avasant evaluated over 40 digital workplace services providers across
the key dimensions of practice maturity, partnership ecosystem,
andinvestmentsandinnovation. The report provides organizations
with a view into the changing dynamics at workplaces. It helps
identify the right service providers that can help companies with
end-to-end workplace transformation.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
recognized-as-a-leader-in-avasant-radarview-report-for-digital-
workplace-services/

A Leader in Avasant’s Radar View Report for Finance &
Accounting Business Process Transformation

Capgemini was recognized as a Leader in Avasant’s Finance and
Accounting (F&A) Business Process Transformation 2021-2022
Radar View report. It was the second consecutive recognition
for Capgemini for its continuous excellence in F&A services. The
report evaluated over 35 service providers on parameters such
as practice maturity, domain ecosystem, investments in this
space and innovative approach. The report lauded Capgemini's
Al-backed Digital Global Enterprise model (D-GEM) that transforms
an organization’s finance function and its in-house solutions that
deployintelligentautomation at scale such as Capgeminilntelligent
Automation Platform (CIAP).
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Leader in Avasant’s Intelligent Automation Services
2021-2022 Radar View Report

Capgemini was recognized as a Leader in Avasant’s Intelligent
Automation Services 2021-2022 Radar View report, for the second
consecutive time. Capgemini’'s Key strengths highlighted in the
reportincluded:

— data driven approach to offer intelligent automation (IA)
services to clients, creating digital twins of the process
and further incorporating Al, automation, process analytics
throughitsin-house tools and platforms;

— robust partner ecosystem which includes leading technology
players across industry sectors;

— continued investment in strengthening its IA solution
portfolio, leveraging emerging technology and enabling
faster go-to-market.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
positioned-as-a-leader-in-avasants-intelligent-automation-services-
2021-2022-radar-view-report/

Leader in 2022 Gartner Magic Quadrant for Data and
Analytics Service Providers

Capgemini was positioned by Gartner Inc as a Leader in its 2022
Gartner Magic Quadrant for Data and Analytics Service providers,
forthe sixth consecutive year. The report, which evaluated a total
of 18 data and analytics service providers, recognized Capgemini
forits completeness of vision and ability to execute.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
recognized-as-a-leader-in-2022-gartner-magic-quadrant-for-data-
and-analytics-service-providers/

Leader in 2022 Gartner Magic Quadrant for SAP
S/4HANA Application Services, Worldwide

Capgemini was positioned as a Leader in the 2022 Gartner Magic
Quadrant for SAP S/4HANA Application Services, Worldwide. The
report, which evaluated 20 service providers for SAP S/4AHANA,
recognized Capgemini for its completeness of vision and ability
to execute. According to Gartner, “Leaders are performing well
today, gaining traction and mind share in the market. They have a
clear vision of market direction and are actively building competencies
to sustain their leadership position in the market. Leaders have built a
considerable track record with SAP S/4HANA and capabilities across
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multiple industries, geographies, deployment approaches or modules.”

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
recognized-as-a-leader-in-2022-gartner-magic-quadranttm-for-
sap-s-4-hana-application-services-worldwide/
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Leaderin 2022 Gartner Magic Quadrant for Public
Cloud IT Transformation Services

Capgemini was positioned as a Leader by Gartner in its Magic
Quadrant for Public Cloud IT Transformation Services, 2022, for
Completeness of Vision and Ability to Execute. The Gartner Magic
Quadrant evaluated a total of 20 service providers focused on
cloud-native solutions associated with managed and professional
services for the public cloud.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
positioned-as-a-leader-in-2022-gartner-magic-quadrant-forpublic-
cloud-it-transformation-services/

Leader in 2022 Gartner Magic Quadrant for IT Services
for Communications Service Providers, Worldwide

Capgemini was acknowledged as a Leader in the Gartner Magic
Quadrant for IT Services for Communications Service Providers,
Worldwide forits completeness of vision and ability to execute. The
Gartner Magic Quadrant evaluated a total of 13 service providers
for a broad range of IT services.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
named-a-leader-in-2022-gartner-magic-quadrant-for-it-services-
for-communications-service-providers-worldwide/

Leaderin the US, UK, and the Nordics by ISG Provider
Lens™ Digital Banking Services 2021 Report

Capgeminiwas named a Leaderin multiple quadrants of the Digital
Banking Services 2021 report from ISG Provider Lens™. The study
analyzes the solutions offered for banks in the US, UK, and the
Nordics in four distinct areas of consultative and professional
services. The findings from the analysis help assess the service
providers operating in defined segments based on the strength
of their portfolio and their competitiveness in the market.

Find the press release here:
https://www.capgemini.com/news/press-releases/isg-provider-
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Find the press release here:
https://www.capgemini.com/news/press-releases/ethisphere-
announces-capgemini-as-one-of-the-2022-worlds-most-ethical-
companies-for-the-10th-consecutive-year-2/

Recognized for Commitment to supporting Gender
Diversity with position in the 2022 Bloomberg Gender
Equality Index

Capgemini was one of 418 companies to be listed in the 2022
Bloomberg Gender-Equality Index (GEIl), a modified market
capitalization-weighted index that tracks the performance of
public companies committed to transparency in gender-data
reporting. This reference index measures gender equality across
five pillars: female leadership and talent pipeline, equal pay and
gender pay parity, inclusive culture, anti-sexual harassment policies,
and pro-women brand. Capgemini’s position in the Bloomberg
Gender-Equality Index illustrates the Group’s commitment to a
diverse, inclusive and hybrid work environment.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
recognized-for-its-commitment-to-supporting-gender-diversity-
with-position-in-the-2022-bloomberg-gender-equality-index/

2022 Business Intelligence Group Innovation Award for
the second consecutive year

Capgeminiwasawinnerinthe 2022 BIG Innovation Awards presented
by the Business Intelligence Group, for the 2rdtime. Capgemini was
recognized for its unique end-to-end Digital Customer Invoicing
Solution, a project managementand invoicing solution that simplifies
the order-to-cash (02C) process and enables process efficiency
for Capgemini’s finance teams. The Digital Customer Invoicing
Solution not only eliminates the need for manual processes, for
increased productivity, but also provides a uniqgue employee digital
experience to its teams. It leads to standardization of processes,
reduces errors and drives greater compliance.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-

lens-digital-banking-services-2021-report-recognizes-capgemini-

wins-2022-business-intelligence-group-innovation-award-for-the-

as-leader-in-the-us-uk-and-the-nordics/

Leaderin the IDC MarketScape Worldwide Cloud
Professional Services Vendor Assessment

Capgemini was positioned in the Leaders category in the IDC
MarketScape Worldwide Cloud Professional Services 2022 Vendor
Assessment. Capgemini was named a Leader, among 20 vendors
evaluatedin thisassessment, forits current vendor capabilities and
future strategies to deliver cloud professional services.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
positioned-as-a-leader-in-the-idc-marketscape-worldwide-cloud-
professional-services-vendor-assessment/

Other Awards

One of 2022 World’s Most Ethical Companies™ for the
10th consecutive year

For the 10th consecutive year, Capgemini was recognized by
Ethisphere, a global leaderin definingand advancing the standards
of ethical business practices, as One of the 2022 World'’s Most Ethical
Companies™. This accolade illustrates, once again, Capgemini’s
efforts in maintaining a strong ethical culture rooted in its core
values. While teams are located in more than 50 countries, they
share a common culture based on honesty, trust, and respect for
each other’s backgrounds and contributions to a joint enterprise.
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The Global EDGEplus Certification demonstrating
outstanding commitment towards Diversity and
Inclusion

Capgemini obtained the EDGE Assess and EDGEplus certifications
atagloballevel, showcasing a strong commitment towards gender
andintersectional equity with allits dimensions—such as race and
ethnicity, genderidentity, sexual orientation, age, nationality, and
working with a disability. Building an inclusive and sustainable
future for all sits at the heart of Capgemini’s purpose. The Group
has set an ambitious objective of achieving 40% of women across
its teams by 2025.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
obtains-the-global-edgeplus-certification-demonstrating-its-
outstanding-commitment-towards-diversity-and-inclusion/

Recognized for its leadership in corporate transparency and
performance on climate change on CDP’s A List.

Capgeminiretained its position on the “A List” published by global
environmental non-profit CDP. The scoring process, widely recognized
as the gold standard of corporate environmental transparency, is
based on the data reported by the Company through CDP’s 2022
climate change questionnaire. More than 15,000 companies were
scored. As part of its commitment to becoming a net zero business,
the Group has set more ambitious short-term and long-term carbon
reduction targets, including achievinga 90% reductioninall carbon
emissions across scope 1, 2 and 3 by 2040.
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Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-
recognized-for-its-leadership-in-corporate-transparency-and-
performance-on-climate-change-on-cpds-a-list/

Joins the Dow Jones Sustainability Index (DJSI)
Europe, demonstrating its performance across the ESG
scope

Capgeminiwas admitted to the Dow Jones Sustainability Index (DJSI)
Europe, comprised of 153 companies, achieving a score of 80/100
in the 2022 S&P Global Corporate Sustainability Assessment and

performingin the 97th percentile initsindustry. The DJSI measures
the performance of companies selected using 20 environmental,
social and governance (ESG) criteria—spanning Climate Strategy,
Business Ethics, Innovation Management, through to Talent Attraction
&Retention and Social reporting. The Groupisso farindustry leader
insocialand environmental reportingamong 268 companiesin the
IT services and internet software and services industry.

Find the press release here:
https://www.capgemini.com/news/press-releases/capgemini-joins-
the-dow-jones-sustainability-index-djsi-europe-demonstrating-
its-performance-across-the-esg-scope/

1.2 Unique assets in a constantly changing market

1.2.1 A dynamic global services market

Capgeminiisactive in the business and technology services market,
as well as in the engineering, research & development (ER&D)
services market:

— the global market for business and technology services is
estimated to be worth $1.3 trillion®, with a strong single
digit growth rate;

— the global market for ER&D services has an estimated
value of $250bn@. Within this market, legacy ER&D grew
at single digit, whereas Digital Engineering grew at strong

double-digit growth. The need for services providers is
increasing as clients look for talent, capability, and global
capacity to support their investment in digital product
development.

Following a strong post-pandemic recovery in 2021, markets
continued to thrive in 2022 as organizations in various sectors and
markets hastened the digital transformation of their operations.

The below table approximates Capgemini's addressable services
market sizes:

Asia Pacific,

North United Kingdom Latin America, and
Capgemini Market America France & Ireland Rest of Europe Rest of World
Size of overall $662B $57B $108B $250B $476B
addressable
market
Sample Capgemini Accenture, Accenture, Atos, Accenture, CGl, Accenture, Accenture, NTT
Competitorsin Deloitte, Infosys, CGl, IBM, Sopra IBM, Infosys and Deloitte, IBM, Data, Cognizant,
Regional Markets TCS, Wipro and Steria and Alten TCS Tieto, TCS and Deloitte, IBM and

Cognizant Alten TCS

Within these markets:

— the worldwide consulting market is a cyclical market;
Capgemini maintains strong market positions;

— Capgeminiisamarketleaderintheapplication,infrastructure
& network implementation market with a particular focus on
application implementation;

— the system integration and outsourcing markets remain
predictable, and activities are based on long term
relationships with clients;

— Business Process Outsourcing continues to grow and is
increasingly driven by automation and artificial intelligence;

— Capgemini is the market leader in the engineering, research
& development (ER&D) services market ®),

(1) Source: Gartner Forecast 4Q22: IT Services, Worldwide, (USD Constant currency figures)

(2) Source: Estimates based on Zinnov, OECD and IMF data.
(3) Source: Everest Group: Engineering Services— Top 50 Service Providers, 2022

14 CAPGEMINI

2022 UNIVERSAL REGISTRATION DOCUMENT



1.2.2 Market trends

Capgemini sees a growing addressable market beyond the
“traditional” Chief Information Officer (CIO) perimeter driven by
the growth of digitalization across the enterprise, with spending
on technology becomingincreasingly collaborative by executives.

— The Chief Marketing Officer (CMO) whose spend on
technology continues to increase notably due to the growth
of digital marketing, which has become a key enabler for the
CMO to deliver the “end-to-end customer experience” to
their customers. The IT spend on digital marketing is largely
incremental to the traditional IT budget. Technologies
are increasingly important to the CMO in the customer
experience (CX). CMOs are increasingly focusing their
budget on technology and data to engage, capture and
retain customers.

— The Chief Operating Officer (COO), product owners and/or
Manufacturing Executives control significant spend across
product development, operations, and process. There is a
growing focus on enabling more intelligent delivery models,
through increased efficiency, intelligent production, and
ongoing product customization (to meet changing consumer
demands). Here again the IT spend is largely incremental to
the traditional IT budget.

— The Chief Sustainability Officer (CSO), whose role is
expending rapidly across the enterprise, is increasingly
connected to the business decisions. Strategy, finance,
operations, human resources and technology facets need
to be included in the discussions to ensure environmental,
social and governance (ESG) performance in the long term.
Specifically, the CSO starts spending on technology to track
environmental impacts in an industrialized way, across the
enterprise value chain, to understand their sources and
rapidly take actions to reduce them.

As products and manufactures are connected and intelligent,
enterprises must become real-time data-driven to design and
developintelligent supply chains thatimprove operational efficiency
and customer experience.

Customer First

Customer First focuses on the relationships between our clients
and their customers and how our clients can better meet the
expectations of their clients in a continually evolving world.

What are enterprises looking for today?

— Providing compelling and rich customer experiences —
helping our clients engage and interact with their customers
to increase revenue, customer satisfaction and loyalty.

— Continuous business re-invention - businesses must
continuously re-invent and adapt their value proposition to
stay relevant on the market with new services, products,
ecosystems, and business models to meet rapidly evolving
customer expectations. New approaches enable customers
to receive personalization and flexibility in their experience.

— Purpose and sustainability — our clients and their customers
will have increasing demands for ensuring their products
and services are sustainable; we have a key role in delivering
on that ambition across the supply chain, especially when
combined with the power of Intelligent Industry.
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Within the customer journey, data and artificial intelligence is
increasingly important; data has intrinsic strategic value independent
of the technology. Datais now ubiquitous—from consumers, devices,
and environments. The data revolution began in marketing and
continues with the delivery of connected experiences powered by
dataacross channels, responding to customer signalsin real-time
with personalization at scale. For brands, success used to mean
relying on data forinterestinginsights to justify decisions. Today's
data-rich, dynamic technology landscape requires a different
approach.

Success is now the instrumental value-driving activation of data.
Data-native brands, born with a focus on the capture, mobilization,
and activation of data, are out front. Our unigue ability to navigate
the technology landscape through proprietary partnerships and
approachesto creating experiences empower traditional marketers
to take the lead.

Intelligent Industry

Intelligent Industry goes beyond Industry 4.0, applying digital
technologies to connect the entire end-to-end industrial value chain
from design, research & development, and engineering, through
to production, operations, supply chain and support — realizing
the inherent value of real-time data within manufacturing and
the wider industrial world.

What can be made now?

— Intelligent products and systems: with products and
systems now being smart and connected, they can
continuously be improved thanks to real-time data-driven
feedback. This means greater uptime, reduced costs, and
improved efficiency.

— Intelligent operations: traditional plants and industrial
operations become smart with new digital technologies,
which in turn changes the design of factories, systems, and
their supply chains, how they operate, and how employees
work within them.

— Intelligent support and services: with all products
connected digitally, support and service departments will
move from being cost centers to customer experience
ambassadors and revenue generators, with data-driven
services connected to the ongoing use of a product rather
than longer ownership.

Manufacturing will move from being uni-directional (humans
directing machines to produce goods, which are then sold to
consumers) to being multi-directional, where consumers request
goodsstraight from companies, manufacturing planning systems
direct production (thanks to automation and Industrial loT) and
organize raw materials (through digital supply chains) and relevant
logistics (viaself-driving/robot warehousing) accordingly.

At the heart of thisis the need for the enterprise to become data
drivenin all that it does.

As a world leader in technology consulting, IT, engineering and
R&D services, Capgeminiis well positioned to work with our clients
across the whole end-to-end value chain of Intelligent Industry,
from the business model, to products, operations, and services.
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Across the market, there is an increase in new buying centers
as digital transformation moves from the front-end customer
experience to pervade wider enterprise operations. An indicator
of this, is the increased collegiality in buying behavior across
the csuite with the CIO operating in partnership with the CxO
stakeholders. As the market continues to evolve and clients look
to harness the benefits of new solutions with an emergence of
new enterprise buyers, itisimportant to stay close to our clients’
decision-makers, which now include marketing and operational
executives, to meet their new needs. This reflects a buoyant and
natural market position for Capgemini.

This disruption is underpinned by:

— digital transformation is now inherent across the enterprise
and considered the new normal, consistently driving a
new digital landscape for the enterprise based on the key
foundations of COREIT;

— theinfusion of increasingly ubiquitous and transversal digital
enablers (Al, deep learning, analytics, automation, DevOps,
public, hybrid or sovereign cloud) while protecting from
cyber-attacks;

— the speed of adoption of new technologies is changing
business behavior as the new products and services become
a major driver for companies’ profitability, thus bringing
CMO/CXOs to join the CIO (IT) in exploring and applying new
technologies across the value chain. Therefore, CMO/CXOs
have anincreasing influence on technology spend.

Sustainability

Infront of the current climate crisis, enterprises across the world face
a major shift challenge, thus giving rise to a new and fast-growing
sustainability services market. This market is leading to a massive
acceleration in corporate transformation toward science-based
environmental sustainability, driven by four underlying trends:

— tightening regulations on climate and biodiversity: At
least 10 countries are rolling out climate regulations for
companies and investors, including UK, USA (upcoming SEC
regulation on climate-related disclosures), and EU (“Fit for
55" package, Corporate Sustainability Reporting Directive,
Carbon Border Adjustment Mechanism... );

— increasing social expectations: ESG concerns are
increasingly influencing consumer purchasing decisions and
employee’s choices. For instance, 79% of consumers are

declaring changing purchase preference based on the social
or environmental impact of their purchases®;

— rising corporate awareness: According to the United
Nations, over 1,200 companies have put in place science-
based targets in line with net zero. Those goals, if fully met,
would represent an annual investment of US$4 trillion by
2030;

— the need for new technologies and scaling-up of existing
ones: As outlined by the Intergovernmental Panel on
Climate Change, low-emissions technologies are available
in all sectors. Some are mature and need to be scaled-up
(renewable energies, EVs, heat pumps... ). Others (carbon
capture, hydrogen-basedsteel...)arestillunderdevelopment
or in R&D and will require engineering expertise, ad hoc
digital technologies, or market analyses.

Overall, the cost to fully decarbonize our economies could reach
$150 trillion within the next 30 years@. In this context, this would
inevitably drive demand for sustainability servicesin three domains:

— Digital & technology: This domain will contribute to
decarbonization and reduction of climate and biodiversity
impacts. Smart & digital solutions will support the scale
up of new flexibility sources, energy efficiency, or cuts in
energy consumption by redesigning the end-use in buildings,
transport or industry.

— Advisory & consulting: The market for sustainability
consulting has begun to take shape as businesses struggle
with setting decarbonization goals, measuring progress and
delivering business transformation.

— Products & operations services: Sustainability is a
cornerstone of today’s manufacturing operations, both as a
way for organizations to fulfill their social and environmental
contracts,and as asource of tangible benefits fromincreased
sales to reduced costs. Sustainability will also be paramount
in products and services design in the coming years in every
industry.

As a world leader and a pioneer in the sustainability services®),
Capgeminiis well positioned to work with our partners to develop
new sustainability standards and solutions and help our clients
on all the aspects of their sustainability challenges: from climate
strategy and roadmap to sustainable product design and engineering,
supply chains and operations decarbonization, up to carbon and
biodiversity accounting challenges.

(1) Capgeminireport: How sustainability is fundamentally changing consumer preferences.

(2) IEA, NetZero by 2050 - A roadmap for the global energy sector

(3) Everest Group Sustainability Enablement Technology Services PEAK Matrix Assessment 2022.
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1.2.3 A demanding competitive environment

Our global marketplace continues to evolve, and we compete with
avariety of organizations that offer services comparable to ours:

— global players (e.g., Accenture, Infosys, Wipro, Cognizant or
TCS);

— consulting and advisory players (e.g., Deloitte, EY or PwC);

— digitalengineering players (e.g., EPAM, Globant, or Thoughtworks);

— specialist players in the ER&D domains (e.g., Akka, Alten or
Bertrandt);

— infrastructure focused players (e.g., Atos, Kyndryl or NTT
Data).

We also observe the continued evolution of Digital Agencies—e.qg.,
Publicis Sapient or divisions of global players such as Accenture
Interactive or Deloitte Digital.

Moreover, we see the continued growth of Engineering Research
& Development spend within clients with the emergence of an
addressable Digital Engineering market thatincreasingly looks to
consume, integrate, deploy, and secure new technologies across
artificialintelligence, cloud, Internet of Things, cybersecurity, etc.

The main competitive factors that we believe exist in the
marketplace are:

— ability to deliver —in both individuals and products;

— expertise — in business, technology as well as industry
knowledge;

— innovation — through partner ecosystems, services and
portfolio offers;

— reputation and integrity — in both testimonials and client
references;

— value —in adding and improving business performance;

— Time-to-value —in executing value-added projects at pace;

— pricing—in contractual terms and pricing;

— service and scope —in bringing the right people and products
to clients;

— delivery—quality results on a timely basis;

— global reach and scale — in providing the right level of
presence in key markets.

1.2.4 Partners and ecosystem of partners

Capgemini has always forged strategic partnerships with high
profile technology companies and with startups with specialist
skills. The Group has always maintained an independent posture
with partners so that we are free to select those that offer the
best response to the expectations and challenges of Capgemini’s
clients on a case-by-case basis. The majority of our client revenue
is delivered with one or multiple partners; we select and monitor
our partners on a continuous basis to ensure they provide the
enterprise grade capability and stability that our clients require.

We have continued to accelerate joint initiatives with selected
partners, to help clients manage and accelerate their digital
transformation journey:

— Cloud with Amazon Web Services (AWS): we developed a
range of market solutions that focus on a cloud-first strategy
that enables growth, innovation, cost-efficiency and business
model disruption. We continued to expand our strategic
initiative to further meet the needs of clients by focusing
on mass application migrations, cloud native development,
cloud application modernization, artificial intelligence (Al),
machine learning (ML), managed vertical solutions and
managed services;

— Google: With Google Cloud, we develop vertical,
cutting-edge solutions with a particular focus on addressing
clients’ challenges in Financial Services, Retail and
Automotive. We leverage Google Cloud'’s leading productsin
Al/ML, data, security and multi-cloud strategies to propose
industry-specific, scalable solutions and help clients realize
the full potential of their cloud investments;

— Enterprise Portfolio Modernization with Microsoft Azure:
this Enterprise Portfolio Modernization (EPM) initiative
includes several solutions to support Capgemini’s Cloud
and Application Development and Maintenance (ADMnext)
portfolio of assets and services. EPM optimizes enterprise
applications and enterprise ERPs (enterprise resource
planning) and reaps the benefits of cloud economics to
achieve new business speed and agility. This new initiative
focuses on four key solutions based on Azure: Modernize and
Migrate Legacy Applications, Data Centre Transformation,
Develop Cloud-Native Applications including low code no
code and Migrate SAP applications to Azure;
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— Factory of the Future (FoF) with Microsoft: this new
initiative can accelerate the effectiveness of customers’
Digital Manufacturing operations at scale. FoF starts with
Intelligent Operations Platform (IOP), which integrates
with the existing technology stack and can be implemented
quickly with a set of reference architectures. We add a set
of packaged Business Services including Digital Twins,
Immersive Remote Assistance, adaptable general computer
vision, predictive maintenance, and real time KPIs for
plant optimization. Capgemini is also a member of Open
Manufacturing Platform to help manufacturers design the
new reference models in Manufacturing;

— Data Driven Digital Marketing with Adobe: customer-first
strategy starts with Data at its core and curation of data
for real-time insights towards delivering value across the
customer journey. We focus on delivering insights driven
end-customer experience for the brands we serve jointly
with Adobe. Our signature offer Connected Marketing
focuses on excelling in Customer and Data activation. Our
Industry focused approach with strong differentiated assets
in selected sectors drives uniqueness and differentiation for
our clients. Data Driven customer experience offer makes
this real-time for the client’s business outcomes desired;

— Intelligent Industry with Dassault Systémes: together
with Dassault Systems, we're helping clients to design more
sophisticated and innovative products, produced with new
levels of efficiency, and delivered to the market faster than
previously possible. Five joint solutions apply model-based
and data-driven digital tools to the domains of engineering,
manufacturing, and supply chain — with the resulting
capabilities helping clients to maintain a competitive
advantage in the market;
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Digital Grid with Schneider Electric: together with
Schneider Electric, this initiative enables electric grid
operators to combat aging infrastructure, add resilience
to their operations, and prepare for the new paradigms
of energy transition (e.g., increasing share of renewables,
rise of prosumers, growth in electric mobility). Our joint
approach centers on four building blocks that support smart
grid transformations at scale: network instrumentation, grid
operations, advanced asset management, and data-driven
grid;

Delivering Experience Excellence through unified Digital
Landscapes with ServiceNow: we bring together people,
process, technology, data and service to deliver exceptional
experiences and sustainable business outcomes with
ServiceNow. By helping our clients create and optimize
cross-functional workflows through connecting disparate
enterprise systems into integrated seamless experiences,
Capgemini and ServiceNow offer clients both process
innovation and life extension of existing investments, while
delivering greater efficiency and productivity;

Cloud native transformation with both IBM Red Hat
and VMware: we help our clients accelerate their digital
transformation (including mainframe modernization) by
rapidly and efficiently creating, transforming and managing
applications with cloud native delivery;

Field Service Lightning Accelerator with Salesforce:
enhances and extends Field Service Lightning to address
complex capital assets that require onsite corrective repair;

transforming Industries with SAP: addressing the most
challenging business problem in industries like Automotive
and Retail Grocery/Mass Merchandise, Capgemini and SAP
have expanded their collaboration with Cloud as a critical
enabler for agility and transformation. SAP and Capgemini
are collaborating to help automotive suppliers meet all these
requirements, leveraging the benefits of cloud technology.
Accelerators such as systems preconfigured for automotive
suppliers enable you to get up and running in just a few
months, while Software-as-a-Service (SaaS) delivery greatly
reduces the ongoing IT burden with no sacrifice of the rich
functionality of SAP S/4hANA®. For Retailers, the pandemic
forced a steep learning curve on many shoppers who are
here to stay, but this came with margin pressure to a sector
already undergoing challenges. To get back to profitable
growth, Retailers need to realize digital transformation’s
full potential. Together with SAP, we have launched new
programs to help address these challenges.

leveraging the business value of immersive and metaverse
experiences with Unity: shapingindustry-specificmetaverse
strategies, developing disruptive actionable solutions
and technology expertise to roll out and scale the future
metaverse/decentralized Web3;

CAPGEMINI

— transforming the Telco Industry leveraging 5G and Edge by
combining technology (Microsoft, AWS, Verizon, Qualcomm),
systems integration and engineering expertise across IT,
operational technology (OT) and networks.

Capgemini has a global sales and delivery partner network with
companies whose solutions are complementary to our own. Our
unigue expertise, in collaboration with our alliance partners’
products and services, allows us to build new and valuable business
solutions forour clientsin less time and with a degree of accuracy
not possible without this approach.

Our ecosystem of partners provides critical synergy and is crucial
to our efforts to solve the toughest business challenges for our
clients, be it in new business model creation, new technology
solutionimplementation, or progression into new global markets.

Capgemini's global ecosystem includes the following sample of
partners:

— Adobe — Intel — Schneider

— AWS — Majesco Electric

— Aveva — Microsoft — Siemens

— Dassault — Nvidia — ServiceNow
Systémes — Oracle — Tenemos

— DELL — Pega — UiPath

— Duck Creek — PTC — Unity

— Google — Qualcomm — Verizon

— Guidewire — Salesforce — VMware

— IBM/Redhat — SAP

Innovation cannot happen in a vacuum. It needs energy and
momentum. It needs a thriving ecosystem that provides partnerships
and investment initiatives for both large organizations and the
brightest startups.

Capgemini continued to build its innovation-centric emerging
partner ecosystem program. With several hundred participants
covering Al, Data, Advanced Analytics, 10T, 5G, Intelligent Automation,
Edge Computing, AR/VR, cybersecurity and FinTech technologies,
Capgemini continues to maintain a flexible and forward-looking
pattern of partnership evolution. Over 200+ clients have collaborated
with the emerging partner ecosystem by embracing innovations
that will put their businesses ahead and allow adoption of new
business models ecosystem to create innovative solutions and
new business value.

Through our global network of Applied Innovation Exchanges, our
ecosystem of technology partners constantly works with clients to
turninnovationinto valuable, business-focused solutions at pace.

Further, Capgemini Ventures aims at co-creating and delivering
value with startups, clients, and tech partners. By building a
joint go-to-market with startups and partner ecosystems and in
some cases, making minority investments, we are able to provide
greater value for our clients. We have launched startup Catalyst,
an end-to-end framework for startup ecosystem management that
is designed to enable collaboration in a structured way between
Capgemini and startups to provide value to our clients.
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1.3 A strategy to support long-term growth

1.3.1 Value creation drivers

Capgemini is ideally positioned to capitalize on the growth
opportunities of the worldwide consulting, IT professional
services and digital engineering markets with the expertise to
help our clients transform at scale. We are in an industry which is
at the forefront of change; digital remains on every CxO agenda.
Technologyisdriving transformationin allindustries; Cloud, Data
and Al are everywhere.

A technology and innovation strategy at the core

Our focusis onstrategicvalue generation to address the needs of
our clients within focusedindustries as they seek to drive one of the
most significant waves of digitalization ever seen. We are proud of
our expertise in new technologies: we understand their potential
and the impact they will have on our clients’ business activities.
This outstanding expertise is essential in gaining our clients’ trust
and becoming their chosen strategic transformation partner.

We assess technology trends with our best global expertsin domains
including Al, blockchain, cloud, edge computing, connectivity,
cybersecurity, data, loT, 5G, digital twins, Metaverse and quantum.

We help enterprises navigate the compelling opportunities for
business with TechnoVision, our annual technological guide to
implement enterprise-ready technology in the complex systems
of our clients.

Similarly, our Applied Innovation Exchange (AIE), a global network
composed of 21 innovation labs, provides a controlled environment
for organizations to immerse themselves in the understanding,
experimentation, and application of emerging technologies. We
are fueled by the intense transformation needs of our clients.

Our ecosystem of partners, both business and technological,
represents a strategic asset for Capgemini and our clients. By
collaborating closely with our partners and through our deep
understanding of our clients’ business environments, we can create
a competitive advantage and new business capabilities.

This is why we tirelessly invest in content, industry knowledge
and offerings.
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Our people as our best asset

Capgemini’s spirit of conquest and passion for entrepreneurship
on behalf of our clients have always been key for our employees.
The women and men of Capgemini are proven experts in their
fields and are our greatest strength. They are at the frontline of
business transformation, driving our high-performance culture
and providing our clients with cutting-edge services. Thanks to
them, we are able to ensure high-quality deliverables and reach
the most ambitious objectives.

In 2022, we continued to investin our people, including emerging
talent pools, to attract and retain the bestin the industry. We also
offered leadership opportunities to our diverse and emerging
talents, recognizing the importance of cultivating new perspectives
and skills. By investing in our people and fostering a culture of
inclusivity, we are able to drive innovation and remain competitive
in a rapidly changing market.

We work hand-in-hand with our clients to help them attain their
objectives in terms of innovation, business development, and
effectiveness and we are passionate about our clients’ challenges.
Our conviction is that the purpose of a transformation program
should not be digital for digital's sake. It should be driven by specific
business needs and designed with the optimal architecture to best
capture the value from innovation.

We partnerwith clients to drive end-to-end transformation enabled
by our capabilities, which range from innovation, consulting, and
systems integration to managed service operations.

Moreover, as a global strategic partner, we believe that in-depth
industry knowledge is critical. We align our skills and expertise in
seven sectors to transform our clients’ businesses.
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BUSINESS MODEL

HUMAN

« 360,000 talented employees
in more than 50 countries

 An average age of 33.5
within the Group

* A broad diversity of profiles
and expertise

INDUSTRIAL
* Recognized industrial
and technological know-how
» Management of complex projects
* 12 data centers
* 15 Security Operations Centers
* Nearly 50 delivery centers

INTELLECTUAL

* Continuous investment in R&D

* The multi-award-winning
Capgemini Research Institute

« TechnoVision framework
and reports to help decode
and deploy relevant
technology evolutions

« Strategic partnerships with
technology and business leaders

« Alliances with universities,
schools, research centers,
startups and recognized experts

» Capgemini's recognized
international brand value

FINANCIAL
* A strong balance sheet,
with a total equity of €9.7bn
* €1,852m organic free cash
flow generation
« Credit rating attributed by
the rating agency Standard & Poor's:
“BBB, with positive outlook”

20 CAPGEMINI

Our value
creation

SOCIETY

Expectations that companies will address
sustainability and inclusion-related
challenges, importance of health and
well-being in public policy, acceleration
of digitization, greater importance

of values, ethics and corporate purpose

PASSIONATE AND
COMMITTED TALENTS
« Seven core values

« A bold entrepreneurial spirit
« Ethical culture as a guide

MOTIVATING

DEVELOPMENT PATHS

« The recruitment of the best talents

« Aninclusive and flexible work
environment

* A customized employee experience
and a continuous upskilling

« The development of tomorrow’s skills

A GLOBAL ECOSYSTEM

OF RESEARCH

AND INNOVATION

« A single office to orchestrate
the Group's innovation efforts

« A global technology and innovation
network, including 22 Applied
Innovation Exchange centers (AIE)
to co-innovate with our clients

* 90+ Research Labs, 3 5G Labs,
1 Quantum Lab, 1 Metaverse Lab

« ~150 Centers of Excellence

* 34 creative studios

« 25 studies published by the Capgemini
Research Institute in 2022

* €204 m cash invested in digital
and innovation acquisitions

AN AGILE ORGANIZATION

« Global delivery model with a hub of
more than half our workforce in India

« Proven expertise in the allocation
of talents and skillsets

* Global Quality Management System

* 99% of Capgemini employees have
access to our Flexible Work policy

« Global Cybersecurity Governance
and Management System

WORK

Demographic shifts, talent shortages,

rapid evolution of required skillsets,

new ways of flexible working, increased
pressure from inflation on wages,
continuous expectation of work-life balance

“Unleashing
human energy

through technology
For an inclusive
and sustainable
Future”

OPERATIONS
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As a responsible company, we leverage technology to serve our clients and society,
working for useful, accessible and sustainable innovation. This sits at the very heart
of our purpose: “Unleashing human energy through technology for an inclusive

and sustainable future.”

TECHNOLOGY ECONOMY

Generative artificial intelligence, Disruption and shifts in geopolitical
space technologies, cloud and edge, balance, energy crisis, inflation and
cybersecurity and sovereignty, interest rates, supply chain disruption,
5G+ and connectivity, industry-specific importance of cloud service providers
chips, softwarization, autonomization, (hyperscalers), data sovereignty,
metaverse and Web3 economic downturn

€21,995m

Revenues

e
CRspcd®

CUSTOMER FIRST
Transforming the experience that
our clients deliver to their customers,
c\OUp including the value of their products DATY
and services and the quality of each
customer interaction

[ ]
INTELLIGENT INDUSTRY

Transforming the value chain, from
Z the design and development

of intelligent products and services
to intelligent supply chain, extending
to the smart manufacturing of products
and intelligent service operations

ENTERPRISE MANAGEMENT
Transforming the processes, teams,
solutions and operations in order
L OUO to run enterprises with a greater agility OaTh
and operational efficiency, and therefore
offer a seamless, personalized
experience to employees

© Industry expertise
@ Capabilities
Priority offerings

PUBLIc secTOR
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ENVIRONMENT

Circular economy, energy management
(moderation programs and new energy
sources), preservation of resources and
biodiversity, increase in climate pledges by
firms and governments, data and technology
as a challenge and a problem-solver

For sustainable

CLIENTS

« 4.2/5: client satisfaction
level on contracts

* A target of 10 million tons of CO,
saved by 2030 by our clients
thanks to our solutions

TALENTS
«€14,969m paid in gross wages
and salaries, payroll taxes and benefit
* 37.8% of women in our teams
* 24.4% of women in executive
leadership positions
* 17.4 million hours of training
« 8/10: employee engagement score,
as measured in monthly internal surveys
* 8% employee share ownership

BUSINESS AND
TECHNOLOGY PARTNERS
«€3,049m in purchase of goods
and services with our suppliers
» The majority of our sales
are made alongside our partners

SOCIETY AND

PUBLIC AUTHORITIES

*€710m income tax expense

* 986 social impact projects

* Net zero business by 2040

« Contribution to 11 out of 17 Sustainable
Development Goals adopted
by the United Nations

« 1.9 million citizens benefited
from our digital inclusion initiatives
since 2018

SHAREHOLDERS
AND INVESTORS
« Earnings per share of €9.09
(up 32% on 2021)
«€1,220m returned to shareholders
(€409 m dividend, €811 m share buyback)
* 13.0% operating margin
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Our ESG Strategy

Our ESG ambition for the next tenyears: Leading the way to positive
futures with our ecosystem.

We will achieve our ambition, if we stay focused on the areas where
we can have the greatestimpact and evolve in the way we operate.

Our ESG Policy is the guide for an effective integration of our
priorities into the Group's strategy, decision-making process,

development of solutions and services, and in our relationship with
our main stakeholders. It aims not only to comply with applicable
regulations, butalso toincorporate nationalandinternational ESG
best practices and recommendations.

ESGisembeddedin our corporate strategy focusing on eight ESG
priorities material for shared success.

To this end, the policy frames 11 objectives that will ensure that
we deliver on our priorities.

ENVIRONMENT . Act on climate change by being carbon neutral 1. Be carbon neutral for own operations no later
. by 2025, and becoming a net zero business than 2025 and across our supply chain by 2030,
Accelerating the . ) ;
.. and committed to becoming a net zero business by
transition to net
2040*
zero
2. Transition to 100% renewable electricity by 2025,
and electric vehicles by 2030
Lead to low-carbon economic transition by 3. Help ourclientsto save 10m tons of CO,e by 2030
helping our clients achieve their environmental
commitments
SOCIAL Relentlessly invest in our talent through a 4. Increase average learning hours per employee by
Aligned unique experience, developing tomorrow’s skills 5% every year to ensure regular lifelong learning
entrepreneurs, Enhance a diverse, inclusive and hybrid work 5. 40% of women in our teams by 2025
with protection & environment
respect forall Support digitalinclusion in our communities 6. 5M beneficiaries supported by our digital inclusion
programs by 2030
GOVERNANCE Foster a diverse and accountable governance 7. 30% of women in executive leadership positionsin
. 2025
Leading
with trust & 8. Maintain best-in-class Corporate Governance
transparency . Maintain high ethical standards at all times for 9. Maintain over 80% of the workforce with Ethics
mutual growth Score between 7-10
10. By 2030, suppliers covering 80% of the purchase
amount of the previous year, will have committed
to our ESG standards
. Protect and secure data, infrastructure and  11. Be recognized as a front leader on data protection

identity

* Our initial objective, as published in our ESG Policy in 2021, was to become net zero well ahead of 2050. Since then, we have refined our net zero targets in line with the
Science Based Target initiative’s (SBTi) new Corporate Net-Zero Standard. Capgemini’s refined net zero targets have been assessed by the SBTi and were approved in
July 2022. Our new net zero headline target is to achieve a 90% reduction in carbon emissions across Scopes 1, 2 and 3 by 2040, compared to a baseline of 2019. For more
information, please refer to Capgemini Environmental Sustainability Report 2021-2022.
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1.3.2 An adapted investment policy

The Group continued a Digital centric strategy with key acquisitions
aiming at reinforcing Capgemini’s leadership across its portfolio.

In May, the Group completed the acquisition of Rufus Leonard, a
London-based brand design agency which, combined with 23Red,
aUKbased purpose-driven creative agency acquired in November,
reinforce Capgemini’s brand design and digital experience
capabilities in the UK.

The Group furtherstrengthenedits capabilities in digital transformation
with the acquisitions of Knowledge Expert’s Pega services
technologies, Aodigy, a Singaporean based salesforce specialist,
Braincourt, a German specialist in Business Intelligence and data
sciencesservicesand Quantmetry, a consultancy specializedin data
modeling and artificial intelligence technological solutions. The

PRESENTATION OF THE GROUP AND ITS ACTIVITIES
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combined scale and broad services portfolio of these acquisitions
reinforces Capgemini’'s technology expertise and ability to execute
and deliver complex projects globally.

Thisyear, the Group also acquired Chappuis Halder, a global strategy
and management consulting firm focused on the Financial Services
industry and Quorsus limited, a UK-based firm specializing in
consultancy to financialinstitutions. These acquisitions will reaffirm
the Group's leading position in the sector and build momentum
for continued growth.

Through 2023 the Group will continue to evaluate the market
for opportunities to strengthen its positions across high-growth
domains. These acquisitions will be possible thanks to the Group's
very solid financial position and leading market positions.

1.3.3 Financing policy and Financial rating

The Capgemini financing policy is intended to provide the Group
with adequate financial flexibility and is based on the following
main criteria:

— a moderate use of debt leveraging: over the past ten years
Capgemini has striven to maintain at all times a limited level
of net debt, including in the manner in which it finances its
external growth;

— diversified financing sources adapted to the Group's financial
profile: Capgemini bases its financing around “bank” sources
(mainly a €1,000 million multi-currency syndicated credit
facility undrawn at December 31,2022) and “market” sources:
€6,700 million in bonds principal at December 31, 2022
and a €1,250 million short-term negotiable debt securities
program, unused at December 31, 2022;

1.4 An agile business

— agood level of liquidity and sustainable financial resources,
which means:

— maintaining an adequate level of available funds
(€4,188 million at December 31, 2022), supplemented by
a €1,000 million multi-currency syndicated credit facility
secured on February 9, 2021 and maturing on February 7,
2028,

- borrowings with maturities up to 2032, with only a
limited portion falling due within 12 months (contractual
cash flows due within less than one year —see Note 22 to
the consolidated financial statements), representing
only 15% of total contractual cash flows at December 31,
2022.

— Financial rating

The Group's ability to access financial and banking markets and
the cost of accessing such markets depend at least in part on the
credit rating awarded by the rating agency Standard & Poor’s. At
March 15,2023, Capgemini's credit rating was BBB/positive outlook.

1.41 The main subsidiaries and a simplified Group organizational chart

The Group operatesin over 50 countries and through subsidiaries
- the main subsidiaries are listed in Note 33 to the consolidated
financial statements.

The parent company, Capgemini SE, via its Board of Directors,
defines the strategic objectives of the Group and ensures their
implementation. In its role as a shareholder, Capgemini SE
contributes, in particular, to the financing of its subsidiaries, either
inthe form of equity or loans. Finally, it makes its trademarks and
methodologies available toits subsidiaries, notably “Deliver”, and
receives royalties in this respect.

Capgemini SE notably holds:

— theentireshare capital of aninter-company service company,
Capgemini Service S.A.S;

— the entire share capital of Capgemini Gouvieux S.A.S., which
operates the Serge Kampf Les Fontaines campus, housing
the Group'sinternational training center;

— as well as operating subsidiaries held directly or indirectly via
regional holding companies. The main operating subsidiaries
are presented in the simplified organizational chart below.
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Finally, it is Group policy not to own its business premises, except
in India where the significant growth and workforce concentration
justify real estate ownership. The other Group subsidiaries rent
their business premises from third-party lessors. There is no
relationship between these lessors and the Group and its senior
Executive Management.

The sole real estate assets owned by the Group are:

— a building owned by SCI Paris Etoile and housing
Capgemini SE’'s headquarters, located at 11 rue de Tilsitt —
75017 Paris;

— the Group's international training center in Gouvieux owned
by a real estate limited liability Company, Immobiliere Les
Fontaines;

— nine campuses located in India (primarily in Mumbai,
Bangalore, Hyderabad, Chennai and Noida);

— anAltran site located in Horice in the Czech Republic;

— an Altran site located in Wolfsburg in Germany.

CAPGEMINI 23




PRESENTATION OF THE GROUP AND ITS ACTIVITIES
An agile business

The organizational chart of the main operating subsidiaries (reporting revenue in excess of €50 million) and the Group’s support and
resource subsidiaries, directly or indirectly wholly-owned by Capgemini SE, with the exception of Capgemini Technology Services India
Ltd. (held 99.55%, representing 99.55% of voting rights) is presented below.

Capgemini SE
Capgemini Service S.AS. SCl Paris Etoile
Capgemini Gouvieux S.A.S. Immobiliére Les Fontaines S.A.R.L.
North America France United Kingdom & Ireland Rest of Europe Other countries
P Capgemini . :
Capgemini o Capgemini Sogeti
America, T%%ic&fgy CaBgKeTcm' Nederland Nederland APAC
Inc. SAS P B.V.
Capgemini s . Capgemini o Capgemini Altran
Government Egﬁguem:]m g§$8[égﬁfs Deutschland Dceau’igcem;% Technology Technologies
Solutions SAS 9 Ltd Holding GmbH Services India
LLC e . GmbH India Ltd. Pvt. Ltd.
Capgemini ECHZEESET_;% Capgemini Oﬁ?@%ﬁm% Sogeti Capgemini Capgemini
Canada Research and Ireland Services Deutschland (China) Australia
Inc. Limited GmbH Co. Ltd Pty Ltd.
Development GmbH
Capgemini Altran Capgemini Capgemini Capgemini
Solutions Altran Deutschland Belgium New Zealand Singapore
Canada Inc. TeChSﬂglgg‘ES SAS & Co. KG N.V./S.A. Limited Pte. Ltd.
New Horizon Sogeti Capgemini Capgemini Capgemini
System Altran ACT Luxembourg Suisse Japan Hong Kong
Solutions LP SAS SA. SA. KK Ltd.
Altran Capgemini Capgemini
Technology Espafia Polska South America
&Engineering S.L. Sp.z.0.0.
Center S.AS.
Capgemini Capgemini Capgemini Cﬁgfigm
Italia Sverige Brasil
S.deR.L.
S.p.A. AB SA. de C.V.
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1.4.2 A client-focused organization

Consistent, unified, and resolutely client-focused, Capgemini’s
organization draws on the full range of the Group's expertise
and develops synergies between businesses, offerings, and the
geographical areas where the Group servesits clients. The Group
currently has five Strategic Business Units (SBUs) that address
marketsand manage the Application Business Linesin their markets
—from 2023, two Application Business Lines are managed globally,
and five Global Business Lines that manage the rollout of offers
and skills in their respective fields.

Operating entities

Atagloballevel, Capgeminiis organized into major operating units
(Strategic Business Units or SBU) to work closely with clients and
respond to market developments. The Group is made up of five
SBUs, four geographic and one sectoral:

— the Southern & Central Europe SBU;
— the Northern & Central Europe SBU;
— the Americas SBU;

— the Asia-Pacific SBU;

— the Global Financial Services SBU.

These SBUs are themselves made up of Business Units (BU), which
contain several Market Units (MU).

The Business Units deliver and grow the Capgemini offer portfolio
with all clients in their market and in close collaboration with the
Global Business Lines.

Market Units are responsible for client relations and sector
strategies. They must promote, deliver and grow the Capgemini
offer portfolio for Business Units. Market Units are, for the most
part, sector-based and coordinated at an international level.

The Strategic Business Units are organized through 30 Business Units:

— seven in the Southern & Central Europe SBU: France (four),
Italy, Spain, Europe Cluster;

— fourinthe Northern & Central Europe SBU: United Kingdom,
Germany, the Netherlands, the Nordic countries (Sweden,
Denmark, Norway and Finland);

— nine in the Americas SBU: United States of America (six),
Canada, Mexico, Brazil;

— seven in the Asia-Pacific SBU: Australia, China, India, Middle
East, South East Asia, Japan, Financial Services Asia-Pacific1.

— four in the Financial Services SBU: Banking, Insurance,
Continental Europe, Financial Services Asia-Pacific(®,

The Market Units are mostly organized by sector:

— Consumer Goods & Retail;

— Energy & Utilities;

— Financial Services;

— Manufacturing;

— Public Sector;

— Telecoms, Media & Technology;
— Services.

Some Market Units regroup at geographic level local technology
services specialized in cloud, cybersecurity, quality assurance,
testing and new technology fields. They operate under the brand
Sogeti part of Capgemini.

(1) Attached to two SBUs.
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Entities responsible for the offer portfolio and
delivery teams

Global Business Lines and Application Business Lines have
responsibilities linked to the offer portfolio: managing offers
pre-sales and ensuring delivery quality. These entities must also
ensure that Group deliverables are competitive and that they
respond to excellence criteria and client requirements. Finally,
they must develop talent and manage teams to ensure that the
Group has the skills in markets which are mature, growing rapidly,
or emerging.

Application Business Lines support Market Units with specific
offers, expertise, and skills. They help Capgemini to become a
market leader, and ensure that Group deliverables are competitive,
and respond to excellence criteria and client requirements.

The Group's Application Business Lines are as follows:

— Application Managed Services (AMS);
— Package-Based Services (PBS);

— Cloud & Custom Applications (CCA);

— Digital Customer Experience (DCX);
— Testing;

— Business & Technology Solutions (BTS).

This list can be supplemented by specific Business Lines in some
SBUs and BUs.

Beginning 2023, in addition to AMS and DCX, our two largest ABLs,
CCA & PBS, started being orchestrated at global level for more
transversality, industrialization and consistent global solutioning
and delivery. The other Application Business Lines remain managed
locally within the SBUs/BUs.

The Global Business Lines are managed globally and work closely
with the Business Units and specifically within them with the Market
Units. They aim to develop and reinforce skillsand expertise in the
fields that will be key for Group growth in the coming years. The
Group's Global Business Lines are as follows:

— Capgeminilnvent brings together Capgemini expertise in the
strategy, technology, data science, and creative design fields
to support major companies and organizations in creating
new models and new products within the digital economy;

— Insights & Data (I&D) activates data to deliver real business
outcomes for the Group’s clients. From ingesting raw data
to implementing decisive insights, I&D creates and delivers
the exact capabilities and solutions needed in the era of
technology-driven change. It provides clients with insight
in different areas of expertise including data strategy and
architecture, data engineering, information governance,
data science and analytics, artificial intelligence, and
data-driven innovation;

— Capgemini Engineering is the largest GBL. It leverages the
Group's global capabilities in engineering and R&D with
other Business Lines to consolidate its leadership position in
Intelligent Industries;

— Business Services (BSv) ensures the outsourcing and
transformation of business operations (except IT). BSv
utilizes the Group’s operational expertise, consulting, and
digital technology to their fullest, to shape the future of
business operations. It harnesses intelligent automation and
a global delivery network to create outstanding value for its
clients, for Capgemini, and forits people;
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— Cloud infrastructure services provides next-generation
cloud infrastructure so clients can build an optimal, agile,
and secure foundation for business transformations — now
and into the future, reinforcing cybersecurity every step of
the way. Cloud infrastructure services brings its expertise
to all entities of Capgemini and delivers the most elusive
element in cybersecurity today: digital trust, leveraging its
comprehensive portfolio of services.

1.4.3

Through its brand promise, “Get the future you want”, the Group
has made a publiccommitment to putinnovation by design at the
center of everything it does with its clients, partners, employees,
and the communities in which it operates. As such, innovation at
Capgeminiis not confined to a given function or entity; itis diffused
throughout the Group.

To unleash the potential of the Group, it has developed several
programs.

Technology, Innovation and Ventures

Capgemini's Technology, Innovation and Ventures (TIV) capabilities
are brought together to support the needs of its clients for
sustainable growth. The mission of TIVis to orchestrate the Group's
efforts to position Capgemini as an innovative company for its
stakeholders. TIV contributes to Capgemini's purpose by advising
ontheresponsible application of new technologies and innovation.
Technology, Innovation and Ventures has three objectives:

— track weak signals and prepare Capgemini for the next wave
of technologies;

— nurture a culture of innovation and orchestrate its key
innovation programs;

— augment the value of the Group’s offers and its industry
positioning in tune with startup ecosystems.

Find out more at:
https://www.capgemini.com/about-us/who-we-are/innovation-
ecosystem/

The global network of Chief Technology and
Innovation OFficers

The Group’s network of Chief Technology and Innovation Officers
are in charge of defining Capgemini’s technology and innovation
strategy within each Strategic Business Unit or Global Business Line
and developing a Group strategy for specific technology domains.
They are equipped with best-in-class tools and work with extended
communities of internaland external technology experts to assess,
validate and exploit the latest technology solutions.

Most notably, their foresight leads to the yearly publication of
Technovision, Capgemini's extensive point of view on technology
trends - to help businesses innovate and reinvent themselves
over the long run. It also led to the creation of Innovation Labs
specialized in Quantum and Metaverse technologies respectively.

Capgemini Applied Innovation Exchange

The Applied Innovation Exchange (AIE) is Capgemini’s global platform
forinnovation. It leverages a proven framework for the application
ofinnovation, incorporating a curated ecosystem of partners and
Capgemini’s class-leading capabilities—to help our clients achieve
future industry leadership, and get the future they want. The AIEs
work as a cohesive network, and our clients can benefit from the
global expertise of our teams, regardless of the region.

Capgemini has 22 AlEs worldwide: Bordeaux (France), Grenoble
(France), Hyderabad (India), Lille (France), London (United Kingdom),
Madrid (Spain), Malmé-Stockholm (Sweden), Melbourne (Australia),
Milan (Italy), Mumbai (India), Munich (Germany), Nantes (France),
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The Group’s organization reinforces synergies between Global
Business Lines, Application Business Lines and Market Units.
Thanks to this unified business approach, our clients benefit from
a unique point of contact for all projects with Market Units that
provide market access orchestration.

Innovation at the heart of Capgemini’s organization

New York (USA), Paris (France), Rennes (France), San Francisco
(USA), Sao Paulo (Brazil), Shenzhen (China), Singapore, Toulouse
(France), Utrecht (Netherlands) and Wroclaw (Poland).

Using Capgemini’'s comprehensive discipline and platform for
applying innovation, clients can proceed from a problem or
opportunity statement to achieving real business outcomes. They
possess a unique capacity, both virtually and in person, to explore
innovative solutions and teach companies how to adoptinnovation
inasecureandresponsible manner (the right pace, the right scale,
and the right means).

AlEs are also specialized networks to share experiences and
expertise. They curate and enhance Capgemini’s ability both
to tackle the challenges of its clients’ sectors and to select the
emerging technologies or approaches best suited to each need.
With the AlEs, clients can rapidly experiment and test the most
innovative technologies to support their digital transformation
including artificial intelligence, augmented and virtual reality,
quantum computing, cloud, cybersecurity... and contextualize
them for their specificindustry needs.

Capgemini Ventures

Innovation cannot happeninavacuum. It needsathriving ecosystem
that provides partnerships andinvestmentinitiatives for both large
organizations and the brightest startups. Capgemini Ventures was
conceived to do just that:

— Startup Catalyst makes interactions with the startup ecosystem
a driver of growth and market differentiation with the help
of two levers:

- acatalogofservicesintended forthe Group’s operational
teams to assist them in identifying and qualifying the
startups capable of enhancing service offers delivered
to customers, while helping them formalize these
partnerships,

- a venture capital fund jointly set-up with ISAl in 2019
worth €80 million for minority investments in promising
startups for which Capgemini acts as a strategic global
partneronthe market.In 2022 the Group made numerous
investments into startups. Citrine was one of them —
developing an Al platform for chemical formulation to
design more sustainable and efficient materials and
products. In 2022 Capgemini also invested in DEVO,
a cloud-native provider of visual cybersecurity data
analytics services for enterprises, specialized in real-time
insights for IT operations, security analytics, business
analytics and customer insights.

— Business Ventures, working with operational teams,
establishes strategic industrial partnerships as a minority
shareholder to co-create value in the new company. Some
notable investments further developed in 2022 include:
Future4Care, a European healthcare startup accelerator;
“Bleu”, a project between Capgemini and Orange to create a
company with theintention to provide a “Cloud de Confiance”
in France; the Verkor venture, as partner, to reinforce the
European value chain for low-carbon batteries; and in
Azqore, a partnership with Indosuez Wealth Management.
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Capgemini Research Institute

The CapgeminiResearch Institute is Capgemini’'sinternal think-tank.
Drawing on its global network of experts, universities, startups,
and partners across sectors, it is a recognized study and research
centerin the global digital ecosystem.

With the help of dedicated research centersin the United Kingdom,
the United States, France, India and Singapore, the Institute publishes
various reports each year on major trends — particularly disruptive
ones—focusing ondigital, innovation, inclusion, and sustainability.

The Institute’s reports and studies are known for their unique
actionable data and recommendations. For example, the report
on “Quantum Technologies: How to prepare your organization for a
quantum advantage now”throws light on how organizations must
prepare for a quantum advantage as technological breakthroughs
accelerate the timeline for quantum adoption.

The Institute also publishes a quarterly journal, Conversations for
Tomorrow, enabling leaders to identify the strategic imperatives
forthe future of business and society. One of the issues published
in 2022 was “Conversation for Tomorrow #5: Breathe (in)novation —
uncover innovations that matter”. This publication looked at how
innovation leaders transform industries—from energy and utilities
to life sciences, retail, financial services, and high-tech. The Institute
took a 360-degree look at innovation, from religious, scientific,
business, and political perspectives, and from a multigenerational
viewpoint.

The Institute often works with major academic institutions and
engages closely with leading startups across the world. The
Capgemini Research Institute has consistently been ranked number
one worldwide for the quality of its research by independent
analysts such as Source Global Research, which recently named
Capgemini world number one for the sixth consecutive time —an
industry first.

Foralistof key reports andstudies publishedin 2022, see Section 1.5.2.
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Capgemini Centers of Excellence

Capgemini Centers of Excellence are deployed within the operational
organizations, Business Lines and Global Business Lines. They
are coordinated and controlled at a global level by Group Offer
Leaders and more broadly by the Group Chief Portfolio Officer.
They carry out four tasks:

1. Theycreate and deploy go-to-market offers with the support
of the Capgemini partner ecosystem for sales teams.

2. The Centers of Excellence support Business Units and Market
Units during the offer pre-sales phase. They help sales teams
to identify and qualify possible opportunities and prepare
proposals for clients.

3. They are responsible for specialized business development
actions with key accounts per offer, and for promoting
offers with a consistent message to clients, media, analysts,
advisors, and partners. They also work with the Marketing
team to present our position and our vision in different
communication channels.

4. They provide the appropriate level of expertise for the most
recent technologies and services, recruiting and retaining
talent, and supporting key delivery phases.

A global ecosystem of leading technology partners
and emerging partners

Tostay at the forefront of technology, Capgemini forms strategic
partnerships based on continuous innovation with the most
innovative technology companies in the world - from startups to
major international groups. These companies provide a baseline
platform, and the Group works with them to make continuous
innovation a business differentiator, creating new offers and
synergies to respond to the most demanding challenges, whether
that's designing new business models, improving performance
levels through automation, or conquering new markets.

This global ecosystem, which seeks to bring together leading
expertsin their fields, offers a new perspective on technology and
digital trends. It encourages experimentation and the design of
innovative offers, taking into account a unique industry approach.

For more information about the technology partner ecosystem,
see Section 1.2.4.

1.5 Solid performance in 2022

1.5.1

Bookings totaled €23,719 million in 2022, an increase of 16.8% at
constant exchange rates year-on-year compared to 2021. Our clients
trust us to support them in their digital transformation, creation
of new business models, consolidation of operational efficiency,
and their capacity to innovate. Below are some examples of key
contracts signed with our clientsin 2022.

Major Contracts won in 2022

Atos Medical (Sweden)

Capgeminirolled outaglobal Salesforce platform for Sweden-based
Atos Medical, which will ensure enhanced sales processes and a
scalable digitalinfrastructure. With this investment, Atos Medical
willnow have a 360-degree overview of patients and a significantly
enhanced platform for running a patient-focused business, helping
it to meet its global growth ambitions. This unified and scalable
digital platform will provide an enhanced customer experience
to its end-users all over the world in a cost-effective way. The
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investment in a new digital infrastructure will drive customer
centricity and help Atos Medical align with the latest industry
trends, thereby driving growth.

Heathrow Airport (UK)

Capgemini joined Oracle Consulting in completing a business
transformation for Heathrow Airport, the largest in its 75-year
history. The program, which implements Oracle Fusion Cloud
Applications, is a core component of Heathrow's strategy to
modernize key operations, digitize 20-year-old aging infrastructure,
and support efficient growth through recovery from the pandemic.
The centerpiece of the program is the implementation of Oracle
Fusion Cloud Enterprise Resource Planning (ERP), Oracle Fusion
Cloud Human Capital Management (HCM) and Oracle Integration
Cloud (OIC) to modernize and automate the Finance, HR, Revenue,
Service, and Asset Management functions.
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Airbus (Europe)

Capgeminiwasselected by Airbus to deliver a cloud-first transformation
program for its global Commercial Aircraft and Helicopters
businesses. As a strategic partner to Airbus, Capgemini will now
provide a fully managed service of the core cloud infrastructure
for the Airbus business. Capgemini will drive transformation of
existing services through unification and modernization, managing
both private and public clouds as well as legacy infrastructure,
along with infrastructure management, to achieve the flexibility
needed to meet any future needs of Airbus Commercial Aircraft
and Helicopters.

Eneco (The Netherlands)

Capgemini signed two new agreements with Eneco, a group of
companies active in the field of renewable energy and innovation,
energy trade and retail. As part of a 10-year agreement, Capgemini
will support Eneco’s transition towards sustainable energy and help
meetitsambition of becoming carbon-neutral by 2035. Additionally,
a 5-yearagreementwassigned to develop and implement a Digital
Technology Platform.

Mercedes-Benz (Germany)

Capgemini was selected by Mercedes-Benz to participate in
the development and management of a big data platform for
Automated Driving. The platform processes scalable big data that
optimizes the Al technology for automated driving. The contract
with the global Original Equipment Manufacturer (OEM) covers
the expansion of the data management platform that Capgemini
has been developing and running for it since 2019. The platform
supports data driven development, testing and validation of the
automotive manufacturer’s Advanced Driver Assistance Systems
(ADAS).

1.5.2 Recognized publications

To help our clients analyze major trends in markets, interpret the
impact of new technologies on their businesses and anticipate
challenges, the Capgemini Research Institute publishes various
reports and themed studies each year.

Discover major reports published in 2022 on key themes that
matter to our clients and find all Group publications at: https://
www.capgemini.com/insights/research-institute/

Sustainability

Food Waste

Food loss or waste continues to be a major problem. Although
about 870 million people are undernourished, almost 2.5 billion
tons of food produce goes uneaten annually. Furthermore, food
waste is a significant emitter of greenhouse gases, generating
8-10% of global emissions. In “Reflect, Rethink, Reconsider: Why
food waste is everybody’s problem”, we explored the issue of food
waste to understand its causes as well as potential solutions. To
this end, we conducted a detailed survey of 10,000 consumers
and 1,000 large organizations in food manufacturing and retail
and interviewed experts from academia, organizational supply
chains, and startups.
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Panasonic Automotive (USA)

Capgeminiwasselected to create a data ecosystem for longstanding
client Panasonic Automotive Systems Company of America. The new
platform willimprove the organization's capabilities in data-driven
decision making and innovation to drive efficiencies and more
reliable extracts. Panasonic Automotive is a division of Panasonic
Corporation of North America specializing ininnovations that are
revolutionizing the driving experience. By streamlining its data
processes with the Microsoft Azure platform with Power BI (Business
Intelligence) for data visualization, Panasonic Automotive has
built a centralized, stable foundation forits data team to promote
innovation and capture more reliable results across the business.

Radio Network of the Future (France)

A consortium led by Airbus and Capgemini was selected by the
French Ministry of the Interior and Overseas Territories as the
integrator for ‘Lot 2’ of the “Réseau Radio du Futur" (RRF — Radio
Network of the Future), the secure and resilient broadband
network for emergency and French homeland security forces. This
pioneering projectis essential to the modernization of homeland
security forces. The contract reinforces Airbus Secure Land
Communications’ position as the European leaderin mission-critical
communications and Capgemini’s position as a trusted partnerin
the transformation and modernization of public services and the
integration of sovereign services.

Takeda (Japan)

Capgemini was chosen by Takeda, a global biopharmaceutical
company, to support a globalization process with the goal of
creating harmonized business processes and simplifying the IT
landscape to asingle-instance SAP. Takeda also decided to engage
Capgeminiforapplication management services (AMS) to support
the global system. Previously, the Company dealt with upwards of
40 different companies as well as contractorsandinternal resources
tosupportapplications. Moving AMS support to Capgemini meant
asingle team could focus on the project. The benefitsimpact both
financials and operations running on an integrated suite of SAP.

Sustainability in Automotive

Sustainability has become a major topic among automotive
OEMs and suppliers. Increasing climate risks, regulations, and
customer andinvestor pressures are pushing the industry further.
In “Sustainability in Automotive: From ambition to action”, we
examine the various aspects of sustainability in automotive. To
understand what organizations must do to meet their sustainability
goals, we surveyed more than 1,000 automotive executives and
interviewed automotive experts. We found that there has only
been limited progress in the past three years. Implementation
levels for sustainability initiatives in the industry’s top focus areas
have either improved marginally, or even reduced since 2019.
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Sustainability Trends

As of 2022, humanity had crossed out of the safe space for six of
the nine boundaries that regulate the stability and resilience of
Earth, increasing the risk of abrupt orirreversible environmental
changes. In “A World in Balance: Why sustainability ambition is not
translating to action”, we explore companies’ progress. To assess
the currentstate, we conducted a global research study surveying
over 2,000 respondents from 668 organizations. We found that,
while organizations acknowledge the urgency of climate change,
limited actionisvisible. Among other roadblocks, many executives
are still unclear as to the business case for sustainability.

Sustainable Product Design

An estimated 80% of environmentalimpacts associated with products
result from design decisions. As such, sustainable product designis
becoming increasingly important due to its potential for positive
environmental and social impacts as well as improving financial
performance. Sustainable design can be defined as “maximizing
environmental, social, and economic benefits over a system’s
lifecycle, while minimizing associated social and environmental
costs.” In “Rethink: Why sustainable product design is the need of
the hour”, we explored the impact of sustainable product design
and described how organizations are embedding sustainability in
their design decisions.

Data & Insights

Data for net zero

To avoid the worst impact of climate change, global greenhouse
gas emissions must be halved by 2030. Against this backdrop, we
explored the role of data in "Data for Net Zero: Why data is key
to bridging the gap between net zero ambition and action”, we
surveyed senior executives from 900 organizations that have set
net zero targets. We found that most net zero ambitions fail to
coverallemissions scopes, and that only 43% of organizations have
set short-term targets. We also found that organizations are not
adopting adata-driven approach to support their net zero ambitions.

Data Masters in Insurance

Data is a mainstay for insurance organizations, but becoming
data-powered is easier said than done and competition from
InsurTechs is on the rise. So, how can insurance organizations
transform into data-powered enterprises? In “The data-powered
insurer: Unlocking the data premium at speed and scale”, we
surveyed over 500 insurance executives at 204 insurers with over
S$1bn in annual revenue, and found that data masters who make
the best use of data are already winning market share, improving
key ratios, and generating superior risk intelligence.

Consumer Trends

Many of the changes in consumption patterns sparked by Covid
are set to stay. To measure these seismic shifts, the Capgemini
Research Institute launched a new annual research series dedicated
to consumer products and retail. In “What matters to today’s
consumer”, we surveyed over 10,000 consumers in 10 countries
and found that consumers are slowly going back to physical stores,
though online shopping remains popular. In categories such as
grocery or health and beauty, efficient delivery and fulfillment
servicesare more importantthanin-store experience. Consumers’
top priorities are healthy, sustainable living.
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Cybersecurity

Cybersecurity in Smart Factories

Smart factories are part of the transition toward digitization.
Connectedto cloudortheinternet, they bring lots of advantages.
However, this network connection also creates a larger surface
areavulnerable to attack viadigital means.

Asaresult, smart factories are being widely targeted by cyberattacks.
In “Smart & Secure: Why smart factories need to prioritize
cybersecurity” we surveyed 950 organizations to gauge their level
of cybersecurity preparedness as it relates to smart factories.
Smart factories are undoubtedly the way forward, but it is critical
for organizations to ensure that cybersecurity is a priority.

Cloud

Sovereign Cloud

Cloudsovereigntyis falling underincreasing scrutiny. Organizations
and governments are striving to limit their external exposure and
retain control over critical assets in the wake of rising geopolitical
tensions and shifting data privacy laws. In “The journey to cloud
sovereignty — Assessing cloud potential to drive transformation
and build trust”, we surveyed executives from 1,000 organizations
and analyzed more than 50 cloud sovereignty use cases, assessing
their growth potential, complexity, and the benefits they offer.

Intelligent Industry

Intelligent Products

Progress in digital technologies and rapidly evolving customer
demand have led to a new level of interconnectivity, driven by
advanced software and unprecedented volume and quality of
data. Fueled by data, a product can be connected interactively with
a broader ecosystem offering enhanced CX, optimized product
performance and services, agile supply chain, and delivering
new sources of value more sustainably, helping organizations
to transition to “solution-provider” status. We call these smart,
connected, software-enabled products intelligent products and
services, and explore the topic in depth in “Intelligent Products
and Services: Unlock the Opportunity of a Connected Business".

Digital Twins

Organizations are looking for new ways to accelerate digital
innovation. Digital twins, virtual replicas of physical systems that
can model, simulate, monitor, analyze, and constantly optimize
the physical world, will be at the core of this transformation. In
"Digital Twins: Adding Intelligence to the Real World", we surveyed
over 1,000 organizations and conducted in-depth interviews with
industry executives and academics to understand the technology’s
transformative impact. We found that, on average, organizations
working on digital twins have seena 15% improvementin key sales
and operational metrics.
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Connected Health

Connected health is regularly discussed as a way to harness the
power of new technology to improve patient engagement and
health outcomes. Has Covid brought the healthcare sector to
a technological tipping point at which it can be transformed by
connected health? In “Unlocking the value in connected health:
Why now is the time for biopharma companies to transform”,
we surveyed 523 executives within the pharmaceutical and
biotechnology sectors. We found that they see great potentialin
connected health, but their organizations have been slow to roll
out and scale new offerings.

Intelligent Supply Chain

Supply chain leaders are now at the heart of ongoing transformations.
Greater resilience and sustainability depend on improving supply
chains. Efficiency and continuous cost optimization, resilience, and
agility to support new business models are currently the top three
priorities for organizations, which must also address new market
trends. In “How greater intelligence could supercharge supply
chains”, we aim to answer the key questions relating to the new
supply chain paradigm. To support our analysis, we conducted an
online survey of 1,000 organizations across as well as in-depth
interviews with organizational leaders.

People & Talent

Economicand financial pressures, amplified by the pandemic, have
created the most competitive labor marketin years. And as remote
and hybrid working arrangements continue to be popular, employers
must navigate a bifurcated working environment and deal with a
host of new challenges. In “The people experience advantage: How
companies can make life better for their most important assets”,
we explored how employees view their own experiences at their
organizations and how companies can improve these experiences
to create a business advantage.

Innovation & Emerging Tech

Immersive Experiences and Metaverse

Organizations are putting improvement of their customer
experiences at the top of their agendas. Mixed reality, including
augmented reality and virtual reality, has allowed companies to
provide adifferentiated customer experience. In “Total immersion:
How immersive experiences and the metaverse benefit customer
experience and operations”, we examine the potential and
impact of these technologies. We surveyed 8,000 consumers and
1,000 organizations and supplemented this research within-depth
interviews with executives and technology partners. We found
that there is high customer interest in immersive technologies.

Quantum Technologies

Quantum technologies promise exponential speed-up over today's
best supercomputersand will bring to market currently unavailable
capabilities such as tap-proof communications and ultra-precise
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and fast measurements -— collectively, a phenomenon commonly
known as the “quantum advantage.” In “Quantum technologies:
How to prepare your organization for a quantum advantage now”,
we sought to answer three pressing questions:

— Should businesses invest in quantum technologies now?

— How can businesses integrate quantum into their digital
transformation/innovation/R&D roadmap?

— How canorganizations identify potential gquantum advantage?

Conversations for Tomorrow

The Capgemini Research Institute launched its new journal,
Conversations for Tomorrow,in 2021. The quarterly review features
a wide variety of content, including interviews, articles by guest
contributors, and insights from some of the Institute’s reports...
Below are our latest publications.

The New Face of Marketing

Marketing is changing — for the better. Brands are expected to
act responsibly and sustainably, and to provide real value. In this
edition, we consult over 20 thought leaders, including business
executives, entrepreneurs, academics, and our own experts, to
discuss the issues that reflect the new face of marketing. We lay
out how CMOs can begin to prepare themselves to meet these
challenges. We found that purpose-led organizations are winning —
consumers feel gratitude toward companies that have “given back”
during the ongoing health crisis and prioritize such organizations
when considering purchases.

Uncover Innovations that Matter

In the fifth edition of Conversations for Tomorrow, we take a
360-degree look at innovation. We've gathered the perspectives
of leadinginnovators and experts, with key contributorsincluding
a Nobel Prize laureate, a Turing Award winner, the CEOs of Enel
and Capgemini, senior executives from ENEL, Corning, Deutsche
Telekom, H&M, Medtronic, MUFG and Heng Hiap Industries, the
European Commissioner forInnovation, Research, Culture, Education
and Youth, Academics from University of California, Berkeley;
Harvard Business School; and the Pontifical Gregorian University,
Venture capital firm Andreessen Horowitz (known as “a16z”), the
First ever Time Kid of the Year 2020, and Capgemini’'s own experts.

Nurturing the Future of Work

The pandemic has reshaped the future of work. In this edition,
we look at how organizations can successfully implement the
necessary transformations. We evaluate strategies such as refining
andstrengthening purpose; empowering talent; nurturing future
skills. This edition features insights from a Nobel Laureate in
Economics, the CEOs of Schneider Electric and Capgemini, the
European Commissioner for Jobs and Social Rights, CHROs and
senior executives from HSBC, Ericsson, Stellantis, ANZ, Microsoft,
LinkedIn, and Girls Who Code, Academics and experts from the
Harvard Business Schooland the OECD, a Rugby World Cup winner,
plus, Capgemini's own experts.
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1.5.3 Financial highlights

Consolidated financial statements

(in millions of euros) 2018 2019M 2020 2021 2022
Revenues 13,197 14,125 15,848 18,160 21,995
Operating expenses (11,600) (12,384) (13,969) (15,820) (19,128)
Operating margin* 1,597 1,741 1,879 2,340 2,867
% of revenues 12.1% 12.3% 11.9% 12.9% 13.0%
Operating profit 1,251 1,433 1,502 1,839 2,393
% of revenues 9.5% 10.1% 9.5% 10.1% 10.9%
Profit For the year attributable to

owners of the Company 730 856 957 1,157 1,547
% of revenues 5.5% 6.0% 6.1% 6.4% 7.0%

Earnings per share

Average number of shares outstanding during the period 167,088,363 166,171,198 167,620,101 168,574,058 170,251,066

Basic earnings per share (in euros) 4.37 5.15 5.71 6.87 9.09
Normalized earnings per share* (in euros) 36.06 36.76 (3)7.23 39.19 (311.52
Dividend per share for the year (in euros) 1.70 1.35 1.95 2.40 3.25@
Goodwill (at December 31) 7,431 7,662 9,795 10,633 11,090
Equity attributable to owners of the Company

(at December 31) 7,480 8,424 6,103 8,467 9,727
(Net debt)/net cash and cash equivalents*

(at December 31) (1,184) (600) (4,904) (3,224) (2,566)
Organic free cash flow* (at December 31) 1,160 1,288 1,119 1,873 1,852
Average number of employees 204,904 216,104 251,525 292,690 347,758
Number of employees (at December 31) 211,313 219,314 269,769 324,684 359,567

(1) 2019 data reflects the application of IFRS 16, Leases, using the modified retrospective method.

(2) 2020 data reflects the consolidation of Altran from April 1, 2020.

(3) Excluding anincome tax expense of €73 million, €36 million, €60 million and €53 million, respectively, in 2022, 2021, 2019 and 2018 and income tax income of €8 million in
2020, due to the transitional impact of the US tax reformin 2017.

(4) Subjecttoapproval by the Shareholders’ Meeting of May 16, 2023.

*  Thealternative performance measures monitored by the Group (operating margin, normalized earnings per share, net debt/net cash and cash equivalents and organic free
cash flow) are defined in Note 3 — Alternative performance measures and broken down in Note 11 — Earnings per share, Note 22 — Net debt/net cash and cash equivalents
and Note 23 — Cash flows.
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1.5.4 Non-financial indicators

Change
Scope 2019 2020 2021 2022 vs 2019
Average total headcount C 216,104 - - -
C+A - 251,525 292,690 347,758
Number of people hired by the Group ¢ 63,728 ) . )
(external hiring) C+A - 47,002 139,594 140,789
Share of women in the workforce (%) C 33 34.9 - -
C+A - 33.7 35.8 37.8
Share of Vice-President promotions C 29 30 - -
o e (e alpromotiors ., - me o
Total number of training hours (millions) C 9.2 9.8 - -
- - 12.8 17.4
Scope 1 &2 emissions (ECO,e) 152,636 - 63,392 20,189 -87%
Business travel/employee in tCO,e/head 1.26 - 0.18 0.39 -69%
Commuting/employee in tCO,e/head 1.09 - 0.12 0.41 -62%
Scope 3 —Purchased goods & services (tCO,e) 300,565 - 332,977 406,035 35%
TOTAL OPERATIONAL EMISSIONS (tCO,e) 833,438 - 287,725 394,512 -53%

Scope: (C) stands for Capgemini legacy, (A) stands for Altran legacy and (C+A) for Capgemini group.
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Benchmark Corporate Governance Code and Board of Directors’

report on Corporate Governance

The Board of Directors’ report on Corporate Governance was
prepared pursuant to:

— the provisions set out in the last paragraph of Article
L. 225-37, Article L. 225-37-4 and Article L. 22-10-10 of the
French Commercial Code (Code de commerce);

— the recommendations set out in the “Corporate Governance
Code” issued jointly by AFEP and MEDEF (French private
business associations) in December 2008 (recommendations
immediately adopted by our Board of Directors as a
benchmark), as revised in January 2020 and its application
guidelines;

— as well as the rules of good governance, adopted, applied
and complied with continuously by the Capgemini group
since the closing of its first fiscal year on December 31, 1968
(i.e. more than 50 years ago!).

This report was approved by the Board of Directors on February 20,
2023, following its review by the Compensation Committee and
the Ethics & Governance Committee.

A detailed Cross-Reference Table is presented for the Corporate
Governance report in Section 9.3 of the Universal Registration
Document (Cross-Reference Table for the management report).
Most of the information is presented in Chapter 2.

Underthe “Comply or Explain” rule provided forin Article L. 22-10-10,
paragraph 4, of the French Commercial Code and stipulated in
Article 27.1 of the AFEP-MEDEF Corporate Governance Code for
listed companies revised in January 2020, the Company considers
thatits practices comply fully with the recommendations of the
current AFEP-MEDEF Code.

Itis noted that the AFEP-MEDEF Code was amended in December 2022
with theinclusion of new recommendations strengthening the duties
of the Board Directors with regard to sustainable development
issues. These recommendations will be applicable in 2024 for
Shareholders’ Meetings held to approve financial statements for
periods beginning on or after January 1, 2023.

The AFEP-MEDEF Code and its application guidelines may be
consulted at https://afep.com/en/ or https://www.medef.com/en/.
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2.1 Company management and administration

2141

The Capgemini group was founded over 50 years ago in 1967
by Mr. Serge Kampf, who was still Honorary Chairman and Vice-
Chairman at the time of his death on March 15,2016. Capgemini was
marked by his quite exceptional personality. He was an exceptional
entrepreneurand a captain of industry the likes of which are rarely
seen.In 1967, he was among the first to understand the role of an
IT services company. He had taken the Group to the top of its sector
when he handed Mr. Paul Hermelin the Executive Management of
the Group in 2002, followed by the Chair of the Board in 2012. He
built the Group based on principles that still apply today: a spirit of
enterprise, a passion for clients, an obsession to help employees
grow, ethical conduct at all times and performance at its best.

History

The story of this half-century can be splitinto four major periods:

— period one (1967-1996):
29 years of independence

Sogetiwas created in Grenoble in October 1967 as a “traditional”
limited liability company, managed nearly 30 years by the same
Chairman and Chief Executive Officer, Mr. Serge Kampf, its founder
and the uncontested leader of a brilliant team of managers that he
formed around him and never ceased to promote. Fully conscious
that the Group — if it were to attain the increasingly ambitious
objectives that he set each year — could not restrict much longer
its financial capacities to those of its founding Chairman, Mr. Serge
Kampf finally accepted in January 1996 under friendly pressure
from the two other “main” shareholders (CGIP, a partner since
1988 and Daimler Benz, shareholder since 1991):

— to propose to the Shareholders’ Meeting of May 24, 1996
the merger-absorption within Capgemini of the two holding
companies that had until then enabled him to retain majority
control;

— to participate (personally in the amount of FRF 300 million)
in a share capital increase of FRF 2.1 billion, with the balance
subscribed in equal parts (FRF 900 million) by Daimler
and CGIP;

— and finally to transfer the head office from Grenoble to Paris.

In May 1996, at the end of this initial period, the Group had
25,000 employees (7,000 in France, nearly 4,000 in the United
States, some 12,000 in the triangle formed by the UK, Benelux
and the Nordic countries and around 2,000 across approximately
10 other countries) —a 625-fold increase on its initial headcount!
—and reported annual revenues of approximately FRF 13 billion
(€2 billion), i.e. per capitarevenues of around FRF 520,000 (€80,000).

— period two (1996-2002):
a change in ownership

OnMay 24,1996, asannounced in January to key Group managers,
Mr. Serge Kampf presented his proposals to the Shareholders’
Meeting which adopted them with a large majority. Just after,
a two-tier structure — more familiar to the German shareholder
than the French société anonyme—was introduced for a four-year
period, with Mr. Serge Kampf as Chairman of the Management
Board and Mr. Klaus Mangold (Daimler-Benz) as Chairman of the
Supervisory Board. One year later, following Daimler-Benz's decision
to refocusonits core businesses (a decision confirmed soon after
by the spectacular takeover of Chrysler), this latter was replaced by
Mr. Ernest-Antoine Seilliere, Chairman of CGIP (now the principal
shareholder of the Group, with 30% of the share capital). At the
end of this four-year period, the Shareholders’ Meeting of May 23,
2000 held to approve the 1999 financial statements decided not
to renew this two-tier governance structure and to reinstate Mr.
Serge Kampfin his duties as Chairman and Chief Executive Officer
and to create at his request a position of general manager, which
had never really existed within the Group. The first holder of this

2022 UNIVERSAL REGISTRATION DOCUMENT

position was Mr. Geoff Unwin, already considered to be the Group’s
number two within the Management Board.

At the end of the 1990s, having recovered its independence,
Capgemini benefited fully from the euphoria generated by the
“internet bubble”, the Year 2000 and the birth of the Euro. The
Group had great ambitions. A major milestone was reached in 2000
with the acquisition of Ernst & Young Consulting, making Capgemini
anew global leaderinits sector and consolidating its positions in
the United States. However, the Group was hit hard by the 2001
economic crisis triggered by the burst of the internet bubble and
difficulties integrating Ernst & Young Consulting.

In December 2001, after a difficult year whose disappointing
results only confirmed the threat of recession hanging over the
global economy at that time, the Group had 55,000 employees
and reported annual revenues of around €7 billion, i.e. per capita
revenues of approximately €125,000, more than 50% above that of
the first period but merely the reflection of the incorporationin the
headcountin May 2000 of 16,643 consultants from Ernst & Young.

Taking note of the decision made — and confirmed - by Mr.
Geoff Unwin to retire in the near future, the Board of Directors
decided, at the recommendation of its Chairman, to appoint as
his replacement Mr. Paul Hermelin, who became Group general
manager alongside Mr. Serge Kampf, Chairman and Chief Executive
Officer, on January 1, 2002.

— period three (2002-2012):
a well-prepared power transfer

OnJuly 24,2002, Mr. Serge Kampf took the initiative to recommend
tothe Board of Directors—which accepted —to separate the duties
of Chairman and Chief Executive Officer, as recently made possible
by the New Economic Regulations Law (NRE). He considered that
after creating, expanding, leading and managing the Group for
35years, the time had come for him to give more power and visibility
to the person he considered the best qualified to succeed him one
day. This two-man team operated efficiently and in harmony for
10 years, although, according to Mr. Serge Kampf, this was due
more to the relationship of trust, friendship and mutual respect
between the two individuals than what the NRE says regarding
the respective roles, powers and responsibilities of the Chairman
and the Chief Executive Officer.

Despite the heavy storm which battered the Group during the first
four years of this period, the Group invested considerable sums
in major restructuring operations, the most obvious outcome of
which was the reinvigoration of all Group companies: for example,
atthe end of 2011, the Group had 120,000 employees (compared
with 55,000 employees 10 years previously) and reported revenues
of €10 billion compared with €7 billion in 2001.

— period four (2012 to this day):
anew dimension for the Group

Capgemini has had the same goal since 1967: helping businesses
to be more efficient, innovative and agile through technology.
Since its foundation, Capgemini has been known for its boldness,
and its desire to build, develop and help its employees grow, to
best serve its clients.

On April 4, 2012, as he had already implied two years previously
on the renewal of his term of office, Mr. Serge Kampf informed
Directors that “after having enjoyed the benefits of separation for
10 years” he had decided to place this office back in the hands of
the Board of Directors. He recommended a return at this time to
the “standard” method of governance (that of a company in which
the duties of Chairman and Chief Executive Officer are exercised
by the same individual) and the appointment as Chairman and
Chief Executive Officer of the current Chief Executive Officer,
Mr. Paul Hermelin, who had widely demonstrated, throughout a
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“probationary period” of a rather exceptional length, his ability
to hold thisrole.

At its meeting of April 4, 2012, the Board followed these
recommendations and solemnly conferred on Mr. Serge Kampf the
title of “Honorary Chairman” and function of Vice-Chairman, which
he retained until his death on March 15, 2016. At the Shareholders’
Meeting of May 24, 2012, Mr. Serge Kampf passed the torch to Mr.
PaulHermelin, who became Chairman and Chief Executive Officer
of Capgemini. “The Group is assured to continue its great story”,
emphasized its founder at this time. The Shareholders’ Meeting
gave a standing ovation in honor of Mr. Serge Kampf's immense
contribution to the developmentand reputation of the Company.
Since the appointment of Mr. Paul Hermelin as Chief Executive
Officerin 2002 and then as Chairman and Chief Executive Officer
in 2012, and the return to growth in 2004, the Group has set a
course for new horizons. Firstly geographic, with expansionin India,
the keystone of the Group's industrialization process. Two major
milestones were reached with the acquisition of Kanbay in 2007
followed by IGATE in 2015, both US Financial Services specialists
withastrong presenceinIndia. The Group also expanded in Brazil,
taking control of CPM Braxis in 2010, a leading Brazilian player.
These new horizons are also technological. The Group launched
new offeringsintegrating major changes such as cloud computing,
digital and big data and meeting cyber security challenges.

In 2018, the Group remodeled its organizationin line with the new
ambitions set by the Board of Directors and Group Management: the
maturity achieved by all the business lines now enables the Group
to be organized around the client relationship. This organization
enables Capgeminito better draw on the full range of its expertise
and develops synergies between businesses, offerings and the
geographical areas where the Group serves its clients.

2.1.2 Governance structure

Following the acquisition in April 2020 of Altran, a global leader
in engineering and R&D services, Capgemini and Altran formed
a global digital transformation leader for industrial and tech
companies, ready to deploy the full promise of Intelligent Industry.
This new group enjoys a unique position for bringing the power of
new technologies and data to leading industrial and technology
players across the globe.

It was in this dynamic context that the Board of Directors’ meeting
of September 16, 2019 chose Mr. Aiman Ezzat, Chief Operating
Officer, to succeed Mr. Paul Hermelin as Chief Executive Officer
at the end of the Shareholders’ Meeting of May 20, 2020. This
decision was taken after a management succession internal
process launched in 2017. A governance structure separating the
duties of Chairman and Chief Executive Officer, under which Mr.
Paul Hermelin remained Chairman of the Board and Mr. Aiman
Ezzat became Chief Executive Officer of the Company, as the sole
Executive Corporate Officer, was therefore implemented by the
Board of Directors following the Shareholders’ Meeting of May 20,
2020. With this new governance structure, revised in May 2022,
Capgeminiiswriting the next Chapterinits history with the passion
and collective energy that characterize the Group, and continue
making Capgemini a global and responsible leader in its sector.

On December 6,2021, Capgeminiannounced its ESG objectives to
strengthen the impact of its sustainable development strategy. In
accordance with commitments madein early 2021, Capgemini set
aframework of priorities and ambitious medium-term objectives
through this ESG policy, covering each of the three ESG pillars
and impacting the 11 United Nations’ Sustainable Development
Goals that are relevant to its business. The eight priorities and
11 objectives in the Group's new ESG policy are presented in
Chapter 4 of this document.

BALANCED GOVERNANCE, TAILORED TO CAPGEMINI'S SPECIFIC REQUIREMENTS

The Company’s Board of Directors seeks to implement a balanced
governance structure tailored to Capgemini and able to adapt to
the circumstances and challenges specific to the Group, as well
as changes in best practices in this area. It chooses between two
general management approaches: combining or separating the
duties of Chairman of the Board and Chief Executive Officer.

Current governance structure

The Company’s current governance structure separates the duties of
Chairman of the Board of Directors, exercised by Mr. Paul Hermelin,
and Chief Executive Officer, exercised by Mr. Aiman Ezzat.

It was in the context of Mr. Hermelin's managerial succession
prepared since 2017, that the Board of Directors of May 20, 2020
unanimously decided, at the recommendation of the Ethics &
Governance Committee, to separate the duties of Chairman and
Chief Executive Officer with immediate effect. During this meeting,
Mr. Paul Hermelin, the current Chairman and Chief Executive
Officer, was confirmed as Chairman of the Board of Directors for the
remainder of his term of office as Director, and Mr. Aiman Ezzat was
appointed Chief Executive Officer for his term of office as Director.
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The Board of Directors’ meeting of May 19, 2022 decided to continue
this separated governance structure following the renewal of
Mr. Paul Hermelin's term of office as Director for a period of four
years by the Shareholders’ Meeting. The members of the Board
of Directors also reappointed Mr. Hermelin as Chairman of the
Board of Directors.

The Board of Directors considers the separation of the duties of
Chairman and Chief Executive Officer to be the most appropriate
governance model for the Company following the successful two-year
management hand-over phase. It wishes the Company to continue
to benefit from Mr. PaulHermelin's expertise and experience and his
in-depth knowledge of the Group. The extensive duties previously
entrusted to the Chairman of the Board of Directors during the
management hand-over phase came to an end in May 2022 at the
end of the Shareholders’ Meeting (see the Section below, Role and
duties of the Chairman of the Board of Directors).
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In addition, the Board of Directors also decided to retain the
position of Lead Independent Director for as long as the duties of
the Chairman of the Board are assumed by a director who is not
independent as defined by the AFEP-MEDEF Code to which the
Company adheres, asis currently the case. Mr. Frédéric Oudéa was
confirmedin his duties as Lead Independent Director by the Board
of Directors’ meeting of May 19, 2022 following the renewal of his
term of office as a Director for a period of four years (see below
for more information on his role and duties).

Executive Corporate Officer succession procedure

The Ethics & Governance Committee is responsible for preparing
the work and deliberations of the Board of Directors regarding
the appointment by the Board of Executive Corporate Officers.

To prepare Executive Corporate Officer transition, the Committee
draws up and updates a succession plan: Chairman, Chairman and
Chief Executive Officer or Chief Executive Officer, Chief Operating
Officers. It examines the Group's “talent pool” forindividuals capable
of becoming Executive Corporate Officers and particularly members
of the Group Executive Committee. As such, it isinformed of the
annual performance of these individuals and any developments
concerning them.

The Chairman of the Board of Directors participates in the work
of the Ethics & Governance Committee on theseissues, other than
those that directly concern him.

In 2022, the Ethics & Governance Committee performeditsannual
review of the procedures implemented by Group Management
to manage succession plans for Executive Management (Group
Executive Board and the Group Executive Committee) to ensure
talent able to assume the highest operational and functional
responsibilities in the Group has been identified, while remaining
open to the addition of new talent. The Committee also reviewed
the process implemented by Group Management to identify and
prepare potential internal candidates for the Chief Executive
Officer succession when the day comes.

In addition, the Board of Directorsimplemented a succession plan
enabling the immediate appointment of an interim successor in
the event of the death or sudden incapacity of the Chairman of
the Board of Directors or the Chief Executive Officer. The aim of
this planis to ensure business continuity pending the appointment
of a future successor by the Board of Directors. This plan was
approved by the Board of Directors’ meeting of March 18, 2021
and renewed in 2022 at the recommendation of the Ethics &
Governance Committee.

Powers of the Chief Executive OFfficer

Since May 20, 2020, Mr. Aiman Ezzat carries out the duties of Chief
Executive Officer of the Company.

In accordance with Article 15-4 of the Company’s bylaws, the
Chief Executive Officer has the most extensive powers to act in
all circumstancesin the name of the Company. He exercises these
powers within the limit of the corporate purpose and subject to
the powers expressly entrusted by law to Shareholders’ Meetings
and the Board of Directors. He represents the Company in its
dealings with third parties.
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Limits on the powers of the Chief Executive Officer

The Charter stipulates that the Chief Executive Officer must seek
and obtain prior approval from the Board of Directors for any
decision whichis of major strategicimportance or whichis liable to
have a materialimpact, either directly orindirectly, on the financial
position or commitments of the Company or those of one or more
of its principal subsidiaries. This applies in particular to:

— the draft annual budget prepared in accordance with the
three-year plan;

— the approval of the annual investment and divestment
budget;

— the conclusion of material strategic alliances;

— acquisitions or disposals of assets or investments not
recorded in the annual investment budget, individually
worth more than €100 million, or for smaller investments,
resulting in the €300 million cumulative annual ceiling being
exceeded;

— financial transactions with a material impact on the
Company financial statements or the consolidated financial
statements of the Group and particularly issues of securities
granting access to the Company's share capital or market
debtinstruments;

— the grant to employees of incentive instruments granting
access to the Company’s share capital and particularly
performance shares;

— materialinternal reorganization transactions;
— material changes to the scope or range of businesses;

— increases or decreases in the share capital of a direct
subsidiary of Capgemini, concerning an amount in excess of
€50 million;

— specific authorizations concerning the granting of pledges,
security and guarantees, other than the delegation of
authority granted annually to him up to the maximum
amount set by the Board of Directors.

The limits on the powers of the Chief Executive Officer also apply,
where applicable, to the Chief Operating Officers.

Role and duties of the Chairman of the Board of Directors

Since May 20, 2020, Mr. Paul Hermelin carries out the duties of
Chairman of the Board of Directors. Following the renewal of his term
of office as Director for a period of four years by the Shareholders’
Meeting of May 19, 2022, the Board of Directors decided, at the
end of the Shareholders’ Meeting, to reappoint Mr. Paul Hermelin
as non-executive Chairman of the Board of Directors for his term
of office. Given the end of the management hand-over phase at
this date, the Board of Directors decided to end the extended
duties of the Chairman of the Board of Directors and return to a
“standard” Chairman role.

In accordance with Article 14.2 of the Company'’s bylaws and the
Board of Directors’ Charter, the Chairman of the Board of Directors
chairs meetings of the Board of Directors. He prepares, organizes
and leads the work of the Board of Directors and sets the agenda
of meetings. He oversees the proper operation of the Company’s
bodies and the correct implementation of Board decisions. He
ensures that Directors are able to carry out their duties and have
allinformation necessary for this purpose.

He is regularly informed by the Chief Executive Officer of major
events involving the Group and may request him to provide any
specificinformation to advise the Board and its Committees.
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The Chairman of the Board of Directorsis the only person authorized
to speak on behalf of the Board, with the exception of any specific
assignmententrusted to the Lead Independent Director pursuant
to the dialogue with shareholders provided for in the Board of
Directors’ Charter.

The Chairman of the Board of Directors reports on the work of
the Board of Directors to Shareholders’ Meetings which he chairs.

The Chairman of the Board of Directors chairs and leads the
Strategy & CSR Committee.

In all his assignments other than those conferred by law, the
Chairman of the Board of Directors acts in close conjunction with
the Chief Executive Officer, who has responsibility for the general
and operational management of the Company. In this context, the
Chairman of the Board of Directors may represent the Group, notably
with bodies, institutions and public authorities. The Chairman of
the Board of Directors shall devote his best efforts to promoting
the Group's values, culture and reputation.

Lead Independent Director

As part of the constant drive to improve governance within the
Company, the position of Lead Independent Director was created
in May 2014.

The Board of Directors’ Charter states that when the duties of
Chairman of the Board of Directors and Chief Executive Officer are
exercised by the same person, the Board of Directors appoints a
Lead Independent Director. In the case of separation of the duties of
Chairman of the Board of Directors and Chief Executive Officer, the
Board of Directors may also choose to appoint a Lead Independent
Director. This appointment is essential when the Chairman of the
Board of Directors is not an Independent Director as defined by
the AFEP-MEDEF Code, as is currently the case.

The duties of the Lead Independent Director are entrusted by the
Board to the Chairman of the Ethics & Governance Committee,
elected by the Board of Directors from amongits members classified
asindependent. The duties of the Lead Independent Director and
Chairman of the Ethics & Governance Committee may be revoked
at any time by the Board of Directors.

As forany other Director, the Lead Independent Director may be a
member of one or more specialized board committees in addition
to the Ethics & Governance Committee that he chairs. He may also
attend the meetings of specialized board committees of which he
is not a member.

During the last Board assessments, the Directors expressed their full
satisfaction with the creation of the position of Lead Independent
Director, the role and activities enabling the balance desired by
the Board to be achieved, in line with best governance practices.

Since May 20, 2021, the duties of Lead Independent Director have
been performed by Mr. Frédéric Oudéa, Independent Director. In

2022, the Board of Directors reappointed Mr. Frédéric Oudéa as
Lead Independent Director at the end of the Shareholders’ Meeting
of May 19, 2022 which approved the renewal of his term of office
as Director for a period of fours years.

Duties of the Lead Independent Director

Inaccordance with the Board of Directors’ Charter and the decisions
of the Board of Directors, the Lead Independent Director has the
following duties:

— he is consulted by the Chairman of the Board of Directors
on the proposed Board meeting schedule presented for
the approval of the Board and on the draft agenda for each
meeting of the Board of Directors;

— he can propose to the Chairman the inclusion of items on the
agenda of Board of Directors’ meetings at his own initiative
or at the request of one of more Board members;

— he can bring together Board members in the absence
of Executive Corporate Officers in so-called “executive
sessions”, at his own initiative or at the request of one of
more Board members, to discuss a specific agenda; he chairs
any such sessions;

— heleadsthe assessment of the composition and performance
of the Board of Directors and its specialized committees;

— hesteers the search for and selection of new directors;

— he chairs meetings of the Board of Directors convened
to assess the performance and/or compensation of the
Chairman and Chief Executive Officer or the Chairman where
these duties are separated;

— he holds regular discussions with the other Directors to
ensure they have the means necessary to perform their
duties in a satisfactory manner and in particular that they
receive sufficient information prior to the Board meetings;

— heconductsspecificreviews to verify the absence of conflicts
of interest within the Board of Directors;

— he may be called on, at the request of the Chairman, to
communicate with Company shareholders on governance
and Executive Corporate Officer compensation issues and
informs the Chairman and the members of the Board of
Directors of any contacts he may have in this respect;

— he reports on his actions to the Annual Shareholders’
Meeting.

The Lead Independent Directoris assisted by the Board Secretary
in the administrative tasks relating to his duties.

Thereporton hisworkin 2022 is presented in Section 2.2.2 (Activities
of the Board of Directors in 2022).

Accordingly, the Group’s governance enjoys an active, diligent and independent Board of Directors with a collective
approach to its organization and the vigilant authority of a Lead Independent Director with specific powers and duties.
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2.1.3 Composition of the Board of Directors

AN INDEPENDENT AND BALANCED BOARD OF DIRECTORS

“THE CAPGEMINI
BOARD OF DIRECTORS
POSSESSES A WIDE
RANGE OF EXPERTISE,

Paul Hermelin
Chairman of the Board of Directors

ADAPTED TO THE

Frédéric Oudéa
Lead Independent Director & Chairman
of the Ethics & Governance Committee

CURRENT AND FUTURE
CHALLENGES FACING
THE GROUP.”

The Board of Directors seeks to implement a balanced governance structure tailored to Capgemini and able to adapt
to the circumstances and challenges specific to the Group. True to its history and the Group’s values, its action seeks
to achieve the goal of sustainable and responsible growth, which has defined Capgemini for over 50 years.

13+2

Board of Directors’

83%

Independent Directors?

4 years 1

Director representing employee shareholders

Average length of office

w: 42% m: 58%

Gender Balance3

40%

Internationalization

57 years

Average age

2

Directors representing employees

NB: Information at December 31, 2022. 1. 13 directors were elected by shareholders; the two directors representing employees were appointed
in accordance with the employee representation system. 2. The directors representing employees and employee shareholders are not taken into account
in calculating the independence rate, in accordance with the provisions of the AFEP-MEDEF Code. 3. The directors representing employees and employee
shareholders are not taken into account in calculating this percentage, in accordance with the provisions of the French Commercial Code.

At December 31, 2022, the Capgemini SE Board of Directors has
15 members, including 13 members elected by Shareholders’ Meeting
and two members appointed in accordance with the employee
representation system. 83% of its members are independent,
40% have international profilesand 42% are women. Directors are

appointed for a period of four years. Directors are appointed by
the Shareholders’ Meetings, orin the case of employee Directors,
in accordance with the Company’s bylaws.

Furtherinformation on the provisions of the bylaws governing the
Board of Directors is presented in Section 8.1.17.

Composition of the Board — a range of profiles and experience

Board of Directors composition policy and objectives

Itisthe Board of Directors’ policy to regularly assess its composition
and the various areas of expertise and experience contributed
by each of its members. It also regularly identifies the direction
to be taken to ensure the best possible balance with regards to
international developmentand the diversity of the Group’s employees,
changesinitsshareholding base and the various challenges facing
Capgemini. It ensures that the Board retains a range of experience
and nationalities and respects gender balance, while ensuring the
commitment of all Directors to the Group’s fundamental values. To
thisend, the work of the Ethics & Governance Committee, chaired
by the Lead Independent Director, is invaluable.
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Duringits meeting on February 14,2022 and at the recommendation
of the Ethics & Governance Committee, the Board of Directors
decided to renew the following objectives forits composition for
the period 2022-2026:

(i) internationaldiversificationto reflect changesin Capgemini's
geographic spread and businesses;

(i) diversity of profiles and expertise;

(iii) staggered renewal of terms of office; and

(iv) maintenance of a measured number of Directors enabling
coherence and collective decision-making.
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Implementation in 2022 of the 2022-2026 objectives and results

The following table summarizes the implementationin 2022 of the  and Directors representing employee shareholders, who are
various objectives regarding the Board of Directors’ composition.  appointed in accordance with specific legal provisions.
These objectives do notinclude Directors representing employees

Objective

Implementation and results in 2022

International diversification
to reflect changes

in the Group's geographical
spread and businesses

Diversification of profiles
and expertise

Staggered renewal
of terms of office

Maintenance of a measured
number of Directors enabling
coherence and collective
decision-making

The appointment of Ms. Maria Ferraro, a Canadian citizen, as Director by the Shareholders’ Meeting
of May 19, 2022, enabled the further international diversification of the Board's composition.

Since May 19, 2022, 40% of Directors have an international profile.

The appointments of Ms. Maria Ferraro and Mr. Olivier Roussat enriched the diversity of profiles on
the Board and enabled it to benefit from their solid experience.

Ms. Maria Ferraro has acquired throughout her career financial expertise and solid experience in the
manufacturing, technology and energy sectors within a global group at the heart of the Intelligent
Industry’s development. She brings to the Board her inclusion and diversity expertise, as well as her
knowledge of European and Asian markets.

Mr. Olivier Roussat is Chief Executive Officer of a global construction, energy and transportinfrastructures
group, which is also a leader in the French media sector and a major telecoms player in France. He
brings to the Board his sector experience, particularly in the telecoms and media sector, as well as
his expertise in digital and technology transformation.

Terms of office continued to be renewed on a staggered basis with the various nominations made
during the 2022 Shareholders’ Meeting. Three of the four director offices expiring were renewed and
two new directors were appointed.

In 2022, the number of Directors increased from 14 to 15 following the reappointment of three of
the four Directors whose terms of office expired and the appointment of two new Directors. The
Board considers that a number of 14/15 Directors enables coherent and collective decision-making.

RESULTS OF THE APPLICATION OF THE BOARD OF DIRECTORS' DIVERSITY POLICY IN 2022

Tenure

3 4

7 years
and more

3to6years

Diversity* Nationality

6 9 1 1 1 3 9

c
9]
€

women
United
Kingdom
Spain
Canada
Germany
France

* Scope covers all members of the Board (whereas percentage of women on the Board - currently 42% — excludes Directors representing employees
and employee shareholders as per French law).
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DIRECTOR SELECTION PROCESS

Onboarding
of the new Director

Formalization and ranking
@ of the selection criteria
for potential candidates

Selection
process

Board decision and
Shareholders’ meeting
approval

©

Search and selection
of new Directors

Candidate interviews and
issuing of a recommendation
to the Board of Directors

When one or more directorships become vacant, or more broadly
when the Board of Directors wishes to expand or modify its
composition, the Ethics & Governance Committee documents and
ranks the selection criteria for potential candidates, taking account
of the desired balance and diversity of the Board's composition. The
Committee takesinto account the diversity policy and the 2022-2026
objectives defined by the Board of Directors, as presented above.

Based on these criteria, the Committee Chairman steers the search
for and selection of new directors, where appropriate with the
assistance of an external consultant, and conducts the necessary
verifications.
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The members of the Ethics & Governance Committee theninterview
the candidates and issue a recommendation to the Board of
Directors. The Chairman of the Board of Directors and the Chief
Executive Officer are involved in the selection process.

In preparation of the 2022 Shareholders’ Meeting, the Ethics &
Governance Committee focused on furthering the international
diversification of the Board of Directors and increasing the number
of female directors, as well as adding Technology, Digital and
Intelligent Industry expertise.

A specific selection process exists for Directors representing
employees and Directors representing employee shareholders,
in accordance with prevailing regulations. For more detailed
information, please refer to Section 8.1.17.
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Experience & expertise represented

The change in the composition of the Board of Directors in
recent years, has enabled the replacement of a large number of
its members, increasing the number of independent and female
directors and reducing the average age. The Board has also
included a representative of employee shareholders since 2012
and two employee representatives since September 2016, further
contributing to the range of experience and viewpoints.

The Board comprises individuals from diverse and complementary
professionaland cultural backgrounds, true to the Group's history
and values. This enables it to perform its duties collectively and
inan open manner.

A GOOD MATCH BETWEEN DIRECTORS AND THE GROUP’S STRATEGIC FOCUS

In accordance with its diversity policy, the Board of Directors ensures the balance and plurality of expertise on the Board
with regard to the challenges facing the Group. It maintains a range of experience and nationalities and respects gender
balance, while ensuring the commitment of all directors to the Group’s fundamental values.

Data, Digital, Cloud
Services & Consulting
Intelligent Industry

Strategy & understanding
of the Technology industry

Human Resources
& Talent Management

Finance, Audit & Risk
CSR & Ethics

Governance &
Compensation

Operating experience

*Executive and operational
positions in leading groups

Variety of origins

Private sector
Public sector
Capgemini employees

The Board of Directors therefore decided to adopt the following objectives for its composition for the period 2022-2026: 01. International diversification
to reflect changes in Capgemini's geographical spread and businesses. 02. Diversification of profiles and expertise. 03. Staggered renewal of terms of
office. 04. Maintenance of a measured number of directors, enabling coherence and collective decision-making.
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The experience and expertise brought by each Director comprising the Board of Directors at December 31, 2022 (excluding the Chief

Executive Officer) may be summarized as follows.

Experience and expertise of directors (excluding the CEO)

Member of
specialized board

General experience and expertise Expertise committees
&
QO
& P
O S &
£ L D & s
&L & ) \& e < & o
é&d’& é\b °\°g S %Q’& & & &S R > & & 00@ £° S
2 R N o . N
Qzé'\\*\q' S zé& Q& & v ‘o‘\\\ Q’OQ‘;‘& < & \‘\Q &\&*\ . %Q&z g & Z&@'z ?}e@ . &
S Fe° o@b&& & ¥ L& o N & S A S SEE
< S 9 2. 2O & N S 9
W < S B2 P & O 06\0} SE & vboé\ @(JO@ L(JO@ «b@@

A2
Paul Hermelin
Chairman of the Board
Frédéric Oudéa

Lead Independent Director

Xiaoqun Clever
Director

Maria Ferraro

Director
Pierre Goulaieff

Director representing employees

O
A
O
A%

Sién Herbert-Jones () le)
Director

Hervé Jeannin le)
Director representing employee

Belen Moscoso del Prado
Director

Xavier Musca
Director

Patrick Pouyanné
Director

Olivier Roussat
Director

Tanja Rueckert
Director

Kurt Sievers
Director

O
194

Lucia Sinapi-Thomas
Director representing
employee shareholders

64% 100% 64% 71% 57%

Rate by expertise

*Including expertise on climate change

The Board of Directors considers that Directors carrying out or
having carried out the duties of Chief Executive Officer or Chief
Operating Officer of an international group listed on the stock
market bring to the Board all the general expertise listed above
(strategy; human resources and talent management; finance,
audit and risks, CSR and ethics; governance and compensation).
This is the case for Messrs. Hermelin, Oudéa, Musca, Pouyanné,
Roussat and Sievers.

Inaddition, among the Directors demonstrating CSR expertise, the
Board of Directors considers that Ms. Ferraro and Ms. Rueckert, as
well as Messrs. Hermelin, Oudéa, Musca, Pouyanné, Roussat and
Sievers bring specific expertise relating to climate change issues.

A detailed individual presentation of Directors at December 31,
2022, setting out their career path and the offices and duties they
hold and linking to the expertise each of them bring to the Board, is
presentedin Section 2.1.4 of this Universal Registration Document.
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64%

| .

64% 79% 36%

O Committee member @Comm\’tte Chairman

The Board also considers that Mr. Aiman Ezzat, Director and Chief
Executive Officer of Capgemini SE, brings all the above experience
and expertise to the Board of Directors.

Changes in the composition of the Board in 2022

Shareholders’ Meeting of May 19, 2022

The Board of Directors of Capgemini SE, meeting on March 17,
2022 under the chairmanship of Mr. Paul Hermelin, Chairman of the
Board of Directors, and on the report of the Ethics & Governance
Committee, deliberated on changes in the composition of the
Board of Directors at the Shareholders’ Meeting of May 19, 2022.

Ms. Laurence Dors did not seek the renewal of her term of office.

In line with the Board of Directors’ ambition to further the
international diversification of its composition, deepenitsindustry
expertise and enrich the diversity of its profiles, the Shareholders’
Meeting of May 19, 2022 appointed Ms. Maria Ferraro and Mr. Olivier
Roussat as Independent Directors for a term of four years and
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renewed the terms of office of Mr. Xavier Musca and Mr. Frédéric
Oudéa, Independent Directors, as well as that of Mr. Paul Hermelin,
also foraperiod of four years. The Board of Directors’ meeting of

May 19, 2022 also reappointed Mr. Hermelin as Chairman of the
Board of Directors and Mr. Oudéa as Lead Independent Director.

Changes in the composition of the Board of Directors and its specialized committees in 2022

Departures

Appointments

Renewals

Board of Directors

Audit & Risk Committee

Ethics & Governance
Committee

Compensation
Committee

Strategy & CSR Committee

Laurence Dors
Director
(AGM 05/19/2022)

Kevin Masters

Director

representing employees
(01/27/2022)

Laurence Dors
(05/19/2022)

Laurence Dors
(05/19/2022)

Laurence Dors
(05/19/2022)

Kevin Masters
(01/27/2022)

Patrick Pouyanné
(05/19/2022)

Maria Ferraro
Director
(AGM 05/19/2022)

Pierre Goulaieff
Director

representing employees
(01/27/2022)

Olivier Roussat
Director
(AGM 05/19/2022)

Maria Ferraro
(05/19/2022)

Sian Herbert-Jones
(05/19/2022)

Patrick Pouyanné
(appointed
Committee Chairman)
(05/19/2022)

Pierre Goulaieff
(05/19/2022)

Olivier Roussat
(05/19/2022)

Paul Hermelin

Director

(AGM 05/19/2022) -
Chairman of the Board
(Board meeting 05/19/2022)

Xavier Musca
Director
(AGM 05/19/2022)

Frédéric Oudéa

Director

(AGM 05/19/2022) -

Lead Independent Director
(Board meeting 05/19/2022)

Xavier Musca
(Committee Chairman)
(05/19/2022)

Frédéric Oudéa
(Committee Chairman)
(05/19/2022)

Xavier Musca
(05/19/2022)

Paul Hermelin
(Committee Chairman)

(05/19/2022)

At December 31,2022, the Board of Directors therefore comprised
15 directors, with 83% of Independent Directors and 42% of
female Directors (the Directors representing employees and
employee shareholders are not taken into account in calculating
these percentages).

Upcoming changes in the composition of the Board

The Board of Directors will propose to the 2023 Shareholders’
Meeting the appointment of Ms. Megan Clarken and Ms. Ulrica
Fearn as members of the Board of Directors for a period of four
years. These proposals are in line with the Board’s ambition to enrich
the diversity of its profiles, in particular in terms of international
diversification, and deepen its sector expertise.

Ms. Megan Clarken, a New Zealand citizen, is Chief Executive
Officer of a global technology company operating in commerce
media. She has acquired throughout her career a solid expertise in
technology, data and digital transformation as well as experience
in the media and retail sectors. She would also bring to the Board
herinclusion and diversity expertise, as well as her knowledge of
the US and Asia Pacific markets.

Ms. Ulrica Fearn, a Swedish citizen, has acquired throughout her
career a strong financial expertise from multiple senior positions

in leading global companies in the energy, telecommunications
and Consumer Goods & Retail sectors, all of which are industries
leveraging technology as part of their sustainable transformation
journey.

The Board of Directors considers Ms. Megan Clarken and
Ms. Ulrica Fearn to be independent pursuant to the criteria of the
AFEP-MEDEF Code to which the Company refers.

Ms. Xiaoqun Clever has expressed her wish not to renew her
term of office. Ms. Tanja Rueckert, further to a change in her
responsibilities within Bosch, has decided to stand down from the
Board of Directors, effective following the end of the Shareholders’
Meeting of May 16, 2023.

The Board of Directors warmly thanked Ms. Xiaoqun Clever and
Ms. Tanja Rueckert for their respective contributions to the work
of the Board and its Committees throughout their term of office.

Assuming the adoption of these resolutions by the Shareholders’
Meeting of May 16,2023, the composition of the Board of Directors
would therefore count 15 Directors, including two Directors
representingemployees and one director representing employee
shareholders. 83% of its members will be independent ™, 40% will
have international profiles and 42% will be women(.

(1) The Directors representing employees and employee shareholders are not taken into account in calculating this percentage, in accordance with the provisions of the

AFEP-MEDEF Code and the French Commercial Code.
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Independence of the Board of Directors
Independence criteria

In accordance with the definition of independence adopted by the
AFEP-MEDEF Code, a directorisindependent when he/she has no
relationship with the Company, the Group or its Management, that
is likely to impair his/her judgment.

The following criteria are examined, initially by the Ethics & Governance
Committee and then by the Board, to determine whether a director
isindependent (Article 9.5 of the AFEP-MEDEF Code):

— isnotand hasnot been during the course of the previous five
years:

- an employee or Executive Corporate Officer of the
Company,

- an employee or Executive Corporate Officer or director
of a company that the Company consolidates,

- an employee or Executive Corporate Officer or director
of the Company’s parent company or a company that this
parent company consolidates;

— s not an Executive Corporate Officer of a company in which
the Company holds directly or indirectly a directorship or
in which an employee designated as such or an Executive
Corporate Officer of the Company (currently or within the
last 5 years) holds a directorship;

— is not a customer, supplier, corporate bank, financing bank
or advisor:

- material for the Company or its Group,
- or for which the Company or its Group represents a
material share of activity;

Is not and has
not been within

CORPORATE GOVERNANCE
Company management and administration

— does not have close family ties with a corporate officer;

— hasnot beenthe statutory auditor of the Company in the last
5years;

— hasnotbeenadirector of the Company for more than twelve
years (the status of Independent Director is lost on the date
of the twelve-year anniversary).

Ratio and Calculation rules

In companies with widely-held share capital, such as Capgemini SE,
the AFEP-MEDEF Code recommends that at least one-half of Board
members should be independent.

Directors representing employee shareholders and Directors
representing employees are not included when calculating the
Board's independence, in accordance with the provisions of the
AFEP-MEDEF Code. Accordingly, the percentage of independent
Directors on the Capgemini SE Board of Directors at the date
of this Universal Registration Document is calculated based on
12 members and not the full 15 members of the Board.

Review of director independence by the Board of Directors

Based on the report of the Ethics & Governance Committee, the
Board of Directors examined the personalsituation of each of the
members of the Board of Directors with regard to the AFEP-MEDEF
Code independence criteria set-out above during its meeting of
February 20, 2023.

The following table summarizes the classification adopted for each
director following this review, for the 12 directorsincludedin the
calculation of the Board's independence ratio in accordance with
the AFEP-MEDEF Code.

Has not been

the last 5 years, the statutory Has not

an employee auditor of been a

or Executive No material No the Company director for

Corporate No cross- business Ffamily inthe last more than
Officer directorships relationships ties 5years 12 years Classification
Paul HERMELIN X v v Vv v x  Notindependent
Aiman EZZAT X v v v v v Notindependent
Xiaoqun CLEVER v v v v v v Independent
Maria FERRARO v v v v v v Independent
Sidn HERBERT-JONES Vv v v v Vv v Independent
Belen MOSCOSO del PRADO v v v v v v Independent
Xavier MUSCA v v v v v v Independent
Frédéric OUDEA v v v v v v Independent
Patrick POUYANNE v v v v v v Independent
Olivier ROUSSAT v v v v v v Independent
Tanja RUECKERT v v v v v v Independent
Kurt SIEVERS v v v v v v Independent

TOTAL

10 INDEPENDENT DIRECTORS (83%)

X Independence criteria not met.
v Independence criteria met.

Based on the independence criteria set out above, the Board
considered that 10 of its 12 members (excluding Directors
representing employees and employee shareholders), i.e. 83%,
could be considered independent:
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Xiaoqun Clever, Maria Ferraro, Sidn Herbert-Jones, Belen Moscoso
delPrado, Xavier Musca, Frédéric Oudéa, Patrick Pouyanné, Olivier
Roussat, Tanja Rueckert and Kurt Sievers.
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Specific review by the Board of Directors of the business
relationship criteria between Capgemini group and its Directors

During its annual review of the independence of Directors, the
Board of Directors examined, in particular, any business relationships
between Capgemini group and each director or company with
which they are associated, in order to assess the materiality of
these relationships.

This assessment was conducted with regard to both quantitative
and qualitative criteria.

The quantitative assessment was based on a statement of business
flows between Capgemini group and entities that are suppliers
and/or clients of Capgemini and that have directors in common
with Capgemini SE.

This analysis is supplemented by a review of more qualitative
and contextual items reflecting the situations examined, such as
negotiation terms and conditions for the delivery of services, the
organization of the relationship between stakeholders and the
relevant director’s position in the contracting company and the
existence of a long-term relationship or a position of potential
economic dependence.

This review is one of the specific activities conducted by the Lead
Independent Director as part of the procedure to assess the absence
of conflict of interest (see below).

After assessing the above criteria and based on the work of the
Ethics & Governance Committee, the Board of Directors concluded
as follows:

— in 2022, Capgemini SE and its subsidiaries have, in the normal
course of business, delivered services to and/or received
services from companies in which certain of its independent
Directors are executives or directors;

— totheextentthatthe services were contracted under normal
conditions and that the corresponding revenues recognized
by Capgemini and the relevant companies could not be
considered material or to indicate a position of economic
dependence, in the Board of Directors’ opinion these
business relationships were not material for Capgeminigroup
or the relevant companies and did not indicate a situation of
economic dependence or exclusivity and were not likely to
compromise the independence of the Directors concerned.

In addition to procedures performed prior to entering into service
agreements, a specific review was performed of relations with
Crédit Agricole Corporate and Investment Bank (CACIB), as Mr.
Xavier Musca is Chief Executive Officer of CACIB and Deputy Chief
Executive Officer of Crédit Agricole SA. CACIB reported that it
increaseditsinterest above the legal threshold of 10% of the share

Overview of the independent status of the Board of Directors

Percentage of

capitalandvoting rightson June 6, 2022 and indicated that this 10%
threshold was crossed following the conclusion of an agreement
and financialinstruments relating to the Company (. In this context,
Crédit Agricole S.A. disclosed on behalf of its subsidiary CACIB
that the latter had nointention to acquire control of the Company,
implementany kind of strategy concerning the Company, nor ask for
its appointment or the appointment of one or several individuals
as director of the Company. CACIB decreased its interest below
the 10% threshold on June 9, 2022 and disclosed that it held 8.02%
of the share capitaland voting rights of the Company. In addition,
on December 15, 2022, CACIB disclosed that it had increased its
interest above the 9% threshold pursuant to the bylaws following
the share capitalincrease performed on December 15,2022 in the
context of the employee share ownership transaction (ESOP 2022).

The Board of Directors noted that CACIB acted as the structuring bank
forthe most recent Group employee share ownership transactions
(including the latest share capitalincrease on December 15,2022)
and that implementing the leveraged and secure offers requires
the financialinstitution structuring the offer to enterinto on and
off-market hedging transactions, by buying and/or selling shares,
share purchase options and/or all other transactions throughout
the duration of the transactions. The Board of Directors concluded
that these factors were not however likely to compromise Mr.
Xavier Musca's independence.

In addition, itis noted that Capgemini SE owns 17.14% of Azqore,
asubsidiary of CAIndosuez SA (a Crédit Agricole subsidiary) which
operates a platform specializing in banking transactions for wealth
management players. The Société Générale Group announced at the
end of January 2022 thatit had signed an agreement with Azgore
forthe performance of back-office activities and a large part of the
IT services of the Société Générale private bank internationally.

The Company was informed of the procedure implemented by
Crédit Agricole and Société Générale to manage potential conflicts
of interest. In this context, Messrs. Musca and Oudéa, executives
of these companies, do not participate in the decision-making
process for any transactions involving Capgemini.

The Board of Directors considered that these business relations
were not material from Capgemini’s point of view or that of the
relevant companies and did not indicate a situation of economic
dependence or exclusivity and were unlikely to call into question
the respective independence of Messrs. Frédéric Oudéa and
Xavier Musca.

Independence of the Board after the 2023 Shareholders’ Meeting

Assuming the appointment of Ms. Megan Clarken and Ms. Ulrica
Fearn, the percentage of Independent Directors will remain
unchanged at 83% (10 members out of 12).

Independent
Directors*  Classification of Board members**
At the date of the 2022 Universal 83% Xiaoqun Clever, Maria Ferraro, Sidn Herbert-Jones, Belen Moscoso del

Registration Document and at
the end of the Shareholders’
Meeting of May 16, 2023

At the end of the Shareholders’ 83%
Meeting of May 16, 2023

Prado, Xavier Musca, Frédéric Oudéa, Patrick Pouyanné, Olivier Roussat,
Tanja Rueckert and Kurt Sievers
Paul Hermelin and Aiman Ezzat

Megan Clarken, Ulrica Fearn, Maria Ferraro, Sian Herbert-Jones, Belen
Moscoso del Prado, Xavier Musca, Frédéric Oudéa, Patrick Pouyanné,

Olivier Roussat and Kurt Sievers
Paul Hermelin and Aiman Ezzat

* Directors representing employees and employee shareholders are not included in this percentage in accordance with the AFEP-MEDEF Code.

** |In bold: members considered independent by the Board.

(1) Followingthe repeal of the so-called “trading” exception due to the enactmentinto French law of the revised Transparency Directive 2013/50/EU by Order no. 2015-1576 of
December 3, 2015, service providers must include in their threshold crossing disclosures certain agreements or financial instruments deemed to have an economic effect
similar to the ownership of shares, irrespective of whether they are settled in shares or cash (e.g. forward purchases with physical settlement).
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Information on regulated agreements with related parties

No agreements governed by Article L. 225-38 of the French
Commercial Code were authorized by the Board of Directors during
the year ended December 31, 2022.

Internal Charter on regulated agreements

In accordance with Article L. 225-39 of the French Commercial
Code, the Board of Directors’ meeting of February 12, 2020
approved an Internal Charter specifying the methodology used
to (i) identify and classify agreements that should be governed
by the regulated agreements procedure at Company level prior to
their conclusion, renewal or termination, and (ii) regularly assess
whetheragreements on ordinary transactions concluded atarm'’s
length satisfy these requirements.

The Internal Charter and, particularly, the procedure for classifying
agreementsasordinary transactions performed atarm’s length, is
reviewed annually by the Board of Directors, based on a preliminary
study by the Ethics & Governance Committee.

A report on the implementation of the Internal Charter was
presented to the Ethics & Governance Committee during its
meeting of December 1,2022. After analyzing the criteria adopted
to classify agreements as regulated agreements or ordinary
agreements performed at arm’s length during the fiscal year, the
Ethics & Governance Committee recommended that the Board
of Directors not modify the agreement classification criteria in
the Internal Charter.

Absence of conflict of interest

Article 7.1 of the Capgemini SE Board of Directors’ Charter requires
Directors to comply with recommendation no. 20 of the AFEP-
MEDEF Code concerning the prevention of conflicts of interest:

“Although they are themselves shareholders, the Directors represent
allthe shareholders and are required to actin all circumstancesin
the Company’s interest. They are required to notify the Board of
Directors of any one-off conflict of interest or potential conflict
of interest and to refrain from participating in deliberations and
voting on the related decision. Any director who has a permanent
conflict of interest is required to resign from the Board.”

Furthermore, in light of the recommendations of the French
Financial Markets Authority (AMF) and the Corporate Governance
High Committee, the Board of Directorsimplemented an appraisal
procedure to assess any conflicts of interest that may arise from
business relations.

To this end, a statement of business flows between Capgemini
group and entities that are suppliers and/or clients of Capgemini
group and that have directors in common with Capgemini SE is
prepared annually and communicated to the Lead Independent
Director and Chairman of the Ethics & Governance Committee. A
qualitative assessment of situations encountered is also conducted
based on several criteria, as detailed in the Section “Independence
of the Board of Directors” above. In addition, each year Directors
are required to issue a statement to the Company regarding the
existence orabsence, to theirknowledge, of any conflicts of interest.

Based on thisinformation, the Lead Independent Director confirmed
the absence of any conflicts of interest.
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These conflict of interest prevention measures supplement one of
the general duties of the Ethics & Governance Committee which is
to draw the attention of the Chairman of the Board of Directors
to any potential situations of conflict of interest it has identified
between a Director and the Company or its Group or between
Directors. They also provide input for the Board of Directors’ work
on the independence classification of Directors.

Loans and guarantees granted to Directors and managers of
the Company

None.
Declarations concerning corporate officers

As far as the Company is aware, none of the current members of
the Board of Directors:

— hasbeen found guilty of fraud at any time during the last five
years;

— hasbeeninvolvedin any bankruptcy, receivership, liquidation
or company placed in administration at any time during the
last five years with the exception of Mr. Paul Hermelin,
Chairman of The Bridge, a company placed in liquidation
proceedings on October 9, 2019 by the Avignon Commercial
Court and removed from the Companies Register in
March 2022, Ms. Belen Moscoso del Prado, who was a director
of the Spanish company Adveo International, one of whose
subsidiaries has been placed in liquidation and Ms. Xiaogun
Clever who was co-founder and Chief Executive Officer of
LuxNova Suisse, which was placed in liquidation in 2022;

— has been subject to any form of official public sanction and/
or criminal liability pronounced by a statutory or regulatory
authority (including designated professional bodies);

— has been disqualified by a court from acting as a member of
the administrative, management or supervisory bodies of an
issuer or from participating in the management or conduct of
the affairs of any issuer at any time during the last five years.

As far as the Company is aware, there are no:

— conflicts of interest among the members of the Board of
Directors between their duties towards Capgemini and their
private interests and/or any other duties;

— arrangementsoragreementswith the principalshareholders,
customers or suppliers pursuant to which one of the
members of the Board of Directors was selected;

— restrictions accepted by the members of the Board of
Directors on the sale of their investment in the share capital
of Capgemini (other than the obligation under the bylaws
that each director must hold at least 500 shares throughout
their term of office, excluding Directors representing
employees and employee shareholders, and the obligation
for the Executive Corporate Officer to hold shares detailed
in Section 2.3.2);

— service contracts between the members of the Board of
Directorsand Capgeminiorany of its subsidiaries that provide
for the granting of benefits upon termination thereof.

As far as the Company is aware, there are no family ties between
members of the Board of Directors.

CAPGEMINI 47




CORPORATE GOVERNANCE
Company management and administration

2.1.4 Information on the members of the Board of Directors

Overview of the Board of Directors (at December 31, 2022)

Expiry of
term of office Number
Independent  Attendance Board First Shareholders’ of yearson
Director rate (Board) Committees appointment Meeting the Board
Paul HERMELIN No 100% Strategy & CSR (C) 2000 2026 22
Chairman of the Board of Directors
Aiman EZZAT No 100% Strategy & CSR 2020 2024 2
Chief Executive Officer and Director
Xiaoqun CLEVER Yes 100% Audit & Risk 2019 2023 3
Director
Maria FERRARO Yes 100% Audit & Risk 2022 2026 0
Director
Pierre GOULAIEFF No 100% Compensation 2022 2024 0
Director representing employees
Sian HERBERT-JONES Yes 100% Audit & Risk 2016 2024 6
Director Ethics & Governance
Hervé JEANNIN No 100% Strategy & CSR 2020 2024 2
Director representing employees
Belen MOSCOSO DEL PRADO Yes 100% Compensation 2020 2024 2
Director
Xavier MUSCA Yes 100% Audit & Risk (C) 2014 2026 8
Director Ethics & Governance
Frédéric OUDEA Yes 100% Ethics & 2018 2026 4
Director Governance (C)
Patrick POUYANNE Yes 100% Compensation (C) 2017 2025 5
Director Ethics & Governance
Olivier ROUSSAT Yes 100% Strategy & CSR 2022 2026 0
Director
Tanja RUECKERT Yes 100% Strategy & CSR 2021 2025 1
Director
Kurt SIEVERS Yes 86% Strategy & CSR 2021 2025 1
Director Compensation
Lucia SINAPI-THOMAS No 100% Compensation 2012 2024 10

Director representing employee
shareholders

(C): Committee Chairman.

(1) In accordance with the recommendations of the AFEP-MEDEF Code, the total number of offices held by a Director in listed companies must not exceed five
(including the one in Capgemini SE) or three for Executive Corporate Officers (Chairman and Chief Executive Officer, Chief Executive Officer, Chief Operating Officer,

Chairman or members of the Management Board).
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Number

of offices

Number of in listed
shares owned Nationality Age Gendercompanies(
206,188 French 70 M 1
100,269 French 61 M 2
1,000 German 52 F 4

500 Canadian 49 F 3

322 French 56 M 1

1,000 British 62 F 3

12 French 59 M 1

1,000 Spanish 49 F 1
1,000 French 62 M 2
1,000 French 59 M 3
1,000 French 59 M 2

500 French 58 M 3

1,275 German 53 F 1
1,000 German 53 M 2
24,727 French 58 F 3
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Expiry of terms of office of Directors of the Company elected by Shareholders’ Meeting

Name 2023 AGM 2024 AGM 2025 AGM 2026 AGM

Paul HERMELIN, Président du Conseil v
Aiman EZZAT, Directeur général v

Xiaoqun CLEVER® v

Maria FERRARO @ v
Sian HERBERT-JONES @ Vv

Belen MOSCOSO del PRADO @) v

Xavier MUSCA @) () v
Frédéric OUDEA®@

Patrick POUYANNE®) v

Olivier ROUSSAT @ Vv
Tanja RUECKERT @@ v

Kurt SIEVERS @ v

Lucia SINAPI-THOMAS© Vv

Independent Director.

Director no longer classified as an Independent Director on the renewal of their term of office (term of more than 12 years).

Director representing employee shareholders.

Director who has decided to stand down from the Board of Directors, effective following the end of the Shareholders’ Meeting of May 16, 2023.

85ET
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Information on the members of the Board of Directors at December 31, 2022

Since May 19, 2022, the Capgemini Board of Directors has 15 members.
The wide range of their experience and expertise contributes to
the quality of discussions and the smooth operation of the Board,

Date of birth:
April 30, 1952

Nationality:
French

Business address:
Capgemini SE,

11, rue de Tilsitt
75017 Paris

First appointment:
2000

Expiry of term of office:
2026 (Ordinary
Shareholders’ Meeting
held to approve the 2025
financial statements)

Number of

shares held at
December 31, 2022:
206,188

ensuring the best possible balance taking account of the Group's
situation and the different challenges facing Capgemini.

Adetailedindividual presentation of each Directoris presented below.

Chairman of the Board of Directors
Chairman of the Strategy & CSR Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Mr. Paul Hermelin is a graduate of Ecole Polytechnique and Ecole Nationale d’Administration. He spent the
first fifteen years of his professional life in the French government, primarily in the Ministry of Finance. He
held a number of positions in the Budget Office and on various ministry staffs, including that of Finance
Minister, Jacques Delors. He was chief of staff to the Minister of Industry and Foreign Trade from 1991 to 1993.

Mr. Paul Hermelin joined the Capgemini group in May 1993, where he was first in charge of coordinating
central functions. In May 1996, he was appointed member of the Management Board and Chief Executive
Officer of Capgemini France. In May 2000, following the merger of Capgemini and Ernst & Young Consulting,
he became Chief Operating Officer of the Group and Director. On January 1, 2002, he became Chief Executive
Officer of the Capgemini group, followed by Chairman and Chief Executive Officer on May 24, 2012. Under
his guidance and leadership, Capgemini has become a world leader in the transformation and digitization
of companies, seeking to leverage technology to achieve inclusive and sustainable progress.

Following the separation of the duties of Chairman and Chief Executive Officer on May 20, 2020 as part of
the Group Management succession, Mr. Paul Hermelin remained Chairman of the Capgemini SE Board of
Directors.

Mr. Paul Hermelin is also Senior Advisor with the Eurazeo Group since February 2022.
Mr. Hermelin brings to the Board his expertise in corporate growth, transformation and digitization, his
experience ininnovation and technology and hisin-depth knowledge of the Group which he led for 18 years.

Principal office:
Mr. Paul Hermelin has been Chairman of the Capgemini SE Board of Directors since May 20, 2020.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Chairman of the Board of Directors of:
— CAPGEMINI SE* (since May 20, 2020)

Senior Advisor of:
— EURAZEO* (since February 2022)

Chairman of:

— FRENCH TECH GRANDE PROVENCE

— AIX-EN-PROVENCE INTERNATIONAL
MUSIC FESTIVAL

Other offices held in Capgemini group:

Director of:

— CAPGEMINIINTERNATIONAL BV
(since March 2019)

— CAPGEMINITECHNOLOGY SERVICES
INDIA LTD (since August 2017)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Chairman and Chief Executive Officer of:
— CAPGEMINI SE* (until May 2020)

Chairman of:
— THEBRIDGE S.A.S. (until October 2019)

Offices held in Capgemini group:

Chairman of:
— SOGETIFRANCE 2005 S.A.S. (until May 2018)
— ODIGOS.A.S (formerly CAPGEMINI 2015 S.A.S.)
(until October 2018)
— CAPGEMINISERVICE S.A.S. (until May 20, 2020)
— CAPGEMINI LATIN AMERICA S.A.S.
(until May 20, 2020)

Chairman of the Board of Directors of:

— CAPGEMININORTH AMERICA, INC. (USA)
(until May 20, 2020)

— CAPGEMINI AMERICA, INC. (USA)
(until May 20, 2020)

Manager of:
— SCIPARIS ETOILE (until May 20, 2020)

Chief Executive Officer of:
— CAPGEMININORTH AMERICA, INC. (USA)
(until May 20, 2020)

Director of:
— CGSHOLDINGS LTD (UK) (until May 20, 2020)

Chairman of the Supervisory Board of:
— CAPGEMININ.V. (Netherlands)
(until November 27, 2020)

* Listed company.
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Date of birth:
June 11,1970

Nationality:
German

Business address:
Capgemini SE,
11, rue de Tilsitt
75017 Paris

First appointment:
2019

Expiry of term of office:
2023 (Ordinary
Shareholders’ Meeting
held to approve the 2022
financial statements)

Number of

shares held at
December 31, 2022:
1,000

52

Independent Director
Member of the Audit & Risk Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Ms. Xiaoqun Clever holds an Executive MBA from the University of West Florida (USA) and a diploma in
Computer Science and International Marketing from the Karlsruhe Institute of Technology (Germany). She
also studied Computer Science & Technology at the University Tsinghua of Beijing (China).

Ms. Xiaoqun Clever has over 20 years of experience as a technology manager. Born in China, she has held
various senior management positionsininternational corporations. Among others, she spent sixteen years
at SAP SE in various positions, including Chief Operating Officer, Technology & Innovation (from 2006 to
2009), Senior Vice-President, Design & New Applications (from 2009 to 2012) and Executive Vice-President
& President of Labs in China (from 2012 to 2013). From 2014 to 2015, she was Chief Technology Officer of
ProSiebenSat.1 Media SE, a German media company. She was also Chief Technology & Data Officer and member
of the Group Executive Board at Ringier AG, an international media group based in Zurich, Switzerland (From
January 2016 to February 2019).

Ms. Xiaoqun Cleveris a member of the Supervisory Board of Infineon Technologies AG (since 2020). She has
also beenamember of the Board of Directors of Amadeus IT Group S.A. and BHP Group Limited since 2020.

She joined the Board of Directors of Capgemini SE on May 23, 2019 and is also a member of the Audit &
Risk Committee.

Ms. Xiaoqun Cleveris a German citizen. She has acquired solid experience in the field of digital transformation
and data use over the course of a successful career in the software and data industries. In addition, she
brings to the Capgemini SE Board of Directors her excellent knowledge of the Asian and Central European
markets, a valuable asset for the Group's future development in these key geographies.

Principal office:
Independent Director

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of: Co-Founder and Chief Executive Officer of:
— CAPGEMINI SE* (since May 23, 2019) — LUXNOVA SUISSE GMBH*** (Switzerland)
— AMADEUS IT GROUP S.A.* (Spain) (until October 2022)

(since June 19, 2020)
— BHP GROUP LIMITED* (Australia)
(since October 1,2020)

Member of the Supervisory Board of:
— INFINEON TECHNOLOGIES AG* (Germany)
(since February 20, 2020)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Member of the Advisory Board of: Member of the Supervisory Board of:
— MAXINGVEST AG (Germany) — ALLIANZ ELEMENTAR VERSICHERUNGS AG
(until February 2021) (Austria) (until August 2020)

— ALLIANZ ELEMENTAR
LEBENSVERSICHERUNGS AG (Austria)
(until August 2020)

* Listed company.

** BHP operates under a dual listed company structure with two parent companies (BHP Group Limited and BHP Group Plc) managed by a
unified Board of Directors. BHP Group Plcis no longer listed on the London stock exchange since January 31, 2022.

*%*%|n [iquidation.
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Date of birth:
May 22, 1961

Nationality:
French

Business address:
Capgemini SE,

11, rue de Tilsitt
75017 Paris

First appointment:
2020

Expiry of term of office:
2024 (Ordinary
Shareholders’ Meeting
held to approve the 2023
financial statements)

Number of

shares held at
December 31, 2022:
100,269
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Director
Chief Executive Officer
Member of the Strategy & CSR Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Mr. Aiman Ezzat, born on May 22, 1961, holds a MSc (Master of Science) in chemical engineering from Ecole
Supérieure de Chimie Physique Electronique de Lyon in France and an MBA from the Anderson School of
Management at UCLA.

Mr. Aiman Ezzat has been Chief Executive Officer of Capgemini SE since May 20, 2020. He has also been a
Director of Capgemini SE and a member of the Strategy & CSR Committee since the same date. He isalso a
Director of Air Liquide since May 4, 2021. In September 2021, he was named the “Best European CEO” for the
technology and software categoryin Institutional Investor’s “2021 All Europe Executive Team” annual ranking.

Mr. Aiman Ezzat was Chief Operating Officer of Capgemini SE from January 1, 2018 to May 20, 2020. He
was Chief Financial Officer of the Group from December 2012 to the end of May 2018. In March 2017, he
was named the “Best European CFO” for the technology and software category in Institutional Investor’s
“2017 All European Executive Team” annual ranking.

From December 2008 to 2012, he led the Financial Services Global Business Unit (GBU) after serving as Chief
Operating Officer from November 2007. Mr. Aiman Ezzat also served as Capgemini's Deputy Director of
Strategy from 2005 to 2007. He played a key role in the development of the Booster turnaround plan for
the Group’s activities in the United States, as well as in the development of the Group’s offshore strategy.
In 2006, he was part of the acquisition and integration team for Kanbay, a global IT services firm focused
on the Financial Services industry.

Before joining Capgemini, from 2000 to 2004, Mr. Aiman Ezzat served as Managing Director of International
Operations at Headstrong, a global business and technology consultancy, where he worked in the Financial
Services sector.

This came after nine years at Gemini Consulting (Gemini Consulting was the former brand of the strategicand
transformation consulting arm of the Capgemini group, which subsequently became Capgemini Consulting
and then Invent), where he held anumber of roles including Global Head of the Qil, Gas and Chemicals practice.

Principal office:
Mr. Aiman Ezzat has been Chief Executive Officer of Capgemini SE since May 20, 2020.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Chairman of the Board of Directors of:

— CAPGEMININORTH AMERICA, INC. (USA)
(since May 20, 2020)

— CAPGEMINI AMERICA, INC. (USA)
(since May 20, 2020)

Chief Executive Officer of:
— CAPGEMINI SE* (since May 20, 2020)

Director of:

— CAPGEMINI SE* (since May 20, 2020)

— LAIRLIQUIDE S.A.* (Since May 4, 2021)

Chairman of the Supervisory Board of:

— CAPGEMININV (Netherlands)
(since November 27, 2020)

Other offices held in Capgemini group:

Chairman of:
— SOGETIFRANCE 2005 S.A.S. (since May 2018)
— CAPGEMINISERVICE S.A.S. (since May 20, 2020)
— CAPGEMINI LATIN AMERICAS.A.S. (USA)

(since May 20, 2020)

Chief Executive Officer of:
— CAPGEMININORTH AMERICA, INC. (USA)
(since May 20, 2020)

Director of:

— CAPGEMINIINTERNATIONAL BV (Netherlands)
(since May 20, 2020)

— PURPOSE GLOBAL PNC (USA)
(since April 17, 2020)

— CAPGEMINI TECHNOLOGY SERVICES INDIA
LIMITED (India) (since January 19, 2021)
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OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Offices held in Capgemini group:

Chief Operating Officer of:

CAPGEMINI SE* (until May 20, 2020)

Chairman of:

ALTRAN TECHNOLOGIESS.A.S.
(until June 7, 2021)

Director of:

CAPGEMINI SINGAPORE PTE LTD (Singapore)
(until November 2019)

CAPGEMINIHONG KONG LTD (China)

(until October 2019)

CAPGEMINI CANADA INC. (Canada)

(until March 2019)

GESTION CAPGEMINI QUEBEC INC. (Canada)
(until March 2019)

CAPGEMINI AUSTRALIAPTY LTD (Australia)
(until April 2019)

SOGETISVERIGE AB (Sweden)

(until June 2019)

SOGETISVERIGE MITT AB (Sweden)

(until November 2019)

CGS HOLDING (United Kingdom)

(until February 2019)
CAPGEMINIITALIAS.P.A. (Italy)

(until April 2018)

CAPGEMINI BRASIL S.A. (Brazil)

(until April 2018)

CAPGEMINI ASIA PACIFIC PTE LTD (Singapore)
(until March 2018)

SOGETI UK LTD (United Kingdom)

(until July 1, 2020)

CAPGEMINI ESPANAS.L. (Spain)

(until July 28, 2020)

CAPGEMINI SOLUTIONS CANADA INC.
(Canada) (until June 19, 2020)

CAPGEMINI TECHNOLOGIES LLC (USA)

(until June 19, 2020)

CAPGEMINI UK PLC (United Kingdom)

(until July 1,2020)

CAPGEMINI (Hangzhou) CO. LTD (China)
(until November 4, 2020)

RESTAURANT APPLICATION DEVELOPMENT
INTERNATIONAL (USA) (until June 19, 2020)
RADI HOLDING LLC (USA) (until June, 12 2020)

Member of the Supervisory Board of:

SOGETINEDERLAND BV (Netherlands)
(until November 27, 2020)

* Listed company.
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Date of birth:
May 21, 1973

Nationality:
Canadian

Business address:
Siemens Energy AG
Siemenspromenade
991058 Erlangen
Germany

First appointment:
2022

Expiry of term of office:
2026 (Ordinary
Shareholders’ Meeting
held to approve the 2025
financial statements)

Number of

shares held at
December 31, 2022:
500
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Independent Director
Member of the Audit & Risk Committee (since May 19, 2022)

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Ms. Maria Ferraro was appointed Member of the Executive Board and Chief Financial Officer of Siemens
Energy AGand Member of the Executive Board and Chief Financial Officer of Siemens Energy Management
GmbH effective May 1, 2020. Prior to her appointment, she held several senior management positions in
Corporate Finance within Siemensin the United Kingdom, as well asin Canada, Germany and the United States.

Before being appointed Chief Financial Officer of Siemens Energy, Ms. Maria Ferraro held the position of Chief
Financial Officer for the Digital Industries operating company as well as Chief Diversity Officer at Siemens AG.

Ms. Maria Ferraro was born and educated in Canada. Sheis a designated Chartered Accountant and spent her
early career with PricewaterhouseCoopers (PwC) and Nortel Networks, holding a variety of rolesin Canada
and on a global level whilst gaining in-depth experience in European and Asian markets.

She joined the Board of Directors of Capgemini SE on May 19, 2022 and was appointed a member of the
Audit & Risk Committee at the same date.

Ms. Maria Ferraro has acquired throughout her career financial expertise and solid experience in the
manufacturing, technology and energy sectors within a global group at the heart of the Intelligent Industry’s
development. She brings to the Board her inclusion and diversity expertise, as well as her knowledge of
European and Asian markets.

Principal office:
Member of the Management Board and Chief Financial Officer of Siemens Energy AG and Siemens Energy
Management GmbH

Chief Inclusion and Diversity Officer

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of: — SIEMENS ENERGY MANAGEMENT GMBH
— CAPGEMINI SE* (since May 19, 2022) (Germany) (since May 1, 2020)
Offices held in Siemens Group: Director of:

— SIEMENS GAMESA RENEWABLE ENERGY S.A*

Member of the Management Board of: (Spain) (since May 2020)

— SIEMENS ENERGY AG* (Germany)
(since May, 12020)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Director of:
— SIEMENS LTD SEOUL (South Korea) (until May 2020)

* Listed company.
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Date of birth:
May 14, 1966

Nationality:
French

Business address:
Sogeti Luxembourg
36 route de Longwy
L-8080 Bertrange
Luxembourg

First appointment:
2022

Expiry of term of office:

2024 (Ordinary

Shareholders’ Meeting
held to approve the 2023

financial statements)

Number of

shares held at
December 31, 2022:
322

56

Director representing employees
Member of the Compensation Committee (since May 19, 2022)

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Mr. Pierre Goulaieffinitially trained as an electronic engineer (ISEN), leading him first to design maintenance
and simulation tools for automated means of transport and then to become head of production at a
co-manufacturing site.

He also holds an MBA from the University of Nancy 2, a Master in Human Resources from Paris 2 Panthéon-
Assas/CIFFOP University and a Master in IT and Innovation (Nancy 2 and Namur Universities).

Mr. Pierre Goulaieff joined the Capgeminigroup in 1998 with Capgemini Luxembourg, which became Sogeti
Luxembourgin 2005, where he has held various functions (analyst, project manager and then test manager).

He is also Chairman of the Sogeti Luxembourg employee delegation since 2002.

He was a member of the International Works Council (IWC) from 2002 to 2022, a member of the IWC
Bureau from 2006 to 2022 and Secretary of the IWC from 2016 to 2022 and his appointment as a Director
representing employees.

Mr. Pierre Goulaieff was appointed as a Director representing employees on the Capgemini SE Board of
Directors from January 27, 2022 and a member of the Compensation Committee from May 19, 2022.

Mr. Pierre Goulaieff brings to the Board of Directors his in-depth knowledge of the Capgemini group and
its businesses, as well as his experience of technological environments and his perspective as an employee,
thus contributing to the diversity of profiles represented on the Board.

Principal office:
Director representing employees

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of:
— CAPGEMINI SE* (since January 27, 2022)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)
N/A

* Listed company.
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Date of birth:
September 13, 1960

Nationality:
British

Business address:
Capgemini SE,

11, rue de Tilsitt
75017 Paris

First appointment:
2016

Expiry of term of office:
2024 (Ordinary
Shareholders’ Meeting
held to approve the 2023
financial statements)

Number of

shares held at
December 31, 2022:
1,000
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Independent Director
Member of the Audit & Risk Committee
Member of the Ethics & Governance Committee (since May 19, 2022)

BIOGRAPHY - PROFESSIONAL EXPERIENCE

ABritish Chartered Accountant, Ms. Sidn Herbert-Jones initially worked for 13 years with PricewaterhouseCoopers
inits London and then Paris offices, where she was in charge of mergers and acquisitions (Ffrom 1983 to 1993).
She then joined the Sodexo Group, where she spent 21 years, including 15 years as Chief Financial Officer
and member of the Group Executive Committee (until February 28, 2016). She is currently a director of l'Air
Liquide SA. (since 2011) where she chairs the Audit and Accounts Committee. She has also been a director
of Bureau Veritas since May 17, 2016 and has been a member of the Audit & Risk Committee since May 2017.

Ms. Sian Herbert-Jones joined the Board of Directors of Capgemini SE on May 18, 2016. She has been a
member of the Audit & Risk Committee (formerly the Audit Committee) since this date and has been a
member of the Ethics & Governance Committee since May, 19, 2022.

Of British nationality, she brings strong financial and audit expertise to the Board, as well as her experience
with international transactions, particularly in the service sector (BtoB). She also contributes to the Board
her multi-cultural management experience and expertise and her experience as an Independent Director
on the Boards of leading international companies.

Principal office:
Independent Director

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

— LAIRLIQUIDE S.A.* (since May 2011)
— BUREAU VERITAS* (since May 2016)

Director of:
— CAPGEMINI SE* (since May 2016)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Director of:
— COMPAGNIE FINANCIERE AURORE INTERNATIONALE, a Sodexo group subsidiary (until December 2021)

* Listed company.
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Date of birth:
August 21, 1963

Nationality:
French

Business address:
Capgemini Technology
Services, 43, rue Pré
Gaudry, 69007 Lyon

First appointment:
2020

Expiry of term of office:
2024 (Ordinary
Shareholders’ Meeting
held to approve the 2023
financial statements)

Number of

shares held at
December 31, 2022:
12

58

Director representing employees
Member of the Strategy & CSR Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Mr. Hervé Jeannin joined Capgemini as an analyst in February 1984, after finishing his studies. He designed
and managed IT projects for a range of clients until 1999. From 2000 to 2004 he developed a client account
as a sales engineer within the Group. Between 2005 and 2015 he managed employee relations through
a variety of roles (employee representative, works committee, Health and Safety Committee, union
representative, Union General Secretary), which he held part-time from 1993, the date of his first office as
employee representative.

From 2016 to 2022, he is in charge of workplace first aid and evacuation training within the Group in
France. He provides the Group with his experience in the field as first responder and psychological support
provider with the French Rescue and Emergency Federation (FFSS) and the civil protection organization.
Since May 2022, he has been an advisor to the European Commission on industrial transformation, mainly
in the technological fields.

Mr. Hervé Jeannin was also a member of the International Work Council (IWC) from 2012 to 2020, enabling him
to gain a globalvision of the Group. Traveling through 50 countries, he has met with many group employees
atvarious sites. He also represents the CFDT union and Capgemini in UNI Europa.

He joined the Board of Directors on May 20, 2020 as a Director representing employees. He has also been
a member of the Strategy & CSR Committee since that date.

Mr. Hervé Jeannin brings to the Board the perspective of an employee with considerable experience of
employee relations, dialogue and negotiations gained over 28 years as an employee representative and his
knowledge of the Company and its businesses thanks to 37 years spent with the Group in several business
lines and six cities.

Principal office:
Mr. Hervé Jeannin s, since May 2022, an advisor to the European Commission on industrial transformation,
mainly in the technological fields.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of:
— CAPGEMINI SE* (since May 20, 2020)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)
N/A

*  Listed company.
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Date of birth:
June 15,1973

Nationality:
Spanish

Business address:
Capgemini SE,

11, rue de Tilsitt
75017 Paris

First appointment:
2020

Expiry of term of office:
2024 (Ordinary
Shareholders’ Meeting
held to approve the 2023
financial statements)

Number of

shares held at
December 31, 2022:
1,000

CORPORATE GOVERNANCE
Company management and administration

Independent Director
Member of the Compensation Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Ms. Belen Moscoso del Prado Lopez-Doriga holds a Master’s degree in International Economics from Carlos
Il University in Spain.

She started her career in 1995 at The Walt Disney Company as Communications Manager for Spain and
Portugaland later became a Senior Analystin the European Marketing and Sales Strategy Department. From
2000t0 2008, asa consultant at Bain & Company, she worked on strategic review, performance improvement
and post-acquisitionintegration assignmentsin Europe and Central America. She joined Europcarin 2008 as
Strategic Change Program Manager before becoming Head of Strategy & Partnerships at Solocal from 2010
t02013.Then, between 2013 and 2015, she was Director of Digital Strategy, Transformation and Innovation
at Axa before joining Sodexo to lead its digital transformation.

She was Digital & Innovation Director at Sodexo and a member of the Group Executive Committee until
December 2022. She also sat on Sodexo's Venture Capital Investment Committee.

Ms. Belen Moscoso del Prado Lopez-Doriga was Chairman of the Board of Directors of FoodChéri until
December 2022.

She joined the Board of Directors of Capgemini SE on May 20, 2020 and was appointed a member of the
Compensation Committee on the same date.

Ms. Belen Moscoso del Prado Lopez-Doriga is a Spanish citizen. She has acquired solid experience in the
field of innovation and transformation applied to Digital and Date strategy over the course of her career
ininternational corporations.

Principal office:
Ms. Belen Moscoso del Prado Lopez-Doriga was Digital & Innovation Director at Sodexo until December 2022.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of: Chairman of the Board of Directors of:
— CAPGEMINI SE* (since May 20, 2020) — FOODCHERI (until December 2022)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Director of: Member of the Consultative Advisory Board of:
— ADVEO INTERNATIONAL (until October 2019) — WYND (until February 2021)

* Listed company.
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Date of birth:
February 23, 1960

Nationality:
French

Business address:
Crédit Agricole S.A.

12, place des Etats-Unis
92120 Montrouge

First appointment:
2014

Expiry of term of office:
2026 (Ordinary
Shareholders’ Meeting
held to approve the 2025
financial statements)

Number of

shares held at
December 31, 2022:
1,000

60

Independent Director
Chairman of the Audit & Risk Committee
Member of the Ethics & Governance Committee (since May 20, 2021)

BIOGRAPHY - PROFESSIONAL EXPERIENCE

A graduate of Institut d’Etudes Politiques in Paris and Ecole Nationale d’Administration, Mr. Xavier Musca
began his career at the General Finance Inspectorate in 1985. In 1989, he joined the Treasury Directorate,
where he became Head of the European Affairs Bureau in 1990. In 1993, he was called to the Prime Minister’s
staff, then returned to the Treasury Directorate in 1995. Between 2002 and 2004, he was Principal Private
Secretary to Francis Mer, Minister for the Economy, Finance and Industry and was then appointed Treasury
Directorin 2004. He was subsequently appointed Chief Executive Officer of Treasury and Economic Policy
inJune 2005. In these positions, he played a key role in preparing major European and global summits at the
start of the financial crisis. He was the French negotiator at IMF and World Bank meetings and coordinated
the bailout of the European Union banking sector with his European counterparts. In 2009, he became
Deputy Secretary General to the French President in charge of economic affairs and was responsible for
negotiations at the G20 meeting in London on April 2, 2009 on placing the global financial system on a
sounder footing and improving supervision and the fight against tax havens. He was appointed Secretary
General to the French Presidentin 2011.

On June 13, 2012, Mr. Xavier Musca was appointed Deputy Chief Executive Officer of Crédit Agricole SA,
responsible for International retail banking, Asset management and Insurance. He has been Deputy Chief
Executive Officer of Crédit Agricole SA, as effective second Executive Director of Crédit Agricole SA, since
May 2015. He has also been Chief Executive Officer of Crédit Agricole Corporate & Investment Bank since
September 1, 2022.

Xavier Musca isa Knight (2009) and Officer (2022) of the Legion of Honor and of the National Order of Merit
and the Order of Agricultural Merit.

Mr. Xavier Musca joined the Board of Directors of Capgemini SE on May 7, 2014. He has been a member of
the Audit & Risk Committee (Formerly the Audit Committee) since this date and was appointed Chairman
on December 7, 2016. He has been a member of the Ethics & Governance Committee since May 20, 2021.
Mr. Xavier Musca brings to the Board of Directors his management experience with a major international
group and his financial expertise. He has in-depth knowledge of the financial sector, including both retail
and BtoBservices, in a group committed to financing energy transition and responsible investment. He also
provides the Board with his knowledge of economic globalization issues.

Principal office:
Mr. Xavier Musca has been Deputy Chief Executive Officer of Crédit Agricole SA since July 2012.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of:
— CAPGEMINI SE* (since May 2014)

Offices held in Crédit Agricole Group:

Deputy Chief Executive Officer (since July 2012)
and effective second Executive Director
(since May 2015) of:
— CREDIT AGRICOLE S.A *
(Member of the Management Committee —
Member of the Group Executive Committee)

Chief Executive Officer of:
— CREDIT AGRICOLE CORPORATE & INVESTMENT
BANK (since September 2022)

Chairman of the Board of Directors of:

— CACEIS BANK (since September 2022)

— |IDIA CAPITAL INVESTISSEMENT
(until February 2023)

Director of:
— AMUNDIS.A* (until September 2022)

Chairman of the Board of Directors of:
— CA CONSUMER FINANCE
(until September 2022)

Director - Vice-Chairman of:
— PREDICA (until September 2022)
— CAITALIA (until September 2022)

Director of:
— CA ASSURANCES (until September 2022)

Permanent Representation of Crédit Agricole SA
on the Board of Directors of:
— PACIFICA (until September 2022)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Offices held in Crédit Agricole Group:

Chairman of the Board of Directors of:
— AMUNDIS.A* (until May 2021)

* Listed company.
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Date of birth:
July 3, 1963

Nationality:
French

Business address:
Tours Société Générale,
75886 Paris Cedex 18

First appointment:
2018

Expiry of term of office:
2026 (Ordinary
Shareholders’ Meeting
held to approve the 2025
financial statements)

Number of

shares held at
December 31, 2022:
1,000

CORPORATE GOVERNANCE
Company management and administration

Independent Director
Lead Independent Director, Vice-Chairman and Chairman of the Ethics & Governance Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE
Mr. Frédéric Oudéa is a graduate of the Ecole Polytechnique and the Ecole Nationale d’Administration.

From 1987 to 1995, Mr. Frédéric Oudéa held various positions in the French senior civil service (Audit
Department of the Ministry of Finance, Ministry of Economy and Finance, Budget Ministry, Private Office
of the Minister of Budget and Communication). In 1995, he joined Société Générale and in 1996 he was
appointed Deputy Head then Head of the bank’s Corporate Banking arm in London. In 1998, he became
Head of Global Supervision and Development of the Equities division. In May 2002, he was named Deputy
Chief Financial Officer of Société Générale Group, followed by Chief Financial Officer in January 2003. In
2008 he was appointed CEO of the Group, before becoming Chairman and Chief Executive Officerin 2009.
Following the regulatory split between the roles of Chairman and Chief Executive, he was appointed Chief
Executive Officerin May 2015. Mr. Oudéais a director of the listed company ALD, a subsidiary of the Société
Générale group, since February 7, 2023. In 2010, he was named Chairman of the Steering Committee on
Regulatory Capital (“SCRC") at the Institute of International Finance (“IIF").

Mr. Frédéric Oudéa has been a non-voting member on the Board of Directors of Sanofi since September 2,
2022.He has been Chairman of the Ecole Polytechnique Foundation and a member of the Board of Directors
of Ecole Polytechnique since February 15, 2022.

Mr. Frédéric Oudéa is a Knight of the Legion of Honor and the National Order of Merit.

Mr. Frédéric Oudéa joined the Board of Directors of Capgemini SE on May 23, 2018 and was appointed a
member of the Ethics & Governance Committee on the same date. He is Lead Independent Director, Vice-
Chairman and Chairman of the Ethics & Governance Committee since May 20, 2021.

Mr. Frédéric Oudéa brings to the Board his experience in managing a leading banking group with an ambitious
international development plan, which is highly innovative in digital and committed to energy transition as
part of a sustainable finance approach.

Principal office:
Mr. Frédéric Oudéa has been Chief Executive Officer of Société Générale since May 2015.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of: Non-voting member on the Board of Directors of:
— CAPGEMINI SE* (since May 2018) — SANOFI* (since September 2022)

Chief Executive Officer of:
— SOCIETE GENERALE* (since May 2015)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)
N/A

* Listed company.
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Date of birth:
June 24,1963

Nationality:
French

Business address:
TotalEnergies

2, place Jean Millier
92400 Courbevoie

First appointment:
2017

Expiry of term of office:

2025 (Ordinary
Shareholders’ Meeting
held to approve the 2024
financial statements)

Number of

shares held at
December 31, 2022:
1,000

62

Independent Director

Member of the Compensation Committee (since May 19, 2022)
Member of the Ethics & Governance Committee

Member of the Strategy & CSR Committee (until May 19, 2022)

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Mr. Patrick Pouyanné is a graduate of Ecole Polytechnique and a Chief Engineer of France’s Corps des Mines.
Between 1989 and 1996, he held various administrative positionsin the Ministry of Industry and other cabinet
positions (technical advisor to the Prime Minister — Edouard Balladur —in the fields of the Environment and
Industry from 1993 to 1995, Chief of Staff for the Minister for Information and Aerospace Technologies —
Francois Fillon — from 1995 to 1996). In January 1997 he joined Total in Angola followed by Qatar in 1999.
In August 2002, he was appointed President, Finance, Economy and IT for Exploration & Production. In
January 2006, he became President, Strategy, Growth and Research and was appointed a member of the
Group’s Management Committee in May 2006. In March 2011, Mr. Patrick Pouyanné was appointed Vice-
President, Chemicals, and Vice-President, Petrochemicals. In January 2012, he became President, Refining
& Chemicals and a member of the Group's Executive Committee.

On October 22,2014, he was appointed Chief Executive Officer of TOTAL S.A. and President of the Group's
Executive Committee. TOTAL's Board of Directors appointed him as its Chairman from December 19, 2015.
Following the renewal of Mr. Pouyanné’s term of office as director by the Shareholders’ Meetings of June 1,
2018 and then May 28, 2021 for a period of three years, the Board of Directors confirmed him in his duties
of Chairman of the Board and Chief Executive Officer for the same period.

Mr. Pouyanné has been a Director of Capgemini SE since May 10, 2017 and Chairman of the Compensation
Committee since May 19, 2022. He has also been a member of the Ethics & Governance Committee since
May 20, 2021 and was a member of the Strategy & CSR Committee until May 19, 2022.

He brings to the Board of Directors of Capgemini SE his expertise in macroeconomic and geopolitical
issues and his experience in managing a leading international energy group, a sector facing climate change
challenges and where new technologies play an essential role.

Principal office:

Mr. Patrick Pouyanné has been Chairman and Chief Executive Officer of TotalEnergies SE (Formerly TOTAL SE)
since December 2015. He has been a director of TotalEnergies SE since May 2015 and is Chairman of the
Strategy & CSR Committee.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of: Chairman and Chief Executive Officer of:
— CAPGEMINI SE* (since May 2017) — TOTALENERGIES SE* (since December 2015)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)
N/A

*  Listed company.
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Date of birth:
October 13, 1964

Nationality:
French

Business address:
Bouygues SA
32 avenue Hoche
75008 PARIS

First appointment:
2022

Expiry of term of office:
2026 (Ordinary
Shareholders’ Meeting
held to approve the 2025
financial statements)

Number of

shares held at
December 31, 2022:
500

CORPORATE GOVERNANCE
Company management and administration

Independent Director
Member of the Strategy & CSR Committee (since May 19, 2022)

BIOGRAPHY - PROFESSIONAL EXPERIENCE
Mr. Olivier Roussat is a graduate of Institut national des sciences appliquées (INSA) in Lyon.

He began his career with IBM in 1988 where he held a range of positions in data network services, service
delivery and pre-sales. He joined Bouygues Telecom in 1995 to set up the network management center and
network processes. He then became head of network operations, and telecoms and IT service delivery.
In May 2003, he was appointed network manager and became a member of the Executive Committee of
Bouygues Telecom. In January 2007, Mr. Olivier Roussat took charge of the Performance and Technology
unit which groups Bouygues Telecom’s cross-disciplinary technicaland IT departments, including networks,
information systems, process engineering, purchasing, corporate services and property development. He
was also given responsibility for Bouygues Telecom’s headquarters and Technopéle buildings.

Mr. Olivier Roussat became Deputy Chief Executive Officer of Bouygues Telecomin February 2007 and was
appointed Chief Executive Officer in November 2007. He was then Chairman and Chief Executive Officer
of Bouygues Telecom from May 2013 to November 2018, before being appointed Chairman of the Board
of Directors until February 2021. He was appointed Chairman of the Board of Directors of Colas from
October 2019 until February 2021.

On August 30, 2016, Mr. Olivier Roussat was appointed Deputy CEO of Bouygues and on February 17, 2021,
he was appointed Chief Executive Officer of Bouygues.

Mr. Olivier Roussat joined the Board of Directors of Capgemini SE on May 19, 2022 and was appointed a
member of the Strategy & CSR Committee on the same date.

Chief Executive Officer of a global construction, energy and transport infrastructures group, which is also
a leader in the French media sector and a major telecoms player in France, Mr. Olivier Roussat brings to
the Board his sector experience, particularly in the telecoms and media sector, his expertise in digital and
technology transformation. as well as his understanding of climate emergency and biodiversity issues.

Principal office:
Mr. Olivier Roussat is Chief Executive Officer of Bouygues SA.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of: Director of:
— CAPGEMINI SE* (since May 2022) — TF1*(since April 9, 2009)
— BOUYGUES CONSTRUCTION
(since November 15, 2016)
Chief Executive Officer of: — COLAS* (since April 20, 2021)
— BOUYGUES S.A.* (Since February 17, 2021) — BOUYGUES TELECOM (since April 16, 2021)

Offices held in Bouygues Group:

Member of the Board of:
— BOUYGUES IMMOBILIER
(since December 9, 2016)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Deputy Chief Executive Officer of: Chairman of the Board of Directors of:
— BOUYGUES S.A.* (until February 17, 2021) — BOUYGUES TELECOM
(From November 2018 to February 2021)

Chairman and Chief Executive Officer of: — COLAS* (From October 2019 to February 2021)

— BOUYGUES TELECOM (until November 2018)

* Listed company.
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Date of birth:
December 27, 1969

Nationality:
German

Business address:
Robert Bosch GmbH
Robert-Bosch —
Platz 1

70839 Gerlingen-
Schillerhoehe
Germany

First appointment:
2021

Expiry of term of office:
2025 (Ordinary
Shareholders’ Meeting
held to approve the 2024
financial statements)

Number of

shares held at
December 31, 2022:
1,275

64

Independent Director
Member of the Strategy & CSR Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Ms. Tanja Rueckert has more than 20 years of experience as an executive in the software industry. During
her career, she has worked in Germany and the Silicon Valley in the United States and headed up teams
across the globe.

She wasbornin Bad Windsheim (Germany). After leaving school, she studied chemistry at the Julius Maximilians
University of Wirzburg in Germany and at Swansea University in the United Kingdom She graduated from
the University of Regensburg (Germany) with a PhD in Chemistry. From 1997 to mid-2018, Ms. Tanja Rueckert
worked for the SAP group. Following her roles as Executive Vice President and Chief Operating Officer for
Products & Innovation with SAP SE, in 2015, she became President of |oT & Digital Supply Chain at SAP SE.

In 2018, Ms. Tanja Rueckert joined the Bosch group as Chairman of the Board of Management of Bosch
Building Technologies. In 2021, she took over the role of Chief Digital Officer of the Bosch Group.

Since January 1, 2023, Tanja Rueckert has been a member of the Board of Management of Robert Bosch
GmbH with responsibility for digital business and services, including: Bosch Digital, IT, systems environments
and digitalization, cybersecurity and software and digital solutions. She is also responsible for Global
Business Services, for the Global Service Solutions division, and the Bosch Connected Industry business
unit. Furthermore, she is responsible for the business in North and South America, Australia, Japan, and
Korea, as well as in the “Europe 2" region, which includes Benelux, France, Greece, ltaly, Portugal and Spain
and Switzerland.

Ms. Tanja Rueckert also acts as an advisor for Bosch Climate Solutions, especially in the areas of sustainable
energy, services and software, as well as for the Bosch start-up Security & Safety Systems (AZENA). In
addition, sheisa member of the Steering Committee of “Plattform Lernende Systeme”, Germany's platform
for artificial intelligence and a member of Muenchner Kreis.

Ms. Tanja Rueckert has been a director of Bosch Rexroth since 2019, BSH Hausgeraete GmbH since 2021
and Bitkom since April 2022.

She joined the Board of Directors of Capgemini SE on May 20, 2021 and was appointed a member of the
Strategy & CSR Committee on the same date.

She brings to the Board of Directors her solid experience in the software sector as an executive leading
business units of international groups and her expertise in several fields including the Internet of Things
(loT), artificial intelligence, digital transformation and renewable energies.

Principal office:
Ms. Tanja Rueckert is a member of the Board of Management of Robert Bosch GmbH.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

— BSHHAUSGERAETE GMBH (since 2021)
— BITKOME.V. (Since April 2022)

Member of the Board of Management of:
— ROBERT BOSCH GMBH (Germany)

(since January 1, 2023) Member of the Steering Committee of:

— THE PLATTFORM LERNENDE SYSTEME
(since 2018)

Director of:
— CAPGEMINI SE* (since May 2021)
— BOSCH REXROTH (since 2019)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Chairman of the Board of Management of: Vice-Chair of:

— BOSCH BUILDING TECHNOLOGIES (Germany) — INDUSTRIAL INTERNET CONSORTIUM
(until May 2021) (until 2018)

Director of: Director of:

— SPIE* (until November 2021) — LSG (until 2020)
— CARGO SOUS TERRAIN (until 2018)

Chairman of: — MUNCHNERKREIS (until 2019)

— |oT & Digital Supply Chain Business Unit
of SAP SE* (until 2018) Chair of the Digital Committee of:

— ZIA (until 2018)

* Listed company.
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Date of birth:
April 9, 1969

Nationality:
German

Business address:

NXP Semiconductors N.V.
High Tech Campus,
5656 AG, Eindhoven,
Netherlands

First appointment:
2021

Expiry of term of office:
2025 (Ordinary
Shareholders’ Meeting
held to approve the 2024
financial statements)

Number of

shares held at
December 31, 2022:
1,000

CORPORATE GOVERNANCE
Company management and administration

Independent Director
Member of the Strategy & CSR Committee
Member of the Compensation Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Mr. Kurt Sievers, a German citizen, graduated with a Master of Science degree in physics and information
technology from Augsburg University (Germany).

Mr. Kurt Sievers is President and Chief Executive Officer of NXP Semiconductors N.V. since May 2020.
He joined NXP in 1995, and rapidly moved through a series of Marketing & Sales, Product Definition &
Development, Strategy and general management leadership positions across a broad number of market
segments. He has been a member of the Executive Management team since 2009, where he has been
instrumentalin the definition and implementation of the NXP high-performance mixed signal strategy. Mr.
Sievers was influentialin the merger of NXP and Freescale Semiconductor, which created one of the leading
semiconductor companies and a leader in automotive semiconductors.

Mr. Kurt Sievers serves on the Board of the German National Electrical and Electronics Industry Association
(zZVEI) and the Global Semiconductor Alliance (GSA) and chairs the European Semiconductor Industry
Associationsince December 2021. He also serves as Chairman of AENEAS, a European cluster for application
and technology research and nano-electronics. He serves as a member of the Asia-Pacific Committee of
German Business (APA) and as a member of the Board at the German Asia-Pacific Business Association
(OAV), acting as the spokesperson for the Republic of Korea.

He joined the Board of Directors of Capgemini SE on May 20, 2021 and was appointed a member of the
Strategy & CSR Committee and the Compensation Committee on the same date.

He brings to the Board of Directors his management experience in a leading international group in the
semiconductorsector, asectorat the heart of the Intelligent Industry’s development and ecological transition
challenges, as well as industrial sovereignty. Mr. Sievers also brings his expertise in the automotive sector,
technology and artificialintelligence, and his knowledge of North America and American Corporate Governance.

Principal office:
Mr. Kurt Sievers is Chairman & Chief Executive Officer and Executive Director of NXP Semiconductors N.V.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Director of: — THE ASIA-PACIFIC COMMITTEE OF GERMAN
— CAPGEMINI SE* (since May 20, 2021) BUSINESS (APA) (since 2018)
Chairman and Chief Executive Officer of: — THEBOARD OF THE GERMAN ASIA-PACIFIC

— NXP SEMICONDUCTORS N.V.* (Netherlands) BUSINESS ASSOCIATION (OAV) (since 2018)

(since May 27, 2020) Chairman of:

— ESIA (European Semiconductor Industry
Association) (since December 2021)

— THE BOARD OF AENEAS, INDUSTRY
ASSOCIATION (since 2021)

Member of:

— THE BOARD OF THE GLOBAL
SEMICONDUCTOR ALLIANCE (since March 2021)

— THE BOARD OF THE GERMAN NATIONAL
ELECTRICAL AND ELECTRONICS INDUSTRY
ASSOCIATION (ZVEI) (since 2012)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Chief Executive Officer of: Chair of the Advisory Board of:
— NXP SEMICONDUCTORS GERMANY GMBH — SALON INTERNATIONAL ELECTRONICA
(until May 2020) (until June 2021)

* Listed company.
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4.
o]

Date of birth:
January 19, 1964

Nationality:
French

Business address:

Capgemini Service
76, avenue Kléber
75016 Paris

First appointment:
2012

Expiry of term of office:
2024 (Ordinary
Shareholders’ Meeting
held to approve the 2023
financial statements)

Number of

shares held at
December 31, 2022:
24,727

66

Director representing employee shareholders
Member of the Compensation Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Ms. Lucia Sinapi graduated from ESSEC business school (1986) and Paris Law University — Panthéon Assas
(1988), was admitted to the Paris bar (1989), and has a financial analyst diploma (SFAF 1997). She started her
career as a tax and business lawyer in 1986, before joining Capgeminiin 1992. She has more than 20 years’
experience within Capgemini group, successively as Group Tax Advisor (1992), Head of Corporate Finance,
Treasury and Investors Relations (1999), then Head of Risk Management and Insurance (2005), and member
of the Group Review Board. She was Deputy Chief Financial Officer from 2013 until December 31,2015 and
was appointed Executive Director Business Platforms of Capgeminigroup in January 2016. Ms. Lucia Sinapi-
Thomas has been Executive Director of Capgemini Ventures since January 1, 2019.

Ms. Lucia Sinapi-Thomas was appointed to the Dassault Aviation Board of Directors on May 15,2014, where
sheis also a member of the Audit Committee. She has also been a director of Bureau Veritas since May 22,
2013 and was a member of the Audit & Risk Committee until May 2019 when she became a member of the
Selection & Compensation Committee.

Ms. Lucia Sinapi-Thomasjoined the Board of Directors of Capgemini SE as a Director representing employee
shareholders on May 24, 2012. She has been a member of the Compensation Committee since June 20, 2012.

Ms. Lucia Sinapi-Thomas brings to the Board her finance expertise and her extensive knowledge of the
Capgeminigroup, its businesses, offerings and clients, enriched by her ongoing operating responsibilities. In
addition, her experience as a director of Euronext listed companies provides her with a perspective offering
insight relevant to Capgemini’s various activities.

Principal office:
Ms. Lucia Sinapi-Thomas is Executive Director of Capgemini Ventures.

OFFICES HELD IN 2022 OR CURRENT OFFICES AT DECEMBER 31, 2022

Chairman of the Supervisory Board of:
— FCPE CAPGEMINI (until April 2022)

Director of:
— CAPGEMINI SE* (since May 2012)
— BUREAU VERITAS* (since May 2013)

— DASSAULT AVIATION* (since May 2014) Member of the Supervisory Board of:

— FCPE ESOP CAPGEMINI (until April 2022)

Other offices held in Capgemini group: Director of:
Chief Executive Officer of: — AZQORE (Switzerland) (since November 2018)

— CAPGEMINIVENTURES (since June 2019)

OTHER OFFICES HELD DURING THE LAST FIVE YEARS (OFFICES EXPIRED)

Director of:
— SOGETISVERIGE AB (Sweden)
(until June 2021)
— FIFTY FIVE GENESIS PROJECT INC. (USA)

Offices held in Capgemini group:

Chairman of:
— CAPGEMINIEMPLOYEES WORLDWIDE S.A.S.
(until June 2019)

— PROSODIE S.A.S. (until November 2018)

Chief Executive Officer of:

— SOGETIFRANCES.A.S. (until July 2018)

— CAPGEMINI OUTSOURCING SERVICES S.A.S.
(until January 2018)

Executive Director of:
— BUSINESS PLATFORMS, CAPGEMINI
(until June 2018)

(until October 2021)
— CAPGEMINI BUSINESS SERVICES
GUATEMALA S.A. (until August 2019)
— SOGETISVERIGE MITT AB (Sweden)
(until July 2019)
— SOGETINORGE A/S (Norway) (until May 2019)
— CAPGEMINI DANMARK A/S (Denmark)
(until May 2019)
— CAPGEMINI POLSKA SP.Z.0.0. (Poland)
(until April 2018)

*  Listed company.
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2.1.5 Group Management

CORPORATE GOVERNANCE
Company management and administration

MANAGEMENT OF THE GROUP

Since May 20, 2020, Capgemini SE Group management has been led by Mr. Aiman Ezzat.

Group Executive Board

It prepares the broad strategies submitted to the Executive
Committee for approval and facilitates the carrying out of the
Group's operations. It also takes the necessary measures with regards
to the appointment, setting of quantitative objectives and
performance appraisal of executives with a wide range of
responsibilities.

Executive Committee

It assists Group management to define broad strategies and make
decisions regarding the Group’s operating structure, the choice
of priority offerings, production rules and organization, and the
methods of implementing human resources management.

Four special-purpose committees assist Group management

The Group Review Board

Since May 20, 2020, the general management of Capgemini SE has
been assumed by Mr. Aiman Ezzat.

Group Managementis assisted by two bodies comprising the Group's
key operatingand functional managers: the Group Executive Board
and the Group Executive Committee.

Inaddition, four special-purpose committees assist Group Management,
the Group Executive Board and the Group Executive Committee:

— the Group Review Board, chaired by the Chief Executive
Officer, which examines the major business proposals in
the course of drafting or negotiation, multi-national or
multi-business framework agreements entered into with
clients or suppliers and major contractsinvolving guarantees
given by the Group;
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The Mergers & Acquisitions Committee

The Investment Committee The Risk Committee

— the Merger & Acquisitions Committee, also chaired by the
Chief Executive Officer, which examines acquisition and
divestment projectsin the course of identification, selection,
assessment or negotiation;

— the Investment Committee, chaired by the Chief Financial
Officer, which reviews and provides advice with respect to
projects requiring investment, including those involving real
estate orinvestment in technologies;

— the Risk Committee, chaired by the Chief Financial Officer,
whichisin charge of the effective implementation of the risk
identification and risk management system and which leads
the associated internal controls.
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Date of birth:
May 22, 1961

Nationality:
French

Business address:
Capgemini SE,
11, rue de Tilsitt
75017 Paris

Number of

shares held at
December 31, 2022:
100,269

Director
Chief Executive Officer
Member of the Strategy & CSR Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Mr. Aiman Ezzat, born on May 22, 1961, holds a MSc (Master of Science) in chemical engineering from Ecole
Supérieure de Chimie Physique Electronique de Lyon in France and an MBA from the Anderson School of
Management at UCLA.

Mr. Aiman Ezzat has been Chief Executive Officer of Capgemini SE since May 20, 2020. He has also been a
Director of Capgemini SE and a member of the Strategy & CSR Committee since the same date. He is also a
Director of Air Liquide since May 4, 2021. In September 2021, he was named the “Best European CEQ” for the
technology and software categoryin Institutional Investor’s “2021 All Europe Executive Team” annual ranking.

Mr. Aiman Ezzat was Chief Operating Officer of Capgemini SE from January 1, 2018 to May 20, 2020. He
was Chief Financial Officer of the Group from December 2012 to the end of May 2018. In March 2017, he
was named the “Best European CFO” for the technology and software category in Institutional Investor’s
“2017 All European Executive Team” annual ranking.

From December 2008 to 2012, he led the Financial Services Global Business Unit (GBU) after serving as Chief
Operating Officer from November 2007. Mr. Aiman Ezzat also served as Capgemini's Deputy Director of
Strategy from 2005 to 2007. He played a key role in the development of the Booster turnaround plan for
the Group's activities in the United States, as well as in the development of the Group’s offshore strategy.
In 2006, he was part of the acquisition and integration team for Kanbay, a global IT services firm focused
on the Financial Services industry.

Before joining Capgemini, from 2000 to 2004, Mr. Aiman Ezzat served as Managing Director of International
Operations at Headstrong, a global business and technology consultancy, where he worked in the Financial
Services sector.

This came after nine years at Gemini Consulting (Gemini Consulting was the former brand of the strategicand
transformation consulting arm of the Capgemini group, which subsequently became Capgemini Consulting
and then Invent), where he held anumber of rolesincluding Global Head of the Qil, Gas and Chemicals practice.

For more detailed information, please refer to the biography published in Section 2.1.4.

As far as the Company is aware, no Group Management member
has, at any time during the last five years, been found guilty of
fraud, beeninvolvedinany bankruptcy, receivership, or liquidation
or company placed in administration, been subject to any form of
official publicsanction and/or criminal liability or been disqualified
by a court from acting as an executive or from participatingin the
management or conduct of the affairs of any issuer.

At the date of this Universal Registration Document and as far as
the Company is aware, there are no:

— family ties between the general management members or
between a general management member and a director of
the Company;
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— potential conflicts of interest among general management
members between their duties to the Company and their
private interests and/or any other duties;

— arrangements or agreements with a shareholder, customer,
supplier, or other party pursuant to which a general
management member was selected;

— restrictions on the sale by general management members
of their investment in the share capital of Capgemini (other
than the obligation to hold performance shares detailed in
Section 2.3.2).

For information on the compensation of Executive Corporate
Officers, please refer to Section 2.3 of the Universal Registration
Document.
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Group Executive Board

The role of the Group Executive Board (GEB) is to facilitate the
conduct of the Group’s operations and to take the necessary
measures, notably with regard to the setting of quantitative
objectives and appointing and assessing the performance of

CORPORATE GOVERNANCE
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executives with a wide range of responsibilities. The GEB defines
the broad strategies and actions to be submitted to the Group
Executive Committee forapprovaland ensures theirimplementation
by the major business units.

At the date of this Universal Registration Document, the Group Executive Board brings together Group Management and the following

individuals:

Aiman EZZAT Chief Executive Officer

Fernando ALVAREZ Director of Strategy & Development and Alliances

Jim BAILEY Director of the Americas Strategic Business Unit

Jean-Philippe BOL Director of Operations Transformation & Industrialization

Anirban BOSE Director of the Financial Services Strategic Business Unit

Andrea FALLENI Director of the Southern Europe Strategic Business Unit

Carole FERRAND Chief Financial Officer

Cyril GARCIA Director of Global Sustainability Services and Corporate Social Responsibility
Franck GREVERIE Director of Portfolio, cloud infrastructure services, Business Services, Insights & Data and Digital Customer Experience
Anne LEBEL Chief Human Resources Officer

William ROZE Director of Engineering and R&D

Michael SCHULTE Director of the Northern Europe Strategic Business Unit

Olivier SEVILLIA Chief Operating Officer

Jérome SIMEON Head of Global Industries
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Group Executive Committee

The role of the Group Executive Committee is to assist Group
Management define broad strategies concerning the Group's
operating structure, the choice of priority offerings, production
rules and organization and the implementation conditions for
human resources management. The Group Executive Committee
meets once a month andincludes the Chief Executive Officer and
the other Group Executive Board members.

The Group Executive Committee is the management body for
which diversity and international diversification objectives have

been set. These objectives are described below in the Section
“Diversity policy for management bodies”.

At the date of this Universal Registration Document, the Group
Executive Committee has 29 members, 27.6% of which are women
and 55% are of non-French nationality.

At the date of this Universal Registration Document, the Group
Executive Committee comprised the following individuals:

Aiman EZZAT Chief Executive Officer Group
Management

Fernando ALVAREZ Director of Strategy & Development and Alliances

Jim BAILEY Director of the Americas Strategic Business Unit

Jean-Philippe BOL
Anirban BOSE
Andrea FALLENI
Carole FERRAND
Cyril GARCIA

Franck GREVERIE

Anne LEBEL
william ROZE
Michael SCHULTE
Olivier SEVILLIA

Director of Operations Transformation & Industrialization
Director of the Financial Services Strategic Business Unit
Director of the Southern Europe Strategic Business Unit
Chief Financial Officer

Director of Global Sustainability Services
and Corporate Social Responsibility

Director of Portfolio, Cloud infrastructure services,
Business Services, Insights & Data and Digital Customer Experience

Chief Human Resources Officer
Director of Engineering and R&D
Director of the Northern Europe Strategic Business Unit

Chief Operating Officer

Group
Executive
Board

] Group
Jéréme SIMEON Head of Global Industries Executive
Nive BHAGAT Cloud infrastructure services Director Committee
Pascal BRIER Innovation Director
Steffen ELSAESSER Transformation Director
Roshan GYA Director of Capgemini Invent
Aruna JAYANTHI LatAm & Canada Director
Olivier LEPICK Group General Secretary
Shobha MEERA Corporate Social Responsibility Director

Niraj PARIHAR
Maria PERNAS
Olivier PFEIL
Olaf PIETSCHNER
Virginie REGIS

Insights & Data Director

Group General Counsel, Commercial and Contract Management
Business Services Director

Director of the Asia-Pacific Strategic Business Unit

Marketing & Communications Director

Rosemary STARK Strategic Accounts Director

Jeroen VERSTEEG Global Sales Director

Ashwin YARDI India Director
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Diversity policy fFor management bodies

Diversityisone of the three pillars of the Group’s Corporate Social
Responsibility (CSR) strategy. In a constantly changing global
market with a skills shortage, Capgemini believes diversity drives
innovation and creativity. Arange of diverse profiles and inclusive
practices in our work environment are key to ensuring the Group
remains attractive and guaranteeing its long-term success.

As part of its CSR strategy and to accompany these changes, the
Group decided the following regarding diversity in its management
bodies:

— set the objective of a progressive increase in both female
and international representation on the Group Executive
Committee:

- as of Jan 1, 2023, international representation on
the Group Executive Committee is 55% or 16 out of
29 members,

- with regard to female representation, this has led to a
steady increase since 2016 in the percentage of women
in this management body, rising successively from below

CORPORATE GOVERNANCE
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10% in 2016 to 24% in 2018, 26.9% in 2019 and 27.6% in
2020 and 2021 after integrating Altran and 27.6% again
in 2022. The mid-term objective is to reach at least 30%
by 2025 and longer term to achieve the same percentage
of women in the Group Executive Committee as in the
Group's headcount;

— to increase female representation within Group executive
leaders, representing 10% of positions with the greatest
responsibility within the Group, and, more widely in the Vice-
President community, by similarly setting annual targets
in this respect for the Group’s key managers. In 2018, 14%
of Group executive leader positions were held by women.
This percentage increased to 17% at end-2019 and 20.3% at
end-2020 compared to a target of 20% and again to 22.4% at
end-2021 compared to a target of 22%. The target for 2022
was 24%. The percentage achieved at the end of 2022 was
24.35% and hereafter the targetis 30% by 2025, representing
an ambitious increase of 2 points per annum between 2020
and 2025, in an industry where the workforce is primarily
made-up of engineers.

DIVERSITY FOR MANAGEMENT BODIES

27.6%
In2022
(versus 10%in 2016)

Women
in the Executive
Committee
30%
Target for 2025

These objectives will be combined with the strengthening of the
Group'sinternal policies to ensure the implementation of regular
and fair practices supporting this strategic direction, enabling
diversified and non-discriminatory global representation at all
levels of the organization. A specific focus is placed on gender
equality, with a long-term objective of progressively aligning the
percentage of female senior executives with the overall percentage
of women in the Vice-President population.

Amore detailed description of our policies and indicators for gender
diversity in general, as well as the measures taken to increase the
percentage of women in management positions, is presented in
Chapter 4 of the 2022 Universal Registration Document.

As part of various duties, the Capgemini SE Board of Directors
monitors the implementation by Group Management of this
policy of non-discrimination and diversity, notably with regard to
the balanced representation of men and women on the Group's
management bodies.
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24.4%
In2022
(versus 14%in 2018)
Women
in executive
leadership positions

30%
Target for 2025

The Group's CSR strategy, which is monitored specifically since
October 2018 by the Strategy & CSR Committee, and whichincludes
diversity as akey pillar, is reviewed annually by the Board of Directors.
In addition, new duties were entrusted to the Compensation
Committee since 2019 to ensure the implementation of the diversity
policy for management bodies. The various diversity quantified
indicators are verified by an external expert as part of the Report
on non-financial performance.

Finally, the Board of Directors has set Executive Corporate Officers
objectives to increase female representation in the Group in the
variable part of their annual compensation and, since 2018, the
Board of Directorsincludes a criterion applicable to performance
shares granted to Executive Corporate Officers and Group
managers targeting an increase in the number of women in the
Vice- President community.

(see Section 2.3 of this Universal Registration Document for more
information on the individual objectives of the Executive Corporate
Officers — Diversity is included in the objective concerning the
roll-out of the Group’s CSR strategy; and the description of the
criteria applicable to performance shares granted in 2022 in
Note 12 to the financial statements.)
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2.1.6 Transactions carried out in the Company’s shares

Transactions carried out in 2022 in the Company'’s shares or related financial instruments by the individuals referred to in Article
L. 621-18-2 of the French Financial and Monetary Code, of which the Company is aware, are as follows:

Average
price  Report
Transaction Transaction date (ineuros) reference
Paul Hermelin Sale of 10,000 shares March 16, 2022 184.96 2022 DD830920
Chairman of the Board Pledge of 25,440 shares August 1, 2022 0.00 2022 DD858307
of Directors
Pledge of 600 shares August 10, 2022 0.00 2022 DD858308
Vesting of 28,000 performance shares October 3, 2022 0.00 2022 DD865126
(Plan dated 10/02/2019)
Sale of 7,800 shares October 28,2022 170.21 2022 DD869668
Subscription of 374.9558 “Capgemini Classic” December 18,2022 377.84 2022 DD877214
units (reinvestment at term of the 2017
employee share ownership plan)
Aiman Ezzat Vesting of 19,000 performance shares October 3, 2022 0.00 2022 DD864783
Chief Executive Officer (Plan dated 10/02/2019)
Subscription of 189.5833 FCPE December 15, 2022 145.25 2022 DD877070
“ESOP Capgemini” units
(2022 employee share ownership plan)
Subscription of 223.0903 “Capgemini Classic” December 18,2022 377.84 2022 DD877071
units (reinvestment at the end of the 2017
employee share ownership plan)
Carole Ferrand Vesting of 8,000 performance shares October 3, 2022 0.00 2022 DD864821
Chief Financial Officer (Plan dated 10/02/2019)
Subscription of 47.508 FCPE December 15, 2022 145.25 2022 DD876999
"ESOP Capgemini” units
(2022 employee share ownership plan)
Maria Ferraro Purchase of 500 shares August 1, 2022 185.90 2022 DD858728
Director
Pierre Goulaieff Subscription of 9.4354 FCPE December 15, 2022 145.25 2022 DD877065
Director "ESOP Capgemini” units
representing employees (2022 employee share ownership plan)
Sale of 17.6648 FCPE December 18, 2022 377.84 2022 DD877066
“ESOP Capgemini” units
(2017 employee share ownership plan)
Hervé Jeannin Subscription of 11.104 FCPE December 15,2022 145.25 2022 DD877063
Director “ESOP Capgemini” units
representing employees (2022 employee share ownership plan)
Subscription of 14.2019 “Capgemini Classic” December 18,2022 377.84 2022 DD877104
units (reinvestment at the end of the 2017
employee share ownership plan)
Olivier Roussat Purchase of 500 shares June 27,2022 173.98 2022 DD851846

Director
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Average
price  Report
Transaction Transaction date (ineuros) reference
Lucia Sinapi Gift of 6,000 shares September 29, 2022 159.08 2022 DD864914
Director Vesting of 2,000 performance shares October 3, 2022 0.00 2022 DD864911
(Plan dated 10/02/2019)
Sale of 1,000 stripped shares by a related October 5, 2022 173.67 2022 DD865832
person, Ms. Sinapi being the beneficial owner
Sale of 350 stripped shares by a related October 25, 2022 170.10 2022 DD869527
person, Ms. Sinapi being the beneficial owner
Sale of 1,000 stripped shares by a related October 28, 2022 170.00 2022 DD869528
person, Ms. Sinapi being the beneficial owner
Sale of 500 stripped shares by a related November 14, 2022 181.21 2022 DD872379
person, Ms. Sinapi being the beneficial owner
Subscription of 40.1159 FCPE “ESOP December 15, 2022 145.25 2022 DD877000

Capgemini” units (2022 employee share
ownership plan)

Sale of 87.6812 FCPE “ESOP Capgemini” December 18, 2022 377.84 2022 DD877424
units (2017 ownership plan)
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2.2 Organization and activities of the Board of Directors

BOARD OF DIRECTORS

The Board of Directors sets the strategic direction of the Company and the Capgemini Group. It appoints the executive
corporate officer(s) responsible for implementing this strategy, approves the financial statements, convenes the Shareholders’
Meetings and proposes the annual dividend. It takes decisions on the major issues concerning the operation and future
of Capgemini, to promote sustainable value creation for its shareholders and all stakeholders.

Ethics & Governance Committee Board of Directors Strategy & CSR Committee

100%

Attendance

100%

Independence

4 4

Members Meetings

99%

Attendance

15

Members

97%

Attendance

60%

Independence

6 5

Members Meetings

83%

94%

Attendance

100%

Independence

5 4

Members Meetings

Independence’

Meetings

Executive Sessions

Audit & Risk Committee

100%

Attendance

100%

Independence

4 7

Members Meetings

NB: Information at December 31, 2022. 1. The directors representing employees and employee shareholders are not taken into account in calculating
the independence rate, in accordance with the provisions of the AFEP-MEDEF Code.

2.21

The Board of Directorsisa collegiate body that collectively represents
all shareholders and is required to act in all circumstances in the
interests of the Company. It seeks to promote long-term value
creation by the Company by taking into consideration the social
and environmental issues associated with its activities.

The role of the Board of Directors

The principalrole of the Board of Directorsis to determine the key
strategies of the Company’'s business and the Group it controls and
oversee theirimplementation. It appoints the Executive Corporate
Officers responsible for implementing these strategies and sets
theircompensation. It approves the financial statements, convenes
the Shareholders’ Meetings, and proposes the dividend. It conducts
or organizes the performance of controls and verifications it
considers appropriate and confirmsin particular the existence and
efficiency of internal control, internal audit and risk management
systems. It ensures the diversity of its composition and that of the
management bodies.
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More broadly, the Board of Directors takes decisions on the major
issues concerning the day-to-day operation and future of Capgemini,
to promote sustainable value creation forits shareholders and all
stakeholders. Given Capgemini's business as a service provider, the
Board pays particular attention to the management of the Group's
359,567 employees and thousands of managers across the globe.

The work of the Board of Directors and its specialized committeesin
2022 inaccordance with their dutiesis presented in detailin Sections
2.2.2 and 2.2.4. Additional information on the diversity policy of
the Board and the management bodies is presented in Sections
2.1.3and 2.1.5, respectively. The internal control, risk management
and Group compliance systems are detailed in Section 3.1.
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Operating rules — Corporate Governance framework

Capgemini SE refers to the AFEP-MEDEF Corporate Governance
Code for listed companies (January 2020 version), in addition to
applicable legislative and regulatory provisions.

For many years, the Capgemini SE Board of Directors has applied
best governance practices now aligned with the recommendations
of the AFEP-MEDEF Code and strives constantly to improve its
governance. Accordingly, the Board has:

— prepared, adopted, applied and amended where useful or
necessary the Board of Directors’ Charter, particularly as
part of a constant drive to improve the governance of the
Company (see below);

— set up four specialized board committees - the Audit &
Risk Committee, the Compensation Committee, the Ethics
& Governance Committee, and finally the Strategy & CSR
Committee — and given each a clearly defined role (see
Section 2.2.4);

— created the role of Lead Independent Director in May 2014,
with specific prerogatives and duties to contribute to the
balanced governance of Capgemini where the duties of
Chairman and Chief Executive Officer are grouped together
or where the Chairman of the Board is not an Independent
Director as defined by the AFEP-MEDEF Code (see
Section 2.1.2 above);

— adopted a system Ffor allocating compensation to
Directors, whereby the majority of such compensation is
indexed to attendance at Board and Committee meetings
(see Section 2.3.1);

— periodically reviewed the personal situation of each Director
in light of the definition of independence adopted by the
AFEP-MEDEF Code (“a director is independent when he/she
has no relationship of any sort with the Company, the Group
or its Management, that is likely to impair his/her judgment”)
(see Section 2.1.3);

— regularly assessed its organization and operation, either
at the time of the annual internal assessment performed
by the Lead Independent Director or three-yearly, through
the assessment conducted by an external consultant under
the responsibility of the Lead Independent Director (see
Section 2.2.3);

— assessed since 2015 the effective contribution of each
Director to the activities of the Board of Directors, at the
time of the annual Board assessment (see Section 2.2.3).

Compliance with the AFEP-MEDEF Code

Capgemini SE is constantly seeking to improve its governance
and regularly monitors its compliance with the provisions of the
AFEP-MEDEF Code.

Under the “Comply or Explain” rule provided for in Article
L. 22-10-10 of the French Commercial Code and stipulated in
Article 27.1 of the AFEP-MEDEF Corporate Governance Code
for listed companies of January 2020, the Company considers
that its practices comply fully with the recommendations of
the AFEP-MEDEF Code.

AFEP-MEDEF
recommendations
disregarded

Capgemini practices/
explanations

None N/A
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Itisnoted that the AFEP-MEDEF Code wasamendedin December 2022
with theinclusion of new recommendations strengthening the duties
of the Board Directors with regard to sustainable development
issues. These recommendations will be applicable in 2024 for
Shareholders’ Meetings held to approve financial statements
for periods beginning on or after January 1, 2023. The Company
considers it already complies with these new recommendations,
except for the recommendation concerning the presentation of
the climate strategy to the Ordinary Shareholders’ Meeting at
least once every three years; the Group's climate strategy will be
presented to the 2023 Shareholders’ Meeting.

Board Charters

The Charters of the Board of Directors and the specialized board
committees are available on the Company’s website: https://www.
capgemini.com/

The Board Charter defines the operation and organization of the
Board of Directors and supplements the prevailing provisions of the
law and the bylaws. Itis consistent with market recommendations
aimed at guaranteeing compliance with fundamental Corporate
Governance principles and particularly the AFEP-MEDEF Corporate
Governance Code for listed companies to which the Company adheres.

When the legal form of the Company returned to that of a traditional
limited liability company (société anonyme) in May 2000, a new
Charter was debated and adopted by the Board of Directors.

The Charter has since been amended several times in line with
changes in legal and regulatory provisions and changes specific
to the Company and as part of the constant drive to improve
governance, with the dual aim of facilitating the collective working
of the Board of Directors and satisfying the Corporate Governance
expectations of shareholders and their representatives.

Two changes were made to the Board Charter in 2022 following
(i) the amendment of Article 11, paragraph 2 of the Company’s
bylaws, approved by the Shareholders’ Meeting of May 19, 2022,
regarding the number of Company shares that Directors must hold
throughout their term of office (500 shares rather than 1,000 shares
previously), and (ii) the review of the duties of the Chairman of the
Board of Directors following the end of the management hand-over
phase at the close of the Shareholders’ Meeting of May 19, 2022.

Organization of powers

The Capgemini SE Board of Directors’ Charter sets out or clarifies
the scope of and basis for exercising the various powers entrusted
tothe Board of Directors, the four specialized board committees,
the Chairman of the Board of Directors, the Vice-Chairman and
the Lead Independent Director.

The Board of Directorsis a collegiate body that collectively represents
all shareholders and is required to act in all circumstances in the
interests of the Company, by taking into consideration the social
and environmental issues associated with its activities.

The role of the four specialized board committees is to study and
document the issues that the Board has scheduled for discussion
and to present recommendations on the subjects and sectors within
their remit to plenary sessions of the Board. The Committees are
consultation bodies and therefore hold no decision-making powers.
Their members and the Chairman are appointed by the Board of
Directors and are selected exclusively from among Capgemini SE
Directors. Theyare appointedin a personal capacity and may under no
circumstances be represented at the meetings of the Committee(s)
towhich they belong. The Board reserves the right to amend at any
time the number and/or make-up of these Committees, as well as
the scope of their duties. Finally, the Charters of each of the four
Committees—and any amendments thereto which the Committees
may later propose — must be formally approved by the Board.
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The Chairman of the Board of Directors prepares, organizes and
leadsits work. He sets the agenda of meetings, communicates to
Directors all information necessary to carry out their duties and
oversees the proper operation of the Company’s bodies, the correct
implementation of Board decisions and compliance with the rules
of good conduct adopted by Capgemini. He chairs Shareholders’
Meetings to which he reports on the organization, activities and
decisions of the Board (see Section 2.1.2 for a detailed description
of the role and duties of the Chairman of the Board of Directors).

Inthe absence of the Chairman, the Vice-Chairman chairs meetings
of the Board of Directors and Shareholders’ Meetings.

© © 06 000000000000 00000000000000000000000o0

Director ethics

The Board of Directors’ Charter sets out the main obligations of
the Code of Business Ethics that Capgemini SE Directors undertake
to comply with throughout their term of office.

An extract from the Code of Business Ethics is included in the
Charter of the Board of Directors and detailed below:

“The Directors (and any other person who attends Board or
Committee meetings) are required to treat as strictly confidential
matters discussed during Board or Committee meetings and all
Board or Committee decisions, as well as any information of a
confidential nature or that is presented as such by the Chairman
and Chief Executive Officer or Chairman (as applicable) or any other
Director. Each Director undertakes to comply with the following
obligations, unless he/she has informed the Chairman and Chief
Executive Officer or Chairman (as applicable), in writing, of any
objections to one or several of such obligations:

1. Although they are themselves shareholders, the Directors
represent all the shareholders and are required to act
in all circumstances in the Company's interest. They are
required to notify the Chairman of the Ethics & Governance
Committee or the Board of any one-off conflict of interests or
potential conflict of interests and to refrain from attending
deliberationsandvoting on the related decision. Any Director
who has a permanent conflict of interest is required to resign
from the Board. Directors must inform the Chairman of
the Ethics & Governance Committee of business dealings
between the Company and the companies or entities with
which they are linked, as well as any offers of appointments
they receive (see 3 below) in order to ensure that they are
compatible with their appointment and the functions they
carry out within the Company.

2. Each Director undertakes to hold (or to purchase within
six months of his/her election) at least 500 shares of the
Company. The shares acquired to Ffulfill this obligation
must be held in registered form. This obligation does not
apply to Directors representing employees and employee
shareholders.
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AlLeadIndependentDirectoris appointed from among Independent
Directors where the duties of Chairman of the Board of Directors
and Chief Executive Officer are grouped together or, if they are
separated, where the Chairman of the Board of Directors is not
an Independent Director as defined by the AFEP-MEDEF Code.

The duties and composition of the specialized board committees
are presented in Section 2.2.4. The role and prerogatives of the
Lead Independent Director are set out in Section 2.1.2.

The Chief Executive Officer has the most extensive powers to
act in all circumstances in the name of the Company, subject to
the restrictions presented in Section 2.1.2. He may be assisted in
his duties by Chief Operating Officers.
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3. The Directors are required to devote the necessary time and
attention to their duties. The Directors may not hold more
than four other appointments in French or non-French listed
companies that are not members of the Capgemini group
and must comply with all applicable regulations restricting
the number of directorships held by a single person. The
Chief Executive Officer and any Chief Operating Officers
may not hold more than two other directorships in French
or non-French listed companies that are not members of the
Capgeminigroup; they must request the opinion of the Board
before accepting any new appointment in a listed company.
If the Chairman is not also the Chief Executive Officer, the
Board may issue specific recommendations with regard to
his/herstatus. During the term of their office at the Company,
Directors must keep the Chairman of the Board informed of
any offers of appointments they would like to acceptin other
French or non-French companies, and their membership of
Board committees of these companies, as well as any change
in their appointments or participation in these committees.
If the duties of Chairman and Chief Executive Officer are
combined, he/she will inform the Chairman of the Ethics &
Governance Committee. The Chairman informs the Board of
Directors of appointments accepted.

4. The members of the Board of Directors must attend all
meetings of the Board and all meetings of the Committees
of which they are members, as well as all Shareholders’
Meetings. Inits annual Universal Registration Document, the
Company publishes Directors’ individual attendance rates at
meetings of the Board and the Committees of which they are
members, as well as average attendance rates.

5. The Directors are obliged to keep abreast of the Company's
situation and development. To this end, they may ask the
Chairman to communicate on a timely basis all information
that is essential to allow them to contribute effectively to
the discussion of mattersincluded on the agenda of the next
Board meeting. Regarding information not available to the
public that is obtained in their capacity, Directors are subject
tosecrecy rules extending beyond the simple requirement of
discretion imposed by law.
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6. Inaccordance with laws and regulations applicable to insider
trading, as set more specifically by the French Monetary and
Financial Code and the general regulations of the French
Financial Markets Authority (AMF), the members of the
Board of Directors shall refrain from:

— carrying out any transactions on the securities (including
derivatives) of companies about which (and in the extent
to which) they have privileged information by virtue of
their position as a member of the Board of Directors of
the Company

— carrying out any transactions, whether direct, indirect
or through derivatives, involving the securities of the
Company:

© © 06 000000000000 00000000000000000000000o0

The Board seeks to comply with and ensure compliance with all
rules of good governance together with a certain number of values
which each Board member has solemnly undertaken to respect. A
“Code of Business Ethics” was drafted at its initiative and distributed
to all Group employees (and is signed by all new recruits) with the
following main objectives:

— ensure all Group companies comply with a certain number
of rules of good behavior and primarily that of perfect
integrity in the conduct of business and the management of
employees;

— implement measures stopping, fighting and sanctioning
non-compliance with the core values of the Group, or
prevailing laws and regulations in the relevant country;

— provide an institutional framework for the actions, controls
and dissuasive measures required to deal with the problems
identified by these measures.

The report on the work of the Ethics & Governance Committee (see
Section 2.2.4 below) describes in detail the actions undertaken in
2022 by the Ethics Department and the Compliance Department
and the implementation of the Code of Business Ethics. On its
update at the beginning of 2019, each Director signed the new Code,
evidencing their commitment and support (both individual and
collective) forall the measures contained therein. Implementation
by the Group of its Ethics & Compliance programsin 2022 is detailed
in Section 4.2.

Director training

The Board of Directors is briefed on changes in markets, the
competitive environment and the main challenges facing the
Company, including with respect to Corporate Social Responsibility.

Integration of new Directors

Capgemini ensures that Directors joining the Board receive
training in the specific aspects of the Group, its businesses and
activity sectors, particularly through meetings with the various
members of Group Management. New Directors are also advised
on the specificaspects of the Company’s Board of Directors during
meetings with the Chairman of the Board of Directors, the Chief
Executive Officer, the Lead Independent Director, the Committee
Chairmen, the Board Secretary and members of the Group Executive
Committee. In addition, the new membersjoining the Audit & Risk
Committee receive information on the specificaccounting, financial
and operating aspects of the Company.
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- duringaperiodcommencingonthethirtieth calendar
day preceding the public release of mid-year and
full-year results and ending after the close of the
trading day of the said public release,

- and during a period commencing on the fifteenth
calendar day preceding quarterly announcements
and ending after the close of the trading day of the
said public release.

7. In conformity with the Monetary and Financial code and
with the general regulations of the French Financial Markets
Authority (AMF) each Director is required to notify the AMF
and the Company by electronic means of all transactions
carried out involving Capgemini SE securities within three
business days following their execution.”
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Ongoing training

Capgemini ensures that the Directors have sufficient understanding
of the Group, its ecosystem and its challenges. The Board members
therefore meetregularly with the members of the Group Executive
Board during Board and Committee meetings. The Directors are
alsoinvited to the Group “Rencontres” gatherings, a recurring event
bringing together, over several days, around 500 of the Group’s
key managers and emerging talent. In addition, each year a Board
meeting dedicated to strategy is held in the form of a seminar
and invites key managers of the Group to contribute to Board
discussions. These seminars also enable Directors to constantly
refine their understanding of the challenges facing the Group
through themed-based presentations and site visits.

Furthermore, the Board organizes a range of specific training
sessions throughout the year to help Directors increase their
knowledge of the Group (through presentations of its ecosystem,
challenges, businesses, offerings and certain of its regions) and
its competitive environment, as well as recent market disruption
trends and technological developments. In 2022, presentations
were made during Board of Directors’ meetings and at the annual
strategy seminar. These primarily focused on the latest technology
trends (5G, quantics and the metaverse), issues associated with
the new talents ecosystem, the sustainable development market
and the Group’s competitive environment. There were also more
operations-based presentations, focusing on the Intelligent Industry
strategy and presenting the “Insights & Data” business line and the
Group's activities in India and the Americas.

Anin-depth presentation of the Group's climate strategy and net
zero program was also made to members of the Strategy & CSR
Committeein 2022, in addition to the annual meeting focusing on
the roll-out of the Group's CSR strategy.

Finally, the Directors who so request and Directors representing
employeesregularly receive special external training, enabling them
to obtainand perfect the knowledge and techniques necessary to
the exercise of their duties, in accordance with legislative provisions.
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2.2.2 Activities of the Board of Directors in 2022

Board of Directors’ meetings

Number of meetings and attendance rate

The Board meets at least six times a year. Meetings are convened
by the Chairman in accordance with a schedule decided by the
Board wellin advance. This schedule may be amended during the
year in response to unforeseen circumstances or at the request
of more than one Director.

In 2022, the Board met 7 times during the year (including by video
conferencing and conference call), five times during the first-half
and four times during the second-half.

The Board meeting focusing primarily on the Group's strategy was
held on June 15 and 16, 2022 in the form of a seminar.

In addition, the Board held one executive session chaired by
the Lead Independent Director and attended by all the Directors
except for the Chief Executive Officer. This executive session
focused mainly on governance issues, on the external assessment
of the Board and on the strategic priorities to be implemented in
the context of setting the compensation objectives of the Chief
Executive Officer.

The average attendance rate at Board meetings was 99%,
demonstrating the involvement and availability of the Directors
throughout the year for issues of particular importance to the
Group. The following table presents individual attendance rates
at meetings of the Board of Directors and the specialized board
committees on which the Directors sit.

Number of meetings of the Board of Directors and its specialized committees in 2022 and attendance rates

Ethics &

Governance Strategy & CSR Audit & Risk Compensation

Board of Directors Committee Committee Committee Committee

Total number of meetings 7 4 5 7 4

Average attendance rate 99% 100% 97% 100% 94%

Individual Director attendance rates
Ethics &

Governance Strategy & CSR Audit & Risk Compensation

Board of Directors Committee Committee Committee Committee
No. of No. of No. of No. of No. of

Name meetings % meetings % meetings % meetings % meetings %
Paul HERMELIN 7 100% - 5 100% - -
Aiman EZZAT 7 100% - 5 100% - -
Xiaoqun CLEVER 7 100% - - 7 100% -

Laurence DORS®™ 2/2 100% 2/2 100% - 3/3  100% 1/2 50%
Maria FERRARO @ 5/5  100% - - 4/4  100% -

Pierre GOULAIEFF®) 7 100% - - - 2/2 100%
Sian HERBERT-JONES® 7 100% 2/2 100% - 7 100% -
Hervé JEANNIN 7 100% - 5 100% - -

Belen MOSCOSO del PRADO 7 100% - - - 4 100%
Xavier MUSCA 7 100% 4 100% - 7 100% -
Frédéric OUDEA 7 100% 4 100% - - -
Patrick POUYANNE ® 7 100% 4 100% 3/3  100% - -
Olivier ROUSSAT ©) 5/5 100% - 2/2 100% - -
Tanja RUECKERT 7 100% - 5 100% - -

Kurt SIEVERS 6 86% - 4 80% - 4 100%

Lucia SINAPI-THOMAS 7 100% - - - 4 100%

STELRE
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The term of office as Director of Ms. Dors expired at the Shareholders’ Meeting of May 19, 2022 and was not renewed.

Ms. Maria Ferraro was appointed a Director during the Shareholders’ Meeting of May 19, 2022 and a member of the Audit & Risk Committee at the same date.

Mr. Pierre Goulaieff was appointed a Director representing employees to replace Mr. Kevin Masters and has been a member of the Compensation Committee since May 19, 2022.
Ms. Sidn Herbert-Jones has been a member of the Ethics & Governance Committee since May 19, 2022.

Mr. Patrick Pouyanné has been Chairman of the Compensation Committee since May 19, 2022. He has not been a member of the Strategy & CSR Committee since that date.
Mr. Olivier Roussat was appointed a Director at the Shareholders’ Meeting of May 19, 2022 and a member of the Strategy & CSR Committee at that same date.
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Organization and preparation

The Notice of meeting, sent to Directors two weeks before the
meeting date, contains the agenda set after the Chairman of the
Board of Directors has consulted with the Lead Independent
Director and any Directors who proposed specific points to be
discussed by the Board.

In accordance with the Board of Directors’ Charter, preparatory
documentationis sent to Directorsin the week before the meeting.

In addition, important press releases (signature of major contracts,
alliances, etc.) issued by the Company together with financial
analysts’ studies of Capgeminior the sectorare regularly brought
to the attention of Directors.

CORPORATE GOVERNANCE
Organization and activities of the Board of Directors

Documents relating to the Board of Directors as well as the
above-mentioned information are communicated by a secure
platform accessible solely by Board members using an individual
password. This platform is hosted on a server located in France.
In 2015, this platform, which is used for Board of Directors’ and
Committee meetings, was reviewed and modernized in response to
wishes expressed by Directors, to make it more mobile, accessible
from any location and even more secure.

Activities of the Board in 2022

The agenda of Board of Directors’ meetings is defined not only to
provide Directors with an overview of the Group's position, but also
with regard to Group governance principles, which, pursuant to
prevailing texts and to the Board of Directors’ Charter, presuppose
that Board members will make decisions on specific topics.

Group strategy
and organization, CSR Governance Finance
— Update of the Group'’s Governance method — Budget

medium-term strategic direction
and validation of monitoring
indicators

— External growth opportunities
and analysis thereof

— Review of the main changes
in markets, technology and the
competitive environment

— Intelligent Industry strategy
and sustainable development
offering strategy

— Monitoring of the roll-out
of the Group’s CSR strategy,
including the climate strategy

Group Performance

(retention of the separated
governance structure)

Changes in the composition

of the Board and its Committees
Preparation of the Shareholders’
Meeting

External assessment of the Board
Monitoring of dialogue with
shareholders and proxy advisors
Review of the Executive Corporate
Officer succession process and the
emergency succession process

Audit & Risk

— Medium-term financial ambitions
— Share buyback program
— Financial communication

Talent management,
diversity and compensation

— Group performance and activities
— Monitoring the “New Normal”
— Monitoring customer satisfaction

2021 Company financial statements
2021 consolidated financial
statements and 2022 first-half
interim consolidated financial
statements

Risk monitoring (including mapping)
Internal control and Internal audit
Monitoring of the Group's various
ethics and compliance actions

— Monitoring of Group talent
management

— Diversity policy
for management bodies

— Monitoring of the Group executive
succession process excluding
the Chief Executive Officer
and preparation of potential
executives

— Compensation of Executive
Corporate Officers, equity ratio

— Performance share
and free share grants

— New employee share
ownership plan

In addition, the Board held one executive session in 2022 chaired
by the Lead Independent Director and attended by all the Directors
except for the Chief Executive Officer. This executive session
focused mainly on governance issues, on the external assessment
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of the Board and on the strategic priorities to be implemented in
the context of setting the compensation objectives of the Chief
Executive Officer.
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Report on the Lead Independent Director’s activities in 2022

Mr. Frédéric Oudéa was appointed as Lead Independent Director
and Chairman of the Ethics & Governance Committee at the end
of the Shareholders’ Meeting of May 20, 2021. Given the renewal

May 19, 2022, he was renewed as Lead Independent Director and
Chairman of the Ethics & Governance Committee at the end of
this Meeting.

of his term of office as Director at the Shareholders’ Meeting of

The duties of the Lead Independent Director in 2022 were as follows:

Preparation of Board
of Directors’ meetings

Three-year external assessment
of the Board of Directors and its
specialized committees

Prevention of conflicts of interest/
classification of Independent
Directors

Composition of
the Board of Directors

Communication with shareholders

Chair of an executive session
(meeting held without the presence
of the Chief Executive Officer)

Involvementin the preparation of Board of Directors’ meetings, particularly as concerns the
different governance issues presented to the Board and consultation by the Chairman of the
Board of Directors on the agendas of all Board meetings.

Conduct, atthe end of 2022 and the beginning of 2023, of the three-year external assessment
of the Board and its specialized committees for 2022 with the aid of an external consultant,
based on a questionnaire and individual meetings with each of the members of the Board
(see Section 2.2.3).

Stayinformed of business relations between the Company and companies or structures with
which Directors are related and of any directorship proposals received by Directors, in order
to avoid any potential situations of conflict of interest.

Annual review of Director independence criteria.

Conduct, in the context of the Ethics & Governance Committee, of the search process for
candidates upstream of the Shareholders’ Meeting of May 19, 2022 which appointed two
new Directors.

Launch of discussions on the composition of the Board in preparation of the Shareholders’
Meeting of May 16, 2023.

Meetings held jointly with the Chairman of the Board of Directors, with severalinstitutional
investors to present Capgemini's governance principles, compensation policies, or the
ESG policy as part of the Company's dialogue with its shareholders; reporting on these
discussions to the Ethics & Governance Committee, whose members include the Chairman
of the Compensation Committee, and to the Board of Directors.

Chair of one executive session of the Board in 2022 which focused on assessing the performance
of the Executive Corporate Officer in 2022 and the strategic priorities to be implemented
in the context of setting the variable compensation objectives of the Executive Corporate
Officer, the external assessment of the Board and governance.

In addition, Mr. Oudéa, as Lead Independent Director, reported
to shareholders of the Company on his activities and on the
activities of the Board and its specialized committees in 2021 at
the Shareholders’ Meeting of May 19, 2022, in accordance with

the Board of Directors’ Charter.

Financial authorizations

A summary table of current delegations of authority granted by
Shareholders’ Meetings to the Board of Directors to perform share
capitalincreases and detailing utilizations of these delegationsin
2022, is presented in Section 6.1.2 of this Universal Registration
Document.

2.2.3 Assessment of the Board of Directors

2021 internal assessment: conclusions and actions implemented in 2022

Aninternal assessment of the composition and activities of the Board
of Directorsand its specialized committeesin 2021 was conducted

Following this assessment, the measures below were implemented
in 2022 for the five priorities approved by the Board of Directors:

underthe responsibility of the Lead Independent Director and was
presented in detailin the 2021 Universal Registration Document.

2022 Priorities

Actions implemented

Strategy

— Definition and monitoring of strategic

objectives: Continued increased
involvement of the Board in the

definition and monitoring of strategic
priorities and better coordination of

work between the Strategy & CSR

Committee and the Board in this area.
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— Thestrategy seminaronJune 15and 16,2022 was an opportunity for the Board
to continue its discussions on the Group’s medium-term strategic direction. A
number of presentations were made throughout the year to enable the Board
to follow the implementation of some of the Group's strategic priorities.
Finally, during its meeting of December 7, 2022 and at the proposal of the Chief
Executive Officer, the Board of Directors approved a number of indicators
monitoring the Group’s medium-term strategic priorities.
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2022 Priorities Actions implemented

Composition of the Board of Directors

— Renewal for the period 2022-2026 of
the four objectives for the composition
of the Board: (i) international
diversification, (ii) diversification of
profiles and expertise, (iii) staggered
renewal of terms of office and (iv)
maintenance of a measured number
of Directors enabling coherence and
collective decision-making.

— As part of the Board's work on changes in its composition and in accordance
with the objectives renewed for the period 2022-2026 (international
diversification, diversification of profiles, staggered renewal of terms of office,
maintenance of a measured number of Directors enabling coherence and
collective decision-making), the Board of Directors proposed the appointment
of Ms. Maria Ferraro, a Canadian citizen, and Mr. Olivier Roussat, as well as the
renewal of the terms of office of Mr. Paul Hermelin, Mr. Xavier Musca and Mr.
Frédéric Oudéa at the Shareholders’ Meeting of May 19, 2022. Ms. Laurence
Dors did not seek the renewal of her term of office.

— These appointments enabled the Board of Directors to further the
international diversification of its composition, deepen its industry expertise
and enrich the diversity of its profiles, while maintaining a measured number
of Directors and high level of independence within the Board (83% at the end
of the Shareholders’ Meeting of May 19, 2022).

Activities of the Board of Directors — Presentations on technological issues or relating to offerings or the Group's
strategy were made by various operating managers during Board meetings as
well as at the strategy seminar held on June 15and 16, 2022. Informal meetings

were also organized between Board members and operating managers.

— Continuation of meetings with Group
operating managers during Board
meetings or training sessions.

2022 external assessment:
conclusions and priorities for 2023

The assessment highlighted continued progress in the activities
of the Board and its committees since 2019 and confirmed the

. collective approach to the Board's work and the spirit of openness
In accordance with the three-year frequency recommended by the which characterizesits discussions. The members of the Board of

AFEP-MEDEF Code, a formal assessment of the activities of the N

Board of Directors andits specialized committees was performed Directors highlighted, in pfartlcular, () improved mqmtgrmg ofthe
. B ) strategy by the Board of Directors and better coordination of work
at the end of 2022 with the assistance of an external service

provider and under the responsibility of the Lead Independent b"et_ween the B.OMd an_d the strategy&CSR Committee in this area,

. ) L o (i) improved interaction with the management team, and (iii) a
Director, who guaranteed the confidentiality of opinions expressed, o ) - . )

. o ; . better Board composition enabling the attainment of international
the impartiality of analyses and the consultant’s ability to freely . I ; . . . S
) . . ) diversification and diversity of profile and expertise objectives.

express his recommendations. The review assessed changesin the
activities of the Board since the last external assessmentin 2019.  Withregards to governance, the Directors highlighted the successful
management hand-over between the Chairman of the Board and
the Chief Executive Officer in the context of the new separated
governance structure implemented since May 2020. Finally, the role
and activities of the Lead Independent Director were identified
as facilitating the balance desired by the Board, in line with best
governance practices.

To ensure independence and avoid any conflict of interest, it was
decided to appoint a firm that was not otherwise involved in
the recruitment of directors for the Group. The assessment was
therefore conducted by Mr. Jean-Philippe Saint-Geours, a partner
with the firm Leaders Trust International, which has conducted
the three-year assessments since 2008, helping to putin context
any recent changes or changesstill required and facilitating open
dialogue with members of the Board of Directors and management.

The Directors expressed their generalsatisfaction with the activities
and organization of the Board and its committees. They appreciate,
in particular, the high quality of the strategy seminars, as well as the
training proposed at specific sessions or during Board meetings,
which should be continued in the future.

For the purposes of the assessment, each Director was asked to
complete a detailed questionnaire validated beforehand by the
Lead Independent Director. The answers provided were used

to prepare “interview guidelines” for meetings held with each
Director to obtain, with complete anonymity, their comments
and suggestions.

The questions focused on the composition and activities of the
Board of Directors andits committees and enabled a self-assessment
of the effective contribution of each Director. This exercise was
launched during the internal assessment of activitiesin 2015. The
Lead Independent Director provided individual feedback on these
assessments of the effective contribution of each Director.

A summary report was presented to the Board of Directors on
December 7, 2022 by the external consultant, analyzing the
information gathered both through the questionnaires and the
individual meetings. This report was discussed in detail.
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Certain areas were identified forincreased attention and particularly
continued oversight of the Group's medium-term strategy, talent
management and the emerging market of sustainable offerings.

Following this assessment, the Board of Directors set the following
priorities for 2023:

— Oversight of strategic objectives
Continuedincreased involvement of the Board in the definition
and oversight of strategic priorities, primarily by implementing
monitoring indicators.

— Talent management
Continued oversight of the development and retention of
Group talent.

— Sustainable Development
Greater oversight of the Group's sustainability offering strategy
with clients; continued oversight of the Group’s CSR strategy
and particularly the climate strategy.
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2.2.4 Role and composition of the Four specialized board committees

The Audit & Risk Committee

7

Meetings
100% 100%
Attendance Members Women Independence

N.B. All figures are up to date at December 31, 2022.
Composition at December 31,2022

Members Attendance rate

Xavier MUSCA

(Chairman) ™ 100%
Xiaogun CLEVER(® 100%
Maria FERRARO (0 100%
Sian HERBERT-JONES ™ 100%

(1) Independent.

Committee duties

The duties of the Audit Committee were changed on December 7,
2016 tostrengthen the monitoring of risk management and include
theimpactsof the European statutory audit reform. The Committee
name was also changed to the Audit & Risk Committee.

These changes in the Committee’s duties followed concerns
expressed by Directors to improve risk monitoring by associating
the Board of Directors and the Audit Committee.

Inaccordance with Article L. 823-19 of the French Commercial Code,
the French Financial Markets Authority (AMF) recommendation of
July 22, 2010 and best market practice, the duties of the Audit &
Risk Committee fall into three categories.

Firstly, the Audit & Risk Committee monitorsissues concerning the
preparation and control of financial and accounting information. It
monitors the financialinformation preparation process and, where
applicable, suggests recommendations to guaranteeitsintegrity.
It examines the draft annual and half-year consolidated financial
statements of the Group, the annual accounts of Capgemini SE
and the management presentation of risk exposure and material
off-balance sheet commitments of the Company, as well as the
accounting options adopted.

Following the amendment of its Charterin March 2019, it ensures that
thereisarigorous process for preparing the Group's non-financial
information and reviews the draft statement on non-financial
performance.

Secondly, the Audit & Risk Committee ensures the existence
and efficiency of internal control systems, internal audit and the
management of major risks to which the Group is exposed in the
course of its business (such as financial, legal, operating, employee
and environmental risks and the resulting measuresimplemented).
Following the strengthening of these risk monitoring duties, the
Committee must notably review the major risks to which the Group
may be exposed at least once annually, in particular through a
review of the risk mapping prepared and updated by the Group
Management Risk Committee.
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Finally, the Committeeis responsible for monitoring the statutory
audit of the annualand half-year consolidated financial statements
of the Group and the annual accounts of the Company, ensuring the
independence of the Statutory auditors and generally monitoring
the conduct of their engagements.

Where it considersit useful or necessary, the Audit & Risk Committee
may be assisted by experts appointed for this purpose.

Composition and participation

At December 31, 2022, the Committee has four Directors, all of
whom areindependent: Mr. Xavier Musca (Chairman), Ms. Xiaoqun
Clever, Ms. Maria Ferraro and Ms. Sian Herbert-Jones.

Ms. Laurence Dors was a member of the Committee until May 19,
2022. She attended all Committee meetings during the period
January 1 to May 19, 2022.

Through their professional careers, Audit & Risk Committee
members have amassed the necessary accounting and financial
expertise to perform their duties. Mr. Xavier Musca acquired
considerable expertise in the French and international financial and
banking sectors throughout his career in the French civil service,
ministerial offices and the private sector. Ms. Xiaoqun Clever has
held Executive Management positions in international groups in
the technology sector and therefore brings financial expertise
and a business perspective particularly useful for risk monitoring
activities. Ms. Sian Herbert-Jones was Chief Financial Officer of
Sodexo from 2001 to 2016. Finally, Ms. Maria Ferraro’s career as
Chief Financial Officer in international groups across a range of
sectors, including the Intelligent Industry sector, allows her to
contribute financial expertise combined with business knowledge.

The Committee metseven timesin 2022, with an average attendance
rate of 100%.

Committee activities in 2022

The Committee reviewed the annual accounts of Capgemini SE and
the consolidated financial statements of the Group for the year
ended December 31, 2021, the condensed interim consolidated
financial statements for the half-year ended June 30, 2022 and
the 2022 budget.

With regard to the 2021 consolidated financial statements, the
Committee monitored the valuation of goodwill, the provision
for pensions and other post-employment benefits, the analysis
of other operating income and expenses, the application of new
IFRIC (IFRS Interpretation Committee) interpretations and the
adoption of the ESEF electronic reporting format.

The Statutory auditors reported to the Committee on the quality
of the accounting monitoring of projects and the good control of
the accounts closing process.

As partofits risk management oversight activities, the Committee
took due note of the annual risk mapping update based on
interviews conducted with around thirty Group managers as
well as employees treating specific risk issues. This work again
confirmed fourteen critical risks for which action plans have been
drawn up, monitored by the risk owners and reviewed by the Group
Management Risk Committee. The owners of some critical risks
(cyber risks; non-compliance with laws and/or adverse changes
in regulations; failure to attract, develop and retain and/or loss
of key talents/executives) presented a report to the Audit & Risk
Committee on the management of these risks.
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The Audit & Risk Committee also interviewed:

— the Internal Audit Director, questioning him on working
methods, planning, areas of intervention, resources, the
conclusions of audits carried out during the year and the
follow-up of recommendations;

— the Delivery Director (Production/Methods and Support),
questioning him in particular on the impact on the operating
accounts of major contracts that are separately monitored;

— the Director in charge of pre-sales risk management,
questioning him on the activities of the Group Review Board
during the period and the terms and conditions of major
commercial proposals; as well on the impact of the growing
number of engineering business proposals;

— the Manager in charge of implementing the European
Taxonomy regulation, who was questioned on the approach
adopted and initial results.

The Committee reviewed the draft Non-financial performance
statement and met with representatives of the independent third
party responsible for issuing a report on this statement. It also
reviewed the methodology adopted forimplementing the Taxonomy
regulation and the methodology underlying the Non-financial
performance statement and its link with the risk mapping.

The Committee reviewed a presentation on Group debt management.

The Committee interviewed the Tax Director on major upcoming
changesin the environment where the Group operates.

The Committee met with the Statutory auditors during a meeting
held without the presence of executives, focusing on the audit
approach, key audit matters, the audit scope, its planning, materiality
thresholds and the internal control review.

Finally, the Committee took note of the non-audit services approved
during the fiscal year and performed by the external auditors.

The Compensation Committee

4

Meetings
94% 100%"
Attendance Members  Women Independence

N.B. All figures are up to date at December 31, 2022.

(1) The Directors representing employees and employee shareholders are not
takeninto accountin calculating the independence rate, in accordance with the
provisions of the AFEP-MEDEF Code.

Composition at December 31, 2022

Members Attendance rate
Patrick POUYANNE (Chairman) " @ 100%
Pierre GOULAIEFF® 100%
Belen MOSCOSO DEL PRADO ™ 100%
Kurt SIEVERS () 100%
Lucia SINAPI-THOMAS 100%

(1) Independent.

(2) Mr.PatrickPouyannéwasappointedasmemberandChairmanoftheCompensation
Committee at the end of the Shareholders’ Meeting of May 19, 2022.

(3) Mr.Pierre Goulaieff, Director representing employees, joined the Compensation
Committee at the end of the Shareholders’ Meeting of May 19, 2022.
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Committee duties

On October 8, 2014, the Selection & Compensation Committee
changed its name to the “Compensation Committee” and now
concentrates exclusively on setting the compensation of Executive
Corporate Officers and defining compensation policies for Group
executives. The Committee has several dutiesset outinits Charter.

Firstly, it must present proposals to the Board of Directors on the
fixed and variable compensation of Executive Corporate Officers
and, with regards to the variable portion, and where appropriate,
propose a detailed list of individual objectives (quantitative and
qualitative), enabling an assessment of performance and the
calculation of the variable compensation component(s). The
Committee reviews the information presented to shareholders for
the vote on Executive Corporate Officer compensation (so-called
“Say on Pay") andis consulted on financial terms and conditionsin the
event of the appointment or departure of an Executive Corporate
Officer. Italso reviews the information presented to shareholders
for the vote on Director compensation and proposes allocations
rulesand atotal compensation amount to the Board of Directors.

The Compensation Committee mustbeinformed of the compensation
policies adopted by Capgemini group companiesin the management
of senior executive careers and the application of these policies
with respect to the Group’s medium and long-term strategy
presented to the Board of Directors. The Committee must also be
informed annually by Group Management of the (fixed and variable)
compensation of Executive Committee members.

Following the amendment of its Charterin March 2019, the Committee
ensures that Group Management implements a diversity policy
and objectives for management bodies. To this end, the work of
the Strategy & CSR Committee is invaluable.

Finally, the Committee reviews the various schemes enabling
senior executives to bettersharein the Group's profits (long-term
incentive instruments and particularly performance share grants,
Group savingsschemes, etc.) and proposes to the Board of Directors
theincentive instruments it considers appropriate and capable of
beingimplementedin all (or certain) Capgemini group companies.

Composition and participation

At December 31,2022, this Committee has five Directors, all of whom
areindependent with the exception of the directors representing
employees and employee shareholders (who are not taken into
accountin calculating the independence rate, in accordance with
the AFEP-MEDEF Code):

Mr. Patrick Pouyanné (Chairman since May 19, 2022), Mr. Pierre
Goulaieff (Director representing the employees), Ms. Belen
Moscoso del Prado, Mr. Kurt Sievers and Ms. Lucia Sinapi-Thomas
(Director representing employee shareholders).

Ms. Laurence Dors was Chairman of the Committee until May 19,
2022. She attended one of the two Committee meetings during
the period January 1 to May 19, 2022.

This Committee met four timesin 2022, with an average attendance
rate of 94%.

Committee activities in 2022

Inaccordance with the Committee’s remit, it ensured throughout
2022 the consistency of the Group's senior executive compensation
policy. Its Chairman regularly reported on the Committee’s work and
presented recommendations to the Board of Directors concerning
the following areas:

— the consistency of the general compensation policy of the
Group and its subsidiaries;
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— the compensation of the Executive Corporate Officer and
a review of the compensation of members of the Executive
Committee. These recommendations focused at the
beginning of the year on:

- anappraisal of the individual performance of the Executive
Corporate Officer compared with the objectives set at
the beginning of the previous year,

- the calculation of the variable component of this
compensation paid after the Shareholders’ Meeting vote
for Executive Corporate Officers,

- determination of the fixed compensation and theoretical
variable component for the following year,

- selecting and setting objectives to be used for the
current year as a basis for defining the calculation of the
actual variable component due.

The Committee reviewed the principle and means of granting
shares subject to performance and/or presence conditions and
ensured the consistency of performance conditions tied to financial
indicators, as well as non-financial indicators in line with the
Company's Corporate Social Responsibility policy. It also studied
the principle and means of granting shares subject to performance
and/or presence conditions to certain managers. It drafted and
communicated a list of beneficiaries and the proposed individual
share grants to the Board of Directors foragreement on October 3,
2022, as well as the specific grant to employees of Chappuis Halder,
acquired in May 2022.

The Committee also monitored the Group employee share ownership
plansandwasregularly advised of the potentialimpact of regulatory
changes on Executive Corporate Officer compensation packages.

Finally, the Committee monitored the diversity policy and objectives
of the Group’s management bodies.

The Ethics & Governance Committee

4

Meetings
100% 100%
Attendance Members Women Independence

N.B. All figures are up to date at December 31, 2022.

Composition at December 31, 2022

Members Attendance rate
Frédéric OUDEA (Chairman) ™ 100%
Sidn HERBERT-JONES (™M@ 100%
Xavier MUSCA® 100%
Patrick POUYANNE ™ 100%

(1) Independent.
(2) Ms.Sian Herbert-Jones was appointed as a member of the Ethics & Governance
Committee at the end of the Shareholders’ Meeting of May 19, 2022.

Committee duties

Since October 8, 2014, the roles of the Ethics & Governance
Committee now include not only Executive Corporate Officer
selection and succession plans and the proposal of new directors
to ensure the balanced composition of the Board but also Group
senior executive selection and succession plans.

The main remit of this Committee (createdin July 2006 by decision
of the Board) is to verify that the Group's seven core values (Honesty,
Boldness, Trust, Freedom, Team Spirit, Modesty and Fun) are
correctly applied and adhered to, defended and promoted by the
Group's corporate officers, senior management and employeesin
all of its businesses and in all subsidiaries under its control, in all
internaland external communications—including advertising—and
in all other acts undertaken in the Group's name.
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Itis also tasked more generally with overseeing the application of
best Corporate Governance practice within Capgemini SE and its
subsidiaries. The Ethics & Governance Committee is responsible
for all matters relating to the selection, appraisal and annual
independence review of the Company'’s Directors. It draws the
attention of the Chairman and the Board of Directors to any
potentialsituations of conflict of interestit hasidentified between
a Director and the Company or its Group or between Directors.
It ensures the implementation of a corruption and influence
peddling prevention and detection system and oversees Group
compliance with rules and conventions on human rights and
fundamental freedoms in the exercise of its activities. It must be
ready to implement the measures necessary should the need to
replace the Chief Executive Officer suddenly arise. It must handle
and propose to the Board any changes it considers appropriate or
relevant to the Board's activities and composition, in particular as
part ofitsdiversity policy (co-opting a new Director or replacing a
resigning director, increasing the proportion of female directors,
diversity of profiles and expertise of directors, etc.), or to the
governance structure currently in place within the Group. The
Committee is briefed on succession plans for key operating and
functional managers of the Group. Itis also informed of the policy
forthe identification, development and retention of high potential
executives. The Chairman of the Board of Directors and the Chief
Executive Officerareinvolved in the Committee’swork and attend
meetings, except where deliberations directly concernthem. The
Committee must be consulted by Group Management prior to any
appointment to the Executive Committee.

Composition and participation

At December 31, 2022, the Committee has four Directors, all of
whom are independent: Mr. Frédéric Oudéa (Chairman), Ms. Sian
Herbert-Jones, Mr. Xavier Musca and Mr. Patrick Pouyanné.

Ms. Laurence Dors was a member of the Committee until May 19,
2022. She attended all Committee meetings during the period
January 1 to May 19, 2022.

It is recalled that the Charter of the Board of Directors provides
that the duties of Lead Independent Director be conferred by the
Board on the Chairman of the Ethics & Governance Committee.

This Committee met four timesin 2022, with an average attendance
rate of 100%.

Committee activities in 2022

The activities of the Ethics & Governance Committee focused on
the following issuesin 2022:

Governance
The Ethics & Governance Committee:

— in preparing the Shareholders’ Meeting of May 19, 2022
recommended the candidacy of Ms. Maria Ferraro and Mr.
Olivier Roussat to the Board of Directors and the renewal of
the terms of office of Mr. Paul Hermelin, Mr. Xavier Musca
and Mr. Frédéric Oudéa;

— recommended the continued separation of the duties of
Chairman and Chief Executive Officer on the renewal of Mr.
Paul Hermelin's term of office and the retention of the role
of Lead Independent Director on the renewal of Mr. Frédéric
Oudéa’s term of office;

— proposed the appointment by the Board of Directors, at
the end of the Shareholders’ Meeting of May 19, 2022,
of Mr. Patrick Pouyanné as member and Chairman of the
Compensation Committee (replacing Ms. Laurence Dors),
Ms. Maria Ferraro as member of the Audit & Risk Committee
(replacing Ms. Laurence Dors), Mr. Pierre Goulaieff as
member of the Compensation Committee (replacing Mr.
Kevin Masters), Ms. Sian Herbert-Jones as member of the
Ethics & Governance Committee (replacing Ms. Laurence
Dors) and Mr. Olivier Roussat as member of the Strategy &
CSR Committee (replacing Mr. Patrick Pouyanné);
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— was briefed on the implementation of the internal charter
on regulated agreements and the classification of ordinary
agreements performed at arm’s length and conducted a
preliminary review of the agreement classification procedure
as part of the annual review of classification criteria by the
Board of Directors;

— was briefed on the process implemented by Group
Management for the succession of Executive Corporate
Officers and reviewed the emergency succession plan for
Executive Corporate Officers drafted in March 2021;

— reviewed the procedures implemented by Group
Management to manage succession plans for Executive
Management (Group Executive Board and Group Executive
Committee) to ensure talent able to assume the highest
operational and functional responsibilities in the Group has
been identified, while remaining open to the addition of new
talent;

— monitored the dialogue between the Company and its
shareholders and proxy advisors in preparation of the 2022
Shareholders’ Meeting and prepared the governance issues
presented to the Board and then to the Shareholders’
Meeting of May 19, 2022;

— was briefed on the meetings held by the Lead Independent
Director and Chairman of the Board with severalinstitutional
investors to present Capgemini's governance principles;

— debated several times the changes in and composition of the
specialized board committees, for proposal to the Board of
Directors;

— under the responsibility of its Chairman, the Lead
Independent Director, was briefed on and discussed the
external assessment of the composition and activities of
the Board and its specialized committees performed at the
end of 2022 by an external consultant in respect of 2022, for
proposal to the Board of Directors;

— deliberated the Board of Directors’ diversity policy and its
implementation during 2022, for proposal to the Board of
Directors;

— deliberated the independence of Directors and the absence
of conflicts of interest in preparation of the 2021 Universal
Registration Document, for proposal to the Board of
Directors;

— was briefed on the conclusions and observations of the
High Committee for Corporate Governance (Haut Comité du
Gouvernement d’Entreprise) and the French Financial Markets
Authority (AMF) in their respective annual reports on
Corporate Governance;

— proposed the amendment of the Company’s bylaws and the
Board of Directors’ Charter regarding the number of shares
that must be held be Directors throughout their term of
office;

— reviewed the governance Section of the Board of Directors’
report, prepared in accordance with the last paragraph of
Article L. 225-37, Article L. 225-37-4 and Article L. 22-10-10 of
the French Commercial Code;

— launched discussions on the composition of the Board in
preparation of the Shareholders’ Meeting of May 16, 2023.
Ethics & Compliance

The Ethics & Governance Committee also interviewed the Ethics
and Audit Director and the Ethics Director, who submitted a report
to the Committee presenting:
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— in the first Section, Ethics activities: guidelines and related
training, awareness-raising and communication initiatives,
alerts reported during 2022 to the SpeakUP ethics helpline,
and the results of the monthly survey on ethical culture
within the Company, completed by over 230,000 Group
employees in 46 countries in 2022. In addition, it noted
that Capgemini has been recognized as “One of the World’s
Most Ethical Companies®” for the tenth year in a row by the
American Institute, Ethisphere, confirming the high quality of
the Group's ethical responsibility towards allits stakeholders.
The Group celebrated this with the global campaign Ethics in
Motion. The report also highlighted the first actions relating
to the new Group Human Rights Policy. The report also
presented progress with the roll-out of Declare, the tool for
managing conflicts of interest within the Group, as well as a
summary of spontaneous reports submitted using the tool;

— in the second Section of the report, the Internal Audit
conclusions on the good understanding and application of
the ethical framework defined by the Group.

In addition, the Ethics & Governance Committee was informed
by the Compliance Officer of measures taken in 2022 under the
anti-corruption program deployed by the Group, as well as the
conclusions of internal controls on the correct application of
this program. The monitoring system for the Duty of care plan
implemented pursuant to the Company’s duty of care was also
presented.

The Strategy & CSR Committee

5

Meetings
97% 60%"
Attendance Members  Women Independence

N.B. All figures are up to date at December 31, 2022.

(1) The Directors representing employees and employee shareholders are not
taken into accountin calculating the independence rate, in accordance with the
provisions of the AFEP-MEDEF Code.

Composition at December 31, 2022

Members Attendance rate
Paul HERMELIN (Chairman) 100%
Aiman EZZAT 100%
Hervé JEANNIN 100%
Olivier ROUSSATM @ 100%
Tanja RUECKERT ™ 100%
Kurt SIEVERS ™ 80%

(1) Independent.
(2) Mr.Olivier Roussat wasappointed asa member of the Strategy & CSR Committee
following his appointment by the Shareholders’ Meeting of May 19, 2022.

Committee duties

Atthe endof 2018, the Board of Directors entrusted the Strategy &
Investment Committee, subsequently renamed the Strategy & CSR
Committee, with a specific duty relating to the monitoring of the
Group's Corporate Social Responsibility (CSR) strategy, ensuring
consistency in the consideration of social and environmental
aspectsin the Group’s main strategic orientations.

The role of this Committee is to:

— study in-depth the strategic options open to the Group to
ensure its continued growth, improve its profitability and
maintain its independence to enrich Board discussions;
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— study the Group’s mid- and long-term strategic focus,
considering the social and environmental issues associated
with its activities and major technological and competitive
trends and developments;

— determine the amount of investment required to implement
each of these possible strategies;

— monitor material investments, alliances and divestments;

— examine the Group’s Corporate Social Responsibility (CSR)
strategy, monitor annually the results of this strategy and
issue any opinions or recommendations.

More generally, the Committee identifies and deliberates on any
direction or initiative considered relevant to the Group’s future,
provided it does not compromise the smooth running of operations
and guarantees operating and financial stability.

Composition and participation

At December 31, 2022, the Committee has six Directors, three of
whom are independent:

Mr. Paul Hermelin (Chairman), Mr. Aiman Ezzat (Chief Executive
Officer), Mr. Hervé Jeannin (Director representing employees),
Mr. Olivier Roussat (Independent Director), Ms. Tanja Rueckert
(Independent Director) and Mr. Kurt Sievers (Independent Director).

Mr. Patrick Pouyanné was a member of the Committee until
May 19, 2022. He attended all Committee meetings during the
period January 1 to May 19, 2022.

This Committee met five timesin 2022, with an average attendance
rate of 97%.
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Committee activities in 2022
To prepare the Board of Directors’ decisions, the Committee:

— maintained an ongoing dialogue with the Chief Executive
Officer on acquisition opportunities exceeding the
delegation granted to him but for which a deliberation was
not presented to the Board of Directors during the year;

— heard the Chief Executive Officer’s report on the monitoring
of revenue and cost synergies following the integration of
Altran and noted that objectives had been met or exceeded
faster than expected. It reported to the Board;

— considered the preparation of the Board of Directors’
strategy seminar in June 2022, to help the Chief Executive
Officer and the Chairman propose an agenda notably
covering the 5-year strategy, the competitive environment,
the talent war and the ESG strategy;

— discussed other majorstrategic fileswith Group Management
and particularly the Group's role in contributing to the
development with leading partners of a trusted cloud;

— contributed with the Chief Executive Officer to developing a
range of indicatorsintended to measure the Group's progress
with respect to the strategic priorities set by the Board.
These indicators were then submitted to and approved by
the Board;

— reviewed, as part of its oversight role for corporate social and
environmental responsibility (CSR) actions, the Group's CSR
strategy, founded on three pillars, diversity and inclusion,
digital inclusion and environmental sustainability and
reported to the Board;

— analyzed, in particular, the announced carbon reduction
strategy to achieve carbon neutrality, with 2025, 2030 and
2040 targets, and the various CSR objectives (reducing
carbon emissions and supporting digital inclusion) proposed
for members of the Executive Committee and the Chief
Executive Officer. These objectives were submitted to and
approved by the Board.

Where authority was delegated to the Chief Executive Officer, the
Committee was informed throughout the year of acquisitions in
progress and verified the consistency of these acquisitions with
the priorities defined by the Board of Directors.
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2.3 Compensation of corporate officers

2.3.1 Directors’ compensation

2.3.1.1 Directors’ compensation policy

Total compensation cap

In compensation for their participation in Board and Committee
meetings, the Company was authorized by the Shareholders’
Meeting of May 19, 2022, to pay total compensation to Directors
of up to €1,700,000 per year.

The authorization given by the Shareholders’ Meeting of May 19,2022,
toincrease the total maximum amount of Directors’ compensation
enabled the strategic objectives set by the Board of Directors to be
attained. Thisincrease in the total amount enabled the change in
the Chairman of the Board of Directors’ compensation policy, also
voted by this Shareholders’ Meeting, to be takeninto account, a new
international member to be welcomed to the Board of Directors
and a revaluation of Directors’ compensation, unchanged since
the prior review in 2016.

The Chairman of the Board of Directors’' compensation, which
previously comprised fixed compensation, consists solely of
Directors’ compensation since June 1, 2022, for a total amount
significantly lower than his previous compensation. This change
led to an overall cost reduction for the Company.

Allocation rules

The method of allocating compensation to Directors was reviewed
in 2014, following the external assessment of the Board of Directors
performed in 2013. This review sought to take better account
of the increasing workload of Committee Chairmen, encourage
good attendance at meetings and consider the travel time for
Directors resident outside France. These rules have remained
globally unchanged except the addition of a fixed annual amount
for the Chairman of the Board as set outin Section 2.3.2.4 below.
Inaddition, inorder toimprove its appeal to international Directors,
the Board decided to enhance Directors’ compensation. Accordingly,
Directors’ compensation for 2023 fiscal year will now be allocated
on the following basis:

— payment of a fixed annual amount to each Director of
€16,500, with the exception of the Chairman of the Board;

— payment of a fixed annual amount to the Chairman of the
Board of €250,000;

— payment of a fixed amount for each attendance at an official
meeting of the Board of €5,500 (from currently €4,400);

— the compensation for sitting on the specialized board
committees was set with regard to the specific role of each
Committee and the ongoing and increase workload required
of Chairmen, who solely receive a fixed annual payment, set
as follows:
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- €50,000forthe LeadIndependent Director and Chairman
of the Ethics & Governance Committee,

- £€50,000 for the Vice-Chairman of the Board of Directors,

- €40,000 for the Chairman of the Audit & Risk Committee
(From currently €39,000),

- €30,000 for the Chairmen of the Compensation
Committee and the Strategy & CSR Committee (from
currently €28,000);

— payment of a fixed amount for each attendance at a meeting
of one of the four specialized board committees, excluding
the Committee Chairmen of €3,000 (from currently €2,750);

— paymentofadditionalcompensation per Board or Committee
meeting to take account of the travel time of Directors’
resident outside Europe of €5,500;

— payment of an additional amount per Board or Committee
meeting to take account of travel time for Directors resident
outside France but in Europe (this additional amount is not
allocated to Directors representing employees, whose travel
costs are covered by other means) of:

- €3,000 for attendance at Board meetings,
— €2,200 for attendance at Committee meetings;

— compensation is calculated in two parts, at the end of the
first six months and at the end of the year and is paid in two
installments;

— under the compensation scale for a given fiscal year, if
circumstances require the Company to hold a greater than
scheduled number of meetings, resulting in the maximum
amount authorized by the Shareholders’ Meeting being
exceeded, these fixed amounts would be reduced in order
to comply with the maximum amount authorized by the
Shareholders’ Meeting.

2.3.1.2 Directors’ compensation in respect of 2022

In application of the above principles, total compensation of
€1,124,667 isdue to Directorsin respect of 2022, representing 66.2%
of the maximum amount authorized by the Combined Shareholders’
Meeting. After deduction of French and foreign withholding tax,
anetamount of €853,239 was paid in respect of 2022.

It is recalled that Mr. Paul Hermelin voluntarily waived his right
to collect the compensation that should have been paid to him
as a Director of Capgemini SE in respect of 2022 (as he has done
for the past eleven years) up to the end of May 2022 when the
Shareholders’ Meeting authorized the change in the Directors’
compensation policy and that Mr. Aiman Ezzat has also waived
his right to collect compensation as a Director of Capgemini SE
since May 20, 2020. Mr. Frédéric Oudéa has also waived his right
to collect compensation for his duties as Vice-Chairman of the
Board of Directors since his appointment.
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Compensation due in respect of one fiscal year and paid during another fiscal year is detailed below:

Amounts granted

Amounts granted Gross amount Gross amount

(in euros) inrespect of 2022 inrespect of 2021 paidin 2022 paidin 2021
Daniel BERNARD n/a 52,000 n/a 112,000
Anne BOUVEROT n/a 25,750 n/a 54,250
Xiaoqun CLEVER** 86,750 79,000 85,050 84,000
Laurence DORS 41,092 111,000 89,592 120,000
Aiman EZZAT (waiver) (waiver) (waiver) (waiver)
Maria FERRARO** 47,000 n/a 17,300 n/a
Pierre GOULAIEFF** 51,425 n/a 24,475 n/a
Sian HERBERT-JONES 72,050 71,000 67,850 77,500
Paul HERMELIN*** 179,767 (waiver) 27,567 (waiver)
Hervé JEANNIN* 61,050 66,000 62,600 70,000
Kevin MASTERS** n/a 66,000 31,000 67,500
Belen MOSCOSO DEL PRADO 58,300 63,500 62,350 65,000
Xavier MUSCA 97,300 93,500 96,850 92,500
Frédéric OUDEA 97,300 84,750 96,850 71,250
Patrick POUYANNE 82,883 73,500 75,433 72,500
Pierre PRINGUET n/a 44,500 n/a 99,500
Olivier ROUSSAT 38,500 n/a 11,550 n/a
Tanja RUECKERT#** 73,050 43,500 71,600 15,000
Kurt SIEVERS** 79,900 49,000 81,850 13,000
Lucia SINAPI-THOMAS 58,300 63,500 59,850 67,500
TOTAL 1,124,667 986,500 961,767 1,081,500

* Compensation of this beneficiary for his duties as Director is paid to his French trade union organization.

**  Asrequired by law, the Company deducted withholding tax on the amounts paid to these non-resident beneficiaries. A 30% deduction at source for income tax and CSG/
CRDS social security contributions was also applied to amounts paid to beneficiaries tax-resident in France.

*** Directors’ compensation paid from June 2022 following the approval by the Shareholders’ Meeting of May 19, 2022 of the new compensation policy (compensation waived

for the prior period).

The non-executive Directors did not receive any compensation
other than the above compensation, with the exception of the
Directors representing either employee shareholders (Ms. Lucia
Sinapi-Thomas) or Group employees (Messrs. Pierre Goulaieff,
Hervé Jeannin and Kevin Masters), who hold employment contracts
with their respective Group legal entities in respect of their local
functions, that are unrelated to their corporate office in the Company.

Other compensation

A breakdown of compensation paid in 2022 or granted in respect
of fiscal year 2022 to Executive Corporate Officers is presented
in Section 2.3.3.

There are no shareholder agreements or pactsin force.

2.3.2 Executive Corporate Officer compensation policy

Since May 20, 2020, the Group governance structure comprises a
Chief Executive Officer (Mr. Aiman Ezzat) and a Chairman of the
Board of Directors (Mr. Paul Hermelin).

Accordingly, two compensation policies for executive and non-
Executive Corporate Officers were presented to the May 2022
Shareholders’ Meeting for vote, given the differencesin the nature
of the offices. Compensation components paid or grantedin respect
of 2022 were defined based on these policies approved by the
Shareholders’ Meeting of May 19, 2022 and break down as follows:

— the compensation policy for the Chief Executive Officer
(Executive Corporate Officer), office held by Mr. Aiman Ezzat
since the Shareholders’ Meeting of May 20, 2020;

— the compensation policy for the Chairman of the Board
(non-Executive Corporate Officer), office held by Mr. Paul
Hermelin since the Shareholders’ Meeting of May 20, 2020:
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- forthe first five months of 2022 which marked the end of
the two-year management hand-over phase, announced
in 2020,

— forthe period following the Shareholders’ Meeting, from
June 1,2022 to December 31, 2022.

For 2023, given the separation of the duties of Chairman of the
Board (non-Executive Corporate Officer) and Chief Executive
Officer (Executive Corporate Officer), the executive and non-
Executive Corporate Officer compensation policy, in addition to
the Directors’ compensation policy, will comprise:

— the compensation policy for the Chief Executive Officer
(Executive Corporate Officer), office held by Mr. Aiman Ezzat
since the Shareholders’ Meeting of May 20, 2020;

— the compensation policy for the Chairman of the Board
(non-Executive Corporate Officer), office held by Mr. Paul
Hermelin since the Shareholders’ Meeting of May 20, 2020.
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2.3.2.1 General Principles

Compliance and transparency

The procedures for setting Executive Corporate Officer compensation
comply with the recommendations set outin the most recentversion
of the AFEP-MEDEF Code. Compensation componentsand structure
are determined in accordance with the recommendations of this
Code, whether fixed or variable compensation, the grant of equity
instruments or supplementary pension benefits and arein line with
existing Group practices and market rules. These principles are
regularly reviewed and discussed by the Compensation Committee
which submits a report on its work and its resulting proposals to
the Board of Directors for approval. Compensation components
are disclosed in detail as part of the Say on Pay procedure.

Competitiveness and consistency

The Compensation Committee refersin particular to comparative
studies to ensure the consistency and competitiveness of both
the compensation level and structure and calculation methods with
market practice. The Committee’s recommendations take account
of Executive Management compensation levels and componentsin
CAC40 companies as well as observed practice in leading French and
foreign Group competitorsinthe IT services and consulting sector.
Compensation publication practice varies significantly between
the countries and legal structures of competitors, in particularin
the case of private partnerships. CAC40 companies are therefore
the most relevant and most transparent benchmark, but additional
analyses take account of the internationaland competitive aspects
of the sector and geographies in which the Company operates.

Balance and performance

When performing comparisons with French companies of comparable
size and ambition, the Compensation Committee ensures that
Capgemini’s practices arein line with the best practices of CAC 40
companiesin terms of both the clarity and consistency of methods
applied. The Group participates regularly in comparative studies
of the main French companies carried out by specialist firms.
Accordingly, during the Chief Operating Officer appointment
process at the beginning of 2018, a study was commissioned from
aninternational firm to assist with setting compensation levelsin
accordance with existing practice within the Group and current
practices on the French marketand international benchmarks. An
additional study was commissioned from the same firm to assist
with setting the compensation level of the Chief Executive Officer,
as partofthe changein the Group's governance. Another study was
also commissioned to assist with setting the compensation level of
the Chairman of the Board, following the end of the management
hand-over phase. The Compensation Committee also ensures that
the respective proportions of fixed and variable components and
share grants are balanced, in line with market practices, linked
to the Company’s performance and aligned to Group strategy.

Consistency with the Company’s interests and
contribution to the commercial strategy

The Executive Corporate Officer compensation policy is consistent
with the Company'’s interests and contributes to the Company’s
commercial strategy and long-term success in so far as it:

— is determined according to clear and quantifiable criteria,
linked to the Group's strategy;
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— includesincentives that reflect the Group’s strategic focus on
long-term sustainable growth;

— provides for variable and long-term compensation linked in
part to CSR criteria;

— aligns the interests of Executive Corporate Officers with
those of the Company and shareholders.

Conflict of interest

The Board of Directors has implemented a conflict of interest
management procedure under which Directors are required to
notify the Chairman of the Ethics & Governance Committee of
any one-off or potential conflicts of interests and to refrain from
attending deliberations and voting on the related decision (see
Section 2.1.3 on the absence of conflicts of interest).

Furthermore, the Board of Directors deliberates on Executive
Corporate Officers’ compensation in their absence.

2.3.2.2 Compensation policy - Chief Executive
Officer (Executive Corporate Officer)

Together with the general principles set out above, the items
presented below comply with Article L. 22-10-8 of the French
Commercial Code and represent the Board of Directors’ report
on the Chief Executive Officer's compensation policy that will
be presented for approval to shareholders at the Shareholders’
Meeting of May 16, 2023.

Compensation structure

The Chief Executive Officer's compensation policy seeks a
balance between short-term and long-term performance to
ensure the sustainable development of the Company and aims
for consistency between changes in overall compensation and
Company performance trends.

Procedures for setting fixed and variable
compensation

The procedures for setting Executive Corporate Officer compensation
in respect of fiscal year Y are adopted by the Board of Directors’
meetinginY held to approve the financial statements for fiscal year
Y-1. The Board of Directors therefore approves at the beginning
of the year for the year in progress:

— Fixed component

Fixed compensation seeks to reward the responsibilities associated
with the office. It takes into account the complexity of the position’s
dutiesand responsibilities and the skills, expertise and experience
required as well as the competitive position.

The fixed componentis not reviewed annually, but after several
years in accordance with the AFEP-MEDEF Code. However, in the
event of a significant change in the scope of responsibilities or
a major difference in positioning compared with the market, a
review could be envisaged based on clearly explained reasons. The
fixed compensation is paid in 12 equal monthly installments and
represents 50% of the total theoretical compensation if objectives
are attained for the Chief Executive Officer, since the Shareholders’
Meeting of May 2020.

— Theoretical variable compensation: components and
calculation method

Taking into account market practice for Executive Corporate
Officers, the Board of Directors hasincreased the percentage of
theoretical variable compensationif objectives are attained to
100% of fixed compensation for Executive Corporate Officers.
This target objective of 100% of fixed compensation applies to
the Chief Executive Officersince 2020 for the variable component.
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In the event of an appointment or departure during a fiscal year,
the variable component is calculated based on the percentage
defined in this way, pro rata to the period the office is exercised
during the relevant fiscal year.

The Board also set the procedure for calculating the variable
component of the Chief Executive Officer's compensation, defining
the performance indicators underlying the variable compensation
calculation, aswell as the strategicindividual performance objectives
for the year.

The variable compensation breaks down as follows:

— quantifiable performance indicators for 80% of the
theoretical variable compensation based on:

- financial performance indicators for 60%, the Board
of Directors having decided to increase the weight
of the financial component to 60% from 2020 so
as to increase the impact of financial performance
indicators on determining the variable compensation.
The calculation structure and weighting are stable over
time and the level of attainment of these indicators is
determined based on a comparison of actual audited
and budgeted Group consolidated results. The
performance indicators are adopted in line with the key
indicators presented regularly to the market and are
also stable over time. This component varies in line with
its theoretical level, between nil and a ceiling of 200%
and is calculated using a formula that accelerates the
weighted performance of financial indicators upwards
or downwards, such that a one-point change in the
economic performance has a four-point impact on the
calculation of the variable component, under a risk/
reward approach This component is therefore nil if the
weighted performance of financial indicators is less
than or equal to 75% and can reach twice the theoretical
amount if the weighted performance is greater than or
equal to 125%, varying on a straight-line basis between
these two limits,

- quantifiable performance indicators for 20%, based
on the attainment of strategic objectives set at the
beginning of the year by the Board of Directors;

— qualitative indicators for 20% of the theoretical variable
compensation, based upon the attainment of individual
qualitative objectives set at the beginning of the year by the
Board of Directors. Purely qualitative objectives are capped
for 2022 at 100% of their theoretical amount.

The Board of Directors therefore ensured that the objectives set
could be objectively assessed and measured, such that 80% of the
totalvariable compensation for the yearis based on quantitative
data. Objectives must also be clearly tied to the roll out of the
Group's strategic priorities approved by the Board of Directors as
essential to the delivery of the long-term strategic plan.

Therefore, as a result of this system, fixed plus variable compensation
of the Chief Executive Officer may vary between 50% and a
maximum of 140% of the theoretical/target fixed plus variable
annual compensation. The variable component and the total fixed
plus variable compensation are therefore both capped and the
variable component for the year may not represent more than
the percentage of fixed compensation presented in the summary
table below, prepared according to the respective weightings of
the quantified and purely qualitative objectives set for the year.

The level of attainment of objectives and the amount of variable
compensation components are decided, pursuant to the
recommendations of the Compensation Committee, by the Board of
Directors’ meetingin Y+1 held to approve the financial statements
for fiscalyearY.The Committee meets on several occasions before
the Board of Directors’ meeting to assess the percentage attainment
of Executive Corporate Officer objectives. ACommittee meeting
was held at the end of 2022 and another in early 2023 to assess
this performance before the Board of Directors’ meeting which
decides the level of attainment by Executive Corporate Officer of
its objectives. Objective attainment percentages are communicated
annually for each criterion.

The Board of Directors may, if necessary, in exceptional circumstances
and on a temporary basis and in accordance with the Company'’s
interest, exercise its discretionary power concerning the application
of the Executive Corporate Director's compensation policy, in
accordance with the provisions of Article L. 22-10-8 Ill paragraph
2 of the French Commercial Code. Exceptional circumstances may
arise, in particular, from a major event affecting the markets, the
economy and/or the Group’s business sector. Any such adjustment
of the performance criteria of the variable annual compensation,
which may increase or decrease, would be decided by the Board
on the basis of a reasoned proposal from the Compensation
Committee, in strict compliance with the ceiling defined in the
compensation policy submitted to a vote of the shareholders and
with due regard to maintaining the alignment of the interests of
the Company and its shareholders with those of the Executive
Corporate Director. Adjusted variable compensation components
willbe communicated to shareholdersinaduly reasoned statement
and will remain subject to a subsequent vote by shareholders at
the General Meeting.

Variable compensationis paid following approval by the Shareholders’
Meetingin Y+1 of compensation components for fiscal year Y for
all Executive Corporate Officers.

Summary table of the theoretical structure of fixed and variable compensation for the Chief Executive Officer

Chief Executive Officer
(since the Shareholders’ Meeting of

May 20, 2020)
Theoretical compensation structure, base 100 Target Min Max
Gross fixed compensation 50 50 50
Annual variable compensation — financial objectives 30 0 60
Annual variable compensation — quantifiable objectives 10 0 20
Annual variable compensation — qualitative objectives 10 0 10
Multi-year variable compensation 0 0 0
Theoretical total if objectives are attained 100 50 140
% variable/fixed 100% 0% 180%

20 CAPGEMINI
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Capgemini share-based incentive policy procedures

The Group stopped granting stock optionsin 2009 and since then
grants performance sharesin accordance with the following principles:

— subject to performance and presence conditions:
performance shares granted to Executive Corporate
Officers are subject to the same conditions of presence and
performance as applicable to other Group beneficiaries
and all shares are subject to performance and presence
conditions;

— the associated conditions are ambitious, as demonstrated
by the effective share grant percentages for the nine fully
vested plans of respectively 42.3% for the 2009 plan, 56.7%
for the 2010 plan, 87.9% for the 2012 plan, 83.9% for the
2013 plan, 82.5% for the 2014 and 2015 plans, 70.8% for the
2016 plan, 64.7% for the 2017 plan and 77.8% for the 2018
plan, of the number of shares initially granted;

100%
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83.9% 825% 82.5%
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— the performance conditions include internal (comprising
since 2018 CSR conditions) and external performance
conditions in accordance with the AMF recommendation,
and are calculated over a 3-year period to ensure sustainable
performance and to align Executive Corporate Officer,
shareholder and stakeholders interests in the long run;

If the value of the portfolio held at the vesting date is:

Obligation to hold vested shares until the later of
the end of the term of office and the plan date

<oneyear’s fixed
and variable
theoretical
compensation

50%

CORPORATE GOVERNANCE
Compensation of corporate officers

— limited volume: the volume of shares granted to Executive
Corporate Officers pursuant to the resolutions presented
to shareholder vote is limited (maximum of 10% of shares
available for grant set in the most recent resolution voted
on May 19, 2022). Overall, in 2022, the volume of shares
granted to Executive Corporate Officers was well within
the cap set in the resolution, with total percentages of
1.02% of the maximum authorized amount and 1.05% of
the amount effectively granted, compared with 0.91% and
1.01% respectively in 2021, 1.23% and 1.32% respectively in
2020, 3.78% and 4.17% respectively in 2019 and an average in
recent years of 2.22% and 2.29%;

— cap: the IFRS value of shares granted aims not to exceed
100% of the theoretical annual cash compensation for a
given year;

— obligation to hold shares: in accordance with legal
provisions, the Board of Directors must set the number of
vested shares granted in connection to their office, that
Executive Corporate Officers must continue to hold until the
termination of their office.

The Board of Directors decided that vested performance shares
representing at least 50% of shares must be retained, where the
amount of shares held, valued at the share price on the vesting
date, represents less than a threshold expressed as a multiple of
the theoretical annual compensation (fixed and variable). Once
this threshold is reached, the obligation to retain performance
sharesonly applies to one third of shares vested. Finally, the Board
of Directors decided on February 14, 2018 that if the number of
shares valued on the vesting date represents more than twice
the above threshold, then the obligation to hold shares that vest
as a result of these grants would be set at 5% of vested shares.
Executive Corporate Officers are therefore entitled to freely sell
their shares as long as i) the value of their shares remains above
the latter threshold and ii) at least 5% of each share grantis held
until the termination of their office as Executive Corporate Officer.

The threshold under which 50% of vested shares must be held
until termination of his office has been set for the Chief Executive
Officer at one year of his theoretical annual compensation (fixed
and variable), applicable on the vesting date.

> two years’ fixed
and variable
theoretical
compensation

> one year’s fixed
and variable
theoretical
compensation and
< two years' fixed
and variable
theoretical
compensation

33.3% 5% subject to
remaining above the

two-year threshold

— Ban on hedging: share hedging transactions are prohibited
before the end of the mandatory holding period. This
ban is included in the grant plan rules and applies to all
beneficiaries, who must acknowledge in writing that they
will comply with the plan rules. The ban applies since the first
performance share grant planin 2009. In accordance with the
AFEP-MEDEF Code recommendations, the Chief Executive
Officer gave a formal commitment to comply with this ban.

— Effective presence required, subject to three exceptions:
effective presence on the vesting date is required for shares
to vest as per the terms of the plan rules with the exception
of death, disability or retirement. In the case of retirement,
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shares still vest on scheduled dates as per plan rules and
conditions. These presence conditions and exceptions have
appliedsince the first performance share grant plan. In other
circumstances, the shares are forfeited.

— Grants in the same periods: in accordance with the
recommendations of the AFEP-MEDEF Code, performance
shares are now granted in the same calendar periods and
are decided by either the Board of Directors’ meeting at the
end of July or the following meeting held in October. This
has been the case since 2015, as grants were performed in
July in 2015 and 2016 and have been performed in October
since 2017.
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If regulatory developments or any other circumstances make the
use of share-based incentive instruments restrictive, impossible
oreconomically inappropriate, use of a special purpose long-term
incentive mechanism with the same terms, criteria and ceilings
could be envisaged.

One-off award

A one-off award, if any, would only be applicable in case of an
external hiring of an executive, with the need to buy out rights that
would be lost following this hiring decision. In such case, the award
would be proportionate to the lost amounts and implementation
and payment of this compensation would be subject to approval
by Shareholders’ Meeting pursuant to Article L. 22-10-8 of the
French Commercial Code.

Termination clauses

During the meeting of March 11, 2020, the Board of Directors
considered that it was in the Company's interest to maintain the
existing Chief Operating Officer scheme for the Chief Executive
Officer, in strict compliance with the AFEP-MEDEF Code. During its
meeting of March 16, 2023, the Board again considered it was in the
Company's interest to maintain this system, which encompasses:

— Anon-compete obligation

Subject to compliance with the non-competition obligation for a
period of 12 months as from the date of termination of his corporate
office, the Chief Executive Officer may be entitled to a compensation
payment equal to half of his theoretical gross compensation (fixed
plus variable) if objectives are attained, applicable on the date of
termination of his duties as Chief Executive Officer. The Board of
Directors can decide to lift this non-compete obligation on the
departure of the Chief Executive Officer. This compensation is
spread over the application period of the clause and will not be

Severance pay on
cessation of the
corporate office based on
performance duringthe )
previous 2 years

(payable solely in the event
of forced departure)

Directors’ compensation

Within the framework of the Directors’ compensation policy
presented in Section 2.3.1, the Chief Executive Officer is eligible
to receive remuneration for serving as a Director. Mr. Aiman Ezzat
has however informed the Board of his decision to waive his right
to compensation for his duties as a Director.

Benefits in kind

In addition to the above-mentioned items, the structure of the
Chief Executive Officer's compensation may also comprise the
provision of a Company car, under prevailing conditions within the
existing plan in place in France. The Chief Executive Officer has
not however subscribed to this offer. The Chief Executive Officer
is covered by collective healthcare and welfare plans applicable
within the Company.
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Indemnities on the potential application of
anon-compete clause on cessation of
the corporate office

equal to half the theoretical gross compensation
(Fixed + variable) applicable at the date of cessation of
the duties of Chief Executive Officer (i.e. <1 year)

paid if the Chief Executive Officer exercises his right to retire or
is over 65 years old at the end of his term of office.

— Capped severance pay subject to performance conditions
duein the event of termination of the duties of Chief
Executive Officer

A severance indemnity will only be due to the Chief Executive
Officer at the end of his term of office in case of a forced departure
in connectionwith (i) a merger or spin-off affecting the Company,
(i) achange of control within the meaning of Article L. 233-3 of the
French Commercial Code, or (iii) a significant change in strategy
of the Company or a fundamental disagreement with the Board
of Directors. However, no severance pay shall be due if the Chief
Executive Officer leaves the Company on his own initiative, is entitled
to exercise his right to retire oris 65 years old on the termination
of his term of office orin the event of gross negligence or serious
misconduct. The Board ensured strict performance conditions
were attached to severance pay in the event of termination of
the corporate office, based on the weighted performance of the
financial indicators applicable to the variable component of the
Chief Executive Officer’'s compensation (tied to Group performance
indicators and consolidated results), observed annually during the
last two full fiscal years preceding the termination of duties, with
a heavier weighting applied to the final year (60% compared with
40% for the preceding year).

The Board of Directors will confirm the effective attainment of
these performance criteria.

In compliance with the recommendations of the AFEP-MEDEF
Code, the aggregate amount of (i) severance pay effectively paid,
and (ii) any indemnity likely to be paid in consideration for the
non-compete undertaking, may not exceed a maximum amount
equal to twice the applicable theoretical annual compensation
(Fixed plus variable) at the date of termination of the duties of
Chief Executive Officer.

Absolute cap of 2 years
theoretical annual
compensation
9 (Fixed + variable)

applicable at the date of
cessation of duties

Long savings plan

On the proposal of the Compensation Committee, the Board of
Directors decided that the Chief Executive Officer can benefit
from the long savings mechanism. This plan has beenimplemented
since 2016 to remain attractive for senior executives while being
able to offer a long-term incentive vehicle with better economic
conditions for both the Company and the beneficiaries of the
previous plan which was closed to new entrants at the end of 2015
with pension rights frozen. This mechanism is more aligned with
developments in the market and the European legal framework
(portability, performance conditions, agility) and seeks to cover
the absence of contributions and therefore pension rights above
eight times the French annual social security ceiling (PASS). The
plan consists in the payment of an annual allowance, at least half
of which is allocated to a third-party body in the context of a
supplementary optionalinsurance plan (Article 82), with the rest
of the cash allowance being kept by the beneficiary, considering
the immediate taxation upon entry of this mechanism.
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This allowance is made under the following conditions:

— the allowance is subject to the attainment of performance
conditions;

— the amount of the allowance if all objectives are attained is
equal to 40% of the annual fixed compensation; it will vary
according to the unflexed weighted performance of the
financial performance indicators used for the calculation of
the variable component and itis therefore capped according
to the reference formula;

the payment of the allowance in respect of year Y, subject to
the satisfaction of the performance conditions for yearV, is
deferred as follows:

- 50% of the amount calculated is paid in year Y+1,

- 50%oftheamountcalculatedis paidinyearY+2, provided
the Chief Executive Officer is present in the Group at
June 30 of year Y+2.

The calculation procedure and the objectives related to this
allowance will be set each year by the Board of Directors, on the
proposal of the Compensation Committee. The Board of Directors
decided that the calculation procedure, the Company’s internal
performanceindicators takeninto accountin the calculation of the
variable component linked to the financial performance indicators,
and the weighting associated with each indicator for fiscal year
2023, willbe set by the Board of Directors, on the proposal of the
Compensation Committee, during the meeting held to approve
the results for the year ended December 31,2022. The calculation
is performed over the effective duration of the current term of
office in a given year in the event of entry into or termination of
duties during the year.

No supplementary pension benefits

The Chief Executive Officer is not covered by a supplementary
pension plan.

CORPORATE GOVERNANCE
Compensation of corporate officers

Application of the compensation policy to Mr. Aiman
Ezzat, Chief Executive Officer of Capgemini SE

— Fixed component

At the recommendation of the Compensation Committee, the
Board of Directors decided to position Mr. Aiman Ezzat's theoretical
fixed compensation for his duties as Chief Executive Officer in
fiscal year 2023 at €1,000,000, unchanged since fiscal year 2020,
payable monthly pro rata to his term of office in the fiscal year.

— Variable component

The Board of Directors decided to leave Mr. Aiman Ezzat's variable
compensation unchanged at 100% of his fixed compensation, that
is an amount of €1,000,000, representing 50% of his total fixed
plusvariable theoretical compensation. 80% of the 2023 variable
component is based on quantifiable performance indicators.

Financial indicators (60% of the variable component)

60% of the variable compensationis based on financialindicators. The
composition and relative weighting of these financial performance
indicators for 2023 (as since 2013) are:

growth for 30% (Group revenues);

operating profitability for 30% (Group operating margin
rate);

cash generation for 20% (Group organic free cash flow);

shareholders return for 20% (net profit before taxes).

Individual performance objectives account for 40% of variable
compensation, including 20% based on quantifiable objectives
and 20% based on qualitative objectives. Individual performance
objectives set by the Board of Directors for the Chief Executive
Officer for 2023 are:

Quantifiable individual performance objectives
(20% of the variable component)

— Objective 1: Implementation of the CSR strategy for 20%
with one objective related to gender diversity and one
objective related to the reduction of GHG emissions, each
objective being equally weighted.

Qualitative individual performance objectives
(20% of the variable component)

— Objective 2: Talent Attractiveness 10%.
— Objective 3: Strategic partnering with clients 10%.

Financial and Individual performance objectives set by the Board of Directors for the Chief Executive Officer for 2023 are:

Amount of Pre-tax Operating
the organic free net profit margin rate Revenue Client
cash flow objec-tive objective objective CSR strategy Talent partner

| Financial objectives

| Personal objectives

| (60%)

As the annual fixed compensation is €1,000,000, the amount
applicable for the long savings plan was set unchanged at €400,000
for2023 andthe theoreticalannual cash compensation is therefore

2022 UNIVERSAL REGISTRATION DOCUMENT

| (40% including 50% quantifiable)

two million, four hundred thousand euros, with 58% subject to
performance conditions.
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2023 annual compensation target structure

CHIEF EXECUTIVE OFFICER

Annual

Fixed compensation

79.0%

Long-term

50.0%

Performance Share

Performance-based
compensation

29.0%

Variable compensation

2.3.2.3 Compensation policy - Chairman of the
Board of Directors For the first five months

Together with the general principles set out above, the items
presented below comply with Article L. 22-10-8 of the French
Commercial Code and represent the Board of Directors’ report on
the Chairman of the Board of Directors’ compensation policy that
willbe presented forapproval to shareholders at the Shareholders’
Meeting of May 16,2023 and applicable for the first 5 months of 2022.

Compensation structure

In compliance with the recommendations of the AFEP-MEDEF
Code, the Chairman of the Board of Directors’ compensation
policy solelyincludes fixed compensation, the continuation of the
supplementary collective defined benefit pension plan closed and
frozenin 2015 and the coverage provided by the collective health
and welfare plans applicable within the Company.

The compensation structure therefore excludes the payment to
the Chairman of the Board of Directors of:

— annual or deferred variable compensation;
— equity-based instruments;

— exceptional compensation;

— severance pay.

Fixed compensation

The procedures for setting the compensation of the Chairman
of the Board of Directors, a non-Executive Corporate Officer, in
respect of fiscal year Y are adopt.ed by the Board of Directors’
meetinginY held to approve the financial statements for fiscal year
Y-1. The Board of Directors therefore approves at the beginning
of the year for the year in progress the fixed compensation that
seekstoreward the responsibilities associated with the office and
takes into account the competitive position, based on a market
study, the level and complexity of duties, the responsibilities of
the function, the skills, expertise and experience and the role of
ambassador for the Company’simage and guarantor of the Group's
values defined by its founder.
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The fixed componentis not reviewed annually, but after several
yearsinaccordance with the AFEP-MEDEF Code. The fixed component
is paid in 12 equal monthly installments.

On this basis and at the recommendation of the Compensation
Committee, the Board of Directors decided to set the Chairman’s
compensation, subject to approval by the Shareholders’ Meeting,
at€800,000 from June 2020, payable monthly pro rata to his term
of office in the fiscal year. For 2022, and at the recommendation
of the Compensation Committee, the Board of Directors decided
to leave the Chairman’s compensation unchanged until the
Shareholders Meeting of May 19, 2022, and subject to the vote of
the Shareholders’ Meeting of this date.

The Board of Directors set this compensation taking account of Mr.
Hermelin's specific role as Chairman of the Board in the context
of the managerial succession. In this context, Mr. Hermelin was
appointed Chairman of the Strategy & CSR Committee and continues
to represent the Company, in support of the Chief Executive
Officer, inits high-level relations at nationaland international level,
enabling Capgeminito continue to benefit from his experience and
knowledge of the Group. When representing the Company with
major clients and partners, he acts only with the full agreement
of the Chief Executive Officer and at his request. The Chairman
of the Boardis also responsible for promoting the Group’s values,
culture and reputation. This managerial succession period will
terminate in May 2022.

Director compensation

Under the Director compensation policy presentedin Section 2.3.1,
the Chairman of the Board s eligible to receive director compensation.
The Chairman of the Board has however already indicated that he
will waive his right to such compensation for his duties as a director,
as he has now done for over a decade under the compensation
policy applicable for the first 5 months of 2022.
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Supplementary pension benefits

Mr. Paul Hermelin is a member of the supplementary collective
defined benefit pension plan (Article 39) set upin 2006 in Capgemini
Service, under the same conditions applicable to other employee
members. This plan was reviewed by an external firm which
confirmed that it complies with the AFEP-MEDEF recommendations
of October6,2009, and also the revised AFEP-MEDEF Governance
Code issuedin June 2013.

The plan was closed to new beneficiaries in 2015 and rights of
existing members have been frozen as of October 31, 2015.

In order to receive benefits under this plan, it is necessary to be
with the Group at the time of retirement, to have at least 10 years
of seniority, to have been a Group Executive Committee member
for at least five years and to have a compensation level above eight
times the French annual social security ceiling (PASS) during five
years at least.

Benefits are based on reference earnings equal to the average of
the three bestyears (fixed and variable components) from among
the ten years preceding retirement.

Inaddition, this supplementary pensionis subject to three cumulative
limits such that the pension amount cannot exceed:

— 40% of reference earnings;

— 50% of reference earnings, including pensions received
under all other pension plans; and

— reference earnings are capped at 60 times the French annual
social security ceiling.

Benefitsare proportional to length of service (minimum of 10 years
required and a maximum of 30 years), reflecting the required
progressive acquisition of entitlement, which remains well below
the threshold set by the AFEP-MEDEF Code and the recent legal
ceiling of 3% per annum. Entitlement is acquired at a rate of 1.5%
per year for the first 10 years of seniority and for subsequent
years only at rates of:

— 1% up to 20 times the French annual social security ceiling;

— 2% between 20 and 40 times the French annual social
security ceiling;

— 3% between 40 and 60 times the French annual social
security ceiling;

Therefore, the maximum possible annual entitlement is equal
to 1.83% before the potential impact of the cumulative limits.
Due to the long seniority of our Chairman of the Board (frozen at
23 yearsin 2015), the value of the annual pension is estimated at
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anetamount afterincome tax and employee social contributions
around k300%, corresponding to a gross amount of k€895.7. Mr. Paul
Hermelinindicated to the Board that he was likely to retire in 2022.

The planis financed through an externalinsurance company and as
such the required funds to pay the pension supporta contribution
of 24%. 21 members have benefited from this plansinceits launch
with 3 presently active as of December 31, 2022.

2.3.2.4 Compensation policy - Chairman of the
Board of Directors, applicable For the last
seven months of 2022

Together with the general principles set out above, the items
presented below comply with Article L. 22-10-8 of the French
Commercial Code and represent the Board of Directors’ report on
the Chairman of the Board of Directors’ compensation policy that
will be presented for approval to shareholders at the Shareholders’
Meeting of May 16, 2023 and applicable from June 1, 2022.

Compensation structure

In compliance with the recommendations of the AFEP-MEDEF
Code, the Chairman of the Board of Directors’ compensation
policy following the end of the management hand-over phase
solely comprises Directors’ compensation in accordance with the
procedures detailed in Section 2.3.1, it being noted that Mr. Paul
Hermelin exercised his retirement rights from June 1, 2022;

The compensation structure therefore excludes the payment to
the Chairman of the Board of Directors of:

— fixed compensation;

— annual or deferred variable compensation;
— share-based instruments;

— exceptional compensation;

— severance pay.

Directors’ compensation

Underthe Directors’ compensation policy presentedin Section 2.3.1, the
Chairman of the Board s eligible to receive Directors’ compensation.
His compensation is determined in strict compliance with the
rules set out in Section 2.3.1 which provide for a compensation
for the Chairman of the Board of Directors of €250,000 payable
on a time-apportioned basis, and compensation for attendance
atBoard meetings, representing total compensation positioned
by the Board in the first quartile for non-executive Chairman
compensation.
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2.3.3 Compensation paid in 2022 or granted in respect of 2022 to

Executive Corporate OfFficers

2.3.3.1 2022 compensation of the Chief Executive

Officer: Mr. Aiman Ezzat

The general principles describedin Section 2.3.2.1, the compensation
policy set out in Section 2.3.2.2, and the summary table in
Section 2.3.3.4represent the Board of Directors' report to shareholders

(gross amount)

Compensation for 2021

established pursuant to the provisions of Article L. 22-10-8 of the
French Commercial Code on the principles and criteria governing
the Chief Executive Officer’'s compensation. These principles and
criteria are subject to the approval of the Combined Shareholders’
Meeting of May 16, 2023 (for more information, see Chapter 7 of
this Universal Registration Document).

Compensation for 2022

Grantedin Grantedin
2021, paid
in 2023 Total 2021 2022

Aiman Ezzat: Paid
Chief Executive Officer in 2021

2021, paid
in 2022

Grantedin Grantedin
2022, paid 2022, paid
in 2023 in 2024 Total 2022

Paid in

Fixed compensation 1,000,000 -

Annual variable compensation - 1,485,440

Multi-year variable

compensation - 229,620

Exceptional compensation - -

Compensation for
duties as a Director - _

Benefits in kind - -

Total compensation paid or
granted in respect of the
fiscal year

1,000,000 1,715,060

229,620

229,620 2,944,680

- 1,000,000 1,000,000 =
- 1,485,440 =

- 1,000,000
1,112,320 - 1,112,320

459,240 - 207,360 207,360 414,720

1,000,000 1,319,680 207,360 2,527,040

Total compensation on a Full
year basis paid or granted in
respect of the fiscal year

1,000,000 1,715,060

229,620 2,944,680

1,000,000 1,319,680 207,360 2,527,040

In addition, the value of performance shares granted during the fiscal year and valued as per the IFRS rules on the grant date is reported

below:

(gross amount)

Compensation for 2021

Compensation for 2022

Aiman Ezzat: Chief Executive

Officer Granted in 2021 Total 2021 Granted in 2022 Total 2022
Value of multi-year variable

compensation granted in

respect of the fiscal year - - - -
Value of options granted

during the fiscal year - - - -
Value of performance shares

granted during the fiscal year 2,399,160 2,399,160 2,386,273 2,386,273
TOTAL GRANTED - 2,399,160 - 2,386,273
TOTAL - 5,343,840 = 4,913,313
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Fixed and variable compensatione (cash)

|

Director compensation
Voluntary waiver
I
Benfits in kind

Variable
performance T
related

Multi-year compensation

€0

Other compensation

Comprising the IFRS valuation of
21,000 performance shares

Non-compete clause

I
Termination benefits

Pursuant to Say on Pay rules and the most recent revised AFEP-  Shareholders’ Meeting for vote. The following table summarizes
MEDEF Code with which Capgemini complies, the compensationof  the 2022 compensation components subject to shareholders’ vote
Executive Corporate Officers paid during the fiscal year or granted pursuant to the Say on Pay policy.

in respect of the fiscal year then ended must be presented to the

Compensation components paid in 2022 or granted in respect of 2022 to
Mr. Aiman Ezzat, Chief Executive Officer, and subject to shareholder vote

Amount or
accounting value
subject to vote Presentation
Fixed €1,000,000 The gross fixed compensation of €1,000,000 for fiscal year 2022 was approved unchanged
compensation (paidin 2022) by the Board of Directors on March 17, 2022, at the recommendation of the Compensation
Committee. It represents 50% of the total theoretical fixed and variable compensation if
objectives are attained and is reviewed at long intervals in accordance with the AFEP-MEDEF
Code. This amount was proposed following the appointment of Mr. Aiman Ezzat as Chief
Executive Officer following the Shareholders’ Meeting of May 20, 2020.
Annualvariable €1,112,320 During the Board of Directors’ meeting of March 16, 2023, the Board of Directors, based
compensation (paidin 2023 in on the audited and approved accounts and at the recommendation of the Compensation

respect of 2022) Committee, assessed the amount of Mr. Aiman Ezzat’s variable compensation for fiscal year
2022. The full-year target amount of this variable compensation if objectives are attained is
€1,000,000, i.e. 50% of his theoretical fixed and variable compensation or 100% of his fixed
compensation. It comprises financial objectives for 60% and quantifiable and qualitative
individual objectives for 40%, potentially varying between 0% and 200% of the theoretical
amount for quantifiable objectives and between 0% and 100% of the theoretical amount for
purely qualitative objectives.

Variable component based on financial indicators: this component was calculated in
accordance with quantifiable criteria and the following respective weightings, all relating to
the financial results as compared to objectives set by the Board at the beginning of the year:

1) % attainment of revenues: 30% weighting;

2) % attainment of the operating margin rate: 30% weighting;
3) % attainment of net profit before taxes: 20% weighting;

4) % attainment of organic free cash flow: 20% weighting.

These objectives were assessed with respect to the objectives set by the Board of Directors’
meeting of March 17, 2022.

Attainment rates for these four objectives were 104.75%, 98.71%, 112.57% and 100.65%
respectively, which, taking account of the relative weighting of each objective, gives an overall
weighted attainment rate of 103.68%.
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The Group's historical calculation formula accelerates actual performance upwards or downwards
such that for 2022:

— if the weighted performance of the above four financial indicators is less than or equal to
75%, the variable financial component will be nil;

— if the weighted performance of the above four financial indicators is greater than or
equal to 125%, the variable financial component will be capped and equal to twice its
theoretical amount;

— accordingly, a one-pointvariance in the weighted attainment rate increases or decreases
the variable component by 4%;

— aweightedrate of 103.68%in 2022 resultsin the multiplication of the theoretical variable
component by 114.72 %;

— giving afinalamount for the variable component calculated based on financial indicators
of 1,000,000 x 60% x 114.72% equal to €688,320.

Variable component based on individual performance objectives: the assessment and
associated proposal were based on work performed by the Compensation Committee,
which reviewed the various individual performance objectives grouped into two categories:
“quantifiable objectives” for 50% and “individual performance objectives” for 50%. The
quantifiable objectives set by the Board at the beginning of the year remained unchanged.

The quantifiable objectives concerned the deployment of the CSR strategy focusing on
externally audited data on diversity and environmental responsibility. The diversity objective
was measured based on the % of women in Executive leadership positions, with a 2-point annual
improvement objective from 2020 to 2025. This ambitious objective was attained and even
slightly exceeded with a 2.4 points improvement compared with the objective of +2 points.

With regards to environmental responsibility, the objective was a 55% reduction in greenhouse
gas emissions vs. the 2019 baseline, with attainment of this objective including the ability to
use carbon credits up to a maximum of 181,000 tCO2. This objective was also reached. due to a
59% reductionin emissions generated by business travel, and by more than 80% regarding data
centers and offices emissions compared with 2019. Thisis also thanks to targeted actions such
as deploying a new flexible work policy where the reduction in emissions generated by the work
commute exceeded the increased emissions associated with working from home, shifting the
car-pool catalog within the Group to electric or hybrid cars and progressively shifting electricity
supply toward renewable energy in the amount of 80% at the end of 2022. In addition, the net
reduction, excluding any offsets, amounted to-52.6% implying a much lower than authorized
usage of carbon credits representing only 11% of the maximum authorized amount. On this
basis, the Board confirmed that the overall attainment rate for the quantifiable objectives
setin accordance with preset methodology had been exceeded and set it at 112%.

The Board defined three specific individual qualitative objectives.

The first specific objective concerned talent attractiveness and was assessed as very successful
with regards to the various criteria set by the Board at the beginning of the year to support
its decision, such as the external appeal of key roles at Group level with a recruitment volume
above the set threshold, by 25%, the deployment of the flexible working policy within the Group,
the satisfactory and positive evolution of the level of employee engagement from internal
and external sources, the monitoring of the attrition level in comparison to market and the
successfulimplementation of a new leadership modelacross allinternal processes (recruitment,
performance management, promotions.). The Board considered that the objectives defined
for this category were reached and set attainment at the capped percentage of 100%.

The second specific objectiveconcerned the key accounts strategy, measured by client satisfaction
for our main clients according to several pre-defined metrics, with an improvement on 2021.
In particular, the three key metrics adopted (innovation, overall satisfaction and NPs score)
were all attained or exceeded. The Board considered that the objectives defined for this
category were reached and set attainment at the capped percentage of 100%.
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The third specific objective concerned the Intelligent Industry strategy. Seen as a growth driver
for the Group, this was confirmed by sales growth for these offerings well above the Group
average, the roll-out of strategies focusing on pre-defined sectors and numerous external
presentations or events showcasing Group advances in this field. Given these achievements,
the Board considered the objectives set for this category to be attained 100%.

The Board therefore approved an overall weighted performance of 106% as per the table below:

Weighted
Attain- attain-
Objective Min Target Max ment ment
CSR strategy — diversity 0% 25.0% 50% 124% 31.0%
CSR strategy —sustainable
development 0% 25.0% 50% 100% 25.0%
Talent attractiveness 0% 20.0% 20% 100% 20.0%
Strategic partnering with clients 0% 15.0% 15% 100% 15.0%
Intelligent Industry strategy 0% 15.0% 15% 100% 15.0%
Total 0% 100% 150% 106.0%
Target amount (in €) 0 400,000 600,000
Proposed amount (in €) 424,000

thatis avariable component based onindividual performance objectives of a prorated amount
of €1,000,000 x 40% = €400,000, to which the weighted performance percentage of 106.0%
is applied, giving a final amount of €424,000.

Accordingly, variable compensation of €1,112,320 was approved by the Board for 2022, i.e. 111.2%
of fixed compensation for the same fiscal year and of the theoretical variable compensation.
Total fixed and variable compensation for 2022 is therefore €2,112,320, i.e. 105.6% of the
theoretical compensation, as summarized in the following table:

Calculation of 2022 variable compensation for Mr. Aiman Ezzat

Quantitative component based on budgeted financial targets

Weighted

Attain- attain-
Indicator Min Target Max ment ment
Revenues 30% 104.8% 31.42%
Operating margin rate (%) 30% 98.7%  29.61%
Pre-tax net profit 20% 112.6%  22.52%
Organic free cash flow 20% 100.6%  20.13%
Weighted total
performance before flex 0% 100% 200% 103.68%
Weighted total after 75/125 flex
(4 x weighted performance — 3) 14.72%
Theoretical variable compensation
based on financial indicators 600,000
Variable compensation based on
financial indicators 688,320
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Deferred
variable
compensation

Multi-year
variable
compensation

Stock options,
performance
shares or any
other form

of long-term
compensation

100

n/a

€414,720 for
2022, paid 50%
in July 2023 and
50% in July 2024

Performance
shares
€2,386,273
(IFRS accounting
value on grant
date)

CAPGEMINI

Qualitative component based on individual performance objectives

Weighted
attain-
Category Min Target Max ment
CSR strategy —diversity 0% 25% 50%
CSR strategy —sustainable development 0% 25% 50%
Talent attractiveness 0% 20% 20%  106.0%
Strategic partnering with clients 0% 15% 15%
Intelligent Industry strategy 0% 15% 15%
Theoretical variable compensation
based on individual objectives 400,000
Variable compensation based on
individual performance objectives 424,000
TOTAL 2022 VARIABLE COMPENSATION 1,112,320
As a % of theoretical variable compensation 111.2%
As a % of fixed compensation 111.2%

The variable compensation due in respect of a given fiscal year is calculated based on the
audited accounts approved by the Board at the beginning of Y+1 and is paid after the approval
of the compensation components by shareholders.

There is no deferred variable compensation.

During the Board of Directors’ meeting of March 16,2023, the Board of Directors, based on the
audited and approved accounts and at the recommendation of the Compensation Committee,
assessed Mr. Aiman Ezzat's long savings plan for fiscal year 2022, of a target amount if objectives
are attained of €400,000. This allowance is subject to a performance condition based on the
unflexed weighted performance of the financial indicators. For 2022, this gives a weighted
attainment of 103.68%, giving an amount of 103.68% x €400,000 = €414,720 for the full year:

— 50% of thisamount, i.e. €207,360, will be paid in July 2023;
— 50%, i.e. €207,360, will be paid in July 2024, subject to Mr. Aiman Ezzat being present in
the Group at June 30, 2024.

21,000 shares granted subject to performance and presence conditions.

The vesting of performance shares is contingent on the realization of both an external
performance condition and two internal performance conditions. The external performance
condition accounts for 35% of the grant and is based on the comparative performance of
the Capgemini share over three years against the average performance of a basket of eight
comparable companiesin the same business sector and from at least five countries (Accenture/
Indra/Atos/Tieto/Sopra Steria/CGl Group/Infosys and Cognizant), the CAC 40 index and the
Euro Stoxx Techno 600 index. Accordingly, no shares vest if the relative performance of the
Capgeminishareisless than 100% of the performance of the basket of comparable companies,
while 100% of shares vest only if this relative performanceis at 110% or above. If performance
is similar to that of the market, only 50% of the initial grant vests.

The external performance condition has been strengthened since 2016, as the effective
vesting of shares starts from a minimum achievement of 100% of the basket of comparable
companies, while historically it started at 90%.
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Presentation

Stock
options=n/a
Other

Items =n/a

Compensation Voluntary
for dutiesasa waiver
Director

Valuation of €0
benefits in kind

The internal performance condition based on organic free cash flow generation over the
three-year period from 2022 to 2024 accounts for 50% of the grant. The minimum amount
necessary forshares to vestis €5.3 billion. Above this threshold, shares vest progressively on a
straight-line basis, with a grant of 80% for an organic free cash flow generation of €5.7 billion
and the maximum grant requiring organic free cash flow of €6.1 billion or more. The internal
performance condition relating to CSR performance indicators measured at the end of 2024
isbased for 50% on the percentage inflow of female executives (VPs) through promotion and
external hiring during the period 2022 to 2024. This percentage must be 30% to receive 100%
of the grant, with no grantifitis below 28%. For the remaining 50%, it is based on a reduction
in GHG emissions of at least 70% in 2024 (vs. the 2019 baseline), with 100% of the grant vesting
if this reduction reaches 85%.

The number of shares that may vest to Executive Corporate Officers may not exceed 0.0012%
of the share capital.

Authorized by the Combined Shareholders’ Meeting of May 19, 2022.
Twenty-eighth resolution.
Grant authorized by the Board of Directors on October 3, 2022.

No stock options or other Items were granted.

The Board of Directors took due note of Mr. Aiman Ezzat's decision to waive his right to
collect any compensation for his duties as a Director of Capgemini SE in respect of 2022 (as
done since 2020).

No Company car

Other compensation components

Amount
subject to vote

Presentation

Severance pay €0

No amount due in respect of the fiscal year.

Following the appointment of Mr. Aiman Ezzat as Chief Operating Officer as of January 1, 2018,
the Board, based onthe proposal of the Compensation Committee, authorized the principle of
severance pay due in the event of termination of his corporate office. During the meeting of
March 17,2022, the Board of Directors considered again that it was in the Company’sinterest to
maintain this system for the Chief Executive Officerin the event of forced departure. However,
no severance pay shall be due if the Chief Executive Officer leaves the Company on his own
initiative, changes positions within the Group, is entitled to exercise his right to retire in the
near future oris 65 years old on the termination of his term of office, or in the event of gross
negligence or serious misconduct.

In compliance with the recommendations of the AFEP-MEDEF Code, the aggregate amount of
(i) severance pay effectively paid, and (ii) any indemnity likely to be paid in consideration for
the non-compete undertaking, may not exceed a maximum amount equal to twice the fixed
compensation plus theoretical annual variable compensation as at the date of termination
of his duties.
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Non-compete €0
indemnities
Supplementary n/a
pension

benefits

The grant and amount of the severance pay will depend on the percentage attainment of
the weighted performance of the financial indicators applicable for the Chief Executive
Officer’s variable component based on financial performance observed annually during the
two completed fiscal years preceding the termination of his duties as Chief Executive Officer,
it being specified that the final year will count for 60%, while the previous year will count for
40%. Asthe grantand amount of the variable componentis subject to financial indicators and
to the Group’s consolidated results, the severance pay will therefore also be subject to the
satisfaction of these same performance conditions.

The Board of Directors will confirm the effective attainment of these performance criteria.

Board approval on March 17, 2022.
Authorized by the Combined Shareholders’ Meeting of May 19, 2022.
Tenth resolution.

No amount due in respect of the fiscal year.

Onthe proposal of the Compensation Committee, the Board decided that the Chief Executive
Officer will be subject to a non-compete undertaking for a period of twelve months as from the
termination of hisemployment contract following termination of his duties of Chief Executive
Officer, and will receive an indemnity equal to half of the applicable gross theoretical annual
compensation (fixed plus variable) if objectives are attained on the date of termination of the
duties of Chief Executive Officer. The Board of Directors will be entitled, at its own discretion,
to lift this non-compete obligation on departure of the Chief Executive Officer.

Board approval on March 17, 2022.
Authorized by the Combined Shareholders’ Meeting of May 19, 2022.
Tenth resolution.

No supplementary pension benefits.

2.3.3.2 2022 compensation of the Chairman,
Mr. Paul Hermelin For the First Five months

of 2022

The general principles described in Section 2.3.2.1, the compensation
policy set out in Section 2.3.2.3 and the summary table in

Section 2.3.3.4represent the Board of Directors' report to shareholders
established pursuant to the provisions of Article L. 22-10-8 of
the French Commercial Code. These principles and criteria are
subject to the approval of the Combined Shareholders’ Meeting of
May 16, 2023 (for more information, see Chapter 7 of this Universal
Registration Document).

Compensation for 2022

(gross amount) Compensation for 2021 (First 5 months)
Granted in Granted in

Mr. Paul Hermelin: Paidin 2021, paid Total Paidin 2022, paid Total
Chairman of the Board of Directors 2021 in 2022 2021 2022 in 2023 2022
Fixed compensation 800,000 - 800,000 333,333 - 333,333
Annual variable compensation - - - - - -
Multi-year variable compensation - - - - - -
Exceptional compensation - - - - - -
Compensation for duties as a Director - - - - - -
Benefits in kind - - - - - -
Total compensation paid or granted

in respect of the fiscal year 800,000 800,000 333,333 333,333
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In addition, the value of performance shares granted during the fiscal year and valued as per the IFRS rules on the grant date is reported

below:

(gross amount)

Compensation for 2022

Compensation for 2021 (First 5 months)

Mr. Paul Hermelin: Granted Total Granted Total
Chairman of the Board of Directors in 2021 2021 in 2022 2022
Value of multi-year variable compensation

granted in respect of the fiscal year - - - -
Value of options granted during the fiscal year - - - -
Value of performance shares granted

during the fiscal year - - -

TOTAL GRANTED - - - -
TOTAL 800,000 333,333

Pursuant to Say on Pay rules and the most recent revised AFEP-
MEDEF Code with which Capgemini complies, the compensation of
Executive Corporate Officers paid during the fiscal year or granted
in respect of the fiscal year then ended must be presented to the

Shareholders’ Meeting for vote. The following table summarizes
the 2022 compensation components subject to shareholders’ vote
pursuant to the Say on Pay policy.

Compensation components paid in 2022 or granted in respect of 2022 to Mr. Paul Hermelin,
Chairman of the Board, and subject to shareholder vote

Amount or
accounting value
subject to vote

Presentation

Fixed
compensation

Annual variable
compensation

Deferred
variable
compensation

Multi-year
variable
compensation

Exceptional
compensation

Stock options,
performance
shares or any
other form

of long-term
compensation

Compensation
for duties as a
Director

Valuation of
benefits in kind

€333,333
(paid in 2022)

n/a

n/a

n/a

n/a

n/a

Stock
options =n/a
Other

Items = n/a

Voluntary
waiver

€0

The gross fixed compensation of €800,000 for fiscal year 2022 was approved by the Board of
Directors on March 17, 2022 at the recommendation of the Compensation Committee. It is
the only component of compensation of the Chairman of the Board for the first 5 months of
2022 and was paid on a time-apportioned basis.

No annual variable compensation was paid.

There is no deferred variable compensation.

There is no multi-year variable compensation mechanism.

No exceptional compensation was paid.

No shares were granted subject to performance and presence conditionsin 2021

No stock options or other Items were granted.

The Board of Directors took due note of Mr. Paul Hermelin's decision to waive his right to
collect any compensation for his duties as a Director of Capgemini SE in respect of 2022 (as
he has done for over a decade because he received fixed compensation), up to the change in
compensation policy voted by the Shareholders’ Meeting of May 2022.

No Company car
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Other compensation components

Amount subject to

vote

Presentation

Severance pay

Non-compete
indemnities

Supplementary
pension
benefits

No entitlement to severance pay.

No non-compete indemnities.

Mr. Paul Hermelin is a member of the supplementary collective defined benefit pension plan
(Article 39) set up in 2006 in Capgemini Service, under the same conditions applicable to
other employee members. This plan was reviewed by an external firm which confirmed that
it complies with the AFEP-MEDEF recommendations of October 6, 2009, and also the revised
AFEP-MEDEF Governance Code.

The planwas closed to new beneficiariesin 2015 and rights of existing members have been
frozen as of October 31, 2015.

In order to receive benefits under this plan, it is necessary to be with the Group at the time of
retirement, to have at least 10 years of seniority, to have been a Group Executive Committee
member for at least five years and to have a compensation level above eight times the French
annual social security ceiling (PASS) during five years at least.

Benefits are based on reference earnings equal to the average of the three best years (fixed
and variable components) from among the ten years preceding retirement.

In addition, this supplementary pension is subject to three cumulative limits such that the
pension amount cannot exceed:

— 40% of reference earnings;
— 50% of reference earnings, including pensions received under all other pension plans; and
— reference earnings are capped at 60 times the French annual social security ceiling.

Benefitsare proportional to length of service (minimum of 10 years required and a maximum
of 30 years), reflecting the required progressive acquisition of entitlement, which remains
well below the threshold set by the AFEP-MEDEF Code and the recent legal ceiling of 3% per
annum. Entitlement is acquired at a rate of 1.5% per year for the first 10 years of seniority and
for subsequent years only at rates of:

— 1% up to 20 times the French annual social security ceiling;
— 2% between 20 and 40 times the French annual social security ceiling;
— 3% between 40 and 60 times the French annual social security ceiling.

Therefore, the maximum possible annual entitlement is equal to 1.83% before the potential
impact of the cumulative limits. Due to the long seniority of our Chairman of the Board and
previously Chairman of the Board and Chief Executive Officer (frozen at 23 yearsin 2015), the
value of the annual pensionis estimated at a net amount afterincome tax and employee social
contributions around k€300, corresponding to a gross amount of k€895.7 or 34% of his last
theoretical compensation for his duties as Chairman and Chief Executive Officer.

The planis financed through an externalinsurance company and as such the required funds to
pay the pension supporta contribution of 24%. Mr. Paul Hermelin exercised his retirement rights
from June 1,2022 and receives a pension under this supplementary pension plan from this date.

Twenty-one members have benefited from this plan since its launch with three presently
active at December 31, 2022.

Presented to the Combined Shareholders’ Meeting of April 26, 2007.
Fourth resolution in respect of regulated agreements.
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2.3.3.3 2022 compensation of the Chairman,
Mr. Paul Hermelin for the last seven months
of 2022

The general principles describedin Section 2.3.2.1, the compensation
policy set out in Section 2.3.2.4 and the summary table in

(gross amount)

CORPORATE GOVERNANCE
Compensation of corporate officers

Section 2.3.3.4represent the Board of Directors’ report to shareholders
established pursuant to the provisions of Article L. 22-10-8 of
the French Commercial Code. These principles and criteria are
subject to the approval of the Combined Shareholders’ Meeting of
May 16,2023 (for more information, see Chapter 7 of this Universal
Registration Document).

Compensation for 2022

Compensation for 2021 (last 7 months)

Granted in Granted in
Mr. Paul Hermelin: Paidin 2021, paid Total Paidin 2022, paid Total
Chairman of the Board of Directors 2021 in 2022 2021 2022 in2023 2022
Fixed compensation - =
Annual variable compensation - - - = = 5
Multi-year variable compensation - - - - - -
Exceptional compensation - - - - - =
Compensation for duties as a Director - - - 27,567 152,200 179,767
Benefitsin kind - - - - R _
Total compensation paid or
granted in respect of the fiscal year 27,567 152,200 179,767

In addition, the value of performance shares granted during the fiscal year and valued as per the IFRS rules on the grant date is reported

below:

(gross amount)

Compensation for 2022

Compensation for 2021 (last 7 months)

Mr. Paul Hermelin:
Chairman of the Board of Directors

Total
2021

Granted
in 2021

Total
2022

Granted
in 2022

Value of multi-year variable compensation
granted in respect of the fiscal year

Value of options granted during the fiscal year

Value of performance shares
granted during the fiscal year

TOTAL GRANTED

TOTAL

179,767

Pursuant to Say on Pay rules and the most recent revised AFEP-
MEDEF Code with which Capgemini complies, the compensation of
Executive Corporate Officers paid during the fiscal year or granted
in respect of the fiscal year then ended must be presented to the
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Shareholders’ Meeting for vote. The following table summarizes
the 2022 compensation components subject to shareholders’ vote
pursuant to the Say on Pay policy.
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Compensation components paid in 2022 or granted in respect of 2022 to Mr. Paul Hermelin
and subject to shareholder vote for the last seven months

Amount or
accounting value
subject to vote

Presentation

Fixed
compensation

Annual variable
compensation

Deferred
variable
compensation

Multi-year
variable
compensation

Exceptional
compensation

Stock options,
performance
shares or any
other form

of long-term
compensation

Compensation
for duties as a
Director

Valuation of
benefits in kind

n/a

n/a

n/a

n/a

n/a

n/a

Stock
options =n/a
Other

Items =n/a

€179,767

€0

No fixed compensation was paid.

No annual variable compensation was paid.

There is no deferred variable compensation.

There is no multi-year variable compensation mechanism.

No exceptional compensation was paid.

No shares were granted subject to performance and presence conditions in 2022

No stock options or other Items were granted.

In compliance with the compensation policy approved by the Shareholders’ Meeting of May 19,
2022, Mr. PaulHermelin's compensation for duties as a Director calculated on a time apportioned
basis over the last 7 months was €179,767 for 2022

No Company car

Other compensation components

Amount
subject to vote

Presentation

Severance pay

Non-compete
indemnities

Supplementary
pension
benefits

No entitlement to severance pay.

No non-compete indemnities.

Mr. Paul Hermelin is a member of the supplementary collective defined benefit pension plan
(Article 39) setupin 2006 in Capgemini Service, under the same conditions applicable to other
employee members. He exercised his retirement rights following his 70th birthday and therefore
benefits from the terms of this plan, which was closed to new beneficiariesin 2015 with rights
frozen at October 31, 2015. The conditions are strictly those approved pursuant to the Say on
Pay policy at each Shareholders’ Meeting in past years and are as described in Section 2.3.3.2.

Employment contract of Corporate Officers

With regards to Mr. Paul Hermelin, the Board reminds readers
that his employment contract was suspended in its entirety on
May 24, 1996 (date from which he exercised his first term of office
asamember of the Management Board) and that he informed the
Board of Directors’ meeting of February 18, 2015, that he waived
his employment contract as from that date.

106 CAPGEMINI

Mr. Aiman Ezzat's employment contract was suspended following
his appointment as Chief Operating Officer on January 1, 2018,
when he became an Executive Corporate Officer of the Group. In
addition, heinformed the Board of Directors’ meeting of March 11,
2020, of his decision to waive his employment contract from his
appointment as Chief Executive Officer. This waiver is now effective
since May 20, 2020.
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Indemnities
or benefits
following
appointment, Indemnities
Supplementary termination in respect of
Employment pension plan or changein non-compete
contract (see before) duties clause
Mr. Paul Hermelin: No Yes, closed No No
Chief Executive Officer up to May 24, 2012, with frozen
Chairman and Chief Executive Officer up to May 20, 2020 rights
and Chairman of the Board thereafter
Mr. Aiman Ezzat No No Yes Yes

Chief Operating Officer from January 1, 2018, to May 20, 2020
and Chief Executive Officer thereafter

2.3.3.4 Compensation paid in 2022 or granted in respect of 2022 to all Corporate Officers for

their duties as a Director

Directors

Compensation For duties as a Director paid to
non-Executive Corporate OFfficers

Paid in Granted

(gross amount) 2022 in 2022

Presentation

Total compensation paid in 2022 or 934,200 944,900

granted in respect of fiscal year 2022 to
Directors for their duties

See the Directors’ compensation policy in
Section 2.3.1, not including Mr. Paul Hermelin's
Directors’ compensation

Non Executive Corporate Officer

Paidin Granted

(gross amount) 2022 in 2022

Presentation

Paul Hermelin: Chairman of the Board of Directors
from May 20, 2020

2022 fixed compensation 333,333

2021 annual variable compensation -
2022 annual variable compensation -
Multi-year variable compensation -
Exceptional compensation -

Performance shares -

Compensation for duties as a Director 27,567 179,767

Benefitsin kind -
Golden hello -
Severance pay -

Supplementary pension benefits -

TOTAL COMPENSATION PAID DURING THE FISCAL
YEAR OR GRANTED IN RESPECT OF THE FISCAL

YEAR TO THE CHAIRMAN OF THE BOARD 360,900 179,767

See Section 2.3.2.3 on the Chairman’s
compensation policy for the first five months
of the year

n/a
n/a
n/a
n/a
n/a

See Section 2.3.2.4 on the Chairman’s
compensation policy for the last 7 months of
the year

n/a
n/a
n/a

See Section 2.3.2.3 on the supplementary
pension plan closed since 2015
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Executive Corporate Officer

Paidin Granted

(gross amount) 2022 in2022 Presentation

Aiman Ezzat: Chief Executive Officer

from May 20, 2020

2022 fixed compensation 1,000,000 - SeeSection 2.3.2.2 on the Chief Executive
Officer’'s compensation policy

2021 annual variable compensation 1,485,440 - Inapplication of the Chief Executive Officer’s
compensation policy approved by the
Shareholders’ Meeting of May 19, 2022

2022 annual variable compensation - 1,112,320 See Section 2.3.2.2 on the Chief Executive
Officer’'s compensation policy and
Section 2.3.3.1 on the calculation method
and indicators adopted for 2022 variable
compensation

Multi-year variable compensation 342,413 414,720 In application of the Chief Executive Officer’s
compensation policy approved by the
Shareholders’ Meeting of May 20, 2021.
€229,620in respect of 2021 and €112,793 in
respect of the balance for 2020 (2020 amount
calculated pro rata to the term of office i.e.
7/12th)
See Section 2.3.2.2 on the Chief Executive
Officer’s compensation policy and
Section 2.3.3.1 on the calculation and payment
methods for the long savings plan

Exceptional compensation - - n/a

Performance shares - 2,386,273  See Section 2.3.2.2 on the Chief Executive
Officer’s compensation policy and
Section 2.3.3.1 on the performance and
presence conditions and the % concerned

Compensation for duties as a Director - - (waiver)

Benefitsin kind - - See Section 2.3.2.2 on the Chief Executive
Officer’'s compensation policy

Golden hello - - n/a

Severance pay - - See Section 2.3.2.2 on the Chief Executive
Officer’'s compensation policy

Supplementary pension benefits - - n/a

TOTAL COMPENSATION PAID DURING THE FISCAL

YEAR OR GRANTED IN RESPECT OF THE FISCAL

YEAR TO THE CHIEF EXECUTIVE OFFICER 2,287,853 3,913,313

TOTAL COMPENSATION PAID OR GRANTED IN
RESPECT OF THE FISCAL YEARTO ALL
CORPORATE OFFICERS

3,582,953 5,037,980

(1) For his duties as Chief Operating Officer, Mr. Aiman Ezzat also received €75,410in 2022 representing the residual balance payable in respect of 2020, calculated pro rata to

his term of office, i.e. for the first 5 months of 2020.

In addition to the above items, in accordance with Order 2019-1234
of November 27,2019, concerning compensation paid to corporate
officers of listed companies, it is specified that:

— the Group’s compensation policy does not include the use
of a clause enabling it to demand repayment of variable
compensation;

— in the event of failure to apply the law on gender equality
within the Board of Directors, Directors’ compensation
would be suspended;

— the compensation policy has been applied in the manner
described and voted last year during the Shareholders’
Meeting of May 19, 2022;
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— the results of the votes on compensation at the previous
Shareholders’ Meeting of May 19, 2022, were as follows:

- the resolutions relating to votes on ex-post resolutions
were approved by 96.1% for the Chairman of the Board,
92.83% for the Chief Executive Officer and 97.21% for
the Directors,

— the resolutions relating to votes on ex-ante resolutions
were approved by 92.42% for the Chief Executive Officer,
99.85% for the Chairman of the Board and 97.01% for the
Directors.
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Compensation multiples - Equity ratio
Scope

Pursuant to Article L. 225-37-3-6° of the French Commercial Code,
the Groupis required to calculate, over a five-year period, the ratio
between the compensation of each Executive Corporate Officer
and the average and median compensation on a full-time equivalent
basis of employees of the relevant scope (excluding corporate
officers). The scope adopted by the Group encompasses French
companies of the economic and social unit, plus all Altran French
legalentities since 2020, following the acquisition of Altran. France,
whichisthe Group'shome country and the second largest country
in size, is considered the natural reference scope for calculating
these ratios, with the Group holding company and over half the
Group Executive Board members also based in France. The scope
considered therefore includes the entire headcount of French
legal entities.

2022 UNIVERSAL REGISTRATION DOCUMENT

CORPORATE GOVERNANCE
Compensation of corporate officers

Methodology

The calculations were performed in accordance with AFEP
guidelines andinclude all compensation components paid during
the relevant year, both in the numerator and in the denominator
(Fixed, variable, exceptional and deferred compensation, benefitsin
kind, profit-sharing, incentive payments, social contributions, etc.),
aswellas the IFRS valuation of shares granted during the relevant
year and for the Executive Corporate Officers, the long savings
plan granted for the yearif any.

The denominator includes active employees present throughout
the relevantyear, on a full-time equivalent basis. Interns, trainees,
sabbaticals and long-term absences are therefore not taken into
consideration in the employee average. These rules are also the
ones applied to the Altran legal entities integrated since 2020 in
the calculation. Furthermore, it is recalled that given the change
in the Group governance during 2020, the salaries of corporate
officers for 2020 have been recalculated on a full-year basis and
each Executive Corporate Officer has been reported in the table
below on an annualized basis for 2020.

It is also recalled that the reduction in 2020 compensation in
relation to the Covid crisis needs to be taken into consideration
when looking at the trend between 2021 and 2020.
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Ratios related to 1.6° and 7° of Article L. 22-10-9 of French Code de commerce

Year Comment 2018 2019 2020 2021 2022
Annualized gross compensation paid or granted to
Executive Corporate Officers during the year (in k€)
Chairman of the Bo_ard—PaulHermelm: Since May 20, 2020 o 33.3% -54.99
Year-on-year trend in %
Chairman and CEO - Paul Hermelin: From May 24, 2012 o o o )
Year-on-year trend in % to May 20, 2020 S5 3.7% -43.2% n/a n/a
CEO - Aiman Ezzat:‘ Since May 20, 2020 /A 18.3% 16.1%
Year-on-year trend in %
COO - Aiman Ezzat: From January 1,2018 % o )
Year-on-year trend in % to May 20, 2020 SaCs n/a n/a
Average gross compensation paid or granted to employees
present during the Full year (in k€) French scope
Year-on-year trend in % Altran since 2020 1.1% 2.7%  -5.2%0) 3.8% 8.3%
Equity ratio: trend vs. fully loaded average
Chairman of the Board — Paul Hermelin 10.9 13.8 5.3
Year-on-year trend in % Since May 20, 2020 n/a 26.6% -61.5%
Chairman and CEO - Paul Hermelin 74.4. 76.9. 47.7@ n/a n/a
Year-on-year trend in % From May 24, 2012 570 o 2700

to May 20, 2020 7.7% 3.4% 37.9% n/a n/a
CEO - Aiman Ezzat 63.8@) 73.1 78.7
Year-on-year trend in % Since May 20, 2020 n/a 14.6% 7.6%
COO - Aiman Ezzat 51.7 54.1. 30.9@ n/a n/a
Year-on-year trend in % From January 1,2018 o i o

to May 20, 2020 4.7% 42.9% n/a n/a
Average median compensation paid or granted to employees
present during the Full year (in k€)
Year-on-year trend in % Altran since 2020 1.3% 2.0% -2.7%0 2.0% 6.7%
Equity ratio: trend vs. Fully loaded average
Chairman of the Board — Paul Hermelin 13.3 17.2 6.7
Year-on-year trend in % Since May 20, 2020 n/a 28.5% -60.9%
Chairman and CEO - Paul Hermelin 92.5. 96.4. 58.3@ n/a n/a
Year-on-year trend in % From May 24, 2012 oo o 20 o

to May 20, 2020 8.0% 4.2% 39.5% n/a n/a
CEO - Aiman Ezzat 77.9@ 90.6 99.0
Year-on-year trend in % Since May 20, 2020 n/a 16.3% 9.2%
COO - Aiman Ezzat 64.3 67.9. 37.7@ n/a n/a

- - H 0

Year-on-year trend in % From January 1, 2018 5 59 44.4% n/a n/a

to May 20, 2020

(1) Integration of Altranin the scope from 2020.

(2) The 2020 annualized compensation includes the impact of the 25% Covid reduction, thus explaining fully the 2021 variation.
(3) Theintegration of Altran in the scope from 2020 drove a reduction in the average and median employee gross compensation (12% median variance between Capgemini

and Altran).

(4) The 2020 annualized CEO compensation includes the impact of the 25% Covid reduction on fixed and variable components, thus explaining the 2021 variation along with

the improved business performance.
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Trends in compensation, Company performance and
average compensation

During the past five years, three corporate offices (Chairman and
Chief Executive Officer, Chairman of the Board of Directors and
Chief Executive Officer) were held for a maximum of three years.
Compensation trends for the two executive roles are partly due
to the Group's annual performance impact compared to annual
objectives for the variable component and partly to the valuation
of performance shares granted. In addition, the Chairman and Chief
Executive Officer’'s compensation for 2020 reduced significantly as
he did not receive a performance shares grantin 2020 (office ended
in May 2020) and due to the impact of the 25% reduction in fixed
and variable compensation in relation to the Covid-19 crisis. This
25% reduction, which went further than the AFEP recommendation
on the health crisis, also impacted the Chief Executive Officer’s
compensation for 2020 and that of the Chairman of the Board of

CORPORATE GOVERNANCE
Compensation of corporate officers

Directors. Compensation trends must therefore be analyzed with
regard to the impact of the health crisis on compensation. The end
of this measure in 2021 combined with the economic recovery
explains the majority of trends identified above.

With regard to the global performance recorded over the period,
whetherinterms of growth (+67%) or profitability (+80%), trends
in the compensation of the Chairman and Chief Executive Officer
and of the Chief Executive Officer reflect the ambitious nature
of the Group's objectives. Alike, while the 2022 evolution of the
CEO compensation is aligned and coherent with the strong 2022
economic performance evolution of key performance indicators,
it remained lower than their economic progression. This is even
more true when consolidating the two executive Directors. At the
same time, the average and median compensation of employees’
present during the full year in the consolidation scope rose 9.4%
and 8.1%, respectively, over the period.

Key Performance Indicator trends (in millions of euros) 2018 2019 2020 2021 2022 2022-2018
Revenues 13,197 14,125 15,848 18,160 21,995 67%
Year-on-year trend in % 5.4% 7% 12.2% 14.6% 21.1%
Operating margin 1,597 1,741 1,879 2,340 2,867 80%
Year-on-year trend in % 7% 9% 7.9% 24.5% 22.5%
Annual comparative evolution of CEO remuneration vs revenue and operating margin evolution

o 80%

80

60

40

25% 9
P 23%
20
6% 7% 9% 8% 8%
. .. W
-4% 6% 6%
-10%
20 -20%
2018 2019 2020 2020 2021 2022 2022/2018
restated*

[l CEO Yoy remuneration evolution [l OM YoY increase Revenue YoY increase

* 2020 restated to account for the 25% reduction of the fixed and variable compensation in the context of the Covid-19 health crisis.
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2.3.4 Share subscription options, share purchase options and
performance shares

The following tables present a breakdown of stock options and
performance shares granted to, exercised by or vested to Executive
Corporate Officers during 2022 and historicalinformation on stock

options and performance shares granted.

Stock options granted during the year
to each Executive Corporate Officer by

It should be noted that no stock options have been granted by

the Group since 2009.

Number and type
(purchase or
subscription)

Value of options
using the method
adoptedin the
consolidated

Capgemini SE and/or any other Group Plan date of options granted financial Strike  Exercise
company and number during the year statements price period
Paul HERMELIN n/a n/a n/a n/a n/a
Aiman EZZAT n/a n/a n/a n/a n/a
Number of options
Stock options exercised during the year by Plan date exercised during Strike  Exercise
each Executive Corporate Officer and number the year price period
Paul HERMELIN n/a n/a n/a n/a
Aiman EZZAT n/a n/a n/a n/a
Value of shares
Performance shares calculated using
granted during the year to the method
each Executive Corporate Theoretical adoptedin the
Officer by Capgemini SE maximum number consolidated
and/or any other Group Plan date ofsharesgranted financial Potential Potential Performance
company and number during the year statements vesting date availability date conditions
Aiman EZZAT 16th plan of 21,000 €2,386,273 10/11/2025 Later of the More detail on
10/03/2022 end of his term performance
of office and  conditions can
10/11/2026 be foundin
Note 12 to the
Consolidated
Statements
Number of
performance
shares vested
Performance shares vested to each Executive Corporate Plan date during the Vesting
Officer and number year conditions Year of grant
Paul HERMELIN 12th plan 28,000 Performance 2019
October 2019 and presence
Aiman EZZAT 12th plan 19,000 Performance 2019
October 2019 and presence

Historical information concerning stock options granted to Corporate Officers

The Group has not granted any stock options since 2009 and the last grant performed on June 1, 2008 expired in 2013.
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Historical information concerning performance shares — position at December 31, 2022

Plans ended
Plan number 2009 Plan 2010 Plan 2012 Plan 2013 Plan 2014 Plan 2015 Plan

Grant date 03/05/2009  10/01/2010  12/12/2012  02/20/2013  07/30/2014  07/29/2015

Number of performance shares

initially granted 1,148,250 1,555,000 1,003,500 1,209,100 1,290,500 1,068,550
o/w to Paul HERMELIN* 50,000 (nil) 50,000 50,000 50,000 40,000
Number of shares vested 485,750 881,048 882,500 1,014,700 1,065,000 881,510
o/w to Paul HERMELIN* 25,000 (nil) 50,000 50,000 50,000 39,200
Cumulative number of

shares canceled or expired 662,500 673,952 121,000 194,400 225,500 187,040
Vesting date — France 03/05/2011 10/01/2012 01/01/2015 03/01/2015 08/01/2016 03/01/2018
Vesting date — outside France 03/05/2013 10/01/2014 01/01/2017 03/01/2017 08/01/2018 08/01/2019
End of holding period - France 03/05/2013 10/01/2014 01/01/2019 03/01/2019 08/01/2020 03/01/2021
End of holding period — outside France 03/05/2013 10/01/2014 01/01/2017 03/01/2017 08/01/2018 08/01/2019
Share price at grant date (in euros) 23.3 37.16 33.15 36.53 53.35 87.6
Plan number 2015 Plan 2016 Plan 2017 Plan 2017 Plan 2018 Plan
Grant date 02/17/2016  07/26/2016  07/26/2017  10/05/2017  10/03/2018
Number of performance shares

initially granted 180,500 1,663,500 63,597 1,522,500 1,384,530
o/w to Paul HERMELIN* (nil) 42,000 (nil) 35,000 28,000
o/w to Aiman EZZAT* 16,500
Number of shares vested 111,200 1,178,005 32,384 984,690 1,077,863
o/w to Paul HERMELIN* n/a 37,800 n/a 28,000 26,040
o/w to Aiman EZZAT* 15,345
Cumulative number of

shares canceled or expired 69,300 485,495 31,213 537,810 306,667
Vesting date — France 03/01/2018  08/01/2019 n/a 10/05/2020 10/03/2021
Vesting date — outside France 03/01/2020  08/01/2020  08/01/2020  10/05/2021  10/03/2022
End of holding period — France 03/01/2020  08/01/2021 n/a 10/05/2022 10/03/2023
End of holding period — outside France 03/01/2020  08/01/2020  08/01/2020 10/05/2021 10/03/2022
Share price at grant date (in euros) 71.61 83.78 94.2 100.25 112.35

* Complete historical information on active performance share plansin 2021 is provided in Note 12 to the Consolidated Financial Statements.
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Active plans

Plan number 2019 Plan 2020 Plan 2021 Plan 2021 Plan 2022 Plan 2022 Plan
Shareholders’ Meeting 05/23/2019  05/20/2020  05/20/2021  05/20/2021  05/19/2022  05/19/2022
Grant date 10/02/2019 10/07/2020 10/06/2021 12/01/2021 10/03/2022 10/03/2022
Number of performance shares

initially granted 1,523,015 1,900,000 1,834,500 14,325 1,982,000 13,750
o/w to Paul HERMELIN* 28,000 - - - - -
o/w to Aiman EZZAT* 19,000 25,000 18,500 - 21,000 -
Number of shares vested 407,550 500 510 n/a n/a n/a
o/w to Paul HERMELIN* 28,000 - - - - -
o/w to Aiman EZZAT* 19,000 n/a n/a n/a n/a n/a
Cumulative number of shares canceled

or expired 224,503 221,510 131,490 3,330 16,530 -
Number of shares potentially available

for grant at the end of 2022 890,962 1,677,990 1,702,500 10,995 1,965,470 13,750
o/w to Paul HERMELIN* - - - - - -
o/w to Aiman EZZAT* - 25,000 18,500 - 21,000 -
Vesting date — France 10/02/2022  10/07/2023  10/08/2024 nfa  10/10/2025  10/10/2025
Vesting date — outside France 10/02/2023 10/07/2024 10/08/2025 12/01/2024 10/10/2026 10/10/2025
End of holding period - France 10/02/2024  10/07/2024  10/08/2025 nfa  10/10/2026  10/10/2025
End of holding period — outside France 10/02/2023 10/07/2024 10/08/2025 12/01/2024 10/10/2026 10/10/2025
Share price at grant date (in euros) 107.35 107.55 175.65 207.3 163.15 163.15

* Complete historical information on active performance share plansin 2022 is provided in Note 12 to the Consolidated Financial Statements.
Historical information concerning stock options granted to the top ten employees
(not Executive Corporate Officers)

Share purchase options granted by Capgemini SE to the top ten to the top ten employees (not Executive Corporate Officers) who
employees (not Executive Corporate Officers) who have received have subscribed for the greatest number of shares are as follows:
the greatest number of shares and the number of shares vested

Total number

of stock
Stock options granted to/exercised by the ten employees options Weighted
(not Executive Corporate Officers) having received granted/ average Plan
the greatest number of shares exercised price number
Options granted during the year by Capgemini SE to the ten employees of Nil n/a No
all eligible companies having received the greatest number of shares
Options exercised (held previously on Capgemini SE) by the ten Nil n/a No

Group employees having exercised the greatest number of shares

Performance shares granted by Capgemini SE to the top ten  sharesvested to the top ten employees (not Executive Corporate
employees (not Executive Corporate Officers) who have received  Officers) holding the greatest number of vested shares are as follows:
the greatest number of shares and the number of performance

Performance shares granted/vested to the ten employees

(not Executive Corporate Officers) having received Number of Plan
the greatest number of shares shares vested number
Performance shares granted during the year by Capgemini SE to the ten employees 101,000 16t Performance
of all eligible companies who have received the greatest number of shares share plan
Performance shares (held previously on Capgemini SE) of the ten Group 86,880 11th and 12t share
employees holding the greatest number of vested shares grant plans
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Risks and
Internal Control

3.1 Internal control and risk management systems
3.1.1 Definition of the internal control and risk management systems
3.1.2 Implementation of risk management and internal control objectives
for the preparation and processing of financial and accounting information
3.1.3 Measures implemented as part of constant improvements to risk
management and internal control systems

3.2 Risk Factors
3.2.1 Critical risks
3.2.2 Corporate & Social Responsibility Materiality Assessment

3.3 Insurance
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RISKS AND INTERNAL CONTROL
Internal control and risk management systems

3.1

This Section was drafted jointly by several Group internal stakeholders.
The departments that play a key role inidentifying and controlling
major risksinclude particularly the Internal Audit, Ethics, Compliance,
Finance, Risk & Insurance, Legal, Human Resources, Security and
Mobility Departments.

3.1.41

a) Framework

The Group builds onthe reference framework and the application
guidance publishedinitiallyin January 2007 and updated on July 22,
2010 by the French Financial Markets Authority (AMF).

The risk management and internal control systems contribute to
controlling the activities of the Group and satisfy complementary
objectives.

b) Objectives of the internal control
and risk management systems

The Group's internal control and risk management systems seek
to create and protect the Group's value, assets and reputation,
and identify and measure the major risks to which the Group is
exposed, anticipate and foresee changesin these risks and finally
implement risk prevention and transfer measures.

In this context, Capgemini has defined and implemented a control
system that seeks to ensure:

— compliance of management acts with relevant laws and
regulations;

— compliance with the Group’s seven core values and guidelines
set by the Board of Directors and/or Group Management;

— application by the subsidiaries of instructions communicated;

— the smooth functioning of the Group’s internal control
processes safeguarding assets;

— the reliability of accounting and financial information.

c) Scope of the internal control
and risk management systems

Capgemini ensures the implementation of risk management and
internal control systems covering all consolidated subsidiaries and
Group businessesin 2022.

Acquired companies are integrated progressively into the internal
controland risk management systems. All material Group subsidiaries
are currently integrated into the general system presented in
this report.

d) Limitations

While contributing to the improved efficiency of its operational
support functions, the optimal use of resources and good risk
control, this system does not however offer an absolute guarantee
of the control of all possible risksimaginable, no more thanit can—
irrespective of the skills of the employees performing the controls
—guarantee alone the attainment by the Group of all objectives set.
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Inaccordance with the Law of July 3, 2008, this Section was reviewed
and approved by the Board of Directors on February 20, 2023,
following a review by the Audit & Risk Committee.

Definition of the internal control and risk management systems

e) Organization of the internal control
and risk management systems

Group Values

Since its creation, Capgemini has placed significantimportance on
compliance with the values and principles which guide and inspire
its actions and, in particular, its business practices. These seven
core values, defined by the Group’s founder Mr. Serge Kampf, are
honesty, boldness, trust, freedom, fun, modesty and team spirit.
One of these values, honesty, is essential as it is the cornerstone
forthe rigorand discipline needed to constantly observe the laws
and regulations and internal procedures governing our activities.

General internal control and risk management
principles

Group Management has discussed, drafted approved and distributed
asetofrulesand procedures known as the Blue Book. Compliance
with the Blue Book is mandatory for all Group employees. The
Blue Book sets out and comments Capgemini’s seven core values,
sketches out the overall security framework within which the
Group's activities must be conducted, and, finally, describes the
desired behaviors and specifies the prohibitions applicable in each
of the Group's main functions.

These principles ensure consistent, efficient and accountable
decision-making. They concern:

— delegation of decision-making powers and authorization; the
decision-making process applied within the Group is based
on rules governing the delegation of powers. These rules are
regularly updated, comply with the principle of subsidiarity
and define three levels of decision-making depending on
the issues involved, corresponding to the three levels of
Capgemini’s organization:

— the Business Unit, for all issues that fall within its remit,

— provisions common to the Strategic Business Unit (SBU)
and to the Global Business Line (GBL) for all issues
concerning several Business Units and Business Lines
under its authority,

- the Group (Group Management, Group Executive Board,
Group Executive Committee, central functions, etc.)
where a decision concerns a wider scope than the
Strategic Business Unit and for all transactions that
must be decided at Group level due to their nature
(acquisitions, divestments, etc.) and/or transactions with
financial impacts in excess of well-defined materiality
thresholds.

This process has been formalized in an “authorization matrix” which
requires both prior consultation and the provision of sufficient
information to the internal parties involved. Recommendations
submitted to the final decision-maker must include the views of
allinterested parties as well as an assessment of the advantages
and drawbacks of each of the possible solutions.
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— the framework of general policies and procedures; the Blue
Book defines the governance and organization of the Group
and the main principles and basic guidelines underpinning
the Group's internal control procedures, and sets out the
Group's requirements in each of the following areas:

- Group key principles,

- Group organization and governance,

— authorization and approval processes,

- salesand production rules and guidelines,

- risk management, pricing, contracting and legal rules, in
the client contract pre-sale phase,

- financial management, merger, acquisition, divestment
and insurance rules and guidelines,

- human resources policies,

- Group marketing and communications,
management and IT directives,

- procurement policies, including ethical requirements
and supplier selection,

- environmental and community policies.

knowledge

This set of rules and procedures, which has force of law within the
Group, reminds employees of their obligations in this area and
inventories the tools and methods which help them control risks
identified in the exercise of the Group's businesses.

These rules and procedures are updated periodically to reflect
the development of the Group's business activities and changes
inits environment.

Risk management and internal control stakeholders

The Group developed a risk management system administered by a
Risk Committee and involving various parties operating at different
levels of the organization. These key players are presented below
for each of the three lines of defense.

Governance bodies
The Audit & Risk Committee

The Capgemini SE Board's Audit & Risk Committee is responsible
for ensuring the existence and monitoring the efficiency of risk
management and internal control systems.

The Audit & Risk Committee is therefore required to review all
systemsimplemented by Group Management. These reviews cover:

— the overall consistency of the systems;

— verification that the major risks faced by the Group are
identified and monitored, particularly by reviewing the risk
mapping prepared and updated by the Group Management
Risk Committee;

— presentation of new or emerging critical risks;

— the review of projects comprising major risks.

Group Management and the Risk Committee

Group Management has delegated to a Risk Committee, createdin
2016, the definition and implementation of the various activities
relating to the risk management process within the Group. The
Risk Committee, chaired by the Group Chief Financial Officer and
coordinated by the Risk and Insurance Director, is responsible for
the effective implementation of a risk management and internal
control system within the Group. It reports to the Audit & Risk
Committee on all issues concerning these systems.
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The Risk Committee brings together the main members of Group
Management with key players in the risk management process
within the Group. At least two meetings are held annually to discuss
the following main issues:

— monitoring of the implementation of risk management and
internal control systems;

— identification and prioritizing of risks; the Risk Committee
validates the mapping of the Group’s critical risks;

— monitoring of action plans defined and implemented for
critical risks;

— the review of new or emerging risks that may be
communicated by the various Business Units.

The Risk Committee is also responsible for:

— proposing to the Board of Directors the Group's acceptable
risk level;

— monitoring changes in the Group’s main risks;

— selecting the critical risks to be covered by short-term action
plans;

— monitoring these action plans in conjunction with the critical
risk owners, as designated by the Risk Committee;

— approving and implementing the risk management and
internal control policy.

The Risk Committee builds on the actions of the Risk and Insurance
Director, whois responsible for coordinating Group risk management
and the managers of the various Business Units and functional
departments.

In this respect, the risk management coordinator:

— makes methodology tools and approaches available to the
various management bodies;

— coordinates all risk management activities within the Group;

— centralizes and consolidates all work and particularly work
performed by the various critical risk owners;

— encourages the sharing of good practices within the Group.

The risk management andinternal controlsystem comes from the
interaction between the Risk Committee and other stakeholders,
including the Risk and Insurance Department, Internal Audit, the
Compliance Department and the functional departments with
risk expertise (Cyber, Security, etc.), as well as the operating
departments that are responsible for day-to-day risk management
in their specific areas.

1st line of defense: from management to employees

Operations and Business Unit management supplement and
adapt the Blue Book drafted by Group Management, by drawing
up detailed internal control procedures which comply with the
relevant laws, regulations and customary practicesin the country
where they operate, in order to exercise control more effectively
over risks specific to their local market and culture.

Operations and Business Unit management duties include the
identification and control of risks relating to their own environment,
in compliance with the rules and procedures implemented and
communicated by the Group functional departments.

2nd line of defense: functional departments with risk
expertise

The various Group functional departments assist the Risk Committee
with the identification and ranking of risks. Each department defines
androlls outrisk controlsystemsin its activity sectorand ensures,
in particular, the consistency of actions undertakenin the Business
Units. It assists all Group entities by facilitating the sharing of risk
management and internal control best practice.
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3rd line of defense: Internal Audit

Inaccordance with professional standards governing this activity, the
Internal Audit functionindependently assesses the effectiveness of
internal controland risk management procedures it being understood
that, irrespective of how well they are drafted and how stringently
they are applied, these procedures can only provide reasonable
assurance —and not an absolute guarantee — against all risks.

Internal Audit is therefore tasked with:

— reviewing the internal control procedures implemented
in the Strategic Business Units and their component legal
entities to ensure that they comply with the general
principles and rules laid down by the Group and with certain
specific procedures enabling the elimination or mitigation of
the risks to which they are exposed locally;

— auditing the Group's major contracts considered to present
significant risk.

For over 40 years, the Capgemini group has had a central Internal
Audit function. Its Director reports directly to the Chief Executive
Officer, guaranteeing that the internal audit functionisindependent
of the functions and Business Units audited. At the end of 2022,
the Internal Audit team comprised 32 professionals (full-time
equivalent), representing nine different nationalities and covering
87% of the languages spoken locally in the Group. This significant
internationalization of the Internal Audit team reflects the desire
toaccompany the expansion of the Group into new regions of the
world; the Internal Audit Department also has a Bombay desk
with 16 auditors including 3 operational experts specializing in
the review of IT projects.

3.1.2

Each Business Unitis audited under a 3-year program covering the
entire Group. Itsinclusionin the annualinternal audit plan depends
onthe outcome of the previous audit and its level of risk exposure:
the Chief Executive Officer has the power to modify this program
in the event of an emergency (delays and irregularities, major
divergence from budgetary commitments, etc.). At the request
of the Chief Executive Officer, the Internal Audit Department may
also perform special assignments to review specific situations.

In 2022, the Internal Audit Department conducted 22 audits of
unitsbelonging to all Group Strategic Business Units representing
20% of Group revenue. Thanks to the end of the health crisis, it
was once again possible to perform audits locally with on-site
visits to Group entities.

Each auditinvolved an average of 140 man-days. It concluded with
the issue of an action plan that management of the unit audited
undertook to implement as quickly as possible in order to improve
or correct the internal control weaknesses identified by the audit.
The Internal Audit Department uses a tool deployed across the
Group thatenablesit to monitorin real-time the implementation of
action plans defined by local management following audits. Close
attention is paid to actions plans considered a priority.

The Internal Audit Director presents twice annually to the Capgemini SE
Board's Audit & Risk Committee a comprehensive report on the
department’'swork, particularly regarding the efficiency of internal
control and risk management in the preparation and processing
of financial and accounting information.

Implementation of risk management and internal control objectives

For the preparation and processing of Financial and accounting

information

These procedures ensure application of and compliance with
accounting and financial rules defined by the Group relating to
budgets and forecasts, operational reporting, consolidation,
financial control and financial communications.

a) Financial and accounting structure

The Group’s financial functions are integrated into the operating
structure, that is, both Business Units and countries. They have
access to common resources encompassing accounting rules and
procedures, information and management systems and shared
service centers.

Each Business Unit has a dedicated financial controller (reporting
to the corresponding Strategic Business Unit's financial controller)
who is responsible for ensuring that the results of its activities
are accurately reportedin the accountsin accordance with Group
accounting rules and methods. The financial controller verifies that
services are correctly billed and paid, checks profit estimates for
ongoing projectsand assesses theiraccountingimpact, and attests
to the quality of the information contained in the financial reports
and accounting packages used as the basis for preparing the Group's
consolidated financial statements. The Strategic Business Unit
financial controllers, whose main responsibility is to ensure that
high-quality financial and accounting information is reported to
the parent company on a timely basis, report to the Group Chief
Financial Officerin order to safeguard the independence required
when preparing accounting results. Financial controlis, therefore,
decentralized.
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The countries and geographic areas have a Legal Financial Director,
whose duties and responsibilitiesinclude rolling-out Group systems
and procedures in the country, helping maintain an effective
internal control environment, ensuring that all financial staff in
the country or region are well-versed in the Group’s accounting
policies and methods, checking compliance with local taxation
and statutory reporting requirements, liaising with shared service
centers and the Statutory auditors, setting accounts closing and
financial reporting timetables, signing off on the consolidation
packages of the subsidiaries under his or her authority, signing
the representation letter, jointly with the head of the Business
Unit, and bringing any and all matters that he or she sees fit to
the attention of the Group Chief Financial Officer.

All financial staff are required to apply the Group's accounting
procedures and policies contained in the TransFORM manual,
which sets out:

— thestrict rules of internal control;

— whatinformation must be reported, when, and how often;
— management rules and procedures;

— accounting policies, rules and methods;

— performance measures.

In addition, the Group has a globalintegrated management system
(GFS), deployed in almost all subsidiaries.

Finally, the shared service centers pool the accounting processing
resources of the Group’s subsidiaries. The main centers are located
in Kolkata (India) and Cracow (Poland). These various centers are
grouped together within a globalized structure.
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b) Budgets, Forecasts, reporting and consolidation

In order to exercise effective control over their operations, the
Group requires Business Units to submit weekly, monthly, quarterly,
half-yearly and annualreports of all budget, forecast, operational
and accountinginformation required for the general management
of the Group as follows:

— budget and forecasting process; budgets form the basic
building blocks in the management control process. They
are debated and negotiated at length between the different
Group Business Unit managers and their superiors, with
each budgetary item decided based on past performance,
the Group’s chosen strategic priorities and available
information concerning expected market trends. Group
Management sets quantified targets for each geographic
area, Strategic Business Unit and their component Business
Units. The budget preparation process is a key moment in
the relationship between the different levels of the Group's
management and makes it possible to substantially link the
variable portion of the compensation paid to Business Unit
managers to the attainment of the budgetary targets of
their Business Unit and the next level Business Unit to which
they belong. A forecast operating Income Statement (for the
current month, the following six months and the full year) is
prepared monthly by each Business Unit manager. Variances
from the budget are analyzed so that any corrective action
plans that may be needed can be drawn up as quickly as
possible;

— operational reporting process; information reporting is
mainly structured by geographic area and business. This
allows revenues and costs to be analyzed on a monthly basis
both by type and function, and performance measures to
be updated and compared with the budget (A/B), the latest
forecasts (A/F) and prior-year figures (A/A’). A monthly
management report is prepared for each Strategic Business
Unit jointly by the manager and financial controller and is
submitted to Group Management for review. This report
gives a detailed breakdown of actual performance, forecasts
for the following six months and actions taken in the event
of material variances between actual and budget figures.
Reconciliations are performed systematically to ensure that
financialinformation derived from the operational reporting
system is consistent with the consolidated financial
information provided by the legal entities within the Group;

— consolidation process; at each yearly or half-yearly closing,
the scope of consolidation is updated at Group level by the
Finance Department and validated by the Legal Department.
Written instructions are issued providing the schedule
for period-end tasks (particularly the reconciliation of
inter-company transaction balances), highlighting current
accountingissues requiring specific attention, and describing
the control procedures applied during the preparation of
the consolidated financial statements. Each half-yearly and
yearly closing is preceded by a hard-close phase based on the
accounts closed at May 31 and November 30, respectively.

The consolidation process is based on accounting packages by
geographicarea, which must be signed off by the person responsible
for preparing them. Income statements, balance sheets and other
key management indicators required for subsequent analysis are
stored in a single database maintained at Group level. Access to
this information system is strictly controlled.

During each annual closing period, the Finance Department sends
out a questionnaire to all subsidiaries covering the application of
generalinternal control principles and procedures relating to the
processing of reported financial and accounting information. These
questionnaires are analyzed for any irreqgularities and corrective
measures devised where appropriate.
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c) Financial information

Financialinformation andits communication are subject to specific
controls at half-year and annual period ends. These include:

— a systematic review carried out with the assistance of the
Legal Department of all material operations and transactions
occurring during the period;

— aprocedure to identify, collate and report off-balance sheet
commitments and any other information liable to have
significant repercussions on the financial position of the
Group or one of its subsidiaries at the period-end;

— a review of the tax position of each of the Group's legal
entities;

— areview of the value of intangible assets;
— adetailed analysis of the statement of cash flows.

The controls described above and carried out by the Finance
Department are supplemented by the work of two independent
bodies tasked with carrying out checks on the internal control
environmentand verifying the quality of the financial statements:
the internal auditors and the Statutory auditors:

— internal Audit; based on a program covering the Group's
Business Units, drawn up in agreement with the Chief
Executive Officer (to whom it reports directly), Internal
Audit is responsible for carrying out controls to ensure
that procedures relating to the safeguarding of assets, the
valuation of work-in-progress, the actual amount of trade
accounts receivable, and the proper recognition of liabilities,
are applied in each Business Unit in accordance with the
rules and methods established by the Group. In particular,
Internal Audit is required to pay special attention to revenue
recognition methods and to controlling the percentage
of completion of projects, so as to ensure that these are
accounted for on the basis of rigorous, up-to-date technical
assessments. The Internal Audit brief also includes a review
of the procedures and controls in place within the Business
Unit to ensure the security and validity of transactions and
accounting entries;

— the Statutory auditors who, it need merely be noted here,
carry out a review of internal control procedures impacting
the preparation and quality of the financial statements as
part of their audit engagement.

Communicating financialinformationis subject to rigorousinternal
control, with a particular focus on three key media used to report
financial information:

— the Half-Year Financial Report, the Annual Report and the
Universal Registration Document;

— financial press releases;

— analyst and investor meetings.

The financialreports and Universal Registration Document comprise
all the information that must be provided pursuant to legal and
regulatory requirements and are drawn up under the responsibility
of the Finance Department.

Financial press releases are only published further to formal
validation of the Board of Directors or the Chief Executive Officer.
Financial press releases are published outside the trading hours
of the Paris Stock Exchange, exceptin exceptional circumstances.

Analyst and investor meetings are subject to specific preparation,
and their content is presented to the Board of Directors prior to
such meetings. This preparatory work is then used as a framework
for comments and explanations provided by the Chief Executive
Officer, the Chief Financial Officer, or employees in charge of
investor relations during the meetings.
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3.1.3 Measures implemented as part of constant improvements to risk
management and internal control systems

a) Focus on the main measures implemented in 2022

During 2022, the Group implemented and continued to deploy a
number of measures aimed at rolling-out and standardizing processes
and procedures within the Group that will strengthen the control
environment and enhance risk management within Capgemini.
Among these measures, the following may be highlighted:

— continued internal communication of the Group risk
management policy;

— monitoring and improvement of critical risk action plans;

— review and completion of the Capgemini risk universe
with better inclusion of emerging corporate social and
environmental responsibility issues;

— update of the risk mapping including the identification and
assessment of critical risks at Group level;

— local review of risks in various countries (Austria, United
States, Hungary, Poland, Netherlands, Czech Republic, etc.);

— continued roll-out of the audit program for internal and
external risks at Group operating sites, in partnership with
an external consultant, covering damage to assets and the
environment and Health and Safety issues;

— formal mapping of 20 cyber risk scenarios potentially
impacting the Group, facilitating risk analysis, oversight of
mitigation plans and incident reporting;

— implementation of the first solutions under the three-year
Cyber program leveraging 3 pillars™ “zero trust” architecture
(unified identity management, micro-segmentation,
conditional access to applications), (2) building of capacities
(greater trained resources, Cyber Defense Centers), (3)
operational support (anticipation of sector threats, incident
management);

— successful preliminary audit with a view to ISO 27001 global
certification of the information security management system
for aninitial group of Business units;

— continuation of the cyber risk management plan covering the
supply chain (with our clients, suppliers and partners) and
acquisitions, with significantly higher volumes;

— strengthened assessment of client project maturity in terms
of data protection;

— increase in the number of data protection audits of client and
service provider contracts;

— review of corruption risks in the various countries where the
Group operates and update of the risk mappings and related
action plans in these countries;

— implementation of a specific Finance anti-corruption policy,
detailing the financial internal control environment with a
focus on accounting controls;

— roll-out of specific accounting and non-accounting controls
and ongoing monitoring and improvement of action plans in
the context of the Group anti-corruption program;
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review of the internal control questionnaire drafted by the
Finance Department to improve risk estimation;

improved communication between the Internal Audit
Department and the Financial community to better
understand any compliance issues and achieve the “zero
overdue” objective for outstanding actions;

strengthening of the central team in charge of Finance
compliance;

implementation of 3-level certification for the Ffinancial
community to ensure professional and efficient risk
management;

creation of a safety and security risk mapping in consultation
with the Company’s internal and external stakeholders;

completion of the roll-out in Germany of SpeakUp, the
Group's ethics helpline;

launch of annual ethics re-certification for all employees
based on the Code of Business Conduct online training
course, “Ethics@Capgemini”;

development of a new training module for all employees on
the Group’s Human Rights Policy;

roll-out of the supplier integrity assessment program from
supplier creation;

enhancement of external expenditure management tools
and related key indicators aimed at strengthening control
over our supplier relationships;

roll-out of a client ethics and legal compliance assessment
program;

strengthened roll-out of the internal Anti-trust policy within
the GBL ERD;

roll-out of a new Commercial and Contract Management
structure to constantly improve the management of contract
risks in pre- and post-sales phases;

improvement and roll-out of the Legal Contract Checklist
(LCC) to ensure the identification of all potential risks from
the beginning of the call for tenders process;

roll-out of the revised consortium approval process to ensure
all potential anti-trust risks are identified, assessed and
managed;

publication of a new policy and a new Group process on
embargoes and international sanctions;

acceleration of talent mobility initiatives to develop our
internal resources;

development of an attrition predictive analysis methodology
to advise operations;

development of a 360° feedback program for all VPs, and
implementation of the new leadership model;

set-up of regular dialog with Group talents and validation of
succession plans.

2022 UNIVERSAL REGISTRATION DOCUMENT



b)

Constant improvement measures in 2023

The risk management process will continue to be rolled outin 2023
based on the most recent risk mapping updated at the end of 2022.
Close attention will be paid to the consistency of the internal audit
plan (37 line of defense) with the actions implemented to reduce
critical risks, taking into account risk location.

As part of measures to strengthen risk management and internal
control systems, in 2023 the Group will also:

continue monitoring and improving critical risk action plans;

roll out a tool supporting the risk management approach
(risk management information system);

strengthen the cyber risk management process, in line
with financial issues and regular adaptation of resources to
changing threats and impacts, based on a Group mapping
and country-based mapping;

continue the three-year Cyber program leveraging 3 pillars:
(1) “zero trust” architecture (unified identity management,
micro-segmentation, conditional access to applications),
(2) building of capacities (greater trained resources, Cyber
Defense Centers), (3) operational support (anticipation of
sector threats, incident management);

roll out the new mandatory cybersecurity awareness-raising
module for all employees;

obtain the first ISO 27001 global certification for the
information security management system as the foundation
for global certification and ISO 27701 certification for data
privacy for an initial group of Business Units, through a
joint Group Data Protection, Group Delivery and Group
Cybersecurity initiative;

further strengthen cyber risk management processes
covering the supply chain (with our clients, suppliers and
partners) and acquisitions, while developing level 2 control
of recommendations;

continuously monitor new laws on data protection,
cybersecurity, embargoes, international sanctions and new
technologies to tailor our program and propose a road map
adapted to Capgemini’s various activities;

continue to roll out Declare, the Group's new conflict of
interest management tool;

develop and roll out a program on our commitment to the
Group Human Rights Policy, including a new training module
forall Group employees;

develop and roll out a methodology to assess client human
rights performance and the impact of our services;
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test all Group employees on our Code of Business Ethics
as part of annual certification via our Ethics@Capgemini
training module;

break down the safety risk mapping by country with the
assistance of Country Security Officers, using a methodology
tool provided by the Group;

publish on a dedicated and updated intranet site, security
policies covering the protection of individuals and assets,
the protection of information, the implementation of
client physical security requirements in projects and the
management of security risks and global crises;

continue the roll-out of the embargo and international
sanctions program;

incorporate ESG and Carbon objectives into procurement
processes;

update the Supplier Standards of Conduct to align them with
the Group Human Rights Policy and the ESG Policy;

continue drafting and monitoring action plans and
performance indicators for material risks identified when
mapping non-financial risks and overseeing the duty of care
plan;

continue updating local anti-corruption risk mapping in all
countries where Capgemini operates and drawing up related
action plans, where necessary;

map the Group's supply chain with regard to the French duty
of care law and, on this basis, implement a Group systematic
supplier assessment approach covering environmental,
human rights and Health and Safety risks;

define a new target operating model for financial compliance
comprising three lines of defense and enabling the
application of the financial compliance policy defined in
2022;

continue country financial compliance reviews covering
anti-corruptionrisks with the Group Compliance Department;

strengthen and improve the new Commercial and Contract
Management structure based on team feedback, to optimize
contractual risk management in the pre- and post-sales
phases;

roll out an internal mobility tool for Vice-Presidents;

roll out the predictive analysis methodology to better
anticipate and proactively manage departure risk;

roll out the new performance management tool enabling
constant feedback;

overhaul and harmonize expertise in the context of the
professional community taxonomy.
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3.2 Risk Factors

3.2.1 Critical risks

The analysis of the risks to which the Group's activities are exposed
isanintegral part of the Group's various decision-making processes,
whether for short-term annual plans or mid-term strategic plans.

In this context, the Group has implemented a systematic and
dynamic risk management process in order to ensure the proper
conduct of business and the attainment of the various strategic
objectives, structured around four key stages — identification,
prioritizing, processing and steering.

The Group has an up-to-date and consolidated overview of its
key risk exposures, including emerging risks, thanks to the risk
mapping exercise and has defined a specific risk strategy for each
risk considered critical.

The different risks are presented below by category and decreasing
order of criticality (reflecting a combination of the estimated
impactand potential probability) within each of these categories:

— strategy and market risks;
— operational risks;

— security risks;

— legal and regulatory risks;
— human Capital risks;

— reputation risks.

The Group may also be exposed to financial risks (e.g., liquidity
risk, currency risk, interest rate risk, credit risk or risk relating to
pensions and other post-employment benefits) which are not
currently identified as critical. For further information on these
financial risks, please refer to Section 5 on the consolidated
financial statements.

The assessmentis based on net risk (after taking into account risk
management measures implemented).

a) Identification of risks

Capgemini updated the mapping of its major risks at the end of
2022, during which it assessed the risks likely to have a significant
negative impact on its activity, financial position or results. This
analysis focused on risksidentified in 2021 while seeking to detect
new emerging risks.

In this respect, 2022 was marked by several global crises, a number
of which are ongoing: the war in Ukraine, an inflationary context
unseenin 20 years, the energy crisisin Europe and the continuation
of the Covid-19 pandemic albeit to a lesser extent. These major
events have an impact on Capgemini’s activities but are either
included in identified critical risks or are risk factors that weigh
on critical risks.

It remains possible that changes in economic conditions or the
legal environment could give rise to certain risks not currently
identified as critical that could impact the results of the Group,
its objectives, reputation or the share price.

Note that no new critical risks were identified by the 2022 review.
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b) Strategy and market risks
Market downturn

Risk factors

Broadly speaking, a major crisis impacting the financial markets or
unfavorable trendsin macro-economicindicators could potentially
restrict the Group's ability to attain its objectives and continue its
development.

The inflationary context resulting in higher interest rates and the
riseinenergy costs, particularly in Europe, are aggravating factors
that couldincrease the risk of a downturnin the marketimpacting
the environment in which the Group operates.

Although business and technology spendings have proven to be
resilientin economicslowdowns, the Group’s growth and operations
could nonetheless be impacted by the postponement of certain
projects oradecreasein budgets allocated to service providers by
our clients, leading to a change in demand in the services market
where the Group operates, or in one of Capgemini’s key client
business segments. A continued downturnin the activity of certain
industries in which our clients operate could also require them to
reassess their investment strategy.

Other risk factors likely to have an impact on our business model
and that of our clients are as follows:

— rising bank interest rates that could potentially impact the
cost of debt;

— inflation rates that could have an impact on margins;

— a new supply chain disruption that could limit our clients’
ability to generate revenues;

— local instability with an impact on talent mobility and
security;

— demand for “digital talents”, resulting in wage increases and
a high attrition rate.

The possibility of a business downturn, whether global or regional,
also increases with geopolitical tension in different areas of the
world (e.g. protectionist measures, multilateral trade tensions).
Each of these impacts, as well as otherimpacts not anticipated by
the Group, could have a negative impact onits activities, operating
performance, financial position and cash flow generation.

Risk management systems

The Group is organized into Strategic Business Units covering
different global regions and national Business Units (close to their
target market) in order to quickly understand market changes and
deliveratimely response to changesin the business environment.

Where possible, the Group monitors and anticipates macro-economic
developments worldwide and in the regions where it operates,
and analyzes the potential impacts of these changes on its own
activities and those of its clients.
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Country risks/Political risk and natural disaster

Ukraine

Since the end of 2021, in view of developments in the situation
in Ukraine, Capgemini has putin place ad-hoc plans to supportits
local teams, including support and logistics for relocation, and
prepared business continuity plans for its clients in Ukraine. In
this context of war, the Group's first priority remains to provide
the necessary assistance to contribute to the safety of our teams
and their families in Ukraine.

The Group continues to closely monitor the situation and its possible
implications on the globaleconomy as well as on the activity of its
clients, which could have animpact on the demand forits services.

Risk Factors

Capgemini could encounter disruptions or business interruption
ina country or region, due to the diversity of its locations around
the world.

Capgemini has permanent operations in more than 50 countries.
The bulk of its revenues are generated in Europe and North
America, which are relatively economically and politically stable. Its
Rightshore® production modelinvolves allocating the production
of certain services to sites or countries that may be far from those
in which the services are used or in which the Group's clients are
located and particularly India (which alone accounts for around
50% of the Group's total headcount), Poland, Portugal, Romania,
China, Guatemala, Morocco, Tunisia and other Asian and Latin
America countries. The consequences of geopolitical tension in
Asia between the United States and China are being monitored
internally, even if the Group's direct exposure to China is low.
However, this tension could lead to new sanctions and embargoes
at global level.

Certain geographicareas are more exposed to the risk of business
interruption at a given production site following a natural
disaster, the likely occurrence of which rises with climate change,
or due to an incident making it difficult or impossible to access
telecommunication networks. Political violence in a country or
even a region, or a geopolitical crisis could impact several units
operating in the country. Furthermore, an epidemic or pandemic
could require the businesses to comply with heath decisions or
even reduce on-site activities in line with the decisions of each
national authority.

The Group's performance and reputation could be impactedin the
eventofalong-terminterruptioninits businessinany country due
to one of these various factors.

Risk management systems

The Group has implemented rigorous monitoring of its major
clients with the aim of identifying, as early as possible, the faintest
of signals from the markets where it operates and more directly
fromits clients, certain of which are more exposed than others to
certain risks, such as natural disaster or geopoliticalinstability risks.

With regard to emerging geopolitical tension in Asia, the Group
assesses the impacts onits activities with China and the repercussions
thatsuch ascenario could have more widely at global level, in order
to react rapidly in the event of a crisis.

Following the global health crisis, the Group rolled out home working
at allits production sites to ensure service continuity for clients.

Inaddition, beyond the global health crisis, the use of a large number
of production sites across the globe reduces businessinterruption
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risk by favoring backup solutions. Production systems and services
provided by the Group toits subsidiaries are duplicated and covered
by back-up plans that are tested periodically. For example, in the
same way as other Group entities, the Group's Indian subsidiary has
set-up a Business Continuity Management (BCM) structure, that
ensures service continuity using ISO 22301 compliant measures.
This has allowed it to obtain the ISO 22301 certification at all
Indian sites.

Telecommunications networks used by the Group are duplicatedin
cases where distributed production resources are deployed. In the
event of a breakdown in the preferred (fastest) communications
network between Europe and India, service continuity is ensured
by tried and tested alternative routes.

Finally, Capgemini has implemented an audit program of internal
and external risks at its operating sites, in partnership with an
external consultant, covering environmental, Health and Safety
issues for people and buildings. This program is being rolled out
progressively, focusing initially on the Group’s main sites across
the globe. Audit recommendations are then monitored by the
site management team.

Please refer to Section 4.3.1.5 for more information on this risk
management system.

Failure to adapt the services portfolio

Risk factors

The adaptation of Capgemini’s service portfolio in response to
rapid technological changes and new client expectations could
be too slow.

Ultimately, a poorly adapted service portfolio could lead to a fall
in Group sales and a downturn in its margin.

Risk management systems

We are currently addressing the business and operational objectives
of the various CXOs of our clients (Chief Information Officer, Chief
Sales Officer, Chief Marketing Officer, Head of Product Development,
Head of R&D, Head of Manufacturing, Head of Supply Chain, etc.),
proposing a transformational service offering enabling them to
meet their objectives.

By regularly adapting and renewing the portfolio of service
offerings, a specific focusis placed by the Group onincorporating
technological developments and new client requests.

The business lines are responsible for defining and steering their
service offeringin conjunction with the Group Chief Portfolio Officer.
The Group Chief Portfolio Officer and his team are responsible for
the methodology, consistency and orchestration of the various
service offerings. This structure provides the Group with the agility
necessary toincorporate changesin clientand market expectations
and adaptourservice offering accordingly. To this end, the teams
are working on three complementary areas: (1) identifying client
needs and market expectations, (2) packaging offerings using
go-to-market tools and (3) rolling out offerings through Centers
of excellence and training programs for business line leaders,
Account Executives, vendors and Business Developers.

Major acquisition integration risks

Risk factors

Capgemini regularly acquires companies of varying sizes to
strengthen its presence in certain geographic areas or complete
its industry portfolio or service offering.

CAPGEMINI 123




RISKS AND INTERNAL CONTROL
Risk factors

Acquisitions always comprise a level of risk that may be tied to
the financial solidity of the target, the complementarity of the
businesses or the integration of its activities within Capgemini.
In particular, the integration process may prove more complex
than predicted, only produce a portion of the expected synergies
(Financial, commercial, technical or human, etc.), lead to the departure
of key employees, mobilize significantly the teams involved and,
ultimately, not reach the objectives set and negatively impact the
Group's financial results.

Risk management systems

The Merger & Acquisitions Committee, chaired by the Chief
Executive Officer, examines acquisition projects in the course of
identification, selection, assessment or negotiation.

Prior to each acquisition project, the Group performs due diligence
procedures, notably to analyze the potential exposure of the
target to the Group's critical risks, with the assistance of external
consultants. These audits cover both financial aspects and the
valuation of the target, as well as tax and legal, human resource,
governance, compliance, and ethics issues. Specific reviews are
conducted on cybersecurity and data protection risks.

Anintegration planis drawn-up for every acquisition, to anticipate
and monitor all key steps of the process, from a strategic,
operational, financial, and human perspective. Integration plans
for all acquisitions are presented to the Group Executive Board in
special purpose reports.

Capgemini implements a robust centralized integration process
founded on strong governance and teams tasked with aligning
internal practices.

c) Operational risks
Loss and lack of competitiveness

Risk Factors

In a highly competitive environment, intensified by inflation,
constantly adapting production capacity to changes in the order
backlog (type and complexity of projects, location of projects, client
requests forincreasingly short engagement completion periods and
tight budgets) is a major challenge fora service group such as ours.

In terms of competitiveness, the main related risk factors are the
constant changesin technology, changesin client businessstrategy,
increased production costs, changes in remote working models,
greater automation, talent availability, increased investment in
cybersecurity and sustainable development.

In this context, the Group pays close attention to variousidentified
risk factors, an increase in which could limit the ability to adapt
the Group’s production tool. Identified factorsinclude limitations
currently imposed by certain countries, including the United
States, on the location of certain resources in its territory, as well
as regulatory changes in certain countries, notably concerning
compensation issues. Technological developments could make it
more difficult to secure specialist resources, increasing the cost
of these rare profiles. Finally, cost increases due to inflationary
pressure on salaries and operating costs (energy, real estate,
computer hardware) are being closely monitored.

More generally, the Group may be unable to control changes in
its cost base, materially impacting the overall profitability of its
operations.
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The definition of a good productivity level for our production
centersisamajorissue for the Group. Severalinitiatives, processes
and structures exist within the Group to meet this challenge, at
both human resource and systems levels.

Interms of governance and organization, the LEAD project places
greater responsibility on managers to know their markets and
clients, enabling them to adapt their production capacity more
rapidly to changing situations.

At the process level, technology plays a key role in the Group's
ability to increase industrialization of certain low added-value
tasks. To this end, initiatives concerning the main production
centers (India, Poland, etc.) were recently deployed to increase
production capacity automation and agility.

At financial and operational level, many actions are implemented to
preserve our margins and remain competitive: contractual clauses
provide in some cases for price adjustments and the integration
of certain costincreases, measures are taken to optimize our cost
structure (salary costs, operating costs, energy costs, including
the implementation of programs to produce our own energy).

To manage risk, we have launched initiatives regarding the extension
of our global productionsites, the use of cloud technology, industrial
operating models, and shared services as well as the upgrading of
our automation offers.

Major delivery service failure

Risk factors

Difficultiesin performing services under contractual commitments
given by the Group to its clients and/or the associated costs could
be underestimated. This may resultin cost overruns not covered by
additional revenues, especially in the case of fixed-price contracts,
or reduced revenues without any corresponding reduction in
expensein the case of certain outsourcing contracts where there
is a commitment to provide a certain level of service.

Despite the stringent control procedures that the Group applies
in the project performance phase, it is impossible to guarantee
that all risks have been contained and controlled. In particular,
unavailable or limited key project expertise, human error, omissions,
andinfringement of internal or external regulations or legislation
that are not, or cannot be identified in time, may cause damage
for which Capgeminiis held liable.

Any major delivery service failure could have both financialimpacts
and impacts on Capgemini’s reputation.

Risk management systems

The Group has developed a range of control methods and processes,
organized and documented in its Unique methodology, in order
to ensure the high-quality performance of client projects. Project
managers are trained and certified accordingly, and the Capgemini
group is itself certified (CMM, ISO 9001, etc.).

The Group has devised a formal process to identify and control
risks associated with the delivery of projects ordered by clients,
from pre-sale to acceptance and payment by the client of the
last invoice for the project. In a simplified approach, this process
differentiates between:
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1. Pre-sale risk control

Decisions to commit the Group to commercial opportunities and
particularly fixed-price projects and in Outsourcing (long-term
commitments, sometimes involving transfers of assets, staff and
the related obligations) are subject to risk analyses and an approval
process adapted to theirsize, complexity and expected risk exposure.
The risk analysisis produced by Business Risk Management teams
present at the different Group levels. Opportunities meeting
pre-definedsize and complexity criteria are the sole responsibility
of the Group Review Board.

2. Production and quality control

The Group has approved policies for monitoring the proper
performance of contracts that are applied throughout the life of
the project to ensure that it runs smoothly.

All projects are reviewed at various organizational levels, on a
monthly basis.

In addition, the Group conducts specific reviews (known as “flying
squads”) of projectsin difficulty or potentially presenting a higher
level of risk.

3. Business control

Depending onits size, each Business Unit has one or more project
financial controllers whose role is to:

— monitor the financial aspects of each project and primarily
the related production costs compared to the budget initially
approved;

— permanently control compliance with  contractual
commitments — particularly billing and payment milestones.

In case of a significant deterioration in financial key performance
indicators, the Group may conduct specific reviews (known as
“flying squads”).

Finally, this system is completed by business continuity plans.
d) Security risks
Cyber risks

Risk Factors

Cybersecurity risk factors continued in 2022 (accelerated digital
transformation, changesin working methods following the Covid-19
crisis) and were also heightened in light of geopolitical tensions.
The importance of protecting terrestrial, submarine and satellite
telecommunication infrastructure once again came to the fore.

Malicious parties (individuals, criminal organizations or State-sponsored
groups) use increasingly complex techniques to breachinformation
system security. They work togetherinastructured approach using
innovative technologies potentially including artificial intelligence
and recourse to cyberattack tool marketplaces. They especially
exploit human errororirregularindividual practices that facilitate
malicious acts such as data/identity theft/disclosure andinfrastructure
breaches (sometimes associated with ransom demands).

Threats across the entire digital supply chain remain prevalent.
Cyber criminals seek to compromise digital service providers to
attain their clients. Threats and failures may also directly concern
our clients or sub-contractors and propagate to their suppliers or
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partners to which they are connected. The ability to disconnect
rapidly from the “network” in a controlled manner has become a
major issue.

Cyber criminality impacts couldstill resultin delaysin the production
of our projects, service interruptions at our clients, or additional
costs that could impact the reputation or financial health of the
Group. Furthermore, recent changes in laws and regulations,
standards (national, European, international) as well as client
contractual requirements further heighten non-compliance risk
inthe areas of cybersecurity (as an essential service provider) and
data protection (as a data controller or processor).

Risk management systems

The Group continuously ensures the security of its tangible and
intangible assets and compliance withits contractual commitments
and any applicable legislative and regulatory provisions. It works
to implement necessary and adapted anticipatory, preventive/
protection and detection/response measures with all stakeholders.

To this end, the Group’s Cybersecurity Department is tasked with
mitigating cyber risksimpactinginternalinformation systems and
systems used for projects conducted with our clients. This dedicated
structure is headed by a member of the Group Executive Board.

The Department constantly monitors cyber risk exposures. It
comprises four sub-units:

— cyber risk management (internal/external, relating to
commitments and suppliers, as well as acquisitions) in close
cooperation with the Risk, Internal Audit, Operations and IT,
Strategy, Legal, Human Resources security, Procurement and
Communication Departments;

— cyber-protection tailored to the Group's context (guidelines
and policies, awareness-raising, control/audit plan and
transversal projects) in close cooperation with all Group
Business Units;

— technological architectures and standards (in response to
threats) in close cooperation with the IT Department and
sensitive projects undertaken by our clients;

— cyber defense operations (detection of threats and
cyberattacks, incident and crisis management), in close
cooperation with the IT Department and the Human
Resources and Audit Departments.

The Group's Cybersecurity community relies on the following roles:

— the Group Cybersecurity Officer and his team, who oversee
the above areas;

— the IT Department Chief Information Security Officer
(CISO), who is responsible for updates to policies, standards,
projects, solutions and processes guaranteeing the security
of workstations, data, systems, networks and applications;

— the Chief Information Security Officers (CISO) in the
Business Units, who are responsible for the deployment of
policies in service offerings, client projects and theirinternal
information systems. In each country, the CISO interacts with
the Data Protection Officer and local authorities;

— the Delivery Security Managers for projects conducted for
our clients, guaranteeing the application of Group policies/
practices and recommendations and compliance with our
contractual commitments;
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— to meet the specific challenges of data, the Group has
implemented a program bringing together the central
functions — Legal, IT, Cybersecurity, Operations and
Procurement — to work on key projects to strengthen
data protection and, in particular: roll-out and control of
policies, incident and data leakage management, preparing
ISO 27701 certification (Privacy Information Management
System). A quarterly report is presented to the Group
Executive Board;

— inorder to address global and transversal cyber and physical
threats, the Group has set-up a special purpose Committee,
jointly led by the Group Chief Security Officer and Head
of Cybersecurity. Bringing together the Group’s central
functions, this Committee rules on joint initiatives and the
necessary decisions.

Cybersecurity policies are rolled out uniformly in all Group entities.
They include components of the NIS (network and information
security) Directive and are founded on international standards
(notably ISO 27001 and US NIST —National Institute for Standards
and Technology—guidelines). They are supplemented by mandatory
technicalstandards and security requirements forinterconnection
with client networks.

ISO 27001 certification of the operating centers and Data Centers
is mandatory and managed at Group level. At the end of 2022, over
320 sites were certified, representing around 95% of our target
(taking into account the integration of Altran).

A mandatory cyber risk awareness-raising and training program
covers all employees to ensure common rules and discipline are
respected across the Group. Phishing tests are organized globally and
locally, as well as specifically for certain client projects. Actions are
implemented targeting managers and communities (Projects, Legal,
Procurement, Commercial, etc.) at Group and Business Unit level.

At operating level, the Group is highly vigilant about the security
of its internal communication networks and critical applications,
whichit protects viasecurity rules meetinginternational standards
combined with proactive vulnerability controls and intrusion tests.

Solutions are deployed and operated 24/7: firewalls, anti-malware,
access controls, encryption, threat and data leak detection, email
security. A cyberattack detection center operating continuously
guarantees the optimal management of any abnormal events and
securityincidents. Thisinfrastructure and the related services can
be used to support clients that have suffered incidents.

A Cyber-Risk Index was introduced to classify exposure to
cyber risks from different perspectives: internal vulnerabilities,
awareness-raising, phishing tests, internet exposure, policies and
compliance, third parties. The index is calculated monthly for the
Group and each entity and reported to the Management Boards.
It is also correlated with several Cyber rating agencies assessing
theinternal management system and externalinternet exposure.
This approach forms part of our ESG Policy (Environment, Social,
Governance).

Atransformation program based on the Zero-Trust modelis being
rolled out to tailor and optimize security measures in response to
changesinthreatsand new working methods. Identity and application
management was strengthened, thereby reducing ransomware
attacks. For some projects or clients, enhanced information system
protection measures are provided on a contractually agreed basis.

With regards to business continuity, the Group has implemented
business continuity procedures in the event of a cyberattack or
interruption to IT services. The main management IT systems are
covered by back-up plans in different data centers. The back-up
systems are adapted to take into account changesin ransomware
threats.
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Risks related to personal safety and security

Risk factors

Capgemini is a global leader with close to 360,000 employees in
more than 50 countries. Capgemini’'s employees are its primary
asset:theyare key to the Group and their security is fundamental.

The sudden occurrence of major external events across the
globe (natural disasters, terrorist attacks, popular uprisings or
civil wars, banditry, war, etc.) or business travel in geopolitically
unstable countries or geographically hazardous zones (with a risk
of accident, kidnapping, etc.) are risks intrinsically linked to our
Group's organization and activities.

Even though changesin working practices, i.e., set-up of the New
Normal procedure and increased home working accelerated by
the health crisis, can reduce these risk situations, they may also
generate new risks particularly for the physical or psychological
health of the Group’s employees.

Any of these risks may seriously damage the physical integrity
or psychological safety of employees and could have impacts on
Capgemini's reputation.

Risk management systems

At operating level, entity managers are responsible for the security
of their own employees and employees made available to them.
The Group hasimplemented several measures to limit the impact
and occurrence of risks to individual safety.

Group Security and the People Security Department accompany
employees and managers 24/7.

Accordingly, work on client engagements in certain countries
classified as “atrisk” is subject to Group Security approval according
to Group Review Board directives. Rules and procedures have been
drawn up for each “at risk” country in which the Group conducts
engagements in order to satisfy the demands of its major clients.

In addition, contracts have been agreed with organizations
specialized in managing these risks to:

— independently assess the level of safety and security risk in
each country. Accordingly, after analysis, some countries are
subject to strict travel bans, while travel to other countries
is authorized subject to some accommodations. The risk is
regularly reassessed based on the political, social, climate
and health situation in the countries;

— inform employees of:

— the level of risk in the country they are traveling to and
the precautions to be taken, and any measures to be
implemented prior to leaving and after arrival,

— the various “at-risk” events at any given time in the
country where they are going or are already present,

- the appropriate conduct if they are faced with a serious
incident;

— provide 24/7 assistance to employees if necessary
(psychological support, emergency medical assistance,
security, repatriation, etc.).

Allemployeesworkingin a foreign country receive specific training
to raise awareness of specific situations to be taken into account
during the foreign assignment.

All employee trips to “at-risk” countries are closely monitored
and compliance with the various clearly defined protocols and
communiques is verified.
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The Group also monitors access security toits buildings and those
of its clients.

Employees can download a mobile app to send emergency messages
in the event of danger or an immediate need for assistance and
receive assistance as quickly as possible.

For more information on the Group’s Health and Safety at work
policies, please refer to Section 4.3.1.5 of this document.

e) Legal and regulatory risks
Risks related to personal data protection

Risk Factors

Data has a strategic value for Capgemini and its clients. This
phenomenon is now well-established and continues to intensify.
With the acceleration of digitization due to the health crisis, the
volume of data collected by the various stakeholdersisincreasing
exponentially. The Internet of Things, artificialintelligence, virtual
trade, etc. are all developments that make data central to any
corporate strategy.

Data can be used to better anticipate and manage company
activity. However, this can only be properly conducted if legal data
protection requirements are met.

Legislators continue to tighten the regulatory requirements that
companies must meet when they process personal data. While
the entry into force of the General Data Protection Regulation
(“GDPR") in 2018 accelerated the implementation of corporate
data protection strategies, the adoption of legislation in several
countries outside the European Union (particularly Brazil, Argentina,
Thailand, Morocco, United States) makes personal data protection
aglobalissue. InIndia, the data protection bill should be adopted
in the upcoming months. Interestingly, much of this legislation
copies the broad principles of the GDPR.

In this context, clients are increasingly demanding and expect
the Capgemini group to provide guarantees and have significant
resources to process data onits own behalf and that of its clients
in accordance with legal requirements.

Brexit has forced companies to adapt current processes to manage
data transfers from the UK. Similarly, the decision of the Court
of Justice of the European Union invalidating the Privacy Shield
has prompted companies to define and document additional
controls for transfers from EU countries to non-EU countries
whose legislation is not recognized as being appropriate, including
the United States. Current negotiations between the European
Union and the US authorities to adopt a new transfer deal should
simplify data flows on both sides of the Atlantic by proposing an
equivalent level of protection.

The geopolitical context also heightens the risk of cyberattacks.
Since datais central to the strategy of most businesses, it naturally
attracts malicious parties. Businesses (Capgemini and its clients)
must therefore enhance their control mechanisms to protect
their information systems. At the same time, in the event of a
confirmedincident, both Capgeminiandits clients are required to
notify the authorities of any security breaches or data violations.
Legalrequirementsin this area are being defined and developed,
supported by the set-up of national authorities responsible for
cybersecurity.
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Inaddition, the Group must make sure thatits successive acquisitions
are aligned with its data protection policies and procedures.

Any non-compliance with data protection regulations could result
in financial repercussions or administrative, contractual or criminal
sanctions for the Group or have an impact on its reputation.

Finally, data protection has become a major component of our
Group's ESG strategy.

Risk management systems

To meet the applicable legal requirements covering the protection
of personaldatait processes onits own behalf and that of its clients,
the Capgeminigroup has adopted the Binding Corporate Rules (BCR)
approved by European authoritiesin 2016 and updatedin 2019 to
reflect the requirements of the General Data Protection Regulation
2016/679. The BCR represent our general data protection policy.
Capgemini undertakes to comply with laws that would require a
higher level of protection than that defined in the BCR.

This policyisimplemented by a robust network of Data Protection
Officers across the countries and regions where Capgemini is
located, led by a Group Data Protection Officer. Each member of
ourdata protection network is required to complete the mandatory
data and cybersecurity training program. In addition, 80% of
our Data Protection Officers are certified by the International
Association of Privacy Professionals. This network is supported
by champions representing the functions and Global Business
Lines, who are responsible for adapting the Group policy within
their respective scopes.

The Group also monitors changes in legislation and constantly
incorporates them into its compliance program. For instance, to
meet Brexit requirements, the Group set up a specific process to
transfer datain accordance with new requirements under UK law.
Likewise, the Group documented the risk analysis conducted prior
to transferring data from the EU to non-EU countries to comply
with the new recommendations of EU data protection authorities
following the decision of the Court of Justice of the European
Union invalidating the Privacy Shield.

One of the mostimportant procedures defined and implemented
under the BCRis the Privacy by Design principle. Privacy by Design
aims to protect individuals by incorporating confidentiality right
from the outset when developing products, services, business
practices and physical infrastructures. Control measures have
therefore been set up such as processing registers for data
controller and data processor activities, a defined maximum data
storage period or the end-to-end assessment of project maturity
in terms of data protection.

Sinceitis essential to continuously train employeesin data protection
to build digital confidence, the Group proposes compulsory online
learning modules for all employees as well as specific training for
certain functions.

Capgeminihasalso set up controls to monitorits service providers,
during calls for tenders and over the term of contracts, and limit
the risk exposure in its subcontractor relations.
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Data security incidents and data losses are managed through a
policy drafted jointly with the cybersecurity team. The purpose of
this document is to present the rules, controls and requirements
applicable to all Capgemini entities when managing incidents. It
alsoincludesrisk calculation rules and the escalation process. This
policyisimplemented effectively based onincreased cooperation
between cybersecurity and data protection teams and incident
prevention mechanisms.

Major contract exposures and liabilities
(pre-sale and service delivery)

Risk Factors

The Group operates in a competitive environment and must take
certainrisksinits contractual commitments. The Group has concluded
and signed numerous contracts that necessitate compliance with
strict requirements.

Contractual risks may be high when the Group’s liability for failing
to fulfill certain obligationsis unlimited, or when there is no liability
protection clause in relation to services affecting Health and
Safety or the environment, and when the rights of third parties
are not respected. It has to be noted that unlimited liability clause
could beincludedin client’s contract due to specific cases, even if
Capgemini policy is to refuse such commitment.

In a constantly changing regulatory environment, the significant
proportion of projects to digitize clients’ key businesses exposes
the Group to new potentially higher liability. These risks include
and concern data protection and security (see Data privacy,
Section 4.4.2.3 of this document) and the development of new
service offerings (artificial intelligence, Internet of Things, big
data, etc.).

Finally, risk can also stem from unfavorable conditions inherited
from prior contracts negotiated by targets acquired by Capgemini
and difficulties in adapting these ongoing contracts.

The Group may be held liable for not complying with contractual
and regulatory requirementsand may also incur financial penalties
and losses.

Risk management systems

The Group has established Client Contract Negotiation Guidelines,
which identify clauses exposing the Group to risk and require
information to be reported to the Legal Department and its
approval, or that of another relevant function, in the event of
derogation from accepted standard positions. These guidelines
have been reviewed to ensure they remain relevant and properly
cover any emerging contractual risks. Criteria determining when
it is necessary to report to the Group Review Board have also
been defined for contracts identified by the Group as presenting
a high level of risk due to their size or complexity or if they are
subject to particularly onerous terms and conditions. The Group
Legal Department, relevant functions or the Group Review Board
are therefore the only entities authorized to approve derogating
clauses following a thorough review of their potential impact.

During the pre-sale phase, the Business Risk Management dedicated
structure, in conjunction with the Legal Department or the relevant
functions, isin charge of analyzing the risks associated with the most
complex projects, including their contractual terms. Throughout
the contract term, it regularly assesses the risks identified during
this phase and oversees implementation of the action plans and
mitigation measures defined, under the responsibility of the Business
Units. Thereis a robust review process for replies to tender offers,
including notably a review of contractual and operating risks and
the identification of mitigating measures to be implemented.
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A procedure has been implemented for reporting information
to the Group Legal Department on actual and potential major
litigation and other disputes and governmentinquiries. A network
of dedicated lawyers has been created to accompany the Global
Business Lines, global accounts, major contracts, and the Group's
activities in the Financial Services sector.

There are no governmental, legal or arbitration proceedings,
including any proceedings of which the Group is aware, that are
pending or liable to arise, which are likely to have or have hadin the
past 12 months a materialimpact on the Group's financial position
or profitability other than those that are recognizedin the financial
statements ordisclosed in the notes thereto (see Notes 26, 27 and
30 to the consolidated financial statements).

Non-compliance with laws and/or adverse changes
to regulations

Risk factors

The Groupis a multinational Company operating in several countries
and providing services to clients who, in turn, operate around the
world and are subject to numerous and constantly changing laws
and regulations. These mainly include, for example, anti-corruption
laws, importand export controls, competition laws, data protection
regulations, sanctions, immigration rules (the Group's ability to
relocate resources abroad to serve projects), security and cybersecurity
obligations and employment legislation, stock market regulations
or any changes to taxation (e.g., transfer pricing).

The sheer diversity of local laws and regulations applicable and the
constant changes therein expose the Group to arisk of infringement
of such laws and regulations by under-informed employees,
especially those working in countries that have a different culture
to their own, and to the risk of indiscretion or fraud committed
by employees. As stringent as they may be, the legal precautions
taken by the Group both at a contractualand an operational level
to protect its activities or to ensure adherence by employees to
internalrules can only provide reasonable assurance and never an
absolute guarantee against such risks.

Non-compliance with legal or regulatory provisions may lead to
financial repercussions or criminal sanctions for the Group.

Risk management systems

The Group adopted a Code of Business Ethics to strengthen and
roll-out an ethical culture within the Group promoting behavioral
integrity. This Code defines, explains, and formally documents the
Group'svalues, action principles and rules of conduct and behavior
concerning employees, business integrity, commercial relations,
Group and third-party assets, and Corporate Social Responsibility.

The Group hasimplemented detailed policies covering anti-corruption,
conflicts of interest, insider trading, human rights and anti-trust
and data protection laws. The Group also has a tax policy and
cybersecurity policy guidelines.

The various Group functional departments contribute to the risk
management system in their activities. The Group has a Legal
Department with an established presence both at Group level
and in the main geographic areas. Its role is to monitor changes
in legislation relevant to the Group’s contractual and corporate
activities and provide training in the main legal issues.

In addition, a Compliance Officer, reporting to the Group General
Secretary, heads the Group Compliance Program, in liaison with
the Legal Department and supported by the global network of
local Ethics & Compliance Officers in the main regions where the
Group operates. The Group's Compliance Program mainly covers:
the fight against corruption and money laundering, duty of care,
competition, sanctions, and embargoes as well as data protection.
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For more information on governance and the Group’s management
policy for non-compliance risks, please refer to Section 4.4 of this
Universal Registration Document. A description of the procedures
adopted to implement and comply with financial and accounting
rulesisalso presented in Section 3.1.2. Finally, Group governance
and initiatives managing Health and Safety risks and risks relating
to labor law regulations are presented in Section 4.3.

F) Human Capital risks

Failure to attract, develop and retain
and/or loss of key talents and key executives

Risk Factors

Most of the Group's value is founded on its human capital and its
ability to attract, train, and retain employees with the technical
expertise necessary to the performance of the projects on which
they work. In particular, this requires a strong reputation in the
employment market, ensuring fair appraisal and promotion
procedures as well as the professional developmentand retention
of ouremployees and continuously monitoring employee well-being
in arapidly changing context.

The development of new services based on mastering new
technologies (cloud, digitization, artificial intelligence, etc.) in a
highly competitive environment can create tension in the talent
market for certain profiles or expertise. This tension can be
aggravated by salary inflation.

The loss of talent or a team could also follow accidental events, an
acquisition or a change in Group or entity management.

Similarly, the Group could be affected by the unexpected departure
of experienced managers, impacting the governance of certain
activities or the operational management of projects conducted
for the Group's strategic clients.

Failure by Capgeminito attract, develop and retain its talent could
eventually hinder the Group in achieving its strategic goals or
developing its business and client portfolio and could ultimately
impair its financial results and corporate value.

Risk management systems

The Group pays close attention to internal communication, diversity,
equal opportunity and good working conditions and to the quality
of its Human Capital Management and employee commitment.
The Group has therefore rolled out a continuous internal survey
worldwide (Pulse) aimed at measuring commitment and expectations
among the Group'semployees. This survey is an appraisal tool and
action plans are established based on identified results.

The engagement and sense of belonging of Group employees are
closely monitored, notably as part of changes in working conditions
related to the health crisis and the development of home working.
The New Normal project has resulted in long-term changes to our
method of workingindividually or as a team, by offering a new flexible
working arrangement based on an improved work/life balance
(e.g., drafting of a Group policy to guarantee flexibility at work).
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We also believe thatitis our responsibility to support the well-being
of our employees in our hybrid work environment and identify
sources of improvement or development. We therefore built a
baseline platform dedicated to employee well-being, the Virtual
Well-Being Hub, and a well-being policy, the Group Well-Being
Policy. Through these initiatives, we can support our employees
ina proactive and responsive manner and offer a dynamic, healthy
and sustainable organization.

Furthermore, ourhuman resources managementinformation system
rolled out globally by the Group Human Resources Department
ensures the comprehensive management of all processes concerning
the management of high-performing individuals and enabling a
uniform approach to monitoring performance, compensation
packages (benchmarks and market analyses), the career plans
of our employees, the management of international mobility
and succession plans, in a manner consistent with the strategic
objectives of the Group and the interests of our clients.

The Group hasimplemented several measures to limit the impact
and occurrence of risks to individual safety. (see Personal security
and occupational safety risks, Section 4.3.1.5 of this document).

For more information on the Group’s human resources policies,
please refer to Section 4.3 of this document.

g) Reputation risks
Crisis management Failure

Risk factors

Numerous events of varying nature (performance issues on major
or sensitive projects, information system security breaches and/or
failure to protect data privacy with the disclosure, voluntary or not,
of confidentialinformation, unethical employee behavior, accident
involving a breach of individual security within Capgemini, etc.)
could arise and provoke a major crisis for the Group.

The Group has significant media exposure (in traditional media,
social media, etc.) and a failure in the crisis management process
(late decision or reaction, failure to reply to the media, etc.) could
seriously damage the Group's key assets, that is its employees,
tangible orintangible assetsand reputation. This could therefore
affect the Group's credibility and image with clients and third
partiesin general,and accordingly its ability to maintain or develop
certain activities.

Risk management systems

All the risk management systems set out in this document and
mainly those relating to employee safety, project performance,
information systems and service continuity contribute to preventing
the risk of crisis management failure and significantly reduce the
Group's exposure to reputation risk.

In particular, since 2011, the Group hasimplemented a solution for
measuring and monitoring conversations on Group brands on social
media. Internal social media are also monitored in order to best
respond to employee comments. Finally, in order to strengthen
governance rules covering the activities of Group employees on
internaland external social media, a social media code of conduct
was also drafted and is freely available on the Group’s website.
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Asalisted company on the Paris Stock Exchange and a global leader
in its business sector, the Group is frequently called upon by the
media and the financial community to provide information on its
activities. Therefore, to control and limit risks to its reputation,
only persons duly authorized by Group Management are permitted
to speak on behalf of the Group.

In 2020, the Group developed documents establishing the crisis
management general framework.In 2021, the creation of a Security
department at Group level sought to strengthen governance in
thisarea.In 2022, the department appointed local correspondents
in the countries where the Group is present. In 2023, the Group
aims to consolidate this structure and broadly roll-out the crisis
management practices. To this end, the department will capitalize
on the operational crisis management capabilities demonstrated
daily by the Group, as well as the experience gained in managing
the recent Covid-19 crisis, which demonstrated the Group's
resilience know-how.

Unethical behavior

Risk Factors

In Capgemini, ethics extend beyond legal requirements and concern
issues relating to the Company’srole, values and culture. It is notably
influenced by changes in mentality, which express new societal
expectations and require changes in behavior in companies, in
many cases before they become law. Examplesinclude exemplary
management conduct, respect for employees and the fairness of
decisions concerning them, management of conflicts of interest
between the interests of companies and personal interests, the
requirement for transparency in internal communications, as well
as the purpose of products and services.

Changes in our offering portfolio, notably towards the use of
artificial intelligence, raise new ethical issues.

Unethical behavior could have a significantimpact on our reputation
and brand aswellasonour financial performance (due to litigation
and costly fines). It could also undermine our position asan employer
of choice and the commitment of our employees as well as that of
our externalstakeholders, which increasingly favor companies with
astrongethical culture. Finally, unethical behaviorin Capgemini's
businesses or commercial relations, impacting individuals, could
also negatively affect respect for human rights.

Risk management systems

Capgeminiisa Group founded onvalues since its creationin 1967.
The Group's success is founded on seven core values, which include
honesty and trust. Strengthened by this legacy, the Group is not
fully immune to unethical behavior by employees and managers:
these actions could cause lasting damage to the Group's reputation.
The Group therefore implemented an “Ethics” function in 2009
to maintain and foster our ethical culture and constantly improve
our ethicalapproach, both within the organization and in dealings
with third parties.

In 2022, for the tenth year running, Capgemini was recognized as
One of the World'’s Most Ethical Companiesby the Ethisphere Institute.
This recognition is awarded to companies that adopt long-term
responsible strategies and play a key role in driving positive change
in business practices and civil society internationally.
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The Group hasanindependent Ethics Department that reports to
the Ethicsand Internal Audit Director, whoin turn reports directly
to the Chief Executive Officer. This department is supported at
locallevel by a network of Ethics & Compliance Officers. The Ethics
Department is tasked with promoting the Group's core values,
fostering the ethical culture and driving the implementation of
Capgemini's commitment to human rights through a dedicated
program.

The Group’s Code of Business Ethics sets out the cultural reflexes
already firmly embedded in Capgemini. It is supplemented by
detailed guidelines, notably on our commitment to respecting human
rights, promoting our “speaking up culture”, managing conflicts of
interest and designing of ethical artificial intelligence solutions.

As a services company, the Capgemini group is concerned with
protectingand promoting human rights withinits personnel (full-time
employees, temporary employees, freelancers, independent
workers, subcontractor employees and interns), supply chain and
its relations with its clients and the local communities where it
operates. Our human rights policy sets out our commitment to
major human rights issues.

All employees receive training on the Code of Business Ethics
through an e-learning program which was completely revamped
in 2020 and is now assigned annually: Ethics@Capgemini. This
e-learning is introduced by a video from our Chief Executive
Officerand then presentsourvalues and ethical principles using a
modernand modularapproach. Italsoincludes additional modules
focused on key ethical issues and particularly understanding
conflicts of interest, speaking-up and non-retaliation policy and a
harassment-free work environment (including prevention of sexual
harassment and discrimination). In January 2023, a new module
on our human rights commitments was launched alongside the
new Ethics@Capgemini campaign for all employees. This module
raises awareness of Capgemini’s human rights commitments and
how they are implemented across the Company. Through these
training sessions, all employees acknowledge they have received
the Group's policies on these issues (our Code of Business Ethics
and the SpeakUp, Conflict of Interest and Human Rights policies)
and undertake to follow the guidelines set out in the policies.
Frequent additional training sessions, both face-to-face and
webinars, are held at local level by the Ethics & Compliance Officers
to raise employee and manager awareness of appropriate —and
inappropriate — behavior both in the Company and with external
stakeholders.

In2022, Capgeminideveloped a human rights assessment questionnaire
foreach country to examine all aspects of our business and value
chain and assess the impacts on human rights. This assessment
questionnaire aims to provide a broad understanding of the actions
alreadyimplemented and identify gaps and areas for progress with
regard to promoting and protecting human rights. The human
rights assessment questionnaire is currently being rolled out, with
a pilot testin India.

Capgemini communicates regularly on the Group’s values and
its “zero tolerance” policy towards unethical behavior. The “tone
from the top” of leaders and managers on the importance of our
values and alignment with ethical principles is promoted and
communicated at all organization levels.
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The Group’s ethical helpline, SpeakUp, enables employees and all
externalstakeholders to report unethical behavior and ask questions
to obtain advice when faced with an ethical dilemma. All alerts
are investigated by the Ethics Department and its local officers
(General Counsels, Ethics & Compliance Officers). Substantiated
alertsresultin appropriate sanctions.

The management of conflicts of interest in line with our
conflict-of-interest policy was strengthened with the implementation
of aspecifictool, Declare, which was rolled out across 39 countries
in 2022, covering 90% of the Group's workforce. It will continue to
be rolled out across the remaining countries in 2023.

RISKS AND INTERNAL CONTROL
Risk Factors

Finally, as an ethical leader, we are committed to ensuring artificial
intelligence operates within an ethical framework which ensures
tangible benefits while developing trustinits use: we have therefore
published our Code of Ethics for artificialintelligence to integrate
ethical considerations into the development of Al solutions. One
of Capgemini's human rights commitments concerns protecting
human rights through an ethical approach to Al solutions.

For more information on the ethics and human rights framework,
please refer to Section 4.4.2 of this document.

3.2.2 Corporate & Social Responsibility Materiality Assessment

Non-financial (ESG) risk mapping

To satisfy the requirements of Article R. 225-105 of the French
Commercial Code and the Duty of care law, non-financial risks
across the Group's entire value chain, encompassing the activities
of Capgemini, its subsidiaries, suppliers, and sub-contractors, were
mapped in 2020. This mapping is also based on the materiality
assessment.

The methodology, aligned with the Group's risk mapping methodology,
is used to assess for each risk a level of impact and likelihood. The
impact is calculated according to five main criteria: (1) Business
Impact, (2) Financial Impact, (3) Health and Safety, (4) Ethics and
Compliance, and (5) Reputation. The probability has been weighted
based on the Sustainable Development Goals Index per country
(First worldwide index to assess where each country stands with
regard to achieving the Sustainable Development Goals) and
stakeholder expectations through sector reference frameworks

Material topics

(Sustainability Accounting Standards Board and Global Reporting
Initiative) as well as an analysis of stakeholder expectations. Certain
contextual factors such as the health crisis were considered as
aggravating factors. Atemporal dimension also plays a role in the
assessment of likelihood.

The consultation with internal and external stakeholders carried
out in 2021 was used to update this non-financial risk mapping
(ESG mapping) and create a sub-mapping of human rights risks.
For this update, identified non-financial risks were grouped under
12 macro-risks to ensure consistency with the Group risk management
process and the steering of action plans. The results of this work
were presented to the Compliance Committee and the Board of
Directors’ Audit & Risk Committee.

The Cross-Reference Table below highlights the Group’s 17 material
topics, 12 significant non-financial macro-risks (critical or non-critical)
and their relationship with the Group’s critical risks:

(2021 update) ESG macro-risks Related Group critical risks Reference
People engagement — Deterioration — Failure to attract, develop and retain and/or loss of key 4.3.1.6
of labor relations talents and key Executives
Talent attraction, — Insufficient 4.31.3
retention and development and
development maintenance of skills
— Failure to attract, 3.2.1
develop and retain and/ 4.31.2
or loss of key talents and
Executives/manager
Diversity & inclusive — Diversity Non-critical risk for the Group 4.3.1.4
environment
Health, safety — Risksrelated to personal — Risks related to personal safety and security 3.2.1
and wellbeing safety and security 4.31.5
Digitalinclusion — Digitalinclusion Non-critical risk for the Group 4.3.3
Contribution to local
development
Climate change — Climate change Non-critical risk for the Group 4213
. (transitional risk)
Environmental
Management
Helping clients
achieve their
sustainability goals
Sustainable growth
Natural disasters — Country/Political risk — Country risks/Political violence or risk of natural disaster 3.21
and natural disasters 4.3.1.5
Data privacy — Risks related to personal — Risks related to personal data protection 3.21
data protection 4423
Cybersecurity — Cyberrisks — Cyberrisks 3.21
443
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Material topics

(2021 update) ESG macro-risks Related Group critical risks Reference
Compliance — Non-compliance with — Adverse changes in and/or non-compliance with laws 3.21
. regulations (labor and and regulations 4.4.2
Responsible .
environmental laws)
procurement
Values & Ethics — Unethical behavior — Unethical behavior 3.21
4.3.2

Human rights

3.3 Insurance

The Group risk management and insurance policy encompasses
the identification, estimation, prevention, protection and transfer
of all or part of the risks relating to individuals, assets and goods
owned by the Group or under its responsibility.

The Group's strategy for transferring risks to the insurance and
reinsurance market consistsin rolling-outinternational programs,
seeking cost transparency, using the best localand global standards,
and maximizing economies of scale. The primary objective is to adjust
itsinsurance coverage to the estimated maximum exposure to each
of the Group’s major risks. By way of example, this represents, in
the case of civil liability insurance, the estimate of its own risks and
reasonably foreseeable third-party risks in its business sector or,
in the case of damage to assets, the maximum replacement value
of the buildings and assets to be insured.

Account is also taken of:

— local insurance obligations, legislation and specific risks in
each country;

— the emergence of new risks;

— changes in major exposure, particularly under contacts
signed with clients.

Deductibles and retentions are set so as to encourage the countries
to commit to risk prevention and protection and seek out-of-court
settlement of claims, without exposing the Group as a whole to
significant financial risk.

The Group Risk & Insurance Department reports to the Group
Finance Departmentandisresponsible for the design, placement
and monitoring of all “non-life” insurance policies. The management
and coordination of employee benefitsinsurance is overseen by a
joint governance body representing the Finance/Risk & Insurance
Department and the Group Human Resources Department.

Commercial general liability and professional indemnity

This insurance program, which is key for clients, is designed,
taken out and managed centrally at Group level. Capgemini SE
and all subsidiaries in which it has a stake of 50% or more (direct
orindirect control), are insured by a worldwide integrated Group
insurance program covering the financial consequences of their
commercial general liability and professional indemnity, i.e., any
damage caused to third parties within the course of our usual
business activities, anywhere in the world. Thisinsurance program
is structured in layers contracted with highly reputable leading
insurance companies. The terms and conditions of this program,
including coverage limits, are periodically reviewed and adjusted
to reflect changesin risk exposure, due particularly to legislation,
the Group's activities, new countries where Capgemini operates,
claims and changes in client contracts, as well as changes in the
worldwide insurance and reinsurance markets.
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The 1stlayer of thisinsurance program, amounting to €35 million,
is historically reinsured into a consolidated captive reinsurance
subsidiary.

Property damage and business interruption

The Group has set-up anintegrated property damage and business
interruption insurance program covering all of its subsidiaries
worldwide. Its real estate policy is to rent rather than to buy its
business premises. It owns little property, except in India where
high growth and the large number of employees justify owning
real estate.

Capgemini’s business premises are located in several countries, and
the Group operates at multiple sites in most of them. The Group
has slightly more than 500 sites with an average surface area of
3,976 square meters. Some of the Group's consultants work off-site
atclient premises. This geographic dispersion limits risk, in particular
the risk of loss due to businessinterruption that might arise froman
incident at asite. The Group's largest site, which is located in India,
employs nearly 20,587 people in offices in a number of different
buildings. Client and supply shortage risk is assessed and insured
to the extent possible, based on knowledge of the materiality of
the risk and the available offering in the insurance market.

Capgeminirolls out an audit program of internal and external risks
atits operating sites, in partnership with an external consultant,
covering environmental, Health and Safety issues for people and
buildings. This program focuses on the Group’s main sites across
the globe. Audit recommendations are then monitored by the site
management team. Furthermore, the insurance offer includes
Group site prevention visits by the specialized departments of
the insurance firm.

2022 UNIVERSAL REGISTRATION DOCUMENT



Employee benefits and mobility insurance

The Group uses specialist companies to train and assist its employees
throughout the world. Risks concerning medical emergencies,
personal security, assistance, and repatriation of employees
working outside their home countries are managed centrally at
Group level viaglobalinsurance policies.

Employee benefits insurance programs (death and disability,
healthcare, medical costs, life and pensions, etc.) are tied to the
different benefits received by employees and are generally managed
by the Human Resources Departments in each country. The Group
Risk & Insurance and Human Resources Departments are jointly
responsible for the managementandinternational coordination of
these programs. Decisions are taken jointly by the Group and the
countries in compliance with the governance structure.

The main objectives are to (i) propose maximum eligible coverage
to all employees without discrimination (diversity and inclusion),
(i) develop a medium/long-term strategy based on risk management,
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including prevention and wellness measures (i) ensure compliance
with localinsurance requirements, (iv) comply with local legislation,
(v) develop, standardize and improve current coverage, in accordance
with the different regulationsin the relevant countries and coverage
standards by incorporating local best practices compared to the
Group's risks and activities and optimizing traditional and/or
alternative risk transfer/financing mechanisms.

Other risks

Crime and fidelity coverage is managed centrally at Group level
via a global insurance program. Other risks — including motor
vehicle, transport of goods, and employer liability for workplace
accidents—areinsured locally usinginsurance policies that reflect
local regulations.

Some risks are excluded from coverage or restricted under the
general conditionsimposed by the insurance and reinsurance market.
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OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Capgemini ESG pledge: leveraging technology for the benefit of all

The statement on non-financial performance (Déclaration de performance extra-financiere) was reviewed and approved by the Board on
February 20, 2023, after a first review by the Audit & Risk Committee on February 17, 2023.

4.1
the benefit of all

41.1 ESG ambition

[GRI 2-22]; [GRI 2-24]

Capgemini ESG pledge: leveraging technology for

Our conviction: There has never been a better time to mobilize technology and unleash the human capability to address ESG
challenges. We - in business — must leverage our leadership and our operations, to speed up a bold transition to sustainability.

In 2021, we published our ESG Policy which is the guide for an
effective integration of our prioritiesinto the Company’s strategy,
decision-making process, development of solutions and services,
and in our relationship with our main stakeholders. It aims not
only to comply with applicable regulations, but also to incorporate
nationalandinternational ESG best practices and recommendations.

Capgemini is a responsible leader, determined to have a positive
impact on all stakeholders within our ecosystem.

Asa Group, we believe that digital transformation should benefit
all of humanity and we intend to be a benchmark in terms of our
contribution to society, for our own activities, and for those of
our clients. This will see us fighting exclusion, acting to promote
diversity, ensuring equal opportunities, and preserving natural
resources. Building aviable and sustainable ecosystem for all sits at
the very heart of our purpose: “Unleashing human energy through
technology for aninclusive and sustainable future”.

We aim to be the cornerstone of our ecosystem for lasting positive
ESG impacts. Leveraging the spirit and energy of Capgemini
teams, and using our operational excellence, innovative assets,
and added-value partnerships, we continually increase our ESG
performance and develop solutions and services to substantially
improve the environmental performance of our clients. We
contribute to society by fighting exclusion and promoting diversity,
by tackling climate change and natural resource depletion, and by
ensuring that digital transformation benefits all of society. We do
this both through our own activities and in collaboration with our
clients for a shared success. We are committed to upholding the
highest standards of governance and ethics, and fully subscribe to
the key principles of sustainable development, namely, inclusivity,
integrity, stewardship, and transparency.

4.1.1.1 ESGis fully embedded in our corporate

strategy and our value creation model

ESGis akey pillar of our strategicambition and we are committed
to helping our clients achieve their net zero objectivesin addition
toreducing our own environmentalimpacts. As a people-oriented
business, we work with our stakeholders to have a positive impact
throughout our value chain, and monitor and reduce potential
negative impacts. We are committed to Corporate Governance
best practices and policies that serve the long-term interests of
Capgemini and its stakeholders.
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We ensure that sustainability is as the heart of our business offerings
to enable organizations to meet their environmental obligations
for a sustainable future. Therefore, our new offering goes from
structurally transforming IT in terms of consumption habits and
ways of working, to empowering clients to create a culture of
sustainable digital economy.

We take a holistic approach to identify a company’s emission
hotspotsand reduce their environmentalimpact. We leverage new
technologies like Internet of Things (IoT), Augmented Reality (AR),
Virtual Reality (VR), and Analytics to address the environmental
challenges of an organization, thereby enabling efficient data
capture, evaluation and analysis, monitoring and control, and
supporting decision making.

Our business model is presented in detail in Section 1.3.1 of the
Universal Registration Document.

We focus on eight material ESG priorities that have significant
impacts on Capgemini's business model and value drivers, as well
as for our stakeholders.

Environment

— Priority A: Act on climate change by being carbon neutral by
2025 and becoming a net zero business

— Priority B: Lead to low-carbon economic transition by helping
our clients achieve their environmental commitments

Social

— Priority C: Relentlessly invest in our talents through a unique
experience, developing tomorrow’s skills

— Priority D: Enhance a diverse, inclusive and hybrid work
environment

— Priority E: Support digitalinclusion in our communities
Governance
— Priority F: Foster a diverse and accountable governance

— Priority G: Maintain high ethical standards at all times for
mutual growth

— Priority H: Protect and secure data, infrastructure and
identity
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OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Capgemini ESG pledge: leveraging technology for the benefit of all

Key Performance 2025 2030
Topics Objectives Indicator 2019 2021 2022 Target Target
Environment Be carbon neutral for Absolute scope 1 and 152,636 63,392 20,189V -80%
our own operations 2 emissions (in tCO,e) (vs. 2019
no later than 2025 and baseline)
across our supply cham Commuting emissions 1.09 0.12 0.41+ -55%
by 2030, and committed )
i per employee (in tCO,e) (vs. 2019
to becoming a net zero baseline)
business by 2040
Scope 3 Emissions 300,565 332,977 406,035 -50%
from purchased goods (vs. 2019
&services (in tCO,e) baseline)
Business travel 1.26 0.18 0.39V -55%
emissions per (vs. 2019
employee (in tCO.e) baseline)
Transition to 100% Share of renewable 31% 53% 87% 100% 100%
renewable electricity electricity (in %)
by 2025, and electric
vehicles by 2030
Help our clients to save tCO,e savings 10 MtCO,e
10 MtCO,e by 2030 delivered for our
clients (in tCO.,e)
Social Increase average Average number of 41.9 45.7 51.4+
learning hours per learning hours per © (+12.5%)
employee by 5% every employee trained
year to ensure regular
lifelong learning
40% of women in our Share of womenin 33% (Q) 35.8% 37.8% 40%
teams by 2025 the workforce
5M beneficiaries Total cumulative 29,012 (C) 762,282 1,899,744 5,000,000
supported by our digital number of Digital
inclusion programs by Inclusion beneficiaries
2030 since 2018
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OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Capgemini ESG pledge: leveraging technology for the benefit of all

Key Performance 2025 2030
Topics Objectives Indicator 2019 2021 2022 Target Target
Governance 30% of women in Share of women in 16.8% (C) 22.4% 24.4% 30%
Executive leadership Executive leadership
positionsin 2025 positions
Maintain best-in-class MSCI ESG rating on - Rating Rating Top quartile of MSCI
Corporate Governance Corporate Governance achieved achievedv ESG rating compared
toindustry peers
Maintain over 80% of Percentage of the - 85% 87% >80% >80%
the workforce with an workforce with an
Ethics Score between Ethics Score between
7-10 7 and 10
By 2030, suppliers Percentage of new - 52% 55% 80%
covering 80% of the vendors above 50K
purchase amount of the  euros committed to
previous year, will have the ESG Standards
committed to our ESG enforced by Supplier
standards Standards of Conduct
commitments
Be recognized asafront  CyberVadis score - 929 942 940-950/1000
leader in data protection Top 3% performer
and cybersecurity RiskRecon score - 73(B) 7.7 (B) vV Arating
BitSight score - 580 - 730- 740+/ 800+/
Basic Basic v 900 - 900 -
Advanced Advanced
DPO Certification - 57% 65% 95%
(worldwide scope)
Percentage of - 78% 79% 80%

revenues associated
to client engagements
triggering processing
of personal data
subject to an
end-to-end digital
maturity assessment

Scope: (C) Capgemini Legacy; otherwise Capgemini group.
v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.
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OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Capgemini ESG pledge: leveraging technology for the benefit of all

4.1.1.2 Committed to help achieve 11 Sustainable Development Goals

In 2015, the United Nations General Assembly adopted the 2030  Capgemini has committed to help achieve 11 of the 17 SDGs, as
Agenda for Sustainable Development, alongwithaset of 17 United  we believe that they best reflect our ability to integrate material
Nations (UN) Sustainable Development Goals (SDGs). They providea  ESG challengesin the way we do business. These goals also reflect
shared blueprint for peace and prosperity for people and the planet,  our commitment to the ten principles of the UN Global Compact,
now andinthe future. Business plays a vital role in mobilizingand ~ which Capgemini first signed in 2004.

sharing knowledge, expertise, technologies, and financial resources

to advance the goals.

GOOD HEALTH QUALITY
AND WELL-BEING EDUCATION

1 CLIMATE 1 PEACE, JUSTICE
AND STRONG

INSTITUTIONS
W

5 GENDER DECENT WORK AND 9 INDUSTRY, INNOVATION
EQUALITY

10 REDUCED
AND INFRASTRUGTURE INEQUALITIES

T =

ECONOMIC GROWTH ACTION

/e | i

We assessed our contribution to 169 different targets to select the 11 SDGs relevant to our business and ESG policy.

SDG Target Capgemini contribution More details

ENVIRONMENT

Target 7.2: “By 2030, increase substantially We are committed to transitioning our own energy supply  Section 4.2.1.3
the share of renewable energy in the global to 100% renewable electricity by 2025 and through our  Section 4.2.1.4
energy mix” membership of the RE100, we are a vocal supporter of the

acceleration of renewable electricity markets and support our

clientsin theirrenewable energy transitions. In 2022, 87.3%

of our electricity came from renewable sources.

§ toismoon Target 9.4: “By 2030, upgrade infrastructure We are committed to working with clientsin the publicand  Section 4.2.1.3
and retrofit industries to make them sustainable, private sectors to increase their sustainability and resource  Section 4.2.1.4
& with increased resource-use efficiency and efficiency, with a target to help our clients save 10 million  Section 4.2.1.5

greater adoption of clean and environmentally tons of CO,e. We help them redesign their industrial and

sound technologies and industrial processes, supply chain footprint processes, implement best-in-class

all countries taking action in accordance with planning methods to limit material waste, water and energy

their respective capabilities” consumption and CO, emissionsin networks. We also promote

circular business models through reversible supply chain and

manufacturing operating models.

Target 11.6: “By 2030, reduce the adverseper As a company that employs close to 360,000 people, many  Section 4.2.1.3
capita environmental impact of cities, including of whom live and work in cities, the decisions we make on  Section 4.2.1.4
by paying special attention to air quality and mobility and waste management can have a global reach. We Section 4.2.2
municipal and other waste management”  are committed to reducing the emissions and air pollutants

associated with business travel and employee commuting

by 55% per employee by 2030 and 90% by 2040. We are also

ensuring the sustainable management of waste.

We also supportourclientsin the public sector to measure,
monitor and improve their environmental performance
about air quality, GHG emissions, and energy sobriety at
national level.

9 mmon: Target 12.2: “By 2030, achieve the sustainable We have an impact on advancing resource efficiency and  Section 4.2.2.1
T management and efficient use of natural supporting the circular economy, primarily through the
m resources” decisions on what we buy, how we use, re-use and dispose
of resources. We are committed to reduce total waste per
employee by 80% by 2030 (baseline year 2019) and to reduce
to zero the amount of waste that goes to landfill.

Atthe sametime, we support clientsin building circularity and
sustainable resource managementinto their business models.
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SDG Target Capgemini contribution More details

13 e Target 13.3: “Improve education, Our sustainability program is oriented around a goal to  Section 4.2.1.3

awareness-raising and human and institutional drive strong action on climate change. We are committed to
@ capacity on climate change mitigation, improvingeducation, building capacity, and raisingawareness
adaptation, impact reduction and early warning” of climate change both throughout our workforce and with
ourclients.In 2022, we ran a ‘Skill Up for a Sustainable Future’
campaign to coincide with Earth Day and launched our Virtual

Sustainability Campus.

We also help our clients launch sustainability academies
within their organization to ensure the onboarding and
upskilling of their employees to enable a deep sustainability
transformation.

Social

GOODHEATH Target 3.8: “Achieve universal health coverage, We are committed to providing a stimulating, fulfillingand  Section 4.3.1.2
L including financial risk protection, access to  safe professional environment to allour employeesandwe pay ~ Section 4.3.1.3
quality essential healthcare services and particular attention to their physicaland mental well-being.  Section 4.3.1.5
access to safe, effective, quality and affordable As we are operatingin a hybrid working modelitis crucial to
essential medicines and vaccines for all” ensure employees feel navigated andincluded and part of the

Company culture wherever one is working from.To this end,

we have implemented a wide set of policies — personalized

training paths, feedback culture, helplines, health coverage,

well-being initiatives, etc. — reflecting our commitment to

providing a safe environment to our employees to evolve

and thrive.

e

wam Target 4.4: "By 2030, substantially increase Through our Digital Literacyprograms, Capgeminiis committed Section 4.3.3

. the number of youth and adults who have to providing digitalskills to the most excluded, while providing

m l relevant skills, including technical and vocational ~access to digital tools to the most disadvantaged. Our Digital

skills, for employment, decent jobs and Academy programs focus on providing specialized training

entrepreneurship” in IT and ITES to disadvantaged populations with the aim
of accelerating their social and economic independence.

We have ensured that all our employees in more than  Section 4.3.1.3
50 countries have equal access to the same high quality and

inclusive learning opportunities through heavy investments

in world-class digital learning technologies. More than just

providing our people with resources to succeed, we also

prioritize on-going skills development at all levels of the

organization to make sure that our employees develop lifelong

learning habits that will serve them well both at Capgemini

and everyday life, while ensuring their employability to meet

demanding market requirements.

140 CAPGEMINI 2022 UNIVERSAL REGISTRATION DOCUMENT
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SDG Target Capgemini contribution More details

R Target 5.1: “End all forms of discrimination Capgemini has zero tolerance to discrimination and pays  Section 4.3.1.4

against all women and girls everywhere” special attention to potential bullying or harassment of
(;j Target 5.5: “Ensure women's full andeffective women, including sexual hara;sment. Capgemini ensures
o o that women employees benefit from equal opportunities
participation and equal opportunities for . . ’
. o - 7= ofgetting hired, trained, promoted and rewarded, and fully
leadership at all levels of decision-making in . . ) - .
- ; e take partin corporate life and in decision making processes
political, economic and public life o
atalllevels, as equals of men. One of our objectives set out
inthe ESG policyis to reach a minimum of 40% of women in
our teams and 30% in Executive leadership roles by 2025 to
enhance a diverse, equal, and inclusive work environment.

Target 5.b: “Enhance the use of technology, Capgemini is committed to opening Science, technology, Section 4.3.3
in particular information and communications engineering, and mathematics (STEM) careers to more women.
technology, to promote the empowerment To thisend, we have several Digital Literacyinitiatives hosted
of women.” under our ACE of STEM program that are designed to spread
awareness and inspire girlsand youngwomen to pursue careers
in technology. Aside from ensuring a fair representation of
women among our trainees, we have also designed several
Digital Academies entirely dedicated to women.

DECNTHORKAD Target 8.5: "By 2030, achieve full and Wehaveimplementedasetof policiesaroundinclusion, Health ~ Section 4.3.1.2

productive employment and decent work and Safety and continuously engage with our employees  Section 4.3.1.4
for all women and men, including for young to measure their level of satisfaction and well-being inthe  Section 4.3.1.5
people and persons with disabilities, and equal workplace. u
pay for work of equal value”

We are committed to facilitating the inclusion and progression
of people with disabilities, neurodivergence or suffering
from long or chronicillness in the workplace.

The Group rewards individual and collective performance
with a remuneration model that is competitive, motivating
yet flexible, and offers equal remuneration for an equivalent
role, level of expertise, seniority, and performance.

Target 8.6: “By 2020, substantially reduce We reached close to 360,000 employeesatyearendand19%  Section 4.3.1.2
the proportion of youth not in employment, of our headcounts are less than 25 years old.
education or training”
Through our Digital Academyprogram, Capgemini contributes Section 4.3.3
to the upskilling of disadvantaged populations on topics such
aslIT,ITES, web development, cybersecurity, etc. We strongly
believe that our graduates not only enrich the diversity of our
own organization but also represent an alternative pool of
diverse talents trainedin top notch skills. Therefore, we take
substantial actions everyyear tointegrate these diverse and
talented graduates within our organization, either through
internships or full-time positions.

Target 8.7: “Take immediate and effective We comply with the Universal Human Rights Declarationof  Section 4.3.1.6
measures to eradicate forced labour, end 1948 andthe International Labor Organization's Declaration on Section 4.3.2
modern slavery and human trafficking and fundamental principlesand Rights at Work (ILO Declaration)

secure the prohibition and elimination of refusingthe use of forced and child laborand human trafficking.

the worst forms of child labour, including Capgemini published its human rights policy setting up its

recruitment and use of child soldiers, and by 10 commitments on particular human rights issues.

2025 end child labour in all its forms”

Target 8.8: “Protect labour rights and promote
safe and secure working environments for
all workers, including migrant workers, in
particular women migrants, and those in
precarious employment”
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SDG Target Capgemini contribution More details

10 Target 10.2: “By 2030, empower and promote  We promote the inclusion of allkinds of talentsirrespective  Section 4.3.1.4

the social, economic and political inclusion of age, gender, sexual orientation, social background, ethnic
@ of all, irrespective of age, sex, disability, origin, disability status, religion, or political beliefs.

race, ethnicity, origin, religion or economic

or other status”

We actively onboard and promote diverse profiles, with close
to 40% of women among our new recruits and more than
3,800 people with disability. In the US, we have increased the
representation of Under Represented Minorities to 17.3%
and have taken the commitment to reach 20% by 2025. Our
network uniting our LGBT+employeesis activein 23 countries.

We encourage all Capgemini employees to contribute to our
Diversity & Inclusion (D&I) strategy and culture of inclusion
through their participation to Employees Networks.

Through our Digital Academy and Digital Literacy programs,  Section 4.3.3
the Group contributes to the economicand socialinclusion of

disadvantaged populations. Itincludes NEET (Notin Education,

Employment, or Training) youth, refugees, marginalized groups,

women, elderly, ex-offenders, people with disabilities, etc.

GOVERNANCE

16 P Target 16.5: “Substantially reduce corruption Our zero tolerance for corruption underpins ouranti-corruption Section 4.4.2
NSO and bribery in all their forms” program. It is part of Capgemini’'s commitment to society

e

!; reflected in the 10th principle of the UN Global Compact,
== which Capgemini first signed in 2004: Businesses should
work against corruption in allits forms, including extortion
and bribery. The member companies of this program support
and comply with ten principlesin the areas of environment,
human rights, labor rights and the fight against corruption.

Target 16.b: “Promote and enforce Since 2015, Capgeminiimplemented the Supplier Standards Section 4.4.2
non-discriminatory laws and policies for of Conduct, which formalize the standards that will be applied
sustainable development” and enforced in its business relationships with its partners
andsuppliers. The terms of the Standards of Conduct define
the prerequisites regarding ethics and compliance, Corporate
Social Responsibility, and sustainable development, and
ensure that our suppliers are committed to supporting our
ESG priorities.

In2021, Capgemini published its Human Rights Policy setting
upits 10 human rights commitments across our full value chain.
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41.2 ESG governance and organization

[GRI 2-12]; [GRI 2-13]; [GRI 2-14]; [GRI 2-16]

Since 2021, we have set up a clear ESG governance and organization to structure and implement both our Group ESG policy, and

local ESG programs.

4.1.2.1 The Board of Directors

The Board of Directors of Capgemini SE, the Group's parent
company, ensures that long-term value creation for all stakeholders
is promoted. It has the duty to monitor and steer the Group ESG
strategy overall, ensuring ESG is fully embedded in the Group's
main strategic orientations.

Our ESG priorities and mid-term objectives were approved by the
Board in 2021 and are monitored going forward by the Board of
Directors, which can rely on the work of its Committees for this
purpose.

In particular, the monitoring of the Group CSR strategy (built
around three fundamental pillars: Diversity & Inclusion, Digital
Inclusion, and Environmental Sustainability) has been entrusted
to the Strategy & CSR Committee of the Board since the end of
2018. This Committee also ensures consistency in the consideration
of social and environmental aspects in the Group’s main strategic
orientations. Eachyear, one Board meetingis devoted to monitoring
the Group CSR strategy and progress made towards our targets,
based on a report issued by the Strategy & CSR Committee. The
Board also ensures that the compensation of the CEO and Top
Managementincludes objectives and performance conditionsin line
with our CSRstrategy. For further details, refer to Section 4.4.1 on
Corporate Governance.

The Ethics & Governance Committee verifies the implementation of
good governance rules within the Group and proposes to the Board
initiatives aimed at guaranteeing the excellence of its Corporate
Governance practices. Itarticulatesand prioritizes selection criteria
for possible candidates to become a Director, taking account of the
balance and diversity of the composition of the Board of Directors,
including ESG expertise (refer to Section 2.1.3 — Composition of
the Board for furtherinformation). It also verifies that the Group's
seven core Values are correctly applied, adhered to, defended, and
promoted. Itensures that the Group implements an anti-corruption
program and complies with the rules and conventions governing
human rights and fundamental freedoms in the exercise of its
activities. Each year, one Board meetingis devoted to governance,
based on a report from the Ethics and Governance Committee.

The Compensation Committee ensures that the Chief Executive
Officer implements a policy of non-discrimination and diversity,
notably with regard to the balanced representation of men and
women in the Group governing bodies (Executive Committee and
Executive leadership positionsin particular). It also makes proposals
to the Board regarding the fixed and variable compensation of
the Company’s Executive Corporate Officers, including long-term
incentive instruments, all of which include ESG criteria (refer to
Section 4.4.1 on Corporate Governance and Chapter 2).

Finally, the Audit and Risk Committee ensures that the most
major risks faced by the Group, such as financial, legal, operational,
social, and environmental risks, are identified, managed, and
monitored, particularly through a review of the risk mapping
prepared and updated by the Group Risk Committee. The Audit
and Risk Committee is responsible for ensuring the existence of
risk management and internal control systems and monitoring
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their efficiency. Each year, one Board meeting is devoted to risk
monitoring, based onareport from the Audit and Risk Committee.

Every year, the Board conducts an assessment of its composition
and activities. Every three years, this assessmentis performed by
an external consultant.

The role and work of the Board of Directors and its Committees
in 2022 are presented in more detail in Sections 2.1 and 2.2 of this
Universal Registration Document.

4.1.2.2 The ESG organization

The General Secretary leads a centralized ESG team working
with key corporate functions, business teams and geographies to
structure our ESG priorities, monitor our performance and progress,
guide local teams to speed-up both client and corporate innovative
solutions, and manage ourinternaland external ESG reporting. He
also chairs the ESG Steering Committee which proposes strategic
recommendations and decisions on our integrated responsible
business and ESG priorities to the Group Executive Board and
the Board.

Consistent, unified, and resolutely client-focused, Capgemini’s
ESG organization draws on the Group's full range of expertise and
developssynergies between businesses, offerings, and geographical
areas. Thanks to this unified approach, our stakeholders benefit
from unique breakthrough ideas combining strategy, technology,
data science, and creative design.

We value local initiatives and dedicated organizations, such as
our net zero Board for example, to leverage energies on each of
our eight priorities. These groups meet regularly to monitor our
ESG performance and identify improvement areas.

The ESGreporting team shapes and recommends our ESG reporting
strategy, goals and reporting frameworks.

Focus on Corporate Responsibility governance and organization

The Chief Corporate Responsibility Officer is responsible for
executing the Corporate Responsibility, also referenced as CSR
(Corporate Social Responsibility) strategy for the Group, is a
member of the Group Executive Committee, and reports to a
Group Executive Board member.

The CSRstrategy, key initiatives and periodic updates are presented
toand ratified by the Group Executive Board and mobilized through
the Group Executive Committee and the Country Boards.

It comes to life through a network of CSR leaders and teams at
country-levelin main geographiesandin Business Lines, whoin turn
orchestrate this effort through Employee Resource Groups, Affinity
Networks and colleagues across the business. Country Boards or
equivalent management teams comprising of representation from
all operating units play an important role in leading by example
and enabling CSR goals and resources in their respective country.
Finally, we have networks for each pillar of our CSR strategy. It is
through these networks that we accelerate alignment between
initiatives across the Group, leverage best practices and amplify
our impact on society, the planet, and our people.
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41.3 Double materiality matrix and ESG risk management

[GRI 3-1]; [GRI 3-2]; [GRI 3-3]
[SASB TC-SI-550a.2]

4.1.31

In 2021, the Group updated its materiality assessments, pursuant
to which the Group considers economic, social, environmental
and governance topics to be “material” if they have, or may have,
a substantial effect on the Group's ability to create or protect
value. Thisis determined by considering their effect on the Group
strategy, governance, performance, or prospects.

Capgemini 2021 materiality assessment

Our materiality assessment approach was based on:

— the identification of our list of potentially material topics
(developed in 2018), by analyzing industry sources and
reporting guidelines (including integrated Reporting, GRI
standards and SASB standards), conducting media and
peer reviews and assessing our potential to impact the
UN Sustainable Development Goals and targets. We also
evaluated the alignment of these topics and definitions
with our Group Risk Management approach including risk

mapping;

— the collection of stakeholder perspectives on these topics
through interviews with key stakeholder groups (clients,
investors & analysts, business partners, NGOs & charity
partners), in order to understand their views on the
importance and ranking of topics in their relationship with
Capgemini;

— the conduct of surveys and questionnaires to collect internal
stakeholder perspectives within management and a sample
of employees representative of the Group’s demographics,
with a particular focus on assessing the potential impact of
each topic on Capgemini’s ability to create and protect value.

The positioning of topics on the materiality matrix clearly
demonstrates a strong level of alignment between the views
of internal and external stakeholders, gathered independently
through consultation with a strong emphasis on climate change
and people engagement.

Of the 23 material topics, 17 are directly related to ESG.
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4.1.3.2 Capgemini ESG risk mapping (including
emerging ESG risks)

In2021, the Group reviewed its ESGrisk (and risks specific toits duty
of care obligations) mapping across the Group’s entire value chain,
coveringits own activities, its subsidiaries, customers, suppliers, and
subcontractors, undertakenin 2020 through consultation of internal
and external stakeholders. For more details, refer to Chapter 3.

This updated risk mapping exercise identified twelve ESG macro
risks. For each material topic and ESG risk, we set out the policies

Group critical
risks

Material topics

(2021 update) ESG macro risks

OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
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implemented to mitigate them, and detailed the results of these
policies through specific key performance indicators.

The Group functions that played a key role in identifying and
controlling major risks include ESG, Internal Audit, Ethics, Compliance,
CSR, Finance, Risk & Insurance, Legal, Human Resources, and
Security & Mobility.

The table below mentions the Sections where those topics are
described.

Non-financial indicators Sections

People Deterioration of Failure to attract,

engagement

Talent
attraction,

labor relations

Insufficient
development and

develop and retain
and/or loss of key
talents and key
executives

maintenance of
skills*

retention &
development

Failure to attract,
develop and
retain and/or
loss of key talent
and Executives/
Managers*

Non-critical risk for
the Group

Diversity
& Inclusive
Environment

Diversity

Risks related to
personal safety
and security

Health, safety &
well-being

Personal security
and occupational
safety risks*

Non-critical risk for
the Group

Digitalinclusion Digital Inclusion

Contribution to
local development

4.3.1.6

— Average number of learning hours per employee 4313
trained

— Total number of training hours (millions of hours)

— Number of people hired by the Group (external
hiring)

— Number of new hires (acquisitions)

— Employee voluntary attrition rate (%)

— Total attrition rate (%)

— Aggregate average engagement score

— Part of the workforce with Engagement score
between 7 and 10

4.31.2

— Breakdown of the headcount by gender 4314
— % of women in the workforce
— % of women in entry level positions
— % of women in junior management positions
— % of women in Executive leadership positions
— % of women in the Executive Committee
— % of women among new Vice-Presidents
(internal promotions and external hiring)
— % of women in management positions in
revenue-generating functions
— % of women in revenue-generating roles
— % of women in STEM-related positions
— Employees with disabilities
— Percentage of travelers who complied with the 4.3.1.5
Snapshot process
— Percentage of travelers who have followed the
training (low risk countries)
— Assistance activity for travelers and/or expats
(health, security, travel): total number of
interventions for employees
— Number of serious events affecting employees
to be monitored (terrorist attacks, flooding,
tornadoes, civil unrest...)

— Number of Digital Academy graduates

— Number of Digital Academy graduates hired by
Capgemini

— Number of beneficiaries supported in Digital
Literacy programs

— Number of Digital Inclusion beneficiaries/year

— Total cumulative number of Digital Inclusion
beneficiaries since 2018
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Material topics

Group critical

(2021 update) ESG macro risks risks Non-financial indicators Sections
Climate change Climate change Non-critical risk for Absolute scope 1 & 2 emissions (tCO,e) 4213
. (transitional risk) the Group % change in scope 1 & 2 emissions vs 2019
Environmental -
management baseline, anvd vs 2021
Scope 3 emissions from purchased goods and
Helping clients services (ECO,e)
achieve their Total emissions (ECO.e)
sustainability % change total emissions vs 2019 baseline
goals Net emissions (£CO,e)
Sustainable Emissions per employee (tCO,e per employee)
growth % change in emissions per employee vs 2019
baseline, and vs 2021
Commuting emissions per employee (£CO.e)
Business travel emissions per employee
(tCO,e per employee)
Share of electricity from renewable sources
Energy efficiency (kWh/m?)
Share of operations covered by ISO14001
(share by headcount)
Natural disasters  Country/political Country risks/ 3.21
risk & natural Political risk and
disasters natural disaster
Data Privacy Data Protection Risks related to % of employees attending the data protection 4.4.2.3

1 *
Cybersecurity Failure
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personal data
protection

training

Number of requests of data subjects exercising
one of the rights granted under the GDPR
Number of users whose information is
intentionally used for a purpose that is outside the
primary purpose for which the data was collected
Number of public authorities requests for user
information, number of users whose information
was requested and percentage resulting in
disclosure

Number of law enforcement requests for user
information, number of users whose information
was requested and percentage resulting in
disclosure

Number of substantiated complaints related

to customer privacy and loss of customer data
received by the Company

Number of data breaches notified as data
controller to competent Data Protection
Authorities

% of revenues associated to client engagements
triggering processing of personal data subject to
an end-to-end digital maturity assessment

% of DPO certified with one of the external official
certifying bodies

The amount actually paid to individuals in the
context of a data protection claim against the
Company processing their personal data
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Material topics
(2021 update)

ESG macro risks

Group critical
risks

Non-financial indicators
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Sections

Compliance

Responsible
procurement

Values and ethics

Human rights

Cyber risks*

Non-compliance
with labor or
environmental laws

Unethical business

Cyber risks

Non-compliance
with laws and/or
adverse changes to
regulations

Unethical behavior

Baseline policy compliance (out of 10) 4.43
% of employees attending the cybersecurity

training

Security Scorecard cyber rating (rating)

ISO 27001 certification coverage

CyberVadis score (out of 1,000)

RiskRecon score (out of 10)

BitSight score (out of 900)

% of employees having completed the 4.4.2
e-learning modules on Code of Business Ethics,
Anti-corruption policy, and Competition law policy
Number of fines paid with regard to
non-compliance with competition law provisions
Number of legal actions initiated under national
orinternational laws designed primarily for the
purpose of regulating anti-competitive behavior,
anti-trust, or monopoly practices

MSCI ESG rating on Corporate Governance

% of new suppliers above 50K euros spend
committed to the ESG Standards enforced by
Supplier Standards of Conduct commitments

% of the workforce with Ethics Score between 4.3.2
7-10

Total number of alerts reported on SpeakUp

% of total alerts that are no longer subject to
action

% of anonymous alerts reported on SpeakUp

% of the closed alerts and those established/
proven

Total number of alerts of discrimination during the
reporting period

% of discrimination alerts that are no longer
subject to action

% of closed discrimination alerts and those
established or/proven

Total number of alerts of harassment (including
sexual harassment and retaliation) during the
reporting period

% of harassment alerts that are no longer subject
to action

% of closed harassment alerts and those
established or/proven

*These risks have been identified as priority risks requiring specific action plans.

In addition to the above material topics, the Group tax policy is also described in Section 4.4.2.5.
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4.1.3.3 2022 double materiality matrix (as defined
in the European sustainability reporting
standards (ESRS)

In 2022, the Group reorganized its material topics to be aligned
with the upcoming CSRD requirements on double materiality, which
has two dimensions: impact materiality and financial materiality.

We analyzed how Capgemini is affected by its dependence on
the availability of economic, environmental and social resources,
independently of its potential impacts on those resources.

For Capgemini,

— asustainability matteris material from animpact perspective
when it pertains to the material actual or potential, positive
or negative impacts on people or the environment over
short-, medium- and long-term time horizons. Impacts
include those caused or contributed to by Capgemini and
those which are directly linked to its own operations and
throughout its business relationships;

— a financial matter is material from a financial perspective
when it generates or may generate risks or opportunities
that have a material influence on Capgemini cash flows,
development, performance, position, cost of capital or
access to finance; and

— atopic can be material from both perspectives.

Hence, we assessed each identified 2021 material topic using these definitions to structure the following double materiality matrix:

Identified as material
from the Financial
materiality perspective

@ Client satisfaction
& collaboration

@ Return to shareholders

C e

Identified as material
from
both perspectives

© Natural disasters o Climate change o Diversity & inclusive

@ Political risks o Environmental management environment

© Industry and business © Helping clients achieve ® Health, safety & wellbeing
expertise sustainable objectives o Contribution to local

o Data privacy
® Human rights
@ Resilience & agility o People engagement
@ Profitable & sustainable growth
o Talent attraction,
retention & development
o Compliance
@ Values & ethics
@ Cybersecurity
® Innovation

9y

Identified as material
from impact materiality
perspective

development
e Digital inclusion
©® Responsible procurement

- Material topics linked to ESRS e Environment e Social e Governance

- Capgemini specific material topics ® Operations e Growth
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4.1.4 Value chain stakeholders’ approach and engagement

[GRI 2-6]; [GRI 2-28]; [GRI 2-29]

4.1.4.1 Managing our business relationships We establish this communication with our stakeholders on three

throughout the value chain levels: at the Group level, at the level of its organizational and
local entities, but also at the level of each employee. Capgemini
has defined and developed an ad hoc interaction method with
players in each of these five categories:

Capgemini’s success is built upon its ability to establish trusting
relationships with each of its stakeholders up- & down-stream.

PUBLIC
AUTHORITIES

® @ Local authorities,
regulators, legislators, EU
@ International organizations
(OECD, etc.)

Upstream Entities Downstream

entity(s) included in the entity(s)
BUSINESS PARTNERS consolidation scope CLIENTS
@ @ Alliances, suppliers, other partners, Capgemini organization @ @ Existing clients, teams
teams (workers) of our suppliers (workers) of our clients

PEOPLE

@ ® Employees, non-employee
workers, local and
international works councils

® Talent pool, families, alumni

we interact with
® Potential clients,
our clients’ ecosystems

END USERS

® Users of our solutions,
Consumers of our clients

and partners we interact with
® Market leaders, professional or industry
organizations, standardization bodies

FINANCIAL COMMUNITY

® @ Shareholders
@ Banks, financial analysts,
ratings agency, ESG indexes

VALUE CHAIN

CIVIL SOCIETY

® @ Local communities,
academics, thoughts
leaders, think tanks
@ Citizens, NGOs, media

@@ Long-term relationships / strong reciprocal influence
® Occasionalinteractions
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4.1.4.2 Leveraging the dynamics of our stakeholders
through a constant dialog

Asacommitted playerin the regions where we operate, the Group
strives to communicate regularly with all parties including clients,
suppliers, investors, partners, and members of civil society to
ensure that digital and technological transformation is a source of
long-term growth for all. This dialog enables us to offer solutions
that are best adapted to the needs of each stakeholder whether
we have regular or occasional interactions.

The Group has set up an Advisory Board, chaired by PaulHermelin
and made up of technology experts selected for their ability to
deliver astrategicvision and echo the expectations of our clients.

Attentive to what our talents are saying, our Pulse digital platform
collects comments anonymously through regular surveys. More
than 130,000 employees provide their opinions every month.
This allows us to act quickly and at all levels of the organization to
develop personalized experiences for employees, thusimproving
the Group's appeal (refer to Section 4.3.1.2-b).

SpeakUp, our ethics helpline made available to our team members,
customers, suppliers, and business partners, empowers people
to report alerts, and ask for advice and guidance about actions
or behaviors that are (1) not aligned with our values and ethical
aspirations, (2) notin compliance with applicable laws, regulations,

andinternal compliance requirements, or (3) that may significantly
affect vital interests of Capgemini and its affiliates (refer to
Section 4.3.2.5).

Our global “Voice of the Client” program, covering our priority
clients, enables us to broaden and deepen the way we assess our
clients’ experiences in multiple dimensions.

Regarding shareholders, in addition to regular interactions with
mainstream investors on ESG topics, the Group participated in
several ESG events: four conferences and two roadshows to present
and discuss the Group’s ESG policy, priorities and objectives.

In 2022, after two editions held behind closed doors due to health
conditions, the Company’s Shareholders’ Meeting was back to an
in-person format, while being broadcasted live on the Company'’s
website. This eventis a key opportunity for communicating between
the Company and its shareholders.

Inaddition, for severalyears now, Capgeminihas organized governance
roadshows with its investors prior to Shareholders’ Meetings to
discuss their expectations and the Lead Independent Director
communicates regularly with the Company’s main shareholders
on governance and Executive Corporate Officer compensation
issues. He informs the Chairman and the members of the Board of
Directors of any contacts he may have in this respect. (See Section
6.5 for more information on dialog with shareholders)

4.1.4.3 Committed For a positive impact For our stakeholders

a) Share value throughout our value chain

Capgemini ensures that profit value is shared between stakeholders.

Revenues
€22 billion

Purchased goods and services

€3.5 billion

Value added

€18.5 billion
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Value added sharing

10%

The Group (Enterprise)

3% 68%
Shareholders Employees

18%
Public Authorities

€18.5bn
1%

Creditors
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b) Our commitments to stakeholders as defined in our
policies

Capgemini strives to be a valued member of the communities in
which it operates. Hence, we have policies in place to ensure we
continue to operate our business safely, ethically, respecting human

OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
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rights and aligned with the highest environmental and business
conduct standards.

The table bellow synthesizes for our stakeholders, how our various
policies address their material issues.

Business Financial Civil Public
Policies partners community People Clients End-users society authorities
ESG Policy X X X X X
Anti-corruption Policy X X X X X X
Code of Business Ethics X X X X X X
Code of Ethics for Al X X X X X X X
Competition Laws Policy X X X X X X
Conflict of Interest Policy X X
Data Protection Policy X X X X X X
Environmental Policies X X X
Human Rights Policy X X X X X
Supplier Standards of Conduct X X X

4.1.4.4 Other public commitments

We are also advocating for, and reaching out to peers, partners,
clients, consumers, and the public at large. Capgemini's commitment
extends to ambitious national, regional, and global initiatives.

We are signatories of the UN Global Compact since 2004.

The member companies of this program support and comply with
ten principles in the areas of environment, human rights, labor
rights and the fight against corruption.

a) Environment

We have been signatories of the UN Global Compact’s “Caring for
Climate” initiative since its inception in 2007.

We became asignatory to the Taskforce for Climate-related Financial
Disclosures (TCFD), supporting actions to build resilient solutions
to climate change through climate-related financial disclosures.

Capgeminiisincludedin the 2023 S&P Global Sustainability Yearbook,
an important recognition of our leadership in sustainability, with
companies listed beingin the top 10% of their respective industries.

We signed ajoint letter along with over 170 CEOs to European heads
of state calling on them to increase emissions reduction targets
to ensure they reach their net zero target by 2050.

We became a signatory to the RE100, committing to transition to
100% of our electricity to renewable sources by 2025.

Science Based Targetsinitiative (SBTi) validated our carbon reduction
targetsasbeinginline with the new Corporate Net-Zero Standard,
one of the firstin our sector.

We became a founding member of UN's Race to Zero campaign—a
coalition of leading net zero initiatives.

We signed the Business Ambition for 1.5 °C targets.

We joined the World Economic Forum'’s Alliance of CEO Climate
Leaders, a global community of Chief Executive Officers, who
catalyzes action across all sectors and engages policymakers to
help deliver the transition to a net zero economy.
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We became a member of the EV100, committing to transition the
entire global company fleet to 100% electric vehicles by 2030,
ensuring access to electric charginginfrastructure across their estate.

We became a corporate alliance member of the WEF's 1t.org and
are committed to plant 20 million trees by 2030 to help fight climate
change and support biodiversity.

We became member of the European Green Digital Coalition, a
group of companies committed to supporting the Green and digital
transformation of the EU.

b) Social

Capgeminiis committed to protecting and preserving human rights
in accordance with the United Nations Universal Declaration of
Human Rights, the UN Guiding Principles on Business and Human
rights, and the International Labour Organization’s Declaration
on Fundamental Principles and Rights at Work (“ILO Declaration”)
with its 8 core conventions.

We joined the Business 4 Inclusive Growth (B41G) coalition which
is a partnership between the OECD and a CEO-led coalition of
global organizations, where we are leading a working group on
the digital divide and actively contribute to the global task force
on ethnic diversity.

In 2020 we joined the “Valuable 500", which is a global CEO
community revolutionizing disability inclusion through business
leadership and opportunity.

We areamember of the International Labor Organization’s “Global
Business and Disability Network”.

We have been signatories of the Women's Empowerment Principles
since 2011, resulting from an alliance between UN Women and UN
Global Compact.

Capgemini is committed to stand in solidarity with the LGBT+
community. Our CEO signed, in 2022, the UN Standard of Conduct
for Business, tackling discrimination against LGBT+ people.

Capgeminiis a founding member of the World Economic Forum's
Partnering for Racial Justice in Business initiative.
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c) Governance

We refer to the AFEP-MEDEF Corporate Governance Code forissuers
listed on the Paris Stock Exchange since itsinitial publicationin 2008.

We follow the principles and concepts of the <IR> Framework,
which the International Accounting Standards Board (IASB) and

the ISSB assumed responsibility for when the Value Reporting
Foundation merged with the IFRS Foundation in August 2022.

We have been signatories of the Paris Call for Trust and Security
in Cyberspace since its inception in November 2018.

4.2 Environment: accelerating on sustainability

challenges

As aresponsible business, we are determined to play a leadership
rolein ensuring technology creates a sustainable future. We drive
internal change across every aspect of our operations, while helping
our clients address their own environmental challenges. We also

4.2.1

[GRI 201-2]
[SASB TC-SI-130a.3]

The UNEP Emissions Gap Report 2022 shows that with the current
policiesin place, the world is headed for 2.8°C of global warming.
Implementation of the current unconditional pledges would reduce
this to 2.6°C. This is by no means sufficient to meet the targets of
the Paris Agreement and the window to take urgent climate action
is rapidly closing. Only an urgent system-wide transformation can
avoid climate disaster. Emissions need to be cut by 45% by 2030
to get usontrack to 1.5°C of warming, and they need to continue
declining rapidly after 2030.

Conscious that we have an important part to play, Capgemini
has, in 2022, taken steps to ensure its strategy is aligned to the
latest climate science. We welcome the improved clarity and
transparency provided by the Science Based Target initiative's
(SBTi) new Corporate Net-Zero Standard and in response have
strengthened our ambition and refined our long term strategy to
align with the standard.

Our previous near-term SBTi targets were already aligned with a
1.5°Ctrajectory and these have now been slightly strengthened
for 2030. We also set a new long-term goal to become net zero
by 2040, with an aim to achieve a 90% emission reduction across
all our scope 1, 2 and 3 emissions by 2040.

This will require significant collaboration across our entire value
chain to achieve the radical change needed, and we have made
strong progress this year in working with suppliers to reduce the
impact of what we buy. Our effortsin this area have been recognized
by CDP with a position on the CDP A-List.

We are also deploying our expertise in technology, engineering,
and business transformation to help clients address their own
sustainability challenges. We have developed a suite of sustainability
offeringsanda carbon calculator tool to support clients with defining,
executingand monitoring their carbon abatement programs. Read
more about thisin Section 4.2.3.

Accelerating the transition to net zero has two main priorities:

— ESG policy priority A: Act on climate change by being carbon
neutral by 2025 and becoming a net zero business

— ESG policy priority B: Lead to low-carbon economic
transition by helping our clients achieve their environmental
commitments
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team up with our partnersand suppliers, start-ups, policy-makers,
governments and academics, to make sustainable progress together
aligned to the goals of the Paris Agreement.

Climate change mitigation and adaptation

TCFD reference

Thematic areas Sections
Governance 4211
Strategy 4.21.3
Risk Management 4212

Metrics & targets 4.21.3-2,4.2.1.3-3

4.2.1.1 A specific governance dedicated to climate

change challenges
a) Netzero governance

With our net zero ambition, a reinforced governance structure has
beenimplemented to support the development of our program:

The Net Zero Board provides executive level governance for our
environmental sustainability program, with responsibility for
monitoring climate risks and reviewing, debating, and approving
climate and sustainability policies and practices for the Group. The
Board comprises our Group CEO together with other members
of the Group's Executive Committee and is chaired by our Head
of Global Sustainability Services and Corporate Responsibility, a
Group Executive Board member. Core membership includes the
Chief Financial Officer, the Chief Corporate Responsibility Officer,
the Group Head of Environmental Sustainability and the CEO of
Capgemini India (accounting for more than half of the group's
headcountand ca. 38% of our operational total carbon emissions).
The Net Zero Board meets on a quarterly basis.

The Board is supported by a Cross-Function Sustainability
Committee which brings together leaders from key functions
such as Corporate Real Estate, Group IT and Procurement with key
members of the Group Sustainability team to ensure delivery of
the strategy. The Cross Function Sustainability Committee meets
on a quarterly basis.

ANetZero Management Committee provides governance for the
Environmental Management System, targets and data, and delivery
of the net zero program. The Net Zero Management Committee
meets on a monthly basis.

On aday-to-day basis, the Group’s long established Environmental
Sustainability teamis driving change across all levels of the business,
working in partnership with key organizational functions such as
Corporate Real Estate, Group IT, and Procurement. In addition,
thereisa dedicated team of globaland local experts looking after
the Environmental Management System (EMS), making sure that
the strategyis translatedinto action plans and closely monitored.
Read more about our EMS in the following Section.
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Our Group CEO, the Group Executive Board, the Group Executive
Committee and the Board of Directors are all consulted and
involved in key decisions relating to our sustainability program.
Ultimate executive responsibility for material decisions relating
to the program sits with the CEO Aiman Ezzat.

b) Management Systems

Our net zero program is underpinned by two key management
systems that are essential for managing and monitoring our
activities and for taking informed decisions:

Ourglobal Environmental Management System (EMS) provides
aframework for managing the environmental performance of our
business, ensures we have the right measures and governance
in place to manage our operations efficiently and monitors our
legal compliance. Capgemini has a global ISO 14001 certificate
forits EMS, which has been built on over a decade of experience
in environmental management. Our EMS is delivered by a Global
Sustainability Center of Excellence, environmental experts who
make sure that we manage all our environmental risks and impacts
effectively and remain compliant with all legal and regulatory
requirements. The Capgemini globalISO 14001 EMS now supports
operations in 34 countries, covering 329,037employees. In 2022,
we added four new countries (with eight additional sites in total)
to the group EMS: Austria, Hungary, Czech Republic, Romania. In
addition, we extended the scope of already certified countries to
cover 32 new sites. This means that overall, based on headcount,
94% of the Capgemini group is certified under SO 14001.1n 2023,
we aim to bring the remaining Altran countries and sites fully into
the scope of our global certificate.

Metric Unit 2019 2021 2022
Share of % of

operations covered headcount 80% 93% 94%
by 15014001 % of sites 62% 68%

v Data identified in these tables by a v has been reviewed by Mazars with a
reasonable level of assurance.

Inaddition, the Group holds a global ISO 50001 Energy Management
System covering France, Netherlands and the UK, with India
holding a local certificate. In 2022, we extended the scope of
ISO 50001 certificate to cover seven more sites meaning that we
have ISO 50001 in place across 62 sites.

Also, the Group holds a global ISO 45001 Health and Safety
management system certificate covering Germany and the
Netherlands, with local ISO 45001 certificates in Italy and India.
Transition of local certifications and further expansion of ISO 50001
and ISO 45001 is being planned for 2023.

Our Carbon Accounting System provides a comprehensive data set
concerning our carbonimpacts, with millions of data points collected
and analyzed on an ongoing basis. Having one centralized team
and system responsible for gathering, processing, and reporting
data helps us maintain a high level of consistency and data quality.
We use this extensive data set to enable a very granular view of
greenhouse gas emissions, and to help us pinpoint opportunities
to reduce emissions.

In 2022, we have been further expanding the coverage of our
carbon accounting by adding operations in Austria, Hungary and
New Zealand to our reporting. We now collect information from
Capgemini entities across 38 countries, covering more than 99.5%
of our global operations, and the data for the remainder <0.5%
being estimated. We continue to capture and report data monthly
for our biggest countries (representing over 67% of the Group’s
operational emissions), and for the largest sources of emission
enabling faster engagement with the data and results. We also
maintain a series of interactive dashboards for our sustainability
and corporate real estate communities to engage with the data.
Data from our carbon accounting system also feeds into other
systems and processes.
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4.2.1.2 Impacts of climate-related risks and

opportunities for our business

In line with the recommendations of the Taskforce on Climate
Related Financial Disclosures (TCFD), we consider the potential
impacts of climate change on our business and ensure we have a
strong and resilient strategy to respond to these. Although the
diverse and agile nature of our business, serving a wide range of
sectorswith avaried portfolio of services, gives us some protection
from the most disruptive transitional impacts of climate change,
it is nonetheless essential that we understand and are ready to
respond to potential climate risks and opportunities across our
whole value chain. We have been assessing our climate risks
for over a decade, but have significantly evolved this process in
the last three years, increasing our focus on transition risks and
launching a TCFD-aligned risk identification process at both a
country and global level.

a) Risk Identification & Assessment Process

The risk identification and assessment processis led by the global
sustainability team in collaboration with the Group Risk function
and draws on the expertise of key function areas (corporate real
estate, legal, HR, compliance, procurement, business continuity),
as well as key market units and business areas.

The process starts with preliminary analysis, focusing on insights
from IPCC, IEA and country-level NDCs to understand physical
climate hazards, national and regional policies, targets and
commitments and public sentiment towards climate change. In
parallel, we analyze the climate risks and opportunities facing
key sectors and key clients that we serve (downstream), as
well as suppliers and partners who are crucial to our delivery
(upstream), in order to understand potential knock-onimpacts for
Capgemini. Through this process, we also seek to improve market
intelligence and identify potential opportunities.

Once the preliminary analysis is completed, we invite a selection
of key stakeholders from the leadership teams to take part in
workshops. These are run for key countries and regions, and at a
globallevel,in collaboration with our Group Risk Team. Participants
invited cover different parts of the value chain and would usually
include operational leads including the Chief of Operations, the
Legal and Financial Directors, the Heads of Risk, Procurement, HR,
Corporate Real Estate and CSR, as well as representation from key
market units and business areas. We share the findings from the
background research, introduce two climate scenarios (in most cases
we present a 1.5°C aligned scenario and a 4°C scenario, detailed
below) and complete a facilitated brainstorming exercise to explore
awide range of potential risk scenarios and key opportunities with
respect to our own operations and our value chain. A long list of
potential risks is drawn up out of this exercise.

The participants of the risk identification workshops then review
the identified risk scenarios individually (drawing on their own
experience and knowledge, and to avoid “Group think”) and
assess the impact and likelihood of each risk scenario according
to the Group risk criteria. The impact assessment focuses on
assessing the maximum potential impacts on business strategy
& objectives, the Group's finances (revenue, cash flow, operating
margin), reputation, compliance, as well as the security & safety
of its people. The participants then assess the likelihood of these
impacts being experienced firstly over a short- to medium-term
time horizon (up to 5 years), and then separately over a long-term
time horizon (6-15 years). The same set of criteria are used to assess
climate risk as are used with all types of risk, to ensure the results
canbeintegratedinto the Group risk management system. Based
on the assessment results, risks are grouped and prioritized and
the participants brought together to review and challenge the
results, discuss any anomalies and to agree on the final assessment
and prioritization of risks, as well as identify risk owners who can
take responsibility for the risks going forward.
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b) Identified climate risks and opportunities

Risk area

Key climate risks

Description of Impacts (and any
variance under climate scenarios)

Control measures

Increased extreme
weather and
natural disasters
due to climate
change

154

1. Theincrease in extreme
weather events (heat waves,
storms, flooding) and chronic
climatic changes (droughts,
rising temperatures, increased
rainfall) could resultinill
health, reduced productivity
and (over the longer term)
migration of employees.

2. Theincrease in extreme
weather events (heat waves,
storms, flooding) could result
in damage to offices and
increased insurance premiums.

3. If our delivery is too
concentrated in areas exposed
to extreme weather (or
perceived to be), this could
result in delivery disruption
&loss of revenue or missed
opportunities.

4. If our suppliers are disrupted
by extreme weather or

chronic climatic changes,

this could result in delivery
disruption (particularly

in terms of data centers

and telecommunications
networks).

CAPGEMINI

Natural disasters in India are
considered amongst Capgemini's
critical risks (see Section 3.2.1).

The high proportion of the
workforce based in India (over
50%) combined with the country’s
vulnerability to climate change
means the risk exposure is
higherin India than elsewhere.
Disruption to telecommunications
or data center infrastructure
through extreme weather events,
reduced employee productivity
and ill health could all resultin
delivery disruption. The financial
implications of this could

include service level penalties
and liquidated damages for the
client as well as loss of revenue
due to delivery failure. With
strong control measures in place
and careful forward-looking
planning around delivery
locations, the likelihood of this
being experienced is significantly
reduced.

Over the 15-year time horizon
we have looked at, there is no
significant divergence in the risk
impactsin 1.5°C scenario vs a 4°C
scenario.

Control measures are described in
more detail in Section 3.2.1 (under
Section Country risks, political
violence & natural disasters),
including:

— arigorous monitoring system
is deployed to detect events as
early as possible;

— employees are equipped with
the technology and virtual
collaboration skills to connect
from any location;

— deliveryis distributed across
alarge number of production
sites and duplication of
telecommunication networks
helps ensure service
continuity;

— strong business continuity
planningisin place across the
Group (in India where this risk
is most significant we have an
ISO 22301 certified system);

— astrong focusis placed on
supporting employee health
and well-being (refer to
Section 4.3.1.5)

— anISO 14001 certified
management system is
covering 94% of Group
with strong monitoring of
environmental risks at site
level.
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Description of Impacts (and any

Risk area Key climate risks variance under climate scenarios) Control measures

Increased 1. Failure to comply with The diversity of local laws and Our general approach to managing
climate-related rapidly increasing legislation regulations affecting Capgemini the risks associated with evolving
regulation and disclosure requirements, globally makes it a complex task to regulations is described in

could result in reduced access
to investment or litigation.

2. Carbon pricing could result
in higher operating costs.
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manage rapid regulatory changes,
which are more likely ina 1.5°C
aligned scenario given the scale
and pace of change needed.

Non-compliance with legal or
regulatory provisions could lead to
criminal sanctions, reduced access
to investment or reputational
damage. The likelihood of a major
non-compliance is relatively

low, given the stringent control
measures in place.

The application of an external
price on carbon is virtually
certain, though the impact on

our business is considered to be
low, particularly when mitigation
actions to reduce carbon
emissions are considered. To be
more precise, if applied to all

our energy-related emissions, a
high-end carbon price aligned a to
1.5°C scenario (300 €/tonne) could
add up to 59 M€ to our operating
costs. If applied to our travel costs
too, the cost could be as high as
161 M€ in total (these figures are
based on 2019 emissions to avoid
the distorting impacts of the
pandemic on emissions).

Section 3.2.1 Non-compliance with
laws and/or adverse changes to
regulations.

In addition through our

ISO 14001 certified Environmental
Management System we keep
track of all legal requirements
atacountry orsite level and
define appropriate action plans to
respond.

Controlling the Group’s carbon
emissions is the key priority in
terms of carbon pricing, with a
strategy to reach net zero by 2040.
Specific measures to reduce the
emissions associated with energy
and travel are described in more
detail below in Section 4.2.1.3 but
include increasing the proportion
of renewable energy, reducing
energy consumption through a
global energy command center
and reducing business travel
emissions.
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Risk area

Key climate risks

Description of Impacts (and any
variance under climate scenarios)

Control measures

Shifting markets
in a rapidly
changing world

1. Failure to align our
sustainability program with
external expectations (in terms
of guidelines & standards,
performance on ratings

and strength of reputation)
could result in failure to win
contracts or reduced access to
finance.

2.If Capgeminiis too slow
to develop new offerings in
response to climate change,
this could result in loss of
potential opportunities and
market share.

3. Failure to understand

and respond to our clients’
exposure to climate risks
could resultin loss of revenue,
damage to our reputation or
missed opportunities.

4. Failure of key suppliers

to reduce emissions or
support Capgemini’s emission
reduction efforts, could
undermine Capgemini’s net
zero program, resulting in
reputational damage and/or
missed opportunities.

Capgemini aims to take a
leading position in acting on
climate change, both in terms of
transitioning our business to net
zero and in helping our clients to
do the same.

Inour 1.5°C aligned climate
scenario, the pressures and
expectations on us are likely to

be significant, with investors
expecting that we will meet
stringent standards and clients
demanding that the services we
provide to them will support

their own transitions to net zero.
In a rapidly transitioning 1.5°C
scenario, if we do not help clients
adapt quickly enough, we may miss
out on opportunities or market
share. Ultimately a poorly adapted
service portfolio could lead to

a fallin sales and a downturnin
margin.

In a 4°C aligned scenario, the
expectations on us will likely be
lower and the pace of transition
slower. Therefore the impact of
this risk is lower in this scenario,
though we will continue to have
key clients committed to and
looking for support with their net
zero transition.

General control measures related
to adapting our portfolio to
technological changes and new
client expectations are described
in Section 3.2.1 Difficulty/failure
to adapt services portfolio with
sufficient speed to address market
changes/disruptions

Specific measures related to these
climate risks are described in
Sections 4.2.1.3-2,and 4.2.1.4.

Opportunity area

Key Opportunity

Description of Potential Impacts

Measures to Seize Opportunity

Operational
efficiency

1. Reduction in energy costs.

2. Reduction in travel costs.

By improving the efficiency of

our offices and increasing the
proportion of electricity coming
from on-site renewables, we have
the potential to reduce our energy
costs and mitigate against some
of the impacts of energy price
increases.

Likewise, by transitioning to a

low carbon delivery model, we
have the potential to increase
productivity and reduce travel
costs, leading to cost savings both
for our business and for clients.

Described in Section 4.2.1.3
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Opportunity area Key Opportunity

Description of Potential Impacts
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Measures to Seize Opportunity

Increased demand for sustainable
products and services, leading to
increased revenues.

Products &
services

We are seeing rising demand
from clients with different
aspects of their own sustainability

Described in Section 4.2.3

transformation journeys; from
more sustainable business
solutions to data platforms

for monitoring, value chain
engagement and upskilling their
employees. Capgemini supports
over 70% of the 200 largest
companies on Forbes Global list,
most of whom have their own
sustainability targets. The most
significant opportunity is around
helping clients to reduce carbon
emissions, which for Capgemini
could lead to enhanced client
relationships and increased

revenues.

c) Risk management and monitoring

For eachidentified risk, an ‘owner’isidentified who is responsible
for managing and monitoring the risk. There are three potential
ways a climate-related risk is managed:

— risks identified with a substantive financial or strategic
impact on our business (in line with the Group Risk criteria)
are included in the Group risk register and monitored and
reviewed at least every six months, including an assessment
of the action plan. In addition, a review of risks takes place
every six months. An up-to-date overview of key risk
exposures and a specific risk strategy for each risk considered
criticalis published annually in the Group Financial Report;

— ifaclimate-related riskis not deemed to be “critical” at Group
level, but falls above the assessment threshold at a country
level, then action plans are drawn up at a country level and
integrated into the Environmental Management System and
local risk registers (where applicable) to be reviewed at least
annually;

— if a risk identified is below the threshold at both country
and Group level, then it is documented in the Environmental
Management System for continued monitoring. In addition,
participants of the annual Group Risk Review evaluate the
interaction between climate risks and other types of risks on
the risk register.

Risk owners are responsible for managing and monitoring these
risks. They define an appropriate risk control plan as well as the
appropriate metrics to monitor the developments. Together with
the sustainability team, scenario analysis is deployed to check
whether the current strategy is sufficiently robust in a range
of future pathways. To start with, we focus on two deliberately
distinct scenarios: one of rapid climate action aligned with a 1.5°C
pathway (aligned broadly with IPCC SSP1 scenario), and a scenario
of climate rejection in which climate action is abandoned causing
a temperature increase of nearly 4°C (aligned broadly with IPCC
SSP3). Ourscenario analysis has been largely qualitative so far, but
we aim to build more quantification into the process during 2023.
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4.2.1.3 Our net zero strategy and program - climate
change mitigation and adaptation policy and
achievements in 2022

Toreach our net zero ambition, Capgemini will continue to accelerate
its carbon reduction program across the biggest operational
impact areas.

Capgemini has also put in place a net zero governance (refer to
Section 4.2.1.1-1).

a) Becarbon neutral by 2025 and becoming a net zero
business

While we recognize currently there is debate on the validity of terms
like carbon neutrality, our own commitment is clear: we will focus
first on reducing our absolute carbonimpacts, with nearand long
term science-based targets that are aligned to SBTi’'s Corporate
Net-Zero Standard.

Given the urgent needto decarbonize, we also want to take steps
to act beyond our own value chain: we are investing in climate
change mitigation measures through solutions that have a positive
impact for the planet, such as high-quality carbon credit projects
(as defined by independent standards). We are also targeting
solutions with wider co-benefits.

Our objective is to be carbon neutral for our own operations
by 2025 and across our supply chain by 2030. By 2040, we want
to be a net zero business.

Analyzing our footprint, we know our biggest operational carbon
impacts result from our business-related travel, the energy use
in our facilities, the commuting of employees to the office, and
from the goods and services we buy; we are committed to driving
efficiency and innovation across these impact areas.

Our new net zero headline targetis to achieve a90% reduction
in greenhouse gas emissions across scopes 1, 2 and 3 by 2040
compared to a baseline of 2019. This sees us significantly raising
our ambition beyond our previous 2030 targets and reflects our
continuing commitment to address climate issues in line with the
latest climate science.

In addition, we have strengthened our near-term (2030)
Scope 3 targets for commuting and business travel to a 55%
reduction per employee against a 2019 baseline (compared to
50% reduction per employee vs 2015).
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Our other previous Scope 1, 2 and 3 targets for 2030 were already
aligned to orinsome cases were more ambitious than the new SBTi
Corporate Net-Zero Standard. Consequently, they remainin place
but with the baselines revised from 2015 to 2019, increasing our

SBTivalidated net zero targets

Category

ambition furtherand ensuring greater transparency and consistency
in our greenhouse gas emissions data after the integration of
Altraninto the Group.

Near term target (2030)

Long term target (2040)
versus 2019 baseline

versus 2019 baseline

Headline (SBTi) targets (£CO,e)
Scope 1 &2 emissions

Business travel emissions
Commuting emissions

Emissions from purchased goods and services

-80% absolute -90% absolute
-90% absolute
-90% absolute

-90% absolute

-55% per employee
-55% per employee
-50% absolute

Supporting targets
Metric

Targets

Share of renewable electricity (offices and data centers)

Share of electric vehicles in Company car fleet

100% in 2025
100% in 2030

To reach our targets, we are taking a range of measures across the organization, and we have unfolded a 10-point transition plan to

address all areas needed to achieve net zero.

OUR 10-POINT PLAN

Lead globally
on sustainability
W

&

\%
Collaborate with clients Qv' @
and partners \,o
(&)
5 8

Transition to 100%
renewable electricity

&,
&
00}, Increase the sustainability
@ * performance of our offices
and data centers
He 5

Empower our people to R R AD T o
help create the sustainable 8 Ou O 0 Reduce travel emissions
future we want NET ZERO through our low carbon

Address the concentration
of carbon in the atmosphere
with carbon avoidance and
removal solutions

Reduce the carbon impact of
our supply chain

b) Achievements relating to ESG priority A - reaching
carbon neutrality by 2025 and becoming a net zero
business

[GRI 302-1]; [GRI 302-2]; [GRI 302-3]; [GRI 302-4]: [GRI 305-1]:
[GRI 305-2]; [GRI 305-3]; [GRI 305-4]; [GRI 305-5]
[SASB TC-SI-130a.1]

The net zero strategy has been translated into action plans and
the following actions have been takenin 2022:

1. Transition to 100% renewable electricity

As a member of the RE100, we are committed to transitioning
to 100% renewable electricity by 2025 and this transition is well
under way.
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digital delivery model

Transition to an electric
vehicle fleet

Reduce the impacts
of employee commuting

In2022, we saw asteadyincrease in renewable electricity consumption
with another 56 sites across 12 countries now consuming 100%
renewable electricity. This brings the total share of renewable
electricity to 87% (versus 53% in 2021).

Capgemini India, our largest energy user, transitioned to 100%
renewable electricity, with around 11,500 MWh generated onssite.
Most of this on-site generated electricity was directly consumed in
our offices, with 400 MWh exported to the grid as we generated
more than we could use. A further 50,000 MWh was purchased
from off-site solar and wind farms through a Power Purchase
Agreement (PPA) and direct supply of renewable electricity from
state utility (green energy utility programs) and the remaining
approximate 28,000 MWh was covered by I-RECs.
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In2022, we increased the on-site renewable energy generating
capacity at our Indian campuses by 2.1 MW and installed another
4,254 solar panels, increasing overall on-site solar capacity to 11.5MW
by end of 2022. On-site solar accounted for 13% of Capgemini
India’s total electricity consumption.

We have also progressively transitioned to utilizing renewable energy
sources for both managed and third party data centers across the
globe, with our Group IT team driving an increased percentage of
renewable energy for their data centers. Consequently, the share
of renewable electricity used at leased and third-party data centers
moved up from 70% in 2021 to 85% in 2022.

2.Increase the sustainability performance of our offices
and data centers

Creating sustainable and energy-efficient workplaces starts with
strong environmental design.

Several flagship buildings across India, France, Germany, Poland,
Spain and Sweden are certified under LEED, IGBC, BREEAM or
equivalent green building accreditations.

Furthermore, our global real estate team developed one of the
first GreenLease frameworks in our sector, which sets out the
selection criteria for newsites. The criteria, which are applied when
choosing buildings as well as renewing leases, include renewable
energy, energy efficiency and energy monitoring, sustainability
accreditation, electric vehicle charging points, and proximity to
public transport.

Throughout 2022, we signed another 13 Green Leases across
Europe, the USA and India, meaning that we now have 18 in place
across the Group. In recognition of our efforts, Capgemini received
the golden recognition at the Green Lease Leaders Award 2022.

Besides the focus on selecting sustainable buildings, we are putting
alotofeffortintoimproving the energy efficiency of our operations.

In 2022, we launched our Energy Command Center (ECC) in
Bangalore enabling us to monitor and manage our energy
consumption across the Group, starting with eight key campuses
inIndia. Itisauniqueinitiative to reduce our own emissions, using
smart technology to optimize the use of resources and to monitor
asset health. The ECC will measure and predict various metrics like
indoor air quality, energy intensity, waterintensity, health of critical
assets, renewable energy generation, and the overall performance
across all energy assets. Since its launch in March 2022, the ECC
has achieved a 29% reduction in energy consumption across
the eight campuses(, making a very significant contribution to
our energy reduction efforts. Going forward, we are planning to
extend the scope of the ECC to monitor and manage sitesin other
geographical areas, and we are also working to deploy on-site
battery storage at key campuses.

In addition to the ECC, various initiatives have helped reduce our
energy consumption, including rationalization of offices, introduction
of new guidelines for office and server room temperatures, the
continued deployment of LED lighting across France, UK and India,
more energy efficient hand dryers across selected sites in the UK
and upgradesto heating, ventilation and air-conditioning systems.
In India, air handling units and air-conditioning equipment have
been replaced or retrofitted to improve the energy efficiency,
which is expected to save 2,000 MWh per year.
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The result of these collective initiatives is that our global office
energy efficiency (kwh/m?) hasimproved by 44% from 160kWh/m?
in 2015 to 90 kWh/m2in 2022, meaning we significantly exceeded
our target for 2022. Covid-19 has played arole in our performance
against this target, and while increased office occupancy rates have
resultedinincreased energy consumption compared to 2021, they
still remain below the historical levels.

Focus on Sustainable IT

The technology powering business today has a significant and
growingimpacton energy use and global carbon emissions. Improving
the sustainability performance of our offices and data centers
requires that we look in-depth at our technology infrastructure
and processes, with a focus on sustainable transformation.

In 2022, Capgemini's Group IT (GIT) launched the GIT Sustainable-IT
journey with a headline target to reduce the IT carbon footprint
per employee by 50% before 2030 (compared to 2021). This
headline target comes with an actionable decarbonization strategy,
governance mechanism, transformational levers, roadmap design
and execution.

Group IT Sustainable-IT transformation roadmap focuses on four
themes:

— reducing IT energy consumption by lowering the in-use
emissions from IT equipment and extending life times —
energy use;

— reducing IT supply chain emissions by lowering embedded
carbon of IT equipment — procured goods and services;

— enabling sustainable IT user behavior by supporting low
carbon and new normal way of working;

— investing into sustainable IT tools and talent for
monitoring, governance, and reduction of footprint.

During 2022, progress was made across five key themes:

— Sustainable PCs and circularity: We have been exploring
the options to extend usable life of PCs and are defining
the optimal lifespan of each device from a sustainability
perspective. Making longer use of appliances means that we
will have to buy less, reducing both the use of raw materials
and the impact of end-of-life treatment. We have also
increased the focus on sustainability in the procurement
selection process, opting for the lowest possible lifetime
carbon footprint and choosing equipment that is designed
for circularity, i.e. recyclable and renewable materials.
Furthermore, we started evaluating options to return
the end-of-use equipment back to Original Equipment
Manufacturers (OEMs), for further reuse/recycling. In 2022
our focus was on actively engaging with our IT suppliers on
the topic of sustainable IT criteria, with a view to progressing
improvement opportunitiesin 2023.

— Sustainable Digital Experience Management: Group IT
invested in a digital experience management solution, along
with a sustainable-IT module, for its enterprise-wide IT
users. This will enable Group IT to monitor endpoint energy
consumption and accordingly enable more efficient power
planstoinfluence sustainable-IT user behaviorthrough policy
interventions, and thereby aim to reduce energy footprint of
enterprise-wide IT users. This will enable Group IT to monitor
and manage IT energy consumption for new normal ways of
working such as work from home/work from office/hybrid
working environment.

(1) Totalenergy consumption reduced by 45% across the eight campuses since 2019, of which 29% is attributable to the ECC.
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— Sustainable Data Centers: Group IT continues to consolidate
and modernize data center environment to private cloud
that has led to reduction in net energy consumption and
carbon emissions. Since the introduction of hyper converged
infrastructure (HCI) in 2017, the net electricity consumption
has reduced by an estimated 3,000 MWh. Furthermore,
as a result of these consolidation and transformation
initiatives, legacy and end-of-usable-life equipment is being
more responsibly managed through e-waste vendors. To
improve the energy efficiency of our data centers we have
implemented a Cooling Optimize System that uses predictive
control algorithms. The system measures temperatures at
different racks as well as key data about the air handling
units. Using this measured data, the system builds an
influence model. For every unitin the data center, the system
understands how it uniguely influences temperatures across
allthe racks. The system uses predictions on how to best keep
the temperature within given boundaries whilst consuming
the least amount of power. We have also been investing in
highly efficient Smart Aisle containment applications, which
continuously monitor the heat load and minimize the amount
of energy consumed to meet the cooling and airflow needs
of the servers. With this new technology, cooling demand
has reduced from 50 TR to 32 TR in server rooms, the
equivalent of a 35% reduction in energy consumption.

— Sustainable Application Portfolio: With an objective
to rationalize and transform the enterprise application
landscape into sustainable application portfolio, Group
IT has initiated an application portfolio transformation
roadmap. The application portfolio is candidate for
decommissioning as a part of planned standardization, cloud
&eco transformation.

— Sustainable-IT Upskilling: In 2022 we launched role-based
multi-level learning pathways for Group IT workforce with a
focus on architecture and engineering roles. This upskilling
will empower Group IT engineers and architects to further
evolve and embed sustainability into our applications and
infrastructure.

3. Reducing business travel emissions through our low
carbon digital delivery model

Asaglobalcompany, business travelisimportant both for building
clientintimacy and strengthening team culture, butitisalsoalarge
contributor both to carbon emissions and air pollution.

In 2019, pre-Covid, 57.5% of our overall carbon footprint was from
employees travelling (29.3% from business travel and 28.2% from
commuting). At the heart of our approach to reduce travelimpacts
isensuring that the first question we askis “do we need to travel?”
And thenif so, how can we make smarter travel choices? Thiswas a
key part of our approach to defining what “our new normal” would
be after Covid restrictions and a key element of our revised Travel
Policy launched last year.

We continued to see the impact of Covid restrictions on travelin early
2022, meaning that in 2022 travel emissions have not rebounded
as much as expected but they were up slightly compared to 2021;
the travel emissions/employeein 2022 were 0.39 tCO,e compared
t0 0.18in 2021 and 1.26 in 2019.

We are focused on preventing travel emissions from returning
to pre-pandemic levels, with annual targets cascaded to each
country by the Net Zero Board, and monthly monitoring of the data
enabling us to take actionin responding to trends more quickly. We
continued to evolve our Carbon Travel Dashboard, a web-based
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reporting tool that enables Capgemini’s client-facing teams to
track and manage both the costs and emissions associated with
business travel. It provides a detailed breakdown of carbon data,
enabling managers and account executives to make informed
decisions to help reduce their teams’ carbon footprint and to
engage directly with their clients on the environmental travel
impacts of engagements. This tool has been available in the UK
for a few years and has now been migrated to a global platform,
enabling deployment across the Group.

4. Transitioning to an electric vehicle fleet

In2021, we stopped ordering pure petrol and diesel vehicles across
our 12,000-vehicle company fleet. This marked the beginning of
our transition to a full electric fleet to be completed by 2030.

To underline our commitment, we joined the EV100, a globalinitiative
bringing together companies committed to switching their fleets
to electricvehicles (EVs) and installing charginginfrastructure for
employees and customers. We have been working on adapting
local car policies and vehicle catalogs to only allow for hybrid and
electric vehicles to be ordered. At the same time, we invested in
extending the number of charging points at our facilities.

To support the deployment of electric vehicles, we increased the
number of charging points in countries with lease cars from 213
in 2021 to 316in 2022 with an aim to install a further 200 in 2023.
InIndia, which does not offer lease cars, 560 charging points were
installed across oursitesin 2021 and 2022 to help support people
to transition to electric for their private vehicles. The share of
EVs — battery-powered electric vehicle (BEVs) and plug-in hybrid
electric vehicles (PHEVs) in our fleet increased from 17.5% at the
end of 2021 to 24% by November 2022.

5. Reduce the impacts of employee commuting

Animportant focus throughout 2022 has been on understanding
new patterns and routines around commuting, and how these
have evolved since the pandemic. In late 2022, we conducted our
fourth global commuting survey, for the first time focusing not
only on travelinto the office, but also the impacts associated with
home workingi.e. from heating, cooling, lighting and powering IT
equipment and kettles. Whilst we have estimated the impacts of
home workingin the past, the survey responses thisyear from over
49,000 employees (14% of our headcount) have given us a much
richerview of peoples’ habits and home environments, how much
they heat or air condition theirhomes, how much renewable energy
is used and so on. These insights will help us evolve our strategy
and ensure that the hybrid working model we have deployed
continues to deliver emission reductions.

2022 saw anincrease in commuting emissions compared to 2021 as
employees gradually started returning to Capgemini offices again.
Covid-related restrictionsin the first half of the year continued to
hold emissions below the expected level for 2022, with commuting
emissions per employee down 62% vs 2019.

To support employees to return to work in the most sustainable
way possible, we have a range of initiatives at a country level. For
example, in Germany thereisastrong focus on supporting cycling to
work. The Munich and Ratingen offices received asilver certificate
and the Berlin office a gold Bike Friendly Office certificate, as
part of an EU-wide certification scheme developed by Bike2Work
and co-funded by the EU Intelligent Energy Europe Program.
Capgemini Germany has planned for more sites to be certified in
2023. Capgemini Poland ran a “Tour De World” Cycling Challenge
in 2022, with over 800 cyclists collectively cycling the equivalent
of seven times around the world.
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In France, Capgemini is encouraging sustainable commuting and
provides an annual budget to employees who bike to the office.
Similarly, in the UK a cycle to work scheme makes it easier and
cheaper to purchase a bicycle or e-bike and accessories. Also,
in November 2022, Capgemini France started to deploy an app
enabling employees of the Paris and Lyon office to easily rent an
e-bike. More French offices will follow in 2023.

Capgemini Netherlands has a comprehensive mobility program
focused on incentivizing employees to make more sustainable
choices, including a flexible mobility budget to give employees
more freedom and control over their travel decisions, a lease
arrangement and mobility dashboard (tracked through telematics)
to incentivize fuel efficient driving, free rail travel (including
evenings and weekends) and support for the purchase of bicycles
and eBikes. In India, we are focused on supporting employees to
transition to EVs, with 560 EV charging pointsinstalled across India
and employees allowed to charge their personal vehicles free of
charge (up to 500km a month) between Apriland December 2022.
In addition the provision of ride sharing apps make it easier for
employees to travel with colleagues to the Capgemini office.

6. Reducing the carbon impact of our supply chain

Since the setting of a 50% carbon reduction target for procured
goods and services, our efforts have concentrated around improving
our ability to measure carbon emissions and on engaging with
suppliers on carbon reduction.

Like most companies, we started out using spend-based emission
factors (from ADEME, US EPA and the UK Government) to identify
the hotspots within our footprint and areas where we should
prioritize engagement efforts. Our priority throughout 2020 and
2021 hasbeenonimproving accuracy of this data where possible.
For example, we created a bespoke emission factor for external
contractors and professional services, based on an insight that
working patterns and carbon emissions associated with external
resources are closer to Capgemini’s own patterns than they were
to a spend-based average. We also started collecting emission
datadirectly from our top emitting suppliers and moving forward
we will gradually incorporate those into ouraccounting, replacing
the spend based methodology with data directly from our value
chain. We are currently looking into our future tooling to record
the wealth of information and to help measure the emissions more
precisely going forward.

In June 2021, a letter from our Group Chief Executive Officer and
Group Chief Procurement Officer went out to tens of thousands
of suppliers covering 99% of our spend. The letter explained
Capgemini's net zero ambition and our suppliers were asked to put
sustainability and carbon reduction high on their agenda too. We
want suppliers to share our commitment to transparency, bothin
terms of reporting their carbon emissions andin being open about
progressin reducing carbon. We are also looking for opportunities
to collaborate with suppliers oninitiatives to furtherimprove the
sustainability of the goods and services that they are providing.
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Early 2022, Capgemini CEO Aiman Ezzat elaborated on Capgemini'’s
net zero strategy and supplier engagement program during the
2022 Supplier Day event with all key suppliers. Later in the year,
we hosted two CPO exclusive round tables, in Europe and in
India, to explain our sustainability vision and expectations. These
roundtables were followed up with workshops on collecting
information on emissions, targets and low carbon roadmaps, as
well as the identification of opportunities for collaboration and
co-innovation towards impactful carbon emission reduction actions.

At the end of H1, we have reached out to the first set of key
suppliers (representing 21% our total spend and 36% of the
scope 3.1 purchased goods & services emissions) to engage with
them on the topic of net zero emissions, through data collection
forms, interviews and discussions on their decarbonization plans.

We launched our Net Zero Contract program in July 2022, to
collect carbon data and climate action plans from our top emitting
suppliers. We ask for their commitments to 1) set science-based
targets, 2) to report annually on the carbon emissions allocated
to the goods and services they sell to us, 3) to share an annual
update of their decarbonization action plans and 4) to provide a
forward-looking view of how they are reducing emissions from
their products and services.

AlLRFPs launched since July have this Net Zero Contract approach
asamandatory requirement for participants, requiring suppliers
to commit to decarbonization in line with a 1.5°C pathway.
Major purchasing categories such as laptops, office furniture, IT
network, storage, backup and compute, have initiated or concluded
RFP processes, for close to €200 million of our spend among our
highest carbon emitting categories.

Ourengagement program has allowed us to highlight to our supplier
base that a science-based approach to address climate change is
a key criteria for Capgemini to award contracts.

Throughout 2022, we have been working on training for buyers,
educating them on our sustainable procurement methodology
and on defining specific actions plans for individual procurement
categories as well as the Net Zero Contract strategy.

All Category Managers of those purchasing categories with the
highest carbon emissions (IT Hardware and infrastructure, Real
Estate and Facility Management, Energy, Travel and Mobility) have
beenindividually trained, representing close to 45% of our spend,
and the vast majority of our Scope 3.1 related emissions. Getting
to net zero requires close alignment between all functions of the
Company for maximum impact. We will also develop communication
packages to raise awareness amongst our stakeholders so they
understand the impact of their choices and their decisions on
volumes to purchase.

2023 will be about industrializing data collection from our supply
base and other sources to gradually phase out spend-based emission
factors, as well as extending coverage of our Net Zero Contract
and implementing tangible carbon emission intensity reductions
actions with our first-tier vendors.
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7. Address the concentration of carbon in the atmosphere
with carbon avoidance and removal solutions

In 2022, we made initial investments to support projects and
initiatives that have, or will earn, high-quality carbon credits.
We evaluated numerous opportunities to understand relevant key
criteria, for example, their additionally, permanence, potential
leakage, conservativeness, integration with local communities
and co-benefits. Our program will support a mix of projects that
both avoid new greenhouse gases entering the atmosphere (e.g.
avoided deforestation and improved cookstoves) and projects
that remove them (e.g. afforestation). Avoiding new emissions
into the atmosphere will be particularly important over the next
decade and these projects represent the majority of the credits
currently available.

Over time our program willincreasingly support removal projects
as more opportunities become available and opportunities for
avoiding emissions reduce. Ourinitial focus will be on nature-based
solutions because of the availability and co-benefits but we are aware
of the limitation of sequestering carbon in the biosphere and the
availability of land. We therefore intend to explore opportunities
in new technologies for more permanent removal-based solutions
such as Direct Air Capture and Storage, which will be necessary
globally to hit 1.5°C.

We joined the LEAF (Lowering Emissions by Accelerating Forest
finance) Coalition whose goalis to halt deforestation by financing
large-scale tropical forest protection. Tropical deforestation is
one of the largest emitters, accounting for nearly 10% global CO,
emissions. LEAF aims to support jurisdictions at scale to reduce
deforestation with emissions reductions certified by the ART/
TREES standard.

As we ramp up to reach our target to be carbon neutral by 2025,
in parallel with focusing on reducing our operational emissions,
our target for 2022 was to keep net operational emissions at no
more than 45% of 2019 levels. We achieved this through delivering
a 53% reductionin operational emissions and retiring 20,883 carbon
credits from four projects. All the credits were issued and certified

through either the Verified Carbon Standard or Gold Standard with
10% from removals projects and 90% avoidance:

— Gyapa Cook Stoves, Ghana - This project introduces families
in Ghana to an efficient cookstove, that cooks food more
quickly, requires nearly 50% less fuel and is less smoky.
The stove not only cuts carbon emissions, but also reduces
exposure to toxic fumes. Reducing the amount of wood
used for cooking saves families as much as $100 dollars
annually, while protecting Ghana's tree cover. The project
provides training and employment to 180 local metalworkers
and ceramists and distributes through a network of over
600 local retailers.

— Miaoling Afforestation Project, China — Native tree species
have been planted on 30,169 ha of barren land, aiming
to achieve ecological afforestation and reversal of rocky
desertification in close collaboration with local communities.
To ensure permanence, commercial logging is forbidden in
the project area.

— Rimba Raya, Indonesia — This project is working to protect
around 160,000 hectares of tropical rainforest and peat
swamp. The project area is home to over 350 species of bird,
122 species of mammal and 180 tree species. More than
90 are endangered, including the Bornean orangutan. The
project also generates a wide variety of social outcomes
including funding community enterprises such as boat
building, generating local employment such as field patrols
and fire brigade and forest guides. A floating health clinic
provides medical care to remote villages, and safe water
filters and solar lighting supports schools and homes. The
project was the first to have co-benefits certified under the
SD Vista standard and is contributing to all 17 SDGs.

— TIST Program, India - The project encourages small groups
of subsistence farmers to improve their local environment
and farms by planting and maintaining trees on degraded
and/or unused land. Carbon credit sales generate participant
income and provide project funding to address agricultural,
HIV/AIDS, nutritional and fuel challenges.

Project Co-benefit Number of
Project Name Location Category Project Type Standard Standards credits
TIST (The International Small Group  India Removal Afforestation VCS CCB 500
& Tree Planting Program)
Miaoling Afforestation China Removal Afforestation VCS cCB 1,500
Rimba Raya Indonesia  Avoidance  Avoided Deforestation VCS CCBand 17,883

SD Vista

Gyapa Cook Stoves Ghana Avoidance  Improved Cookstoves  GS GS 1,000
TOTAL 20,883 v

VCS = Verified Carbon Standard; CCB = Climate, Community and Biodiversity; SD Vista = Sustainable Development Verified Impact Standard; GS = Gold Standard.
v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.
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8. Empowering our people to help create the sustainable
future we want

Skill up for a sustainable Future: To support our commitment to
accelerating the knowledge and understanding of our sizeable
workforce on sustainability, in 2022, we launched our ‘Skill Up for
aSustainable Future’ campaign on Earth Day, April 2022. This was
followed by the launch of our Virtual Sustainability Campus, with
accredited learning programs on World Environment Day June 2022.

Tech for Positive Futures-solutions for the planet: We also run
regular sustainability focused hackathons and challenges which
require employees to adapt their skillsin practical ways to address
a sustainability challenge. Our 2022 Capgemini TeCH4Positive
Futures Challenge encouraged employees to addressissues beyond
climate mitigation to target solutions aimed at protecting our
biodiversity and reducing reliance on the earth’s resources (refer
to Section 4.3.3.1).

9. Collaborate with clients and partners

We are committed to working with our clients, partners, start-ups and
NGOs to find solutions to major systemic challenges, participating
in conversations to drive innovations and new ways of working.
Since joining the Race to Zero campaign as a founder member in
2020, we have extended our memberships and collaborations. In
2021, our CEOjoined the World Economic Forum’s Alliance of CEO
Climate Leaders, a global community of Chief Executive Officers
formed to catalyze action across all sectors. We also joined the
World Economic Forum (WEF) 1trillion trees movement, committing
to plant 20 million trees by 2030.
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Through our memberships of the RE100 and EV100, we are
collaborating with other members to send a powerful signal to
markets and governments about the need for a rapid transition
to both renewable electricity and electric vehicles. We also joined
the European Green Digital Coalition, a group of technology
leaders aiming to ensure technology is a key driver in addressing
sustainability issues.

Read more about how we collaborate with our clients in the next
Section, achievements against priority B — helping our clients
reduce their carbon emissions.

10. Lead globally on sustainability

Capgemini has a longstanding commitment to environmental
sustainability, with a strategy that focuses on managing and reducing
our own environmental impacts, whilst deploying our expertise
in technology, engineering, and business transformation to help
clients address their own sustainability challenges.

In2022, we refined our net zero targets to align with the Corporate
Net Zero Standard of the Science Based Initiative and we were
amongst the first companies to have our targets approved.

Our efforts and performance have been rewarded with a position
on CDP's A list of companies leading on climate action, and the
award of Platinum status from sustainability ratings provider
EcoVadis. For the complete overview of awards and recognitions,
please refer to Section 4.6.5.
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c) Climate change mitigation and adaptation performance in 2022
[GRI302-1]; [GRI 302-2]; [GRI 302-3]; [GRI 302-4]; [GRI 305-1]; [GRI 305-2]: [GRI 305-3]; [GRI 305-4]; [GRI 305-5]
[SASB TC-SI-130a.1]

The data tables below show the environmental sustainability  The 2022 figures are still slightly distorted by the Covid restrictions

performance in 2022 of Capgemini group. inthe first months of the year. The reported decrease in emissions
versusthe baselineis therefore notsolely the effect of our carbon
reduction measures.

Carbon emissions by scope

% change % change

Metric Unit 2019 2021 2022 vs 2019 vs 2021
Scope 1 Data Center Energy tCO,e 36 26 24 -33% -9%
(natural gas, diesel)
Office Energy (natural gas, diesel) tCO,e 7,115 3,834 3,155 -56% -18%
F-Gas tCO,e 5,430 7,074 4,583 -16% -35%
Total Scope 1 tCO,e 12,580 10,935 7,762 ¥ -38% -29%
Scope 2 Data Center Energy tCO,e 0 0 0 - % -%
(electricity, heating, cooling)
Office Energy tCO,e 140,056 52,457 12,427 -91% -76%
(electricity, heating, cooling)
Total Scope 2 tCO,e 140,056 52,457 12,427V -91% -76%
Scope 2 Data Center Energy tCO,e 3,151 2,309 1,781 -43% -23%
Location (electricity, heating, cooling)
based Office Energy tCO,e 168,570 76,638 76,781 -54% %
(electricity, heating, cooling)
Total Scope 2 tCO,e 171,721 78,947 78,563 -54% - %
Scope 3 Purchased goods and services tCO,e 300,565 332,977 406,035 35% 22%
Data Centers (Third party managed)  tCO,e 3,545 3,360 2,039 -42% -39%
Office Energy (T&D losses) tCO,e 23,327 10,023 10,810 -54% 8%
Data Center Energy (T&D losses) tCO,e 1,322 910 672 -49% -26%
Waste tCO,e 502 776 631 26% -19%
Business Travel tCO,e 336,923 53,398 138,121 -59% 159%
(incl. Company car travel)
Employee commuting (including tCO,e 313,210 155,605 221,725+ -29% 42%
working from home emissions)
Water emissions tCO,e 1,974 262 325 -84% 24%
Total Scope 3 tCO,e 981,367 557,311 780,357 ¥ -20% 40%
TOTAL EMISSIONS tCO,e 1,134,003 620,702 800,546 -29% 29%
Operational total emissions tCO,e 833,438 287,725 394,512 -53% 37%
Carbon credits retired tCO,e 20,883V
Net emissions tCO,e 1,134,003 620,702 779,663 -31% 26%

Scope: Capgemini group.
v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.
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Detailed explanation

Emissions reported for previous years have changed since our last
report for the following reasons:

— three new countries (Austria, Hungary, and New Zealand)
have been onboarded on the carbon accounting system.
In addition to this, data for small acquisitions in Australia &
New Zealand have beenincorporated. To ensure year on year
comparability, data for all years has been updated;

— data for additional third-party managed data centers
supporting our Group IT functions has been reported for the
first time in 2022, and we have also expanded the scope of
our e-waste reporting to include additional countries. Data
from 2019 to 2021 has also been updated to reflect for the
same;

— from 2022, emissions from data centers that are managed
by third parties are reported under 3.1 purchased goods &
services as they are not under the Company’s operational
control. This change has been made to all years to ensure
year on year comparability and is shown in the table as a
separate line for full transparency;

— the figures for purchased goods and services for 2019 and
2021 have been updated since they were published in the
Group Environment Report 2021-2022, due to identification
of more appropriate emission factors for some categories of
spend;

— we have received updated information for some countries
and corrected minor errors while reprocessing the data for
the above.

Scope 1 emissions relate to direct emissions from buildings or
assets—for Capgeminithisincludes fuel consumption and fluorinated
gas (F-gas) used in air conditioning units of the offices and data
centers under the Company'’s operational control.

Scope 2 emissions are emissions associated with the consumption
of purchased electricity, heat, or steam. The reduction in our
Scope 2 emissions is the result of a significant increase in the use
of renewable electricity. Scope 2 electricity emissions have been
calculated using the GHG Protocol’s “market-based” approach in
the main body of the table and in the aggregated emissions totals,
with the alternative method of (ocation-based emissions detailed.
Details of the methodology are provided in methodology Section.

Scope 3 emissions are indirect greenhouse gas emissions (not
included in scope 2) that occur in the value chain. For Capgemini,
relevant GHG Protocol emission categoriesinclude 3.1 purchased
goods and services, 3.3 fuel- and energy-related activities (not
includedinscope 1 orscope 2), 3.5 waste management, 3.6 business
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travel, 3.7 employee commuting (including working from home)
and emissions associated with water supply and treatment.
Category 3.1 also includes emissions associated with 3.2 capital
goods and 3.4 upstream transportation and distribution as there
is not currently a satisfactory way of separating these emissions.

Other Scope 3 categories have been evaluated according to the
GHG Protocol criteria, focusing particularly on the size of emissions,
the level of stakeholderinterest and our ability to influence these
emissions, and have been determined as not relevant. Until 2021,
the emissions from energy and refrigerants of all data centers
were reported in Scope 1 & 2. Over the last few years, Capgemini
has transitioned from having a majority of leased data centers to
having a majority of third party managed data centers.

As recommended by the GHG Protocol, emissions of F-gas not
covered by the Kyoto Protocol such as chlorofluorocarbons (CFCs)
are notreported as Scope 1 emissions and are therefore notincluded
above. These F-gas emissions are, however, captured with avalue
of 684 tons of CO,e for 2022.

Emissions from purchased goods and services have increased
compared to 2021. As our calculation methods are mostly based
onspend-based emissions factors which largely remain static year
on year, the increase in spend is the main driver of the increase
in emissions, with inflation partly responsible for that increase.

Our business travel emissions have been calculated including the
impact of radiative forcing for air travel and we have also accounted
for hotel emissions. We also include company cars within the
business travel category, as they are not owned or leased directly
by Capgemini but by employees. Not all companies in our sector
take this approach so direct comparisons should be made with
appropriate awareness and caution.

Business travel emissions in 2022 increased compared to 2021
due to partial easing of the Covid-19 restrictions. We expect there
may be further rebound in 2023 as some restrictions were still in
place in the first half of 2022 though with close monitoring and
strict management, the emissions are not expected to return to
pre-Covid levels.

Employee commuting emissions have been recalculated for 2019 to
2021 to ensure alignment with the latest calculation methodology
of the 2022 emissions.

Emissions from employee commuting have increased compared to
previous year as more employees have started working in the office
following the easing of Covid-19 restrictionsin 2022 (especially in
India, which accounts for more than half of the headcount).

Operational emissionsinclude all emissions sources from the table
above except the line 3.1 Purchased goods and services.
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Carbon intensity

% change % change
Metric Unit 2019 2021 2022 vs 2019 vs 2021
Operational emissions per employee tCO,e/head 3.12 0.97 113 -64% 16%
Total emissions per employee tCO,e/head 4.24 2.10 2.29V -46% 9%
Total emissions per revenue tCO,e/million euros 80.28 3418 36.40 -55% 6%

Scope: Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

Operational emissions include all Scope 1 and 2 emissions and
all Scope 3 emissions associated with energy use, 37 party data
centers, business travel, employee commuting, working from
home, waste and water. Other purchased goods and services
emissions are excluded.

The peremployee calculationis based on the average headcount for
each calendaryear. The headcount used to calculate the “emissions
per head” differs from the headcount data included elsewhere in

Net zero performance indicators

the reportasitincludes headcount of our acquisitions for all years
starting from 2019. This approach is taken as it enables a much
more consistent and more accurate comparison of year-on-year
emissions per head.

Employee emissions/employee increased compared to 2021 asthe
Covid restrictions were lifted and it was possible to work from the
office and to travel again. Due to our hybrid way of working, the
emissions have not rebounded to pre-Covid levels.

% change % change
Headline (SBTi) targets Unit 2030 target 2019 2021 2022 vs 2019 vs 2021
Scope 1 & 2 emissions tCO,e -80% 152,636 63,392 20,189+ -87% -68%
Business travel/employee tCO,e/head -55% 1.26 0.18 0.39V -69% 119%
Commuting emissions/employee tCO,e/head -55% 1.09 0.12 0.41+ -62% 258%
Purchased goods & services tCO,e -50% 300,565 332,977 406,035 35% 22%

Scope: Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

Asnoted previously, the impact of Covid-19 restrictions continued to
affect our business travel and commuting emissions per employee
both in 2021 and the first half of 2022.

The commuting emissions/employee figures reported here are
aligned to the SBTi target methodology and therefore excludes
the impact of working from home.

% change
Supporting targets Unit Target 2021 2022 vs 2021
Share of renewable electricity % 100% in 2025 53.1% 87.3+ 64%
Percentage of EV fleet % 100% in 2030 17.5% 24.0% 37%

Scope: Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.
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The share of renewable electricity has been restated for 2019 and 2021 to exclude the impact of third party managed data centers.
For full transparency we disclose this data point in the table below.

Energy
% change % change
Metric Unit 2019 2021 2022 vs 2019 vs 2021
Office Diesel/Gas QOil MWh 9,280 3,043 2,833 -69% 1%
District Cooling MWh 2,411 1,072 1,503 -38% 40%
District Heating MWh 7,079 10,541 10,516 49% -%
LPG MWh 3,417 130 539 -84% 315%
Natural Gas MWh 21,596 16,393 12,543 -42% -23%
Non-Renewable Electricity MWh 205,841 80,881 22,508 -89% -712%
Renewable Electricity (Onsite) MWh 7,739 7,645 11,725 52% 53%
Renewable Electricity (Purchased) MWh 72,904 71,955 133,059 83% 85%
Total Office Energy Use MWh 330,266 191,660 195,225 -41% 2%
% Electricity from Renewables % 28% 50% 87%
Office energy usage per area MWh/m? 0.14 0.08 0.09V -35% 10%
Data Centers Diesel/Gas Qil MWh 140 103 94 -33% -9%
(Leased) Natural Gas MWh - - -
Non-Renewable Electricity MWh - - -
Renewable Electricity MWh 13,445 12,046 10,443 22% -13%
Total Data Center Energy Use MWh 13,585 12,149 10,537 -22% -13%
% Electricity from Renewables % 100% 100% 100% -% -%
Total Energy MWh 343,851 203,809 205,761V -40% 1%
Use % of Total Electricity from Renewables % 31.4% 53.1%  87.3%V
% of Total Energy from Renewables % 27.4% 45.0% 75.4%
Data Centers Diesel/Gas Oil MWh 189 215 152 20% 29%
f::;;dgzz;ty Natural Gas MWh 30 14 10 -66% 27%
Non-Renewable Electricity MWh 28,753 20,974 7,968 -12% -62%
Renewable Electricity MWh 45,233 37,823 36,477 -19% -4%
Total Data Center Energy Use MWh 74,205 59,027 44,607 -40% -24%
% Electricity from Renewables % 61% 64% 82%

Scope: Capgemini group.
v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

“Renewable Electricity” denotes all renewable electricity purchased  Asnoted above in the GHG emissions by Scope table, the majority
atrenewable energy tariffs or through renewable energy certificates  of our data centers have transitioned from being leased to being
and the amount of energy generated on-site in e.g. India through  third party managed. For full transparency, we report the energy
solar photovoltaic panels. “Other electricity” means purchased  consumption associated with both above but to ensure alignment
electricity generated from other sources (nuclear or fossil fuels).  with RE100 we have excluded third party data centers from the Total

Energy Consumption and the % electricity/energy from renewables.
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4.2.1.4 Climate change mitigation and adaptation
revenues, capital expenditures and
operating expenses (EU Taxonomy)

a) Context

The EU Taxonomy Regulation Mis a key component of the European
Commission’s action plan on sustainable finance to redirect capital
flows towards a more sustainable economy. It represents an
important step towards achieving carbon neutrality by 2050 as
the EU Taxonomy is a classification system for environmentally
“sustainable” economic activities.

As a group subject to the obligation to publish non-financial
information pursuant to Article 29a of Directive 2013/34/EU,
Capgemini falls within the scope of Art. 8 EU Taxonomy Regulation.
We are obliged to disclose information on how and to what extent
our activities are first “eligible”, i.e., included in the restricted list
of activities published by the EU Taxonomy. Taxonomy-“eligible”
economic activity means an economic activity that is listed and
described in the delegated acts irrespective of whether that
economic activity meets any or all of the “environmental” criteria
laid down in those delegated acts.

Secondsuch eligible activity is considered to be Taxonomy-“aligned”,
i.e., classified as environmentally sustainable if it makes a significant
contribution to one or more of the environmental objectives
by being compliant with defined “technical screening criteria”
established by the EU Commission through delegated acts. At
the same time, such economic activity must not significantly harm
any of the other environmental objectives. The environmental
objectives defined in the EU Taxonomy Regulation are as follows:
climate change mitigation, climate change adaptation, sustainable
use and protection of water and marine resources, transition to
a circular economy, pollution prevention and control, protection
and restoration of biodiversity and ecosystems. Furthermore,
theses economicactivities must be carried outin compliance with
minimum social safeguards.

Capgemini’s services or offers considered as

So far, technical screening criteria have been established for the
first two objectivesin the Climate Delegated Act @, and therefore
the EU Taxonomy reporting is limited to these two objectives.

Forthe reporting period 2021, the Art. 8 Delegated Act® requested
limited disclosures only, i.e. the proportion of Taxonomy-eligible in
ourtotal turnover, capital expenditure and operational expenditure
for the first two environmental objectives only (climate change
mitigation and climate change adaptation). Therefore no comparative
information need to be disclosed for the reporting period 2022.

When referring to “chapters” in this Section 4.2.1.4, we do not
refer to other Sections of the URD but to the chapters of the EU
Taxonomy Regulation.

b) Taxonomy listed activities applied to Capgemini

We have examined all taxonomy-eligible economic activities
listed in the Climate Delegated Act based on our activities in the
professional IT services market andin the engineering, research and
development market. The Climate Delegated Regulation focuses
first on those economic activities and sectors that have the greatest
potential to achieve the objective of climate change mitigation,
i.e., the need to avoid producing greenhouse gas emissions, to
reduce such emissions or to increase greenhouse gas removals and
long-term carbon storage. The sectors covered notably include
energy, selected manufacturing activities, transport and buildings.

After a thorough review involving all relevant business lines and
functions, we concluded that the Capgemini activities covered by
the Climate Delegated Act and consequently Taxonomy-eligible
can be summarized as follows:

For the climate change mitigation (“CCM") objective,
as described in Annex 1 to the Climate Delegated Act

As per Chapter “8.1 Data processing, hosting and related activities”.
Capgeminiisdelivering data processing services forits clientsin the
Cloud, orin data centers either owned by the client, in colocation
centers orin our own data centers.

Taxonomy-eligible to 8.1 (CCM)

Taxonomy- aligned to 8.1 (CCM)

For the purpose of Taxonomy-eligible
reporting, we only consider the data
services we can allocate to our owned and

For the purpose of taxonomy-aligned reporting, we collect information related to our
owned or co-located data centers related to:

— implementation of all relevant practices listed as “expected practices” in the most
recent version of the European code of conduct on data center energy efficiency;

— verification by an independent third-party at least every 3 years;

— global warming potential (GWP) of refrigerants used in the data center cooling
system below 675.

co-located data centers.

their greenhouse gas emission reduction. Such projects typically
address our clients’ operations, manufacturing, supply chainorIT.

As per Chapter “8.2 Data-driven solutions for greenhouse gas
emissions reductions”, in the form of projects where we support
our clients in designing and implementing solutions aiming at

(1) Regulation (EU) 2020/852 on establishing a framework to facilitate sustainable investments and amending Regulation (EU) 2019-2088.

(2) Commission Delegated Regulation (EU) 2021/2139 supplementing Regulation (EU) 2020/852 by establishing the technical screening criteria for determining the conditions
under which an economic activity qualifies as contributing substantially to climate change mitigation or climate change adaptation and for determining whether that
economic activity causes no significant harm to any of the other environmental objectives.

(3) Commission Delegated Regulation (EU) 2021/2178 supplementing Regulation (EU) 2020/852 by specifying the content and presentation of information to be disclosed by
undertakings subject to Articles 19a or 29a of Directive 2013/34/EU concerning environmentally sustainable economic activities and specifying the methodology to comply
with that disclosure obligation.
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Taxonomy-eligible to 8.2 (CCM)

Taxonomy- aligned to 8.2 (CCM)

For the purpose of Taxonomy-eligible
reporting we consider the client projects
where we implement offers that mainly
aim at addressing sustainability issues and
more specifically related to reduction or
avoidance of GHG emissions.

For the purpose of Taxonomy-aligned reporting we consider the client projects meeting
the following technical screening criteria:

— the solutions are predominantly used for the provision of data and analytics
enabling GHG emission reductions;
— where an alternative solution is available, demonstration of lifecycle GHG emission

savings compared to the best alternative.

We consider that the first condition requires that project related carbon savings are
estimated following agreed method.

The second conditionis not applicable as Capgemini always delivers client specific solutions.

As per Chapter “9.1 Close to market research, development and
innovation”, activities in the form of projects where we support
our clients in designing and implementing sustainable products
and services. In 2022 we do not report any such project.

For the climate change adaptation (“CCA") objective

Asdescribedin Annex 2 to the Climate Delegated Act, only activity
describedin Chapter “9.1 Engineering activities and related technical
consultancy dedicated to adaptation to climate change”, activities
inthe form of projects where we help our clients model and adapt
to the climate risks and impacts, could be applicable to Capgemini.
In 2022 we do not report any such project.

c) Details on Taxonomy Key Performance Indicators (“KPIs")
Eligible and aligned revenues

From the analysis of the EU Taxonomy list of activities, it can be
concluded that Capgemini's revenues are to a large extent Taxonomy
non-eligible (i.e., notin scope of the EU Taxonomy Regulation), and
consequently not aligned, because our main economic activities
are notidentified as a materially relevant source of emissions and
therefore mainly not covered by the Climate Delegated Regulation
to date.

The proportion of Taxonomy-eligible or aligned economic activities
in our total revenues has been calculated as the portion of net
revenue derived from services associated with Taxonomy-eligible
or aligned economic activities (numerator) divided by the net
revenues (denominator), in each case for the financial year from
1.1.2022 to 31.12.2022.

The denominator of the revenues KPIs is based on our Group
consolidated net revenues in accordance with IAS 1.82(a) and
amounts to€21.995 millionin 2022 (see Note 6 to the consolidated
financial statementsdisclosedin the Section 5.2 of thisdocument).
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The determination of the eligible revenue of the activity “8.1 Data
processing, hosting and related activities”, has been performed
by reference to the relevant offers in the segment “Portfolio of
services” tracked in our Global Financial System (GFS) by the Global
Business Line cloud infrastructure services. As none of the data
centers analyzed complies with all of the above listed technical
screening criteria, we are notin a position to report aligned revenue.

The determination of the eligible revenues of the activities
“8.2 Data-driven solutions for greenhouse gas emissions reductions”
and "9.1 Close to market research, development and innovation”
is based on a list of client projects and their tagging to Group
offers that aim at reducing the client’s operations or products
GHG emission. These offers are tracked in our sales reporting
system and the related revenue has been estimated based on the
contractual and operational information reported there as well.
We have started to work on a methodology, process and tool to
assess the carbon savings resulting from these projects that we
enable our clients to generate. The full implementation of this
carbon savings assessment process is however subject to the
availability of reliable data (including client and partner data)and a
reasonable number of use cases to make sure our estimations are
robust enough. We do not consider that in 2022 such robustness
has been achieved yet.

Consequently, for the financial year 2022, the proportion of
Taxonomy-eligible revenues amounts to 2,8% of our Total
consolidated revenues, based on €619 million of net consolidated
revenues derived from Taxonomy-eligible economic activities (as
definedinthetable above) and the proportion of Taxonomy-aligned
revenues amounts to 0% of our total consolidated revenues given
that we do not meet the respective technical screening criteria.
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The breakdown of our Taxonomy-eligible and Taxonomy-aligned revenues KPIs by economic activity is presented in the table below:
TABLE 1 -Turnover

Proportion of turnover from products or services associated with Taxonomy-aligned economic activities—disclosure coveringyear N

Substantial contribution criteria

Proportion Climate Climate Water and Biodiversity
Absolute of change change marine Circular and
Economic activities Code(s) turnover turnover mitigation adaptation ressources economy Pollution ecosystems

In millions
of € % % % % % % %

A. TAXONOMY-ELIGIBLE
ACTIVITIES

A.1. Environmentally
sustainable activities
(Taxonomy-aligned)

Turnover of environmentally
sustainable activities
(Taxonomy-aligned) (A.1) 0 0% 0% 0% 0% 0% 0% 0%

A.2 Taxonomy-Eligible
but not environmentally
sustainable activities
(not Taxonomy-
aligned activities)

8.1 Data processing,
hosting and related
activities 8.1 497 2%

8.2 Data-driven solutions
for greenhouse gaz
emissions reductions 8.2 122 1%

Turnover of Taxonomy-

eligible but not

environmentally sustainable

activities (not Taxonomy-

aligned activities) (A.2) 619 3% 0% 0% 0% 0% 0% 0%

Total Turnover of Taxonomy
eligible activities
(A.1+A.2)=(A) 619 3% 0% 0% 0% 0% 0% 0%

B. TAXONOMY-NON-
ELIGIBLE ACTIVITIES

Turnover of Taxonomy-
non-eligible activities (B) 21376 97%

TOTAL (A +B) 21995 100%

For activities listed under A2, the columns dealing with substantial contribution criteria, DNSH criteria and minimum safeguards may be filled in on a voluntary basis by
non-financial undertakings.
Non applicable for the 2022 reporting (1st year of full reporting).
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DNSH Criteria Taxonomy Taxonomy Category
aligned aligned (enabling
Climate Climate  Water and Biodiversity proportion proportion activity or
change change marine Circular and Minimum | ofturnover | ofturnover transitional
mitigation adaptation ressources economy Pollution ecosystems safeguards Year N Year N-1 activity)
Y/N Y/N Y/N Y/N Y/N Y/N y/N % % E/T
0% n/a
T
E
0%
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Eligible and Aligned CapEx

We have analyzed the existence of CapEx directly associated
with the above eligible and aligned activities of the Group. The
investments in our fully managed data centers or in co-located
data centers are not material in 2022. As regards activities under
chapters 8.2 and 9.1, these are client projects that do not lead to
CapEx which could be directly attributed to them.

Allocating our overall CapEx to the eligible or aligned activities is
considered not material and not relevant.

We have identified activities resulting in CapEx which can be
considered as individually eligible or aligned activities. We have
considered as Taxonomy-eligible or aligned, CapEx related to this

Capgemini’s investments considered as

category when the purchased output orindividual measure meets
the description of its respective economic activity, e.g., purchase
of output from a Taxonomy-eligible or aligned economic activity.

And we have considered in these categories the assets we own
(legal ownership) as well as the assets we rent as lessee (economic
ownership).

Consequently, our individually eligible or aligned CapEx can be
summarized as follows:

As per Chapter “6.5 Transport by motorbikes, passenger cars and
light commercial vehicles”, our fleet of vehicles and notably leased
company cars:

Taxonomy-eligible to 6.5 (CCM)

Taxonomy- aligned to 6.5. (CCM)

All our new cars acquired or leased (incl.
renewal of lease contracts) in 2022
irrespective of the level of GHG emissions of
those vehicles

Only the new cars acquired or leased in 2022 which comply with:
Substantial contribution criteria

For vehicles of category M1 and N1 (light motor vehicles), specific emissions of CO, are

lower than 50gCO,/km

Do Not Significant Harm

— Adaptation - Robust climate risk and vulnerability assessment and implementation
of adaptation measures.

— Circular economy - (a) reusable or recyclable to a minimum of 85% by weight; (b)
reusable or recoverable to a minimum of 95% by weight and Measures are in place
to manage waste both in the use phase (maintenance) and the end-of-life of the

fleet.

— Pollution - Compliance with Euro 6; Tyres in the highest populated classes in terms
of external rolling noise and rolling resistance and compliance with motor sound

level regulation.

As per chapters “7.7 Acquisition and ownership of buildings”, and “7.2 Renovation of existing buildings” our acquisitions (mostly economic
ownership as lessee with the right of use), renovation and other individual measures in our office buildings.

Capgemini’s investments considered as

Taxonomy-eligible to 7.7 (CCM)

Taxonomy- aligned to 7.7. (CCM)

All our new buildings acquired or leased
(incl. renewal of lease contracts) in 2022,
irrespective of the energy efficiency of
those buildings

Only the new buildings acquired or leased in 2022 which comply with:
Substantial contribution criteria

— For buildings built before 31.12.2020, DPE class A or PED of the building (Primary

Energy Demand) in the Top 15% of the national or regional building stock

and

— For large non-residential building, it is efficiently operated through energy
performance monitoring and assessment
— Forbuildings built after 31.12.2020, PED of the building below NZEB -10%

and

— For buildings larger than 5000m?, testing for air-tightness and thermal integrity
and calculation of the life-cycle Global Warming Potential (GWP) of the building
resulting from the construction

Do Not Significant Harm

— Adaptation - Robust climate risk and vulnerability assessment and implementation
of adaptation measures
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As regards the compliance with minimum safeguards, the Group
initiatives and processes are described in the Section 4 of this URD.
Notably our main vehicles suppliers also publish a sustainability
report highlighting how they comply with the relevant guidelines
and principles for assessing the minimum safeguards. For smaller
suppliers, we rely on our procurement policies (of which our
Supplier Standards of Conduct), including ethical requirements
and supplier selection.

The CapEx KPl is defined as Taxonomy-eligible or aligned CapEx
(numerator) divided by our total consolidated CapEx (denominator).
Total CapEx consists of additions to tangible and intangible fixed
assetsduring the financial year, before depreciation, amortization
and any re-measurements, including those resulting from
revaluationsand impairments, as well as excluding changes in fair
value. Itincludes additions to fixed assets (IAS 16), intangible assets
(IAS 38) and right-of-use assets (IFRS 16). Additions resulting from
business combinations are also included. Goodwillis notincludedin
CapExasitisnotdefined asanintangible assetinaccordance with
IAS 38. Accordingly, our Group total consolidated CapEx amounts
to €579 million in 2022 (see Notes 14 and 15 to the consolidated
financial statements, section 5.2 of this document).

As regards CapEx amount for “6.5 Transport by motorbikes,
passenger cars and light commercial vehicles”, it results from our
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centralized tracking of additions to company fleet and related Right
of use calculation. We also track the car specific CO, emission and
are therefore in a position to report that 64% of our total additions
do meet the technical criteria of less than 50gCO,/km. However,
for now, our leasing partners are not able to provide us with all
DNSH information for us to report full alignment.

As regards CapEx amount for “7.7 Acquisition and ownership of
buildings”, it also results from our centralized tracking of new real
estate lease contracts and related Right of use calculation. To
analyze if and which buildings meet the above technical criteria,
notably of Primary energy demand we have scanned lease contracts
andinsomeinstances requested energy certificates from lessors.
Based on that we have been able to assess the value and portion
of 2022 additions to Right of use that meets the technical criteria;
ie 13% of our total additions. However not all these buildings do
meet the DNSH conditions on climate change adaptation, and we
therefore report Taxonomy-alignment on 10% of our real estate
lease additions of the year.

Consequently, for the financial year 2022, the proportion of
Taxonomy-eligible and aligned CapEx amounts to 40% and
3% of our total consolidated CapEx, respectively, based on
€232 million of Taxonomy-eligible CapEx, and €16 million of
Taxonomy-aligned CapEx.
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The breakdown of our Taxonomy-eligible and Taxonomy-aligned CapEx KPIs by economic activity is presented in the table below:
TABLE 2 - CapEx

Proportion of CapEx from products or services associated with Taxonomy-aligned economic activities - disclosure coveringyear N

Substantial contribution criteria

Climate Climate  Water and Biodiversity
Absolute Proportion change change marine Circular and
Economic activities Code(s) CapEx of CapEx mitigation adaptation ressources economy Pollution ecosystems
Currency % % % % % % %
A. TAXONOMY-ELIGIBLE
ACTIVITIES
A.1. Environmentally
sustainable activities
(Taxonomy-aligned)
7.7 Acquisition and
ownership of buildings 7.7 16 3% 100%
CapEx of environmentally
sustainable activities
(Taxonomy-aligned) (A.1) 16 3% 100% 0% 0% 0% 0% 0%
A.2 Taxonomy-Eligible but
not environmentally
sustainable activities
(not Taxonomy-aligned
activities)
6.5 Transport by motorbikes,
passenger cars and light
commercial vehicles 6.5 69 12% 64%
7.7 Acquisition
and ownership
of buildings 7.7 147 25%
CapEx of Taxonomy-eligible
but not environmentally
sustainable activities (not
Taxonomy-aligned activities)
(A.2) 216 37% 0% 0% 0% 0%
Total CapEx of Taxonomy
eligible activities (A.1+A.2) = (A) 232 48% 0% 0% 0% 0%

B. TAXONOMY-NON-
ELIGIBLE ACTIVITIES

CapEx of Taxonomy-
non-eligible activities (B) 347 60%
TOTAL (A +B) 579 100%

For activities listed under A2, the columns dealing with substantial contribution criteria, DNSH criteria and minimum safeguards may be filled in on a voluntary basis by
non-financial undertakings.
Non applicable for the 2022 reporting (15t year of full reporting).
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DNSH Criteria Taxonomy | Taxonomy Category
aligned aligned (enabling
Climate Climate  Waterand Biodiversity proportion | proportion activity or
change change marine Circular and Minimum of CapEx of CapEx  transitional
mitigation adaptation ressources economy Pollution ecosystems safeguards Year N Year N-1 activity)
Y/N Y/N Y/N Y/N Y/N Y/N Y/N % % E/T
N/A Y N/A N/A N/A N/A Y 3% T
3%
N/A % N/A Y N N/A Y T
T
3%
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Eligible Opex

The total Taxonomy Opex consists of non-capitalized costs that
relate toresearch and development, building renovation measures,
short-term lease, maintenance and repair, and any other direct
expenditures relating to the day-to-day servicing of assets of
property, plant and equipment.

Our assessment of the proportion of Opex along this definition
leads to the conclusion that these expenditures are not materialin
view of the overall consolidated Opex of Capgeminiand considering
our business model. In fact, as a services company, 75% of the

TABLE 3 - OpEx

Capgemini Operating Expenditures are “personnel expenses” and
17% are “purchases and sub-contracting expenses”, most of it being
sub-contracting on client projects (see Note 7 to the consolidated
financial statements disclosed in the Section 5.2. of this document).

Actually the total amount of Opex according to the Taxonomy
definition amounts to €19 million, representing 1,7% of Capgemini
consolidated Opex. Consequently, we have used the exemption
option permitted by the Art.8 delegated act and not calculated the
shares of eligible or aligned Opex, which are therefore considered
as being zero.

Proportion of OpEx from products or services associated with Taxonomy-aligned economic activities—disclosure coveringyear N

Substantial contribution criteria

Absolute Proportion

Economic activities Code(s) OpEx

Climate
change
of OpEx mitigation

Water and
marine
ressources

Climate
change
adaptation

Biodiversity
Circular and
economy Pollution ecosystems

Currency %

% % % % % %

A TAXONOMY-ELIGIBLE
ACTIVITIES

A.1. Environmentally
sustainable activities
(Taxonomy-aligned)

OpEx of environmentally
sustainable activities
(Taxonomy-aligned) (A.1) 0 0%

A.2 Taxonomy-Eligible but
not environmentally
sustainable activities
(not Taxonomy-aligned
activities)

OpEx of Taxonomy-eligible

but not environmentally

sustainable activities (not

Taxonomy-aligned activities)

(A.2) 0 0%

Total OpEx of Taxonomy
eligible activities
(A.1+A.2)=(A) 0 0%

0% 0% 0% 0% 0% 0%

0% 0% 0% 0% 0% 0%

0% 0% 0% 0% 0% 0%

B. TAXONOMY-NON-
ELIGIBLE ACTIVITIES

Opex of Taxonomy-
non-eligible activities (B) 0 0%

TOTAL (A +B) 0 0%

For activities listed under A2, the columns dealing with substantial contribution criteria, DNSH criteria and minimum safeguards may be filled in on a voluntary basis by

non-financial undertakings.
Non applicable for the 2022 reporting (1st year of full reporting).
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DNSH Criteria Taxonomy | Taxonomy Category

aligned aligned (enabling

Climate Climate  Waterand Biodiversity proportion | proportion activity or

change change marine Circular and Minimum of OpEx of OpEx  transitional

mitigation adaptation ressources economy Pollution ecosystems safeguards Year N Year N-1 activity)

Y/N Y/N Y/N Y/N Y/N Y/N Y/N % % E/T
0%
0%
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4.2.2 Other environmental challenges

[GRI 303-5]; [GRI 306-3]; [GRI 306-4]; [GRI 306-5]
[SASB TC-SI-130a.2]

4.2.21
a) Managing Waste

Waste management and circular economy

Managing our waste effectively isimportantin terms of minimizing
our use of finite natural resources, as well as being a tangible,
impactful way of demonstrating our environmental commitments
to our people.

Waste intrinsically links to procurement — ultimately, every item
purchased has the potential to become waste unless circular
economy principles are applied at the outset. The concept of
“circular economy” is the idea of effectively “closing the loop”
— maintaining products and materials in a cyclical use phase so
that waste is designed out of the system. We have applied the
principles of the circular economy to our own operations in
numerous ways, from innovative e —waste partnerships to reusing
laptops and mobile phones, to local initiatives such as swapping
disposable cups with reusable ones or replacing paper towels by
high — efficiency hand driers. We have also focused on phasing
out single use plastic where feasible, through cutting down on
unnecessary packaging and plastic bags and making the most of
reusable water bottles, coffee cups and food packaging.

b) Targets, and 2022 achievements

The totalamount of waste we generate has reduced by 49% since
2019 with Covid-19 and low office occupancy the major factor —
both metrics have increased since 2021 as people gradually return
to the offices. To avoid waste rebounding to 2019 levels, we have
developed the following waste targets:

— reduce total waste per employee by 80% by 2030 (baseline
year 2019);

— reduce to zero the amount of waste that goes to landfill, and
reduce incineration below 5% by 2030.

Throughout the year, we have been looking more closely at the
different waste types and disposal methods ensuring a more
accurate recording of our waste. We have also taken steps to
enhance our reporting around electronic waste. The Real Estate
and Procurement teams are currently finalizing our roadmap and
action plan to achieve the waste reduction target. A key focus
will be how we avoid ‘buying waste, items which cannot be fully
reused or recycled at the end of their life.

We also continue to engage with employees on the topic of
circular economy and plastic pollution. Across our Europe Cluster
BU, eleven countries took part in an initiative in collaboration
with NGO River Cleanup. This involved incentivizing employees
to complete sustainability awareness training by supporting river
cleanup efforts. As part of the initiative, around 2,000 training
modules were completed across 11 countries and around 6,000 kg
of plastics removed from rivers.

% change % change
Metric Unit 2019 2021 2022 vs 2019 vs 2021
Resources — Reused tons 2 16 0 -90% -99%
Resources — Recycled tons 1,926 1,078 1,393 -28% 29%
Resources — Anaerobic digestion, composting tons 543 39 116 -79% 200%
Non hazardous waste diverted from disposal tons 2,471 1,132 1,509 -39% 33%
Non hazardous waste incinerated — energy recovery  tons 239 71 482 102% 580%
Non hazardous waste incinerated — without energy
recovery tons 0 0 0
Non hazardous waste — landfilled tons 3,623 1,604 1,258 -65% -22%
Non hazardous waste disposed tons 3,862 1,675 1,740 -55% 4%
Hazardous waste tons 0 0 0
TOTAL WASTE GENERATED tons 6,333 2,807 3,249 -49% 16%

Scope: Capgemini group.
We follow the GRI categories for waste reportingin the table above.

We have expanded the scope of our e-waste reporting which has
resultedinanincrease in recycled and reused emissions for all years.

Capgemini also publish research and white papers in the area of
waste and circular economy, includingin 2022 a Capgemini Research
Institute report, “Reflect, Rethink, Reconsider: Why food waste is
everybody's problem”.
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4.2.2.2 Biodiversity
a) Tackling biodiversity loss

Like climate change, biodiversity is a challenge requiring urgent,
system-wide transformation to avoid irreversible damage to the
planet. Species have declined by, on average, 69% between 1970
and 2018 (Living Planet Index). The recent Kunming-Montreal
agreement requires a third of the planet to be conserved for
nature by the end of the decade, restoring 30% of the planet’s
degraded ecosystems by 2030 to get us on track to live in harmony
with nature by 2050.
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Capgemini recognizes the scale of the biodiversity crisis and
the potential we have to deploy our business and technology
transformation expertise to help slow and reverse biodiversity loss.

We have been working foranumber of years with clients on how to
utilize innovative technology solutions to tackle this challenge,
including artificial intelligence, drones, robots, and satellites. We
have enabled monitoring, cataloging and analysis of a range of
ecosystems, contributing to a better knowledge of endangered
species and their protection. Specific examples of projectsinclude:

— through Project FARM we are using artificial intelligence
and big data to help small-scale farmers, primarily from
developing countries, address agricultural inefficiency and
optimize crop production;

— we have developed an intelligent data solution that
is designed to accurately identify sperm whales using
computer vision for image processing. The solution helps
scientists track migration routes, look at the social structure
of the sperm whale groups, and protect the whales’ natural
habitats;

— wehaveteamedupwiththe Lofoten-Vesteradlen (LoVe) Ocean
Observatory, Norway to look at how Al can help provide
new insights through data about the ocean environment
to contribute to our understanding and modelling of the
earth’s climate;

— ateamin North America have developed an Al and Machine
Learning based tool to help protect the ecosystem of the
Western Mojave Desert;

— we are engaging in a program to collect, process and
enhance data that will provide a better understanding of
carbon exchanges on the earth's surface for the benefit of
the majorscientific Earth observation programs run by NASA,
the European Space Agency (ESA), the European Community,
and France's National Center for Space Studies (CNES).

Through ourinvestmentin projects that will generate high quality
carbon credits (see Section 4.2.1.4), we are also looking for projects
with biodiversity co-benefits. For example,

— the Miaoling Afforestation Project in China where planting
of native tree species is helping reverse desertification, and

— the Rimba Raya project in Indonesia which will protect
around 160,000 hectares of tropical rainforest and peat
swamp, home to over 350 species of bird, 122 species of
mammal and 180 tree species.

b) Targets, and 2022 achievements

Whilst we have a relatively limited ability to impact biodiversityin
our own operations (we do not make physical products and most
of our buildings are leased), we do assess potential biodiversity
risks and impacts of our buildings as part of our Environmental
Management System, and in 2023 we will launch a new program
towork to enhance our understanding of the biodiversity impacts
associated with our wider value chain.

Where possible, we preserve and enhance our local environment.
The most notable example of this is the Serge Kampf Capgemini
University at Les Fontaines which sits in 52 hectares of parkland,
with sustainability and protection of biodiversity central to how
the campus is managed. Since 2021, working with Mytree, the
University has been focused on the renovation of the English
Gardens of the Chateau de Chantilly to preserve biodiversity and
maintain local historical heritage. In addition, the University has a
policy that governs the management of the parkland: disturbance
of nature and wildlife is kept to a minimum, with no activity
permitted on the lake.
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We avoid noise pollution, have no park lighting and all park
maintenance equipmentis electric. We plant and conserve a wide
variety of plants and animals, and have grown over 50 fruit trees
and installed 50 beehives within a meadow of honey producing
flowers. We are cultivating a meadow with plant species for roe deer.

Biodiversity loss is the sort of complex, systemic challenge that
requires innovative thinking and fresh insights Capgemini teams
can bring. Through our 2022 Capgemini TeCH4Positive Futures
Challenge, we called upon employees to come up with solutions
aimed at protecting biodiversity and reducing reliance on the
earth’s resources. Hundreds of employees across the Group took
part working with not-for-profit partners to develop ideas.

Over 90 compelling solutions were presented to a panel. Solutions
toamplifyimpact onthe groundincluded more efficient clean-up of
oceans &rivers, detecting, preventing and reversing deforestation
oridentifying optimum farming conditions. The three projects that
will be developed over the coming year include:

— Sweden, with their plan for urban forests, who will build
an end-to-end data solution to enable their not-for-profit
partner demonstrate the value of the Miyawaki Forests
method, and restore biodiversity while capturing more CO,
than traditional forests;

— North America (through our Invent Synapse brand) with the
idea to create renewable energy lit fishing nets designed to
reduce by-catch such as sea turtles, while maintaining the
expected target catch rate;

— And the UK team who will develop a data-driven rewilding
tool to recommend the best type of seeds to plant in
specific locations according to biodiversity needs, ultimately
supporting bees and other pollinators to flourish.

We also believe collaboration is key to tackling biodiversity loss,
notonlyintermsof expanding our understanding of the challenges
facing us, but also in the design and implementation of relevant
solutions:

— Capgemini was a partner of the World Biodiversity Summit
in September 2022, hosting sessions around how to bridge
the gaps in climate and biodiversity knowledge and gather
solutions for the future. We highlighted the role technology
has in reversing the biodiversity crisis and provided insights
on the linkage between biodiversity and COP27;

— along with our partner AWS and several key academics,
we published a white paper ‘Tech and the Living
World’, outlining how technology can contribute to
the understanding, monitoring and preservation of our
biodiversity;

— we are part of the World Economic Forum (WEF) 1trillion
trees campaign to conserve, restore and grow 1 trillion trees
around the world, and have committed to plant 20 million
trees by 2030;

— we have established our ‘Capgemini Forest’ through our
supplier Ecologi as a way for any stakeholder within the
business, whether an individual, team, or global business
line to invest in Gold Standard tree planting in forests to
recognize the actions of our people; over 950,000 trees
have been planted globally since we launched the Forest;

— in India, we achieved the target to plant one million trees
through our #MissionMillionTrees campaign.
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4.2.2.3 Water and effluents
a) Managing water

Capgemini’s primary use of water is for supplying cafeterias and
sanitary areas at our offices, with a small number of data centers
relying on water for cooling purposes and a few larger offices using
water for maintaining landscaping and water features.

Over the last few years, we have invested in measures to reduce
our freshwater demand, from smallerinitiatives such as hot water
taps forhot drinks and low water toilet flush systems to large scale
investment in rainwater harvesting and sewage water treatment
facilities. A particular Focus on reducing water consumption
has been in India, where over half of our workforce are based
and where water security has been a long term challenge
exacerbated by the impacts of climate change. India is amongst
the most water stressed regionsin the world, with only 4% of the
world's freshwater supplies to support 18% of the global population,
and water stress is a key contributor to conflict and inequality.
Water reduction initiatives in India include rainwater harvesting

at eight campuses in India. The rainwater collection tanks with a
total capacity 2,700 KL and recharge pits make it possible to reuse
the water after filtration. The campuses are also provisioned with
sewage treatment plants and zero wateris discharged outside the
premises. Sewage-treated wateris used for gardening and flushing.
Furthermore thereis a clear focus on water conservation across all
sites, for example using low flow plumbing fixtures, urinal sensors
and water saving aerators.

b) 2022 achievements

Ourtotal water consumptionis estimated at around 771,246 m3in
2022 with 99.6% of that being used at our offices and the remaining
portion at our data centers. This has reduced by 59% since 2019,
with reduced office occupancy as a result of Covid-19 being the
biggest driver of this.

In 11 countries across Europe, we launched the Move4Blue
initiative in June 2022. The challenge aimed to create awareness
and save water through simple daily actions and activities such as
challenges and a quiz.

% change % change
Metric Unit 2019 2021 2022 vs 2019 vs 2021
TOTAL WATER CONSUMPTION Cubic meters 1,876,062 622,093 771,246 -59% 24%

Scope: Capgemini group.

4.2.3 Helping our clients reduce their carbon emissions
(policy and achievements in 2022)

[GRI 302-1]; [GRI 302-2]: [GRI 302-3]; [GRI 302-4]; [GRI 305-1]; [GRI 305-2]: [GRI 305-3]; [GRI 305-4]; [GRI 305-5]

[SASB TC-SI-130a.1]

4.2.3.1 Our programs to help our clients on climate

change challenges

Asone of the world’s leading business transformation experts, we
arein the best position not only to reduce our own environmental
footprint, butalso to help other corporations deliver their net zero
transition, ensuring maximum positive environmental impacts
while enhancing their value chains.

We announced our ambition in 2020: to help our clients save
10 million tCO,e by 2030.

“Sustainability is a priority not just for this year,
it's a priority for the next several decades.”
Aiman Ezzat
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This ambition relies on three main priorities:
a) A comprehensive sustainability offering portfolio

We have set up a dedicated offering framework to empower and
supportourclientsin turning climate challengesinto opportunities.
The framework enables organizations to accelerate their net-zero
transformation, from commitment to sustainable achievements,
relying on three layers:

— Commit: Help organizations define their net zero strategy,
build the underlying organization, engage all relevant
stakeholders internally and externally while adjusting their
business models accordingly;

— Act: Help clients operationalize their strategy by designing
more sustainable products and services, streamlining their
operations and supply chains to reduce their environmental
footprints, and by switching their legacy IT capabilities to
sustainable IT;

— Monitor & Report: Precisely model, track and anticipate
changesinanorganization’s greenhouse gas (GHG) emissions
through sustainability data hubs and by leveraging innovative
technologies (e.g. Al).
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!" Commit Net zero strategy and new business models
Sustainable products Sustainable operations Sustainable IT
and services and supply chain
— Monitor
@ and Report Data for net zero

Net zero strategy & new business models
This offering is composed of two modules to help organizations:

— move from a climate pledge to tangible strategies and
achieve a 45% cut in CO,e emissions by 2030 to become net
zero by 2050. Driven by science-based targets, the net zero
strategy sets a trajectory that will quickly move organizations
from a pledge to an actionable decarbonization strategy.
After a strong assessment of the transition risks and
opportunities, we accelerate our clients carbon reduction
with roadmap design, decarbonization levers assessment,
governance design, and practical strategies for renewable
energy sourcing and carbon offsetting:

- climate ambition: assessing materiality, risks and the
corporate footprint to design a climate vision, trajectory
and roadmap and kick off the organization’s sustainability
journey;

- organization and engagement:
governance and organization,
sustainable academy;

- energy sobriety: designing strategy to achieve energy
sobriety and flexibility to manage risks associated with
energy procurement;

- sourcing of renewable energy and low-carbon
products and services: defining roadmaps and the
operational implementation of renewable energy
sourcing strategies, designing new energy efficiency
products and services;

- carbon mechanisms: determining and implementing
carbon pricing, offsetting, and trading strategies.

designing climate
implementing the

— operate abusiness that meets the needs of people and the
planet while also making a profit. This will be the expected
future reality for the Next Economy, and we believe it can be
achieved with a mindset shift. Over the next decade, every
enterprise on the planet will have to radically reconsider its
business models and ways of working to achieve an outcome
aligned with the 1.5 °C climate target:

- sustainable experience: designing new products,
services or environments to support the first steps in
sustainable transition;

- regenerative ventures: bringing new businesses to
market through collaboration with start-ups and major
corporations;

- nexteconomy brand: developing strategic direction and
supporting brand assets to activate a sustainable brand;
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- next economy team: building a more mature
customer-centric, planet-centric and innovative team or
organization through pilots.

Sustainable operations & supply chains

Operations and supply chains are the highest emitters of GHG and
waste across industries today. It is estimated that supply chains
contribute up to 80% of these GHG emissions.

While thisis asignificant cause for concern, it also puts operations
and supply chain leaders in a strong position to accelerate their
organizations’ sustainability transformations. We help organizations
setavision forsustainable transformation and engage with partners
and stakeholders across the supply chain ecosystem to drive the
end-to-end transformation journey. This relies on five focus areas:

— sustainable procurement: monitoring the scope 3 footprint
and supporting end-to-end ecosystems to achieve CSR
ambitions;

— green lean digital factory: transforming factories into
efficient energy, water, and material manufacturing
processes;

— sustainable supply chain and distribution: designing and
implementing best-in-class planning processes to limit
material waste and CO, emissions in networks;

— end-to-end transparency and product lifecycle
management: ensuring end-to-end traceability on product
and flow information in the product lifecycle; and

— closed loop supply chains and the circular economy:
enabling new circular business models through reversible
supply chain and manufacturing operating models.

Sustainable IT

The findings are undeniable: the environmental impact of IT is
already significant (3.8% of worldwide GHG emissions) and is
expected todrastically increase (x2 by 2025). As one of the world'’s
leading IT experts, we are well placed to help our clients reduce the
carbon footprint of their IT and support the sustainable business
models of tomorrow. It involves much more than just technology
and operations. It goes beyond structurally transforming IT in
terms of consumption habits and ways of working to embrace the
whole culture of Sustainable IT and get employees to champion
this transformation, with four focus areas:

— sustainable IT strategy: conducting a qualitative
and quantitative diagnosis with lifecycle assessment
methodology, creating a vision, and building ambitious
targets with a related roadmap;
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— sustainable IT transformation: reducing the environmental
impact of enterprise IT thanks to our library of sustainable
IT levers covering hardware, infrastructure, applications and
data;

— sustainable employees: bringing employees on Board to
deeply transform the organization’s culture with packaged
employee engagement and training plans; and

— IT for sustainable business: leveraging digital technologies
to reduce business environmental impacts throughout the
value chain.

Data for net zero
When navigating sustainable change, data is the steering edge.

To achieve their goals and provide the necessary proof-points on
their ESG performance, organizations have to master data coming
from different sources and suppliers and share it across their business
functions and value chain. It is a starting point to define a proper
strategy, and monitor and report at scale through industrialized
measurement powered by our trusted data and artificial accelerators
and solutions. We help them measure to steer progress, improve
toreduceimpactand anticipate to adjust their climate action plan.
We make the best of data through three entry points:

— data strategy for net zero: integrating the data vision into
the overall net zero trajectory;

— sustainability data hub: identifying operational and
master data to feed a data hub, while setting up the right
technological platform from raw environmental metrics
ingestion to the delivery of high value sustainable analytics;

— ESG data performance: industrializing and automating ESG
reporting to comply with evolving regulations and meet
increasing expectations from investors.

To complete our value proposition, we have developed a joint
offering with SAP, called “Green Core with SAP Solutions”, unlocking
drivers of sustainability across organizations. The solution relies
on data already tracked in the client SAP S/4HANA® system, thus
enabling clients to monitor, compare, and manage environmental
data, social statistics and other ESG KPIs across the value chain.

Green Core with SAP Solutions enables real-time dashboards
and sustainability reports using data from the IT estate, business
operations, supplier base, customers etc. Thisempowers teams to
see more, work smarter, and act with agility to make meaningful
change towards sustainability. It helps businesses work more
efficiently by consuming less, wasting less and recycling more.
Organizations will improve their engagement with customers,
suppliers and partners by making the value chain transparent,
and will find it easier to stay on top of sustainability regulations.

b) Calculation of our client carbon benefits

We have developed our own Client Carbon Impact Calculator service
to enable client engagement teams to accurately calculate and
report the environmental impact and benefits of their projects.
The service includes:
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— client contract clauses to ensure agreement between both
parties on the level of carbon reduction and prevent the risk
of greenwash;

— internal systems to log and track CO,e that will enable us to
collect data and measure performance against Capgemini's
target to help our clients save 10m tCO,e by 2030;

— user guides and online training modules embedded
within a global training plan that will train the business on
sustainability and carbon emissions;

— (CO,e calculator and methodology paper to help with
calculating the carbon emissions of a project or service being
delivered within a client’s business; and

— central Support Team who understands carbon emissions
and helps business stakeholders in gathering the necessary
calculation data from the client.

In partnership with the external company Forum for the Future
(FFTF), the calculator methodology was made public following the
release of a white paper co-written with FFTF, and an interview
conducted between Dr. James Robey (UK SVP Environmental
Sustainability) and FFTF CEO Dr Sally Uren at New York Climate Week.

c) Education, engagement, and empowerment of
communities

Asabusiness, we are focused on creating a culture where individual
sustainable actions are normalized, and people are empowered to
make a difference on problems that matter to them. Ourapproach
to mobilize our peopleincludes a focus on three areas: education,
engagement, and empowerment. We have developed guides
and computer-based training modules to enhance the collective
sustainability knowledge of our communities. With engagement
campaigns, we encourage people to make sustainable choices.

Through hackathons and business challenges, we create a
platform for our people to use their expertise and skills to
address sustainability challenges. Furthermore, through strategic
partnerships with leading NGOs and industry groups, Capgemini
supports the acceleration of cross-industry action on sustainability.
Beyond the upskilling of ouremployees, we also keep up with our long
tradition of high-quality thought leadership, placing sustainability
atthe heart of this effort. Our award-winning Capgemini Research
Institute and our network of partners, academics, and colleagues
contribute to exploring climate challenges, opportunities and
priority actions, in addition to developing strong industry expertise
with actionable insights and analysis.

4.2.3.2 Achievements relating to ESG priority B
- helping our clients reduce their carbon
emissions

Throughout 2022, we accelerated the momentum behind our
sustainability business, continued to enrich our offering framework
tosatisfy ourclients’ needs, strengthened our thought leadership
with the publication of 26 research reports and points of view, and
participated in major global events.

a) Sustainability offerings and projects

In 2022, we released the fourth offering of our sustainability
offering framework: Data for net zero.

Building on our assets and teams, we were able to engage with our
clientsto deliver more than 500 projects related to sustainability
opportunities this year.
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Net zero strategy & new business models
Examples of 2022 client successes:

— the Norwegian Sea Rescue Society (RS) has chosen
sustainability as one of its six goals for 2030. We helped it
discover how being sustainable by 2030 might look like for
an organization like RS. Thus, we assisted them in identifying
sustainable development targets that were not only relevant
to their core sea rescue operations, but also reflected all
three aspects of Planet Centric Design (environmental,
social, and economic sustainability).

— Jungheinrich worked with Capgemini Invent to determine
its Corporate Carbon Footprint in a three step-process
(screen, collect data, and calculate) to gain comprehensive
transparency on emission drivers within the organization. In
parallel, Jungheinrich conducted a Life Cycle Assessment for
selected products with Capgemini Engineering.

Sustainable operations & supply chains
Examples of 2022 client successes:

— wedefined a 3-phase approach to help a Swedish mining and
infrastructure equipment manufacturer reduce its carbon
emissions from procurement. We first set up a sustainable
procurement strategy in motion and helped select its carbon
monitoring system, from scoping to the detailed assessment
of its way of working and system recommendations. Finally,
we established the baseline, identified the hotspots and
associated reduction levers.

— following regulatory challenges and internal regulations,
we helped a French luxury house define an end-to-end
traceability solution to monitor chemical substances. We
analyzed the impacts on the business units, identified users
impacted by bisphenol, and prioritized the features to
address the traceability needs. This resulted in the definition
of IT and operational solutions to manage end-to-end
traceability, from material providers to the shops.

— we engaged with a multinational aerospace corporation
on a 3-year project for all its sustainability bundle activities
to improve their management system and regulatory
compliance, optimize the substances in their product
operations, particularly thanks to science and strategy
studies, and strengthen sustainability content and awareness
in their teams.

Sustainable IT
Examples of 2022 client successes:

— we developed a sustainable procurement framework so a
British Fashion luxury house could evaluate its IT suppliers
based on industry standards for ethical and sustainable
behavior. Thanks to this framework, we assessed hardware
and software supplier maturity across product life cycles.
And we analyzed its organizational performance from an ESG
standpoint and defined improvement levers and an action
plan;

— we applied our economic Application Portfolio Management
(eAPM) solution to assess the value and benefits of the
cloud migration of over 5,000 applications at the BMW
Group, intended to foster standardization, modernization,
and agility. We provided detailed recommendations for
an efficient and value-adding cloud transformation and
identified potential CO, savings;
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— we provided Scottish Water with real-time access to
operationaldatausingacombinationofcurrentinfrastructure
and new ‘Internet of Things’ sensors and devices. We enabled
asset optimization to reduce energy consumption, emissions,
incident severity and the cost of asset interventions, while
increasing asset life, reducing chemical and operational
spend, improving end-to-end site performance visibility and
enabling remote site management.

Data for net zero
Examples of 2022 client successes:

— we set up a dedicated core team with ESG, data and
technology expertise to create an actionable blueprint and
execution framework for a British multinational universal
bank’s groupwide ESG & climate program. Working with our
Insights & Data practice, we designed the initial engagement
and plan to leverage our groupwide capabilities, strong
technical experience and client relationship to engage in
newer and innovative ESG programs under this flagship
initiative;

— as part of the latest iteration of the Global Data Science
Challenge, we developed in partnership with Amazon Web
Services an Al and machine learning-based solution for the
LoVe Ocean Observatory to accelerate the analysis of the
massive amounts of data collected from oceanic sensors to
better inform on marine conservation;

— we developed for ArcelorMittal new physical and
technoeconomic models as well as data analysis processes
to identify the primary sources of waste heat within their
plants, drastically reduce it and review potential recovery
solutions;

— we supported Breitling on its journey towards net zero
by working with its sustainability team to secure its global
carbon accounting by integrating Salesforce Net Zero
Cloud while leveraging our Salesforce experts. Along with
the implementation, we have worked with the customer to
design an action plan to complete the net zero data journey
preparing for the future — relying on a robust and trusted
carbon data ecosystem with Salesforce Net Zero Cloud as the
central reporting and monitoring platform.

b) Calculation of our client carbon benefits

In October 2022, we saw the official launch of the Client Carbon
Impact Calculator (CCIC) service becoming available to the whole
Capgemini business globally.

The CCICis based upon Capgemini’'s methodology for measuring
the impact of client project which was launched together with
Forum for the Future at New York Climate Week. Since then, we
have provided training to over 4,000 people in the business on
how to use the calculator.

The carbon impact calculation process is currently being refined
and deployed across the business such that the carbon impact of
client projects can be reported in the future.

c) Education, engagement, and empowerment of
communities

Upskilling of our teams

We have significantly focused on educating and upskilling
our employees on sustainability. In June 2022, we launched
our Sustainability Campus, an online learning platform for
sustainability topics. Targeting our 350,000 employees, the
platform has various objectives:
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— deploy our Global Awareness Module on climate change
science, mitigation strategies, and Capgemini’s green offers;

— establish sustainability certification courses;

— facilitate deep dive learning of more specific sustainability
topics;

— categorize learning by industry, role and offer.

We are proud to announce that our Global Awareness Module has
reached a completion rate of over 55%, above our initial goal of
40%. A total of 197,000 employees have completed the module.
Likewise, over 5,700 learners are active on the platform. Our learning
and development team and our Sustainability Acceleration Group
will keep working together to develop this platform further in
2023 andincrease employee engagement on sustainability topics.

We established several external partnerships to boost our capabilities.
In October 2022, we launched the “Strategies for Sustainability”
course with Stanford University, a program targeting our leaders
(600+) that teaches about change culture for sustainability. We
established alliances with university partners (Stanford, ESSEC,
Exeter) and corporate partners (Google, Microsoft, AWS, SAP)
to develop training content. We partnered with the Institut du
Numérigue Responsible (INR) to create content for our Sustainable
IT training. And we signed a contract with Axa Climate School to
provide and expand the sustainability learning content that will
be accessible to employees in 2023.

Research reports and points of view

Twenty-six sustainability research reports and points of view
were published in 2022 by Capgemini — placing sustainability at
the heart of our thought leadership efforts as responding to our
clients’ sustainability needs requires a collaborative and shared
approach and understanding. They are all available on our Website.
Below are some examples of the key themes that emerged from
our cross-industry research:

— new energy models in the energy and utilities industry;
— equipping Financial Services for the ESG era;

— leading the way to sustainable mobility;

— why food waste is everybody'’s problem;

— sustainable product design, the need of the hour;

— why sustainability ambition is not translating into action.

Participation in global sustainability events

We are committed to being part of historic sustainability events
and signaling our commitment to acting on sustainability with
governments and like-minded partners and clients. In 2022, we
participated in 16 major global events including:

— Climate Week NYC: Capgemini was for the first time a
partner of this global event initiated by the Climate Group
that wasset up toenable Climate action across organizations,
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public actors, and NGOs. Capgemini's experts participated
in key sessions at official Climate Group events. We also
partnered with the first World Biodiversity Summit during
which we took part as hosts and speakers to better close the
gap between the climate and biodiversity agendas. Finally,
we hosted our own sessions in our NYC offices with the AIE,
Frog, and Capgemini Invent teams;

World Climate Summit/COP27: The Investment COP (aka
World Climate Summit) isagathering of key organizationsand
industries to better apprehend the business stakes around
sustainability in parallel to political negotiation. Capgeminiis
a long-lasting partner of World climate summit events every
year. As a key global technology services, consulting and
engineering player, we participated in the core conferences,
panels, and keynotes, sharing our experiences, points of
view, and vision. We also secured the opportunity for the
duration of the COP event to publicize recent research
reports and white papers as well as releasing new ones;

ChangeNOW: a key French initiative gathering an ecosystem
ofinternational businessesand experts presentingdisruptive
solutions to climate and biodiversity challenges. Capgemini
experts had the opportunity to participate in keynotes and
lectures, promoting the thought leadership onthe Intelligent
Industry’s circularity co-written with ChangeNOW, while
communicating our Data for Net Zero Offer to analysts;

the Paris Motor Show is one of the world’s leading events
for the automotive and mobility industries. These sectors
embarkonsome of the greatest sustainability transformation
challenges, such as the transition to electric or hydrogen
power. As a partner of choice of multiple automotive
manufacturers and market players, we leveraged this key
moment to demonstrate several innovations including a
prototype of a Hydrogen car engineered by our teams, as
well as multiple services and solutions intended to support
the sustainable transformation of the industry;

the Hannover Messe, the world's leading trade fair for
industrial technology and a key moment for Capgemini to
showcase its expertise in the Intelligent Industry;

other events and shows: Capgemini also developed its
presence across geographies through numerous events
either focused on industries or organized by our strategic
partners. This presence aims at strengthening our business
relationship with clients, partners and other stakeholders,
as well as building our reputation and thought leadership
across our initiatives. It includes without being exhaustive:
Green Climate Fund Summit, Data masters RDV, Al for Good,
AWS re:Invent, etc.
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4.3 Social: aligned entrepreneurs with protection &

respect for all

Capgeminiis a people-oriented business. Together, we tackle the
challenges of today and tomorrow in a demanding environment,
working closely with our clients to build the future they want. This
requires a constant refresh of our collective capabilities and we
do so by leveraging the expertise, creativity, and commitment of
all our people. We believe everyone joining Capgemini is a talent
in the making. Through offering individualized learning paths,
appropriate guidance, and coaching, as well as fostering a positive
and healthy work environment, we build aninclusive culture where
every form of diverse talent thrives.

Capgemini’'s purpose acts as a compass to our employees to be
inspired and engaged in pursuing the common goal of making an
impact in the world. This is further translated through our new

4.31 Own workForce

4.3.1.1

a) Human Resources Governance

A global Human Capital Management system

We drive Human Resources (HR) strategy and transformation with
efficiency through a strong governance:

— the CEOQ, the Group Executive Board and the Group Executive
Committee collectively steer and ensure the consistency of
HR strategy and transformation;

— bi-monthly, the Human Resources Executive Committee (HR-
EC) brings together the Group HR representatives, Strategic
Business Units and Group Business line Chief HR Officers, as
well as key country HR Directors. The members collectively
set the Group HR ambition and priorities, monitor the
implementation of key transformation projects, and ensure
global alignment. Therefore, we have defined common
priorities for 2022 & 2023, and a three-year roadmap;

— the Human Resources OPerational Committee (HR-OPCOM)
ensures Group HR visibility and alignment on HR operational
matters, the implementation of key decisions and
communication on Group strategic agenda and HR priorities.
Country HR Directors remain responsible for the efficient
execution in all geographies.

In addition to this global governance, we have developed a strong
“network” of Centers of Expertise to ensure consistency in running
our common priorities.

Finally, social or people country Boards in large geographies also
enable a certain level of geographic alignment across the entities
on HR topics.

b) People Analytics

With the need for data and insights growing at a rapid pace, the
People Analytics function gained acceleration in 2022 to provide
insights on critical people topics and also bring data-driven
decisions into HR. In 2022, People Analytics launched a real-time
People metrics dashboard built on connecting multiple metrics
and based on several assumptions to provide relevant actionable
insights for more informed decision making. People Analytics also
brings advanced analytics capability that leverages multiple types
of data to solve complex challenges around People.
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brand promise “Get the Future you want”. This aims to empower
ourtalents to actively engage and shape that future for themselves,
our clients, our partners and for the planet and society through
their daily work.

Three ESG priorities are focusing on Social matters to drive value
and fuel growth:

— ESG policy priority C: Investing in our talent through a unique
experience developing tomorrow'’s skills;

— ESG policy priority D: Enhancing a diverse, inclusive and
hybrid work environment;

— ESG policy priority E: Support digital inclusion in our
communities.

Some of the key projects delivered by People Analytics include:

— People Insights, the one stop-shop for People Bl and insights
with strategically aligned metrics for key business users at
one place;

— Predictive Retention model to enable Organizations to take
proactive retention actions to retain better and reduce the
cost to business;

— key insights on topics such as the succession, development,
diversity, and mobility of Vice-Presidents to support the
creation of a VP internal pipeline;

— introduction of new KPIs to better understand people
dynamics: ‘Infancy Attrition’ to determine why talent leaves
the organization within a few months of joining, and ‘Erosion’
which shows improvementin diversity throughout the career
path);

— improvement of candidate experience by identifying
issues faced during the recruitment process, by analyzing
feedback received using Natural Language Processing (NLP)
techniques.

Another key aspect of People Analytics s the building of a data-driven
culture in HR Centers of expertise. Hence, we have developed
analytical capabilities within HR to accelerate data-driven approaches
and launched dedicated People Analytics training courses:

— the People Analytics Foundations course was opened to
everyone this year. 500+ have registered since June, and
250+ are certified so far;

— 50+ employees are People Analytics Practitioners.

These supplement the already existing People Analytics capacities
in the staffing and workforce planning area. Being part of the
Delivery operations, this tightly supports the effective matching of
available profiles to open client opportunities through an advanced
staffing toolset and Al.
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4.3.1.2 Attraction and retention of a skilled and
engaged talent pool to serve our clients and
our business growth (policies, actions and
main achievements in 2022)

[GRI 2-7]; [GRI 202-1]; [GRI 202-2]; [GRI 401-1]; [GRI 401-2];
[GRI 401-3]
[SASB TC-IM-330a.1]; [SASB TC-SI-330a.2]

a) Talent attraction, engagement and rewards programs
(Human resources policies and actions)

We believe that our Capgeminibrandis a key asset for attracting top
talentin the market. We have hired again more than 140,000 people,
with a gender balance ratio of 39.3% of women. A continued
global effort onimproving Capgeminias an attractive employeris
reflectedin ouroverall Glassdoor rating and number of reviews. In
particular, in 2022, we received a 4.0 rating out of a 5-point scale
— 4 indicating employees are “satisfied”. Capgemini increasingly
gains market recognitionin terms of diversity and people awards,
driven by various inclusion and employee experience programs.
We have further built out our reach on expert capabilities through
digital channels, like LinkedIn, where we now source a substantial
share of talented employees at mid and senior level.

Capgeminiis convinced that the experience it offerstoits employees
isthe key lever for driving the Group's attraction and retention, and
ultimately employee engagement. To foster aninclusive, meaningful,
and open environment, the Group has defined a global experience
approach and encourages employees to share their point of view to
improve it constantly and to adapt it to the fast-paced changesin
employee expectations. These efforts directly support the Group’s
Inclusion and Talent strategies.

The Group HR function supports Capgemini business growth and
strategy in three major areas:

1. Develop a dynamic evolving skills pipeline, Filled
internally and externally by an agile talent marketplace
and expanded talent pools (talent brand and
attractiveness)

Talent brand & attractiveness

At Capgemini, our brand promise “Get the future you want"
captures the spirit of Capgemini Employee Experiences. Our new
talentsjoin athrivingcompany and become part of a diverse global
collective of free-thinkers, entrepreneurs and industry experts
who are all driven to use technology to reimagine what is possible.
Time and again, our clients tell us that it is our people that set us
apart from the competition. We naturally strive to hire the best
talent, but it is the opportunities we offer that enable them to
flourish in their roles and become difference makers for some of
the world’s biggest companies.

Our people and their experiences build our “talent brand”, showcase
usasanemployer of choicein the market and make it an attractive
proposition for top talent to work with us.

Given the range and volume of our recruiting, a multi-channel
approach is necessary:

— the Group defines the content, concept, tools, and rules
of our attractiveness, selection processes and candidate
experience;
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— recruitment processes and campaigns are approved by the
Operational Units and comply with Group standards; and

— the operational recruitment teams define and operate the
multi-channel approach to attract and select the best talent.

Capgemini has fairand integrated processesin place to ensure
we identify, promote, expose, and develop our people for greater
opportunities. We consistently encourage our recruiters to be
genuine and their own self while having conversations with our
future hires. This way, we are able to hire people with compatible
values as the organization helps them have a strong sense of
association with Capgemini.

We put a particular focus on welcoming and integrating into our
company the large share of young professionals who join us every
year. From the very start of their careers, we set expectations for
dynamic growth, a diverse and safe environment with quarterly
promotion opportunities based on their project contributions
and the speed at which they acquire relevant skills. The success
of our business strategy directly depends on our ability to provide
and offer the working environment and conditions in which our
employees canapply their professional skills, while enabling them
to seize personal growth opportunities.

We are constantly evolving the Capgemini people experience to
meet the demands of talent today, from building on our hybrid
working policy to give employees the freedom to work from
abroad for up to 45 calendar days in a 12 month -rolling period to
continuing to build out our leading learning offer.

Glassdoor—An authentic talent brand view of the “Capgemini
Experience”

In today’s digital age, talent brand is influenced by portals like
Glassdoor, which provides an open view of what working with
Capgemini is like to the external audience. Hence, we have
increasingly focused on Glassdoor as a medium to listen, analyze
and understand our employees’ and candidates’ experiences. Since
2019, we have actively encouraged employees across 25 countries
to leave a review on Glassdoor.

A team of forty global colleagues worked on a single mission to
showcase authentic experiences and attract and engage talent
viathe Glassdoor Capgemini profile. They also monitored reviews
to capture our employees’ perception of their experience: work
environment, culture and values, tools and technology, leadership
and management, compensation and recognition, diversity and
inclusion and career development.

These reviews have been regularly analyzed locally and globally to
identify our employees’ specific expectations. We leverage Glassdoor
to craft experiences that are not only motivating and pleasing
for our employees, but also meet their needs and expectations.

LinkedIn - a digital talent engagement & hiring accelerator

Hiring channels have evolved over the years thanks to the digital
wave. LinkedIn, which has over 875 million members in 200+
countries, has become one of the key channels for attracting,
engaging, and hiring at Capgemini. For experienced hires, itis now
the top channel through which our recruiting teams receive most
applications and make hires.
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digitalchannellike LinkedIn gives candidates access to ourin-house
sourcing and recruiting teams to connect for job opportunities
and to build engagement for talent pooling. In the “talent war”
and digital skills gap scenario, LinkedIn plays a critical role for us
toidentify and hire the niche skills in digital/cybersecurity/cloud/
data we need for competitive advantage. Over the years, through
structured learning and certification programs, we have upskilled
our recruiters to enable them to leverage the latest recruiting
tools. It is also proven that hires from these channels grow and
stay longer with us compared to other recruiting sources.

Artificial Intelligence & virtual hiring — deployed in Capgemini
India

Empowering our recruiters with intelligent technology has always
been a priority.

At CapgeminiIndia, we have automated a couple of processes that
were previously perceived as transactional. Our Chatbot based
Screening Platform - Litmusblox is utilized across Business
Units to reach out to a mass volume of candidates at once, collect
screeninginformation like theirinterestin working with Capgemini,
insightsinto their profile, technical skills they are proficientin etc.
It reduces manual screening time and effort to collect these details
and then make a decision.

The platformisalso being utilized to run campaigns like the Alumni
Hiring Campaign wherein we have already reached out to 3,000+
ex-colleagues, as a measure of interest check and preliminary
screening.

Thisyear, we also tied up with a new assessment platform-iMocha,
which focuses on evaluating candidates on their tech and non-tech
capabilities, with proctored assessments. This helpsinidentifying
relevant candidates in the pipeline, ensuring a better conversion
at technical interviews and reducing recruiters’ manual effort in
screening a large volume of profiles.

Anotherkey platform, which wasintroduced in India, is the Virtual
Drive Management Platform - Elevator. Elevator helpsin managing
drives in the current virtual environment, enhancing the entire
virtual hiring experience for candidates as well as panelists. This
platform is enabled with a self-slot mechanism, seamless drive
management, panel feedbacks etc. which makes it no less than
an on-ground drive experience.

Today, we also have a Candidate Engagement Platform - Appical,
which caters to our offered candidates, takes care of their queries
and engages them with informative Capgemini specific content.

Allthese measures ensure that our team spends more time building
meaningful connections with candidates, while helping them find
exceptional opportunities in our organization.

Digital onboarding - first experience delivered digitally

We launched Capgeminilnvent’s new joiner training program “The
Institute” in several new countries (now six in total), kicking offits
global roll-out. With The Institute, we enable new joiners at our
junior grades to get client-ready within weeks — through internal
client assignment, dedicated coaching and strong training offers,
empowering them to test and build their core consulting skills in
a stimulating environment.
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2. Continuously building and strengthening a deep bench
of transformational leaders (talent retention and
promotion)

Forthe past few years, the Group has focused on providing a highly
engaging “People Experience” structured using a holistic framework
covering the candidate and employee experience end-to-end.

The “Promote first, Hire second” principle ensures internal
candidates displaying development potential are given priority over
external candidates, promoting the belief we have in our Talent
regarding their career development and new position openings.
Publishingvacancies andinternaljob opportunities (if applicable)
and reviewing various candidates with the Human Resources teams
foreach Strategic Business Unit/Global Business Line are standard
requirements before turning to external recruitment. Regarding
senior hires, every Vice-President hired undergoes an assessment.

Capgemini leadership Vision

As part of the common learning skills framework, Capgemini offers
leadership development to all employees in our business via our
“leadership Vision". Launched in February 2022 —it was created in
collaborationwith leaders across our entire business, including the
Group Executive Board and the Group Executive Committee, to
identify how we define leadership capabilities based on the latest
forward-looking research. Concretizing/bringing to life Capgemini'’s
leadership Vision and growing leadership capabilities at all levels
throughout an employee’s career is at the heart of our approach
to leadership development.

The leadership Vision encapsulates the essence of our future
leadership success and is based on a clear set of five leadership
dimensions:

— Performance Drivers;

— Aligned Entrepreneurs;
— Client Value Creators;

— Talent Magnets;

— Future Shapers.

The leadership Vision is Fully integrated across all levels in
Capgemini — specifically in our Learning and Development offers
— but is actively applied at the Vice-President (VP) level. These
drivers and behavioral expectations for leadership are translated
into both promotion and recruitment processes. Over 300 new
VPs have been assessed and promoted against these future
focused criteria.

Performance Management

The value Capgemini brings to our clients depends on the impact
we make as teams delivering against their unique needs and
opportunities. As our teams' critical skill sets have to stay ahead
of future client needs, the Group has redesigned its performance
management approach. From 2023, the leadership Vision will
be embedded in our new Performance Management process
— GetSUCCESS, which will encourage continuous feedback and
reflection of every leader’s leadership skill maturity. It has been
designed to maximize our collective future performance by
introducing three key changes:

— emphasis on ongoing priority alignment, reflecting the
volatile operating context. Priorities are agile and able to be
adjusted during the year to reflect the changing context and
focus;

— Ffocus on skills development, which expands the definition
of performance to evaluate both in-year contribution and
skills maturity;
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— emphasis on continuous feedback, to support a culture of
continuous improvement and growth.

This shift in the performance management approach is enabled
by SAP’s SuccessFactors, bringing employees the experience and
ease-of-use they expect from the Group.

Re-engineering our performance management approach makes
people development and performance our priority. By linking
skills development and progress to businessimpact, GetSUCCESS
empowersour employees to focus onhow they can accelerate their
future performance and increase their impact on the business.

Vice-President Strategic Talent Review (STR) - Succession
and mobility

Capgeminiruns aformal Strategic Talent Review (STR) of its VP and
Director population at Business Unit, function and country levels
as well as at Group level, with the ultimate objective to identify
the best leader talent — current and future, where we:

— identify options and preparation steps for succession plans
and mobility moves; and
— drive leadership development.

Formal business and country leadership roundtables ensure that
the top talentstrategiesand actions adopted are followed through.

Next-in-line Executive leadership Positions

In order to build a strong and diverse pipeline of leaders for the
future, we are focusing on identifying and developing the next
generation of leaders, who will be successors to the Executive
leadership Positions. The Group Executive Board has created a
next-in-line Executive leadership Positions with a twofold objective:

— build a high-performance Group leadership culture, wherein
the Executive leadership Positions’ contributions and
accountability are not confined to their respective Business
Units/functions, but can extend to the entire Capgemini
group; and

— create a global leadership capital to realize the Group
strategy by nurturing leadership potential, facilitating global
mobility and succession planning.

Based on the business and market context and conditions, the
Group Executive Board has defined strategic criteria to identify
these Group positions. These criteria undergo a revision every
year to adjust to both the present and the future. One of the key
criteria is to rotate holders of these positions every five years.

3. Focus on a flexible, engaged, mobile and high performing
workforce (talent engagement, talent reward and
compensation)

Talent engagement and continuous employee listening
People Experience Framework

Capgeminialigns across the Group on employee experience through
a global and common framework. This framework includes an
‘Employee Experience’ scope (mainly internaland employee-focused)
and a ‘People Experience’ scope, including external elements
relevant to the experience of candidates. It is based on ten areas
(brand awareness, effective & engaging onboarding, performance
&success, etc.) that are holistic cross-functional levers impacting
the experience and enabling the Group to:

— align flexibly ambitions and objectives;

— link to key transformation programs; and

— measure the impact of these programs on employee
engagement.
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The main measurement elements are Glassdoor (mainly for the
external component) and Pulse (for the internal component).
A formal mapping of the six Glassdoor drivers (Culture & values;
Work Life Balance; Senior Management; Compensation & Benefits;
Growth—Career Path; Diversity & Inclusion) to the equivalent Pulse
drivers helps create stronger alignment of actions and provides
support for a more authentic Employer Value Proposal.

Onboarding: reinforcing the cultural immersion

In 2022, the Capgemini group reinforced its organization to work
on the employee experience, starting with Onboarding, which is
considered to startas soon as the New Joiner has signed their offer,
and runs until 9 months after the start date: the “Melting Pot”.

The main focus has been on reinforcing the culturalimmersion as
we are in a hybrid working environment.

During the last quarter of 2022, the Group launched a few assets such
as setting up minimum standard touchpoints during preboarding,
proposing the creation of circles of confidence through a workshop
called “Green Dot Moments” to strengthen the peer-to-peer
experience, launching workshops around “Where Purpose and
Values meet ambition” in such a way that New Joiners can set up
theirown purpose statement, and proposing New Joiners at Grades
C+ to have an Entry Interview with their manager. The program
will be further developed in 2023.

Pulse: Continuous employee listening

To better understand the expectations of our employees, the
digital “Pulse” platform — where more than 130,000 employees
share their thoughts every month — captures employee feedback
anonymously and enables line managers to directly see how their
teams perceive their work and corporate experience.

It is based on a global engagement model with two questions
around engagement and loyalty and fourteen specific drivers (e.g.,
autonomy, rewards, etc.). Pulse thereby enables the empowerment
of all levels of the organization, by providing relevant insights to
identify priorities and adapt our Management and Human Resources
strategies, policies, and practices. This allows us to act fast and, at
all levels of the organization, to develop a tailor-made employee
experience in line with employees’ expectations.

In 2022, the Pulse platform also evolved into supporting hybrid
working and the New Normal working model by including additional
attributes (e.g. Manager Index) to see how Managers support
new ways of working and the health and well-being of their
teams. The Group rolled out a specific question about “Intent to
stay” to understand how inclined employees are to remain in the
organization for the next 12 months. In addition, the Group asked
what specifically employees require to stay with the Company.

Employee engagement Score

Fully deployedsince 2019, the overall Employee Engagementscore,
measured ona0to 10scale and the eNPS (employee Net Promoter
Score), measuredona-100toa+100scale, are keyindicators tracked
by leadership across the Group.

Talent reward, compensation & pay equity
Talent compensation

The Group compensation philosophy is based on shared principles,
applied atacountry level and tailored to local job market conditions
andregulations underaglobal governance structure. This philosophy
provides a foundation for us to make consistent hiring and promotion
decisions, which are linked to our business strategy, corporate goals
and objectives, and aims to reward the appropriate behaviors to
engage our employees and drive sustainable results.
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The minimum salaries applied by the Group in each country
always exceed, or in some rare cases, are equal to the legal
minimum wage set in the country concerned and may be higher
by averysignificant proportion. If anybody is at minimum wage, it
would only apply to a very limited percentage of our talent during
a limited time. As Capgemini is committed to ensuring that its
workforce is paid at least at or above the minimum wage level, all
geographies have strong governance systems in place to ensure
employees arein full compliance with minimum wage regulations.
If any case is identified, it is corrected in a timely fashion.

Capgemini group is committed to providing competitive total
reward opportunities. Hence, our philosophy aims to:

— attract, retain and motivate our talent;

— reward individual and collective performance with
a remuneration model that is motivating yet Fflexible,
incentivizing high performance in an ethical environment;

— be fairand aligned with the Group's strategic targets.

The Capgemini Rewards and Compensation mission statement is
structured around four pillars, designed to achieve the objectives
highlighted above:

— market and Competitive Rewards, to attract and retain the
skills we need now and for the future, through innovative
and globally benchmarked cash and benefits programs, to
remain on top of market practices;

— optimum impact and affordability, to enable Managers to
spend approved compensation budgets in an optimized way
through first class analytics, advice, and guidance;

— employee Engagement, by enabling employees to
understand and value their full reward structure through
clear and impactful communications that illustrate our
reward value proposition;

— optimized and efficient processes to drive alignment, favor
mobility and improve employee experience.

These principles are regularly reviewed to ensure consistency
with global and local market trends and are deployed and managed
locally to ensure compliance with local regulations.

The total reward package for a given employee includes a fixed
salary, avariable part for eligible employees based onindividual
and company performance and a set of benefits which are not
all cash related and are aligned to competitive market practices
interms of healthcare and wellness benefits, life and disability
coverage and retirement, among others.

Regarding the Vice-President population, compensation schemes
are designed, reviewed, and approved at Group level for both fixed
and variable components on a yearly basis following best market
practices. For other employees eligible to variable compensation
schemes, the design and principles are built within a global framework
inorder to promote mobility and ensure consistency and fairness.

The Group also offers its employees the possibility to participate
and invest in an employee share ownership plan (ESOP). This
plan was first launched in 2009, has been launched on an annual
basis since 2017, and is offered to 97% of our global population.

Where localrules permit, employees can select the components of
their remuneration package from a predefined package (Flexible
Compensation Schemes). This provides employees with additional
flexibility, enabling them to reconcile their financial and personal
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situations in the best possible way. Profit-sharing is available to
employees pursuantto the local regulations applicable in the country.

Salaryincrease guidelines are also reviewed and approved at Group
level in close alignment with the most up-to-date market and
business trends. The Group has also implemented a strong cross
function governance (HR, Finance and Procurement), supported by
aninternational partner to monitor, optimize, evolve and improve
employee benefit coverage for our employees.

Changes in compensation (which can be found in the Note 7 of
the consolidated financial statements detailed in Section 5.2) are
subject to regular analysis as compensation costs represent 68%
of the Group revenue . Average compensation cost trends across
operations are regularly monitored to evaluate, monitor and
anticipate the impact of staff demographic momentum (recruits,
leavers, promotions, etc.) on the development of this key indicator.

The Compensation Committee of the Capgemini SE Board of
Directors makes recommendations to the Board of Directors on
the compensation of the Company’'s Executive Corporate Officers
andisinformed of the compensation policies related to the Group’s
Senior Managers, in particular equity-based incentives which are
subject to Board approval.

Pay equity

During the last two years, the Group has worked towards a
comprehensive and consistent approach to Pay Equity.

Beyond running annual assessments to ensure local compliance,
since 2022 Capgemini has been part of the Bloomberg Gender
Equality Index (GEI), a modified market capitalization-weighted
index that aims to track the performance of public companies
committed to transparency in gender-data reporting and whose
current market capitalizationis greater than or equal to USD 1 billion.

Capgeminireneweditsinclusionin thisindex againin 2023, improving
overall its positioning in the benchmarking, on the basis of 2022
data, scoring 81.59% from 76.90% in previous year. This represents
a progression of 4.69 points or a 6.1% improvement. This score is
again above the overall average of 73% and of the Tech sector
average of 72%. Out of the 484 companies that integrated the
Index, 47 belong to the Tech sector.

The GEI framework defines a set of metrics used to determine
a company'’s progress towards equal representation of gender
throughout the levels of the organization, commitment to gender
equality goals, policies in place to reduce the impact of familial
stresses and responsibilities on the workplace, and progress
towards positive impact on women outside of the employee base.
The reporting framework includes over seventy metrics, each
allocated to one of five pillars:

— equal pay & gender pay parity: addresses closing the gender
pay gap through transparent and effective action plans;

— Ffemale leadership & talent pipeline: measures recruitment,
retention and development of women into senior leadership
positions;

— inclusive culture: evaluates policies, benefits, and programs
that contribute to an inclusive work environment;

— anti-sexual harassment policies: assesses anti-sexual

harassment policies and procedures;

— pro-women brand: considers factors like supply chain,
products and services, and external support for women in
the community.
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In addition, in October 2022, Capgemini group renewed its
EDGE global certification and obtained the EDGEPLUS global
certification, with 9 countries involved, representing more than
82% of its total workforce. 70% of the Group is certified at Level 2
(Move): India, France, Brazil, Morocco and Germany. An additional
12% is certified at Level 1 (Assess): US, UK, Canada and Poland.

This showcases a strong commitment towards gender and
intersectional equity with all its dimensions — such as race and
ethnicity, genderidentity, sexual orientation, age, nationality, and
working with a disability.

b) Main achievements in 2022
1. Develop a dynamic evolving skills pipeline, Filled

internally and externally by an agile talent marketplace
and expanded talent pools

Own workforce

The Group'sheadcount broke the symbolicbarrier of 300,000 employees
inSeptember 2021, three years after breaking the 200,000 employee

mark at the start of 2018, which was itself just over seven years
after crossing the 100,000-employee mark in September 2010.
This reflects an acceleration of our growth momentum: while
headcount grewin 2020 by 22% through the acquisition of Altran,
which brought nearly 50,000 new employees, growth in last two
years has been mostly driven by organic growth and a very strong
and dynamic market demand.

We reached close to 360,000 employees at year end, growing
by just more than 10.7% in 2022.

More than 97% of our employees work under a permanent
contract (98% of headcount), and 62% of people employed on a
fixed-term contract are based in China where such contractis the
market practice.

Changes over total headcount

The average headcount is calculated by adding the average
headcountat the start of the financial year and the headcount for
12 months, divided by 13.

2020 2021 2022

Headcount Change Headcount  Change Headcount Change

Average total headcount 251,525 16.4% 292,690 16.4% 347,758 18.8%
Headcount at 31 December 269,769 23% 324,684 20.4% 359,567 v 10.7%

Scope: Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

Geographical breakdown of the headcount

Following the very significant headcount growth in 2020 related to
the acquisition of Altran (effective April 2020) with the onboarding
of 49,889 employees, the post Covid-19 crisis rebound over the
last two years drove significant organic headcount growth across
all geographies.

The integration of Altran had a visible impact on the geographical
breakdown of the Group’s employees in 2020, with an overall
increase in Europe, as Altran had a stronger European footprint.
However, organic growth has since been more significant in Asia
Pacific, which remains the strongest region by far with nearly 55%
of employees based in this region.

December 31,2020 December 31, 2021 December 31, 2022
Regions Headcount % Headcount % Headcount %
North America 18,550 6.9% 19,588 6.0% 20,891 5.8%
United Kingdom and Ireland 10,489 3.9% 12,172 3.7% 14,182V 3.9%
Nordic countries 5,401 2.0% 6,304 1.9% 7,323+ 2.0%
Benelux 9,616 3.6% 10,415 3.2% 11,341V 3.2%
Central Europe and Eastern Europe 21,997 8.2% 24,219 7.5% 27,640+ 7.7%
France 36,219 13.4% 37,283 11.5% 39,479V 11.0%
Southern Europe 19,932 7,4% 21,655 6.7% 23,646 6.6%
Asia-Pacific 135,567 50,3% 178,358 54.9% 197,205V 54.8%
Latin America 8,110 3.0% 10,050 3.1% 11,577 3.2%
MEA 3,888 1.4% 4,640 1.4% 6,283+ 1.7%
TOTAL 269,769 100% 324,684 100% 359,567 v 100%

Scope: Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

ByDecember 31,2021, Asia-Pacifictotaled more than 178,000 employees,
and grew further in 2022 to more than 197,200 employees,
representing 54.8% of the total workforce.
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Latin America, Middle East and Africa, the Nordic countries, UK
and Central & Eastern Europe have grown their overall share vs.
2021, while the other regions, while still growing in volume, have
recorded a lower percentage in the Group headcount.

France represents now 11% of the total Group headcount.
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Gender distribution by region
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December 31, 2022

Regions Women Men
Capgemini 37.8% Vv 62.2% <Y
North America 29.8% 70.2%
United Kingdom and Ireland 30.3% 69.7%
Nordic countries 32.2% 67.8%
Benelux 24.0% 76.0%
Central Europe and Eastern Europe 39.2% 60.8%
France 30.6% 69.4%
Southern Europe 29.7% 70.3%
Asia-Pacific 42.3% 57.7%
Latin America 36.4% 63.6%
MEA 45.7% 54.3%

Scope: Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

Additional demographics (seniority, age, and other key
demographics)

Capgemini's focus on diversity is also reflected in the various
demographics and the 160+ nationalities represented within the
Group.

— Seniority distribution

Also, the average seniority of our population reflects the very
strong hiring dynamic observed over the last two years explaining

Average seniority in %

December 31,2020

the increase of the percentage of the population with less than
3 years of seniority as of end of 2022, and the shift between the
seniority categories. With arecord high level of hiringin 2022, similar
to 2021, with slightly less than 141,000 people, the percentage
of people with less than 3 years seniority totaled 68.9%, which is
5.5 pts higher than in 2021. This increase drove other categories
(exceptthe above 10 years seniority which marginally increased by
0.1 pt) to decrease by between 2.4 to 3.2 pts. As a result, average
seniority slightly decreased and ended at 3.7 years, compared to
nearly 3.8 yearsin 2021.

December 31, 2021 December 31,2022

<3years
>3 <5years
>5<10years

>10years

53.6% 63.4% 68.9% V
16.9% 13.3% 10.9% V
15.4% 13.2% 10.0%
14.1% 10.1% 10.2% v

Scope: Capgemini group.
Data coverage on 99.8% of year end headcount.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

— Age distribution

This strong hiring dynamic driven by a high number of young
graduates had also animpact on the average age which has reduced
by nearly 0.2 year from 33.7in2021to0 33.5in 2022. The average

age of joiners was 29.51in 2022. As a result, the percentage of the
population which is less than 25 years old increased by 1.1 point,
the most significant reduction being in the 35 to 45 year range
with a 0.6 point reduction.

Average age in % December 31, 2020 December 31,2021 December 31, 2022
<25yearsold 12.2% 17.9% 19.0% v
>25<35years old 47.4% 46.1% 45.8% v
>35<45yearsold 25.4% 22.5% 21.9%
>45<55yearsold 10.7% 9.6% 9.5%
>55years old 4.4% 3.9% 3.9%
Scope: Capgemini group.

Data coverage on 99.8% of year end headcount.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.
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— People working part-time & foreign nationals

Flexibility in working conditions is also a feature which is offered
and being able to work abroad is an attractive feature for many
employees. People choosing to work on a part-time basis represent

1.9% of the total headcount, with however significant differences.
If we exclude Indiawhereitis nota local practice, this percentageiis
above 4%. Netherlands is the country with the highest percentage
of employees working part-time (above 15%). Within the population
working on a part-time basis, 59% are women and 41% are men.

2021 2022 Coverage

People working part-time % of employees working part time out of total 2.7% 1.9% 98.8%
headcount

Foreign Nationals % of employees requiring an employment visa for 5.5% 5.8% 94.6%

work/total headcount (17 biggest

countries)

Scope: Capgemini group.
External Hiring

New hires include employees who joined Capgemini after the
usual recruitment process during the financial year and who are
part of the headcount (new hires incorporated via acquisitions/
operations are excluded).

Following the Covid-19 crisis, which had a significant impact on
external hiring levels in 2020, with a marked 50+ % reduction in

recruits compared to the previous year, recruiting did not stop
and kicked off again towards the end of 2020 and significantly
reboundedin 2021 and 2022, both years at a record high level for
the Group of close to 140,000 hires, and even exceeding this level
in 2022 with 140,789 hires.

The coverage rate for new hires is 100%.

2020 2021 2022
External hiring 47,002 139,594 140,789
Acquisitions 50,835 1,005 1,836
Scope: Capgemini group.
v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.
Talent brand & attractiveness

2020 2021 2022
Talent attractiveness Number of people hired by the Group (external hiring) 47,002 139,594 140,789V
Implementation of local Employee voluntary attrition rate (%) 12.8% 23.5% 25.5%
initiatives preventing the o\ 1\ ivion rate (%) 18.5% 28.4% 30.8%

unwanted departure of
employees

Scope: Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

Glassdoor: An authentic talent brand view of the “Capgemini
Experience”

In 2021, Review Intelligence — a sentiment analysis tool was
launched in Glassdoor which was used by all stakeholders to
thoroughly understand the sentiments of Capgemini employees
and make necessary changes. Integrating Glassdoor and Pulse in
2020 helped bring the employee voice to the leadership. In 2022,
we brought together the efforts made by different brands and
worked to improve overall responses for employees reviews.

2022 also was the year of increasing focus on candidate reviews
received on Glassdoor and how it could be leveraged to improve
candidate experience with the launch of personalized country
specific Glassdoor Review signatures for the Talent Acquisition
community. Glassdoor continues to focus on talent attraction and
employer branding while keeping transparency as its core value.
Thisinturn ensures that all our stakeholders actively use, maintain
and update our Glassdoor profiles with the latest Capgemini
information. The figures below cover the Capgemini Glassdoor
profile at the end of 2022:

Diversity Positive
Overall Culture WorkLife Senior Compensation Growth - and CEO Business Recommend Interview
Rating &Values Balance Management andBenefits CareerPath Inclusion Ratings Outlook toaFriend Experience
4.0 4.1 4.0 3.7 3.5 3.9 4.1 93% 78% 85% 7%

Scale 1to 5 (5is highest score).

In 2022, we focused more specifically on candidate feedback on Glassdoor.

External awards & recognition

Ourtalentbrandisempowered by our people and their experiences.
It has been recognized as one of the best employer brands across
different countries/regions. This reflects our investment in
attracting, growing and retaining the top talent as we strive to
become a place where talent thrives. Our many awards include
(not an exhaustive list):
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— Great Place to Work — Capgemini India, USA;

— Universum top 50 globally most attractive workplaces;

— Top Employer 2022 — Europe;

— LinkedIn Top Employer — India, Germany, France, Spain, NL,
Italy;

— Glassdoor Best places to work 2022 — Germany, Invent UK.
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2.Focus on a flexible, engaged, mobile and high performing
workForce (talent engagement, talent reward and
compensation)

Talent engagement and continuous employee listening

The Pulse employee engagement metrics are monitored at all levels
of the Group (from Board to Operations) and provide a detailed
view through many attributes (Business Unit, country, gender,
age Group, management level, tenure, and others) to further
understand and act on employee perceptions and expectations
in a focused way.

Statistics as of December 2022

Engagement score eNPS

(by gender, on a 10 level scale)

(by gender, from-100 to +100)
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In 2022:

— the number of actively engaged employees on Pulse
increased to 85% globally;

— the overall engagement remained at 8.0 by the end of
2022, similar to how it was by the end of 2021;

— the eNPS scores increased from 35 to 39 in the same
timeframe, showingaslightincreaseinthe ratioof employees
that are promoters of Capgemini as a great place to work;

— the aggregated employee participation rate reached 58%.

Actively engaged employees
(by gender, in %)

100%

70 50
85 85

- 8.0 8.1 _ 38 39
8 40 80%
6 30 60%
Y 20 40%
2 10 20%

Men Women Men Women Men Women
Engagement score eNPS Actively engaged employees

(by management level, on a 10 level scale)

(by management level, from-100 to +100) 56

(by management level, in %)

10 s3 80 79 78 80 2 *0 0% % g o1 B2 <
8 20 80%
6 30 60%
. 20 0%
2 10 20%
A B C D E F A B C D E F A B C D E F

Engagement score eNPS

(by age group, on a 10 level scale)

(by age group, from-100 to +100)

Actively engaged employees
(by age group, in %)

10 86 g4 s
81 81 79 79 78 17 76

100% 92 89
° 8 84 83 g2 82 g 80

80%

60%
40%

20%

%O % 9 k@ X S S A O o>
>0 of D o 0 S D> D
R N EATAETA

eNPS stands for employee Net Promoter Score.

This model has been critical in keeping the pulse on employee
engagement and enabled managersand leaders across the Group
to monitorand react to the qualitative and quantitative feedback
from their teams in the hybrid work environment.
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Pulse listening helped our Business and HR teams to gather valuable
intelligence and drive impactfulinitiatives.
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2020 2021 2022
Group engagement score Aggregate average Engagement Score (from 0 to 10) 7.7 8.0 8.0
Group eNPS (employee % number of promoters (score: 9-10) less % number of 26 35 39
Net Promoter Score) detractors (0-6)
Pulse participation rate Aggregate full year employee participation rate in 70% 66% 58%
Pulse (in %)
Actively engaged Part of the workforce with Engagement Score 7-10 (in 81% 83% 85%

employees(® %)

Scope: for 2020 & 2021, the scope was Capgemini legacy; for 2022, the scope is Capgemini group.

(1) Definition: SASB Actively engaged: The classification should generally reflect the use of 4, 5, 7 or 10-point scales, where “actively engaged” is 3-4 on a 4-point scale, 4-5 on
a 5-pointscale, 5-7 on a 7-point scale, and 7-10 on a 10-point scale, or the equivalent. Sources: The Vitality Institute and Aon Hewitt. Determining who is actively engaged:
Engagementis generally determined through a composite score derived from several questions. However, it may also be determined with a single question about “overall”
engagement. Whatever the case, the result should be provided in a scale that corresponds to the above definitions of “actively engaged”.

Talent reward, compensation & pay equity

Pay equity is a key area of attention with strong internal focus:
we ensure that we are compliant with prevailing legislation and
monitor this topic, by leveraging the external certification EDGE
when applicable.

In France, we have an annual Equality Index assessment that
includes a pay equity Section based on a methodology presented
andvalidated with employee representatives which disclosed very
limited variances for similar roles. This has enabled us to reach
apay equity score of 38 out of a maximum of 40 on the 2021 Pay
Equity Section of this index (in place since 2018). This high score
is driven by a less than 2% variance between men and women (in
favor of men) overall within France and reflects the long-term
work with employee representatives on this matter. In addition,
we had the maximum scores for the percentage of promotions
as compared between men and women and in relation to the fair
treatment of women returning from parental leave.

Overall, Capgemini scored 93 over 100 on the index (including
aspects otherthan pay) and has scored between 93 and 94 over
the last four years.

In addition, in October 2022, Capgemini group renewed its EDGE
global certification and obtained the EDGE+ global certification,
with 9 countriesinvolved, representing more than 82% of its total
workforce:

— 70% of the Group is level 2 certified (Move): Brazil, France,
Germany, India and Morocco;

— anadditional 12%is level 1 certified (Assess): Canada, Poland,
UK and USA.

This showcases a strong commitment towards gender and
intersectional equity in multiple dimensions (ethnicity, gender,
sexual orientation, age, nationality, disability, etc.).

Allocation of share-based incentive schemes

Capgemini SE has allocated share-based instruments (previously
stock options and performance shares since 2009) on a regular
basisin line withits Corporate Governance rules. These allocations
are made selectively with the aim of rewarding employee loyalty,
namely for those who have made exceptional contributions to
company sales, production, innovation or to reward those who
have been acknowledged for specific initiatives or who are seen
as transformation agents. Any employee in the Group may be
selected to receive them. This is an exceptional reward, not
guaranteed on a year basis and does not form part of the general
remuneration policy.

The Management Report, presented at each Capgemini SE
Shareholders’ Meeting, provides a detailed yearly breakdown
of the performance share allocations (refer to Section 2.3.4 for
furtherinformation).
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Currently, performance shares granted to Executive Corporate
Officers represent a very low percentage of the total shares
distributed. The associated resolution setsa maximum limit of 10%
to be allocated to Executive Corporate Officers and the volume
effectively allocated to them representsa much lower volume, with
less than 3% of the total grants of all performance share plans since
2009. Also, the number of people benefiting from such allocation
isgrowingin order to associate more and more employees with the
Group's long term performance and more than 5,000 employees
have been covered in the last 2 plans, reaching 5,800 people in
2022. Recently acquired companies are included in such plans as
soon as legally feasible.

Detailed information regarding performance shares allocated
by Capgemini SE to Executive Corporate Officers and to the ten
main beneficiaries (non-Directors), the options exercised by the
latter, and details of these plans are provided in Section 6.1.4 of
this Universal Registration Document.

Employee stock access (ESOP)
In 2022, the plan covered 29 countries.

More than 50,600 employees have participated in the latest plan
and 508 M€ was subscribed.

Employee share ownership remained above 8% as of end of 2022,
at 8.37% of our share capital. This has enabled us since 2012 to have
employee shareholder representation on the Board of Directors
of Capgemini SE (refer to Section 2.1.3).

4.3.1.3 Skills management and development
(policies, actions and main achievements in
2022)

[GRI201-3]; [GRI 404-1]; [GRI 404-2]; [GRI 404-3]

a) Relentlessly investin our talent, developing tomorrow’s
skills

At Capgemini, we believe itis essential to empower our people to
learn and grow every day to be future ready, and to provide the best
addedvalue to our clients. We strive to foster an environment that
enables our people to access the right learning, in the right way,
and at the right time, with a holistic and people-centric learning
experience. We want to build a company of “learn it alls,” not
“know it alls,” turning potential into business value and ensuring
our employees’ sustainability and long-term employability as their
careers progress throughout Capgemini and beyond.

Torespond to afast-changing market, dynamic technology trends,
and the increasingly agile expectations of our clients and people,
every Capgemini employee — from new graduate hires to senior
leadership — can expect a unique and high standard of learning
offers, tools, and support.
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Our ESG commitment is to increase the learning hours of every
employee by 5% year-on-year, from 45.7 average learning hours
per participantin 2021, reaching 71.0 Average Completed Learning
Hours (ACLH) by 2030 -demonstrating our commitment to grow
our talentand recognize learning as a value creator and continually
investing in development to support career growth.

In 2022, we exceeded our global ESG target of 48.1 ACLH,
reaching 51.4 ACLH by the year-end, demonstrating 12.5%
growth in learning hours across the Company.

Our latest learning Pulse score of 8.15 (out of 10) demonstrates our
employees’ appreciation for our Learning and Development offers
and the value that they bring to our workforce. Even more so, we
can directly correlate increased learning hours with increased
Pulse scores and employee retention, demonstrating the value
that learning provides to our employees, business, and clients.

Engaging employees through world-class learning
experiences

Ourdigital learning platform, NEXT, has helped drive our global
ESG commitment and make learning accessible to all our employees
with a unique market offering of digital content. Offers are curated
internally to put learning in the context of our Capgemini-specific
rolesand needs, as well as world-class knowledge partners such as
Harvard Business, Coursera, Pluralsight, Udemy, and many more
technology partners.In 2022, 94.7% of the Capgemini workforce
used NEXT, with the majority (92%) of our total headcount engaging
in digital learning regularly.

NEXT also caters to changing learner preferences, with more than
30% adopting micro-learning (learning that takes 30 minutes or
less), which is easily accessible to all, anywhere, anytime.

Yet, learning has evolved past the pre-pandemic face-to-face
must-haves and the purely virtual world of the New Normal, and
in 2022 we saw another learning trend evolve: hybrid learning. As
Capgemini offers flexible working to its employees, so too are we
offering flexible learning solutions to meet both business and learner
demands. Hybrid learning offers our people in-depth learning
programsin a mixture of formats, combining virtual facilitator-led
sessions with face-to-face workshops. For the first time in 2022,
Capgemini hosted its first, truly hybrid learning experience with
“InventX” - a learning event for our global Invent Community.
InventX brought together the entire population of the Invent
SBU (over 12,000 employees) in a simultaneous, global, and
hybrid experience. Whether working virtually and joining live
sessions orattendingin person atone of three learning hubs across
three continents, the event allowed participants to experience a
global event first-hand, hear from Capgemini leadership about our
Group strategy, upskill and learn in a series of masterclasses and
workshops, and network and socialize with their wider community.

Feedback from participants, facilitators and stakeholders alike
deemed the event a success with a net promoter score of 8.9 (out
of 10), recognizing the value that hybrid events can bring to the
business and demonstrating how we can offer quality learning
solutions in different formats.
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Tailoring Learning and Development to our employee and
business needs

Alongside our learning-for-all promise, Capgemini also tailors
all Learning and Development across five skills dimensions
that we expect all our employees to develop: Capgemini DNA,
leadership, Industry, Business & Methods, and Technology & digital
transformation. These skills dimensions enable us to offer relevant
learning for our employees as a vital way to add value and upskill.

Capgemini DNA

Throughout a Capgemini employee’s career, we offer learning
programs to support their day-to-day job. From onboarding as
a new joiner through to our foundational training on ethics and
values, diversity and inclusion, sustainability, data protection,
cybersecurity, and more, our Capgemini DNA learning programs
provide an understanding of how we operate in Capgemini,
offering everything our employees need to know to be safe and
effective in their roles.

2022 saw the launch of the Group Sustainability Campus, providing
employeeswith the skills they need to meet the challenges of climate
change. After completing a basicawareness module with content
from recognized external experts on environmental concerns,
employees can learn more about Capgemini's commitments, actions,
and approach when working with clients. The goal is to empower
all employees to increase their impact throughout their projects
and clientinteractions. By the end of November 2022, 53% of the
Group's employees had completed the Sustainability awareness
module and more than 3,500 have enrolled in the campus.

Leadership

Asemerging technology and new business models are transforming
the way the world works, employees expect greater freedom and
flexibility in their work, and society is demanding that business
steps up to play a more active role in solving our greatest problems,
from climate change to social inclusion. The world needs a new
kind of leader. At Capgemini, no matter the level, experience, or
seniority, we believe that everyone should aspire to become a
leader, discover Capgemini's leadership vision, grow and upskillin
leadership, and access all leadership offers available for their level.

Leadership Awareness

In2022, we developed a leadership Awareness module-based on
offering learning across each leadership dimension within the
leadership Vision, with self-directed learning resources available
on NEXT. This module is available to all employees in the business,
regardless of their level or seniority, and is the first step to building
acommon understanding of our leadership expectations, enabling
leaders and theirteamsto align to the leadership Vision and create
relevant team plans.

Managers and Directors

Ouraward-winning Connected Manager program offers a flexible
learning format and supports Managers in building trusted, engaging,
and supportive relationships with their teams, while equipping
them with practical management tools and best-in-class learning
from Harvard Business Publishing. More than 33,000 Managers
have completed the program since its launch and, in 2022 the
program won five Brendon Hall awards recognizing its business
benefit to Capgemini, and establishingits positionin the industry
as a world-class talent development offer.

CAPGEMINI 195




OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Social: aligned entrepreneurs with protection & respect for all

Capgemini’'s Top Talent programs are designed to accelerate
and strengthen Managers and Directors in their leadership
skill set. Three Talent strengthening programs are offered to
build holistic leadership capabilities: Grow & Inspire, LEAD, and
Pacesetters, while another two are offered to provide participants
with transformative experiences to become change champions for
Capgeminiand boost their career pathin the Group: Connect & Drive
and Game Changers. Offered to the Group’s top 2% of Managers
and Directors, the Top Talent programs are a hybrid offer, with a
mix of digital and face-to-face learning over several months. In
addition to this, Managers and Directors are further supported by
leadership Masterclasses, which are tailored to employee grades
and provided in a virtual workshop format.

Vice Presidents

Development for Vice Presidents (VP) begins with the onboarding
of newly promoted or newly hired leaders into the VP grade and
provides learning throughout their entire VP tenure with 360-degree
feedback and tailored development opportunities.

The “Onboarding New Executives” (ONE) program helps Vice
Presidents maximize their ability to create high-performing teams
and become talent magnets, understand our strategic priorities,
learn how to bring value and innovation to our clients through
Capgemini’s capabilities and expertise, and how to support our
drive for sustainability.

The VP360 program is a holistic leadership program available
to all Vice Presidents, based on our leadership Vision and
offered in partnership with Lee Hecht Harrison. This program
aims to deepen our leaders’ self-awareness and provide them
with a solid basis for development planning, while developing a
culture of continuous, two-way feedback. Following participationin
VP360, leaders can access the VP leadership Series, which provides
experiential workshopsin relevant topics such as “build yourimpact
and clientintimacy at CxO level” and “develop strategic thinking.”
External one-to-one coaching and team-based coaching are also
available as needed.

Industry

Almost every industry still holds significant opportunity to
leverage their digital potential and collective expertise will bring
significant value to guiding the transition into the digital economy.
Capgemini’s Industry learning offer is aimed at helping our
people better understand and guide the industries in which we
operate: theirvalue chain, current business challenges, where they
are heading, and how we can support their overall business and
transformation agenda.

The “Industry Campus” is a virtual space offered through NEXT,
providing easily accessible learning to allemployeesin the Group,
giving access to the latest industry-specific knowledge and
content, building depth of expertise, and enabling our employees
to better engage with clients and create custom solutions based on
informed decisions. Our Industry learning is pivotal for employees
to drive more success in their roles and help Capgemini to create
even more value for our clients. Almost 16,000 participants have
accessed the Campus since its launch in 2022.

Business & Methods

We have truly global communities that transcend all business units
and geographies, and we also have specific tools and methods to
enable our people to deliver at their best for our clients.

In 2022, 16 Professional Communities were designed, clustering
allroles requiredin the Group to deliver profitable growth on our
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business strategy. Our Business & Methods learning offers tailored
online support, peer-to-peer learning, and community events to
each Professional Community. Every employee in the Capgemini
group belongs to a Professional Community. To support them
in their career growth, Capgemini provides role-based learning
experiences to help all employees develop the skills they need
to deliver against our talent strategy, industry expertise, and
corporate strategic framework.

Professional Communities

In 2022, we developed learning pathways for our Professional
Communities — hosted in NEXT —which include career mapping,
peer-to-peer learning, and skills development to help ouremployees
navigate and shape theirown career and aspirationsin the Group.
We also offer more in-depth Learning and Development offers
including accreditations and certifications — important assets
to recognize the expertise and development of our people in
their professional communities. One example isin our Architects
community, where we offer a world-class internal certification
program from a Level 0 Aspiring Architect through to a Level 4 Master
Architect. This global certification program enables better staffing
of complex engagements with the appropriate level of expertise and
represents our commitment to elevating our excellence standards
and practices across the Group. To date, over 9,000 Capgemini
employees are certified architects.

Engaging communities with community events

RISE is a series of high-impact, digital-learning events that
connect our Professional Communities across the globe. It is
a quarterly virtual-learning experience and career development
opportunity that enables our people to collaborate without borders,
improve skills and efficiencies, and gain knowledge from experts
and their peers. RISE features our Group's leaders who give insight
into our priorities and the latest trends at the core of our business.
Professional Community leads and sponsors also speak to offer
more on their community strategy and vision — all to define the
future of our business and identify how you can contribute to our
continued growth and success.

With events hosted once per quarter, almost 13,500 employees
attended aRISE eventin 2022 across nine communities achieving
an event rating of 8.8 (out of 10).

Technology & digital transformation

Technologyis at the heart of everything we do at Capgemini, so it
is only natural that we offer technology learning solutions for all.
Whetheryou are an Engagement Manager or an Account Executive
working with a client, oran Architect or Software Engineer looking
for the latest developments in your expert arena, our learning
solutions provide everything our employees need to know when
it comes to technology in our industry.

Technology Portfolio Offers

Our Technology Campuses — starting with Cloud and Data & Al
topics — provide access to the skills our talent need to leverage
whenitcomesto our portfolio offers. These campuses build top-line
understanding, awareness, and confidence to talk about these
subjects with clients effectively, and provide depth of expertise
and technical certification preparations in specific topics. Almost
100,000 participants (nearly 30% of the Group) have accessed
learning via these campuses, demonstrating how learning is
supporting Capgemini's growth agendain these two strategic areas.
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Technology Alliance Partners

Capgemini is proud to partner with leading-edge technology
companies. We offer technical training on our Alliance Partners,
including but not limited to, Microsoft, Microsoft Azure, AWS,
Google, Azure, SAP, IBM, Oracle, Adobe, from basic training to
official certifications viaour NEXT platform.

Integrate workforce planning and skills development

Our global staffing tool is designed to harness business demand,
skills, people data and project mobility choices to map the pool of
interested talent profiles against the right demand.

Thisis further leveraged by our resource planners to make decisions
about staffing.

The tool offers a global marketplace, where people can express
their interest in projects that have been chosen to be published
rather than having a resource assigned directly. Any unfulfilled
demand is flagged to the external market, in line with our core
staffing principle to ‘look internally before going to the market'.

b) Main achievementsin 2022
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The analytics engine is designed to grow in intelligence through
a skills framework, taxonomy, professional communities, and
evolving people data so that it increases the matching ability,
understands career choices, and reduces the turnaround time and
business costs involved.

Open up our learning ecosystem

We are working on a solution to bring these Academies to our
customers through an extended enterprise platformin 2023, one
that will allow us to seamlessly extend these to our network and
ecosystem and to learn with our clients.

Another way to open our ecosystem is to enable learning before
we have a new memberjoin the organization. We have rolled out a
pre-boardersolutioninIndia, where all candidates that are offered to
join Capgeminilndia also have an opportunity to discover Capgemini
India modules through access to a Pre-boarder NEXT solution. We
are now extending the Pre-boarder NEXT learning solution with a
pilot: around 7,000 hired students that have received a job offer
could refresh the necessary technical skills prior to their joining.

Scope 2020 2021 2022
Total number of training hours (millions of hours)™ ®) C 9.8

A 1.1

C+A 12.8 17.4+
Average number of learning hours per employee trained @@ C 45.5

A 22.2

C+A 45.7 51.4+

Scope: (C) stands for Capgemini legacy, (A) stands for Altran legacy and (C+A) for Capgemini group.

(1) Only training hours recorded in the Learning Management System for Altran France are registered.

(2) Theaverageis calculated on the basis of active learners rather than against the employee headcount.

(3) Coverage rate of Capgemini Engineering training information: 98.4% of the Capgemini Engineering headcount.
v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

4.3.1.4 Enhancement of a diverse workforce and an
inclusive culture (policies, actions and main
achievements in 2022)

[GRI 405-1]; [GRI 405-2]
[SASB TC-SI-330a.3]

a) Ourambitions

Itis our strong conviction that a diverse workforce and aninclusive
and equitable culture boost creativity and innovation and are
therefore integral to being a high-performance company. Diversity
and inclusion are essential to our Group identity and our value
proposition. By bringingin such diverse talent, we enrich our teams
with different skills and perspectives, helping us to anticipate and
adapt proactively to rapidly evolving client needs, and making
Capgemini a community of active entrepreneurs and thought
leadersin our chosen markets. Therefore, we commit to building
a diverse and inclusive environment, where every form of talent
thrives and brings the best value.

Our definition of diversity encompasses all personal attributes,
such assexand genderidentity, age, race/ethnicity or nationality,
sexual orientation, ability status, social origin, cultural identity,
ideologies, working methods, skills and experiences... We value
the differences and uniqueness of our people, and ensure an open,
collaborative, and safe environment for their well-being, while
allowing them to be their true selves at work.
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We not only comply with regulations, we aim at upholding the
highest standards and fully subscribe to the key principles of
sustainable development, namely, inclusivity, integrity, stewardship,
and transparency, as mentioned in the first commitment of our
human rights policy which is “Equal Opportunity & fair treatment”.

Our Diversity and Inclusion strategy is highlighted in our ESG policy:

ESG priority D: Enhance a diverse, inclusive and hybrid work
environment

It contributes to targets of three of the United Nations Sustainable
Development Goals (SDG 5, SDG 8 and SDG 10).

The Diversity and Inclusion (D&I) pillar of our Corporate Responsibility
program pursues four main ambitions:

— Become a destination company where all talents can
thrive. While we remain focus on ensuring more parity
between genders, and bring more women in the workforce
and in leadership positions, we have broadened our
perspective of diversity and we commit to ensure a better
representation of the society in all its richness, and address
untapped sources of talents.

— Offer a safe and inclusive workplace with equal
opportunities to all. Beyond diversity, we commit to ensure
equity, offering equal opportunities and fair treatment to all,
by monitoring the recruitment mix, equal promotion rates
and equal pay for equal work. It relies on fair management
and processes, aligned with the highest standards of the
market, as defined by external certification and indexes.
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— Strengthen an inclusive culture, engaging all our
workforce. We ensure asafe and respectful workplace where
leaders are made accountable and invited to self-reflect
on their daily behaviors, in line with our core values, Code
of Business Ethics, new leadership model and new flex
policy. Beyond Managers, employees can contribute to the
Employee Networks or volunteering initiatives promoted in
our CSR policy. Every one of us is instrumental in building a
friendly environment where everyone can be their authentic
self and find their own way, combining professional ambition
and personal life.

— Make Tech and consulting an opportunity for broader
society and local communities. We commit to play our part
in breaking down barriers and making meaningful change
happen beyond our own boundaries. In our relationships
with our clients, partners, providers, external affiliations
and communities, our way of operating and our thought
leadership aim at driving positive impact and shaping positive
futures.

1. Become a destination company where all talents can
thrive.

We increase our efforts on achieving more gender parity.

We are convinced that women are key to shaping the future of the
digital economy, whether in technology, business or client facing
roles. To address the gender gap, which is still dominant in our
industry, we need to consider the whole talent value chain and
grow a sustainable talent pipeline of women.

We aim at reaching 40% of women in our teams by 2025.

Our global framework on gender balance, nurturing a sustainable
talent pipelineisarticulated around three main levers and monitored
through a tight reporting process.

Recruit: showcasing more inspiring role models and adapting
our recruitment process

To attract more female candidates, we have re-focused job
descriptions to make them more gender neutral, boosted female
referral and incentivized headhunters to present more women
profiles, trained recruiters, and ensured greater diversity in interview
panels. Showcasing more women professionals help changing
the perception of our Employer branding: HerStory, our women
role models campaign, has been pursued in 2022 and focused on
Digitaland STEM roles, proving that these technical careers where
perfectly fit for women. Capgemini France, Group IT, Sogeti, our
Aland Cyber business units have published internally and on social
media testimonies from women professionals telling about their
personal background and sharing tips on their career track in
Digital. In parallel, we have enlarged our recruitment targets to
better consider different life cycles and the impact of maternity:

— women back from a long-term break: “CAPtivate”, is
Capgemini's Career Comeback initiative to support skilled
female professionals who want to make the transition back
into the workforce. This program is particularly developed in
US, India and Australia.

— CapgeminiAlumniemployees: “She said yes”, first developed
by India, is the project encouraging former Capgemini
employees to come back after a few years of experience in
other companies.
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Promote: scaling up supporting measures to empower women,
and bring them to managerial and leadership positions.

We aim to develop career intentionality, and provide support to
women to accelerate their career path through networking, training,
and mentoring schemes that have proven to be successful at local
or country levels. Hence,

— Self-guided pathways and on demand tools have been
developed for women to build their own career path.

- Jenny Chammas’ Master class: 5 sessions of 1 hour each,
have been offered in France to all employees to reflect
on the best way to develop self-confidence, by fighting
the impostor and good student syndromes, and sharing
tips on how to best conciliate career and personal life,
with potential high level of stress and mental load.

- My Fair Value: This podcast series developed in
partnership with Lean In France, tackles the taboo of
women'’s remuneration. The episodes display pragmatic
tips to help them acknowledge their skills and their true
value onthe marketand be preparedtorun conversations
on their remuneration. First launched in French, it has
reached 3 seasons now and has been translated into
English and circulated across the Group.

- Women network: Women@capgemini, our
global employee network, has celebrated in 2022
its 10t anniversary. It is deployed at country,
SBU levels and Global professional communities,
through subnetworks including WomelnDelivery,
WomenInSAP, WomenlInEngineering, WomenInCyber,
WomeninSales... In Q3 2022, these subnetworks all
federatedtolaunchthe 2ndglobal edition of their Women
For the Future Awards program. This award program
aims at identifying women role models for their specific
contribution to Talent, Sustainability, or Innovation.
Nominees are preselected by a local jury composed of HR
andbusiness representativesand the winners are elected
byemployeesvotes. The participation to this 2022 edition
has been massive, with more than 3,300 nominees, up to
450 finalists, and 150 final winners.

— Specificdevelopment programs exist forwomen nominated
by their HR/Talent lead or Manager based on potential and
performance track record:

— Talent Acceleration programs: We ensure that women
are dully represented in the Group's flagship programs
such as Game Changer and Pace setter, Connect and
Drive and Connected manager. 40% of women is the
average target. Besides, several countries or SBUs have
developed their own local talent programs. Among
the most emblematic, we find Powerahead in Financial
Services, extended from middle to junior managers
with great traction and success, or WiTl (Women in
Tech) in India offering additionally Interactive and Social
platforms;

- Mentoring: is a key success factor in career progression.
Our Netherlands business has circulated a mentoring
toolkit to all their volunteer Managers, while France
launched a mentoring program mixing genders in
Q3-2022 with more than 800 pairings.
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— To reach a minimum of 30% women in executive roles by
the end of 2025, we help more women access top leadership
positions:

- Strategic talent reviews are organized across the
Group. Our Cloud Infra and North America units have
enforced a robust process to ensure we have at least one
woman in succession plans or that women with potential
are identified at an early stage and properly supported
in their development plan, so that they are fully ready
within two years for promotion to VP and EVP level;

- EmpowHER: launched in November 2022 is the new
2-year journey, with senior leader sponsors who will
support high potential women VPs in achieving the
growth opportunities, visibility and stepping-stone roles
to advance their career until executive positions.

Retain: limiting attrition through more flexibility at work and
parental support.

Convinced that decision to leave or stay is deeply linked to the
level of flexibility and recognition that the Company offers at key
moments of the professional or personal journey, we have been
developing:

— aglobal Flex work policy: Our new hybrid model, with more
remote working and flexibility in terms of working hours
and work location, enables all our employees, starting with
women, to combine their professional ambition with their
personal life, and is likely to reduce attrition in influencing
decisions at key moments of life, such as maternity or
parental leave.

In India for instance, our team developed the FareWelcome!
program, aimed at both individuals and people Managers to
ensuring that all the stress and demands experienced currently
by women returning to the workplace can be discussed and
managed openly, honestly andin collaborative and supportive
environment. The program s designed to assistin the transition
from office to maternity leave, help women stay connected
with the organization and colleagues during the maternity
break, and ease the ‘back to work’ transition process. Similar
programs existin other countries, such as “Keep In Touch with
your M’Partner” in Morocco.

— child care Ffacilities and parental schemes: Across the
Group, the average duration of parental leave for primary
parent is close to 23 weeks: up to 16 months in Sweden,
26 weeks in India and 20 weeks in Italy and Poland.

In several countries, we provide creche benefits to our
employees (a gender-neutral initiative), on a regular basis or
for exceptional cases: for instance, our provider la Maison
Bleuein France has year-long places available andisin capacity
to offer emergency or occasional child care up to 6 days per
year. Lactation rooms support female employees balancing
their return to work with their needs as mothers of young
children. Besides, parents are given some useful tips, either
from internal employees networks, such as Parents@CG in
India, which allows all colleagues with childcare responsibilities
to network and participate in sessions on different aspects of
being a parent, or from external platforms such as Familizy in
France, a parents 360° experience.

We monitor women's engagement and attrition: To ensure that
we better understand all women's expectations, we monitor
employee engagement scores and comments per gender every
month and we don't find overall significant differences with the
average male scores.
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Inthe same spirit, exitinterviews between HR and women serving
notice have become common practice to identify motivations for
leaving the Company. Occasionally, such conversations help resolve
concerns and avoid final resignation.

More generally, we pay a constant attention to the representation
of women at all grades and monitor the evolution of our pyramid
thanks to our global OneHR Diversity dashboard, directly fed from
the local payroll systems. It enables us to monitor and anticipate
every trend at Group leveland for the 15 core countries and 5 global
business lines, with a recruitment, promotion and retention
combined perspective.

We commit to ensure a better representation of the society
in allits richness.

Our extended vision of diversity is not limited: we praise all faces
of identities, including age, religion, social background, race,
ethnicities, nationalities, sexual orientation, sex and genderidentity
or expression, ability status...

Some dimensions are managed at local level, depending local
legislation. At Group level, we focus on 3 main targets:

Respect diversity of origins and reinforce racial equality

It is critical that we take an uncompromising stand in support
of racial equality and ending discrimination in all its forms, in
compliance with countries’ regulations. Capgemini is a founding
member of the World Economic Forum's Partnering for Racial
Justice in Business initiative. By joining this coalition, we commit
to address racial bias and eradicate racism at Capgemini andin our
communities. Capgemini UK isa signatory of the UK Business Rae
at work charter.

We also actively contribute to the Business For Inclusive Growth
(B41G) global task force on ethnic diversity, which has collectively
designed an operational guidance through a set of recommended
actionsto advance ethnicand racial diversity within the workplace.
Such forums grant the Group access to share, exchange and co-create
appropriate toolkits to make quick progress on the race/ethnicity
dimension, bringing tangible solutions to overcome structuraland
cultural obstacles that would limit fair representation and equal
opportunities of people with different cultural backgrounds, skin
colors, ethnic or origins.

A few countries have translated this pledge into an official
commitment. The US country board has publicly committed to reach
aminimum of 20% of Under Represented Minorities— URM - (all
ethnicities but White and South Indian people) by 2025. Canada is
expected to take a similarroadmapin 2023. In Australia, Capgemini
is deeply committed to the local and public Reconciliation Act with
the indigenous people and traditional owners of the land. It thus
aimstoincrease the Aboriginaland Torres Strait Islander employee
headcounts by 2025.

Focus on the US

Thisagendais driven by our Inclusion leadership Advisory Council
(ILAC), whose role is to advise and partner with the North America
Executive Council and the Corporate Social Responsibility
organization, to enhance the black and other underrepresented
minority employee experiences at Capgemini.

In 2022, the representation of URM increased from 14.8% to
17.3%, and Capgemini US has been recognized Best Company for
Multicultural Women, as an outcome of our strong action plan
combining:

— our participation in recruiting events at select historically
black colleges and universities;
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— our Black leadership Development with

19 graduated in 2022;

Program,

— our broad mobilization campaign in February celebrating
Martin Luther King's day and Black History month;

— Our Sponsoring of Multicultural
Conference (in August).

Women’'s National

— the constant efforts of our Employees Resources Groups
focused on Ethnicity:

- AABPT ERG, the Black and African American ERG,
is active in the Black leadership Development and
sponsored a Juneteenth “Real Talk” session.

- HOLAERG has a strong focus on recruitment, retention,
and professional development of Hispanic/Latino
employees. They have notably organized a celebration of
Cinco de Mayo and cultural traditions.

- CREATE (established in March 2013), the Asian
American ERG joined with several other ERGs to lead
a #StopAsianHate campaign with several awareness
webinars. They have bound with the ERG of one of our
key clients, a large media and entertainment company, to
co-celebrate the annual Diwali festival.

To achieve our objective of 20% URM by 2025, the Country
Board relies on:

— grade E/F inflows (with at least 1 woman or URM candidate
for each position, and better representation in the Strategic
Talent reviews and succession planning),

— and business accountability, with URM targets included in
the Business Monthly reviews.

Focus on Canada, UK, Australia & Brazil

Capgemini Canada, UK, Australia and Brazil have designed their own
roadmap, built on their own local legislation, historical background
and cultural sensitivity. Several commonalities can be observed
among key success factors:

— encouragement to self-disclosure of ethnicity, as per
local terminology and in the respect of local laws and
confidentiality;

— sponsorship at Country Board level;
— anti-racism training modules and regular webinars;

— mentoring and Leadership Development Programs for URM
orindigenous people;

— externalpartnershipwithNGOstosupportlocalcommunities;
— mobilization of Employees Networks.
Amplify the voices of our LGBT+ communities and allies

Capgemini is committed to stand in solidarity with the LGBT+
community. Aiman EZZAT, our CEO demonstrated personal
commitment, as he signedin 2022 for Capgemini the UN Standard of
Conduct for Business, tacking discrimination against LGBT+ people
(Lesbian, Gay, Bisexual, Transgender, plus Queers and Allies...).
Capgemini France is a signatory member of la charte de ['Autre
Cercle. Our inclusion efforts towards our LGBT+ employees are
mainly governed and developed through and in close partnership
with the OUTFfront Global Network.

OUTfront is primarily a volunteer group, with passionate people
working alongside HR and CSR partners. Its mission is to provide
a forum for open conversations and run awareness actions
supporting the professional growth of LGBT+ people by fostering
asafe environment globally for them to be true to themselvesin
the workplace. OUTfront’s strategic plan is organized around six
main axes:
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— celebrate our LGBT+ communities around dates of
significance;

— increase awareness and education among Capgemini
employees;

— develop allies and advocacy;

— open conversations with our clients and partners;

— raisethebaronour LGBT+supporting policiesand benchmark
ourselves;

— strengthen our OUTfront Network across the Group.

Currently, OUTfront is operating in 23 countries (United States,
Canada, Mexico, Brazil, Guatemala, United Kingdom, France,
Luxembourg, Spain, Portugal, Poland, Italy, Germany, Switzerland,
Austria, Netherlands, Sweden, Denmark, Norway, Finland, Australia,
New Zealand, India) across the Capgeminilandscape. 2022 was marked
by ourambition to shift from awareness to action. Although for our
first Stonewall Global Workplace Equality Index participation,
we were awarded Silver Level and received an individual prize
for a Trans Role Model Leader, we acknowledge we still have
room for improvement regarding our policies and processes.
We conducted a deep dive review and liaised with our corporate
peers to adjust notably the provision of travel safety information
for LGBT+ colleagues, to ensure they are informed of the cultural
and legal situation in different countries, allowing them to make
an informed assessment of personal risk before deciding to
travel internationally for work. Our Pride communication global
campaignin June was on purpose named “Take Pride, Take actions”,
as beyond celebrating we wanted to encourage our employees
to play an active role, in developing their knowledge and usage
of pronouns, attending a webinar or taking a leaning course,
exchanging best practices, challenging status quoand enriching our
benefits policies with transgender or gender inclusive schemes,
or simply joining OUTfront as an ally, because daily support is key
to creating long-term change.

External awards

— USandMexico have been once again recognized as Best place
to work for LGBTQ+ Equality by the Human Rights Campaign
(with a scoring of 100%).

— Australia recognized as the LGBTQ+ Employer of the Year
for a third consecutive year, and the Inclusion of Trans &
Gender Diverse Employee Award at the 2022 Australian
Workplace Equality Inclusion Awards, along with individual
awards for Allyship and a finalist for Network Leader of the
year, giving inspiration and best practice to share across the
Group.

Supportinclusion of people with disability in the workplace

Our Diversity and Inclusion efforts also focus on actively embracing
persons with disabilities (PWD). Any limitation on business or any
restrictionin participating in society as a result of lasting impairment
of aperson’s mental or physical abilities constitutes a disability. We
have progressively enlarged our perspective to embrace physical
impairment, chronic disease, long-term orinvalidingillness, mental
health, and neuro diversity or neurodivergence. Across the Group,
beyond the legal and administrative differences that may define
the ability status, we share the same convictions:

— we see the person before the disability;
— we prefer to speak in terms of ability instead of disability;

— in the new normal, with more remote and hybrid working,
we consider that technology is an enabler for more
opportunities;

— people with a limitation have to be associated to the
evolution of our policies and tools, to ensure they really meet
their needs;

— all progress in favor of PWD benefit to all employees.
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Our policy aims atincluding people with a limitation orimpairment
by overcoming barriers to access employment, self-development
and career growth opportunity. Itis organized around 5 main pillars:

— Awareness

Awareness events help changing the perception of PWD, by
reminding that more than 80% of limitations are not visible and
by developing knowledge and empathy. A few countries organized
engaging events such as a Fashion show in France with models
with disabilities and a designer specialized in adapted clothes, a
5K Race in Spain open to both disabled and non-disabled people,
or a webinar with theater scenes explaining DYS troubles.

— Accessibility

We are committed to make every effort, in the limit of reasonable
adjustments, to adapt to a person’s impairment and enable this
person to perform the essential functions of the job on a daily
basis. We work with partners on the infrastructure accessibility,
conducting regularaudits of the premises and requiring modifications:
Diversity and Equal Opportunity Center and Social Equity is notably
akey partner for Capgeminilndia for reserved parking slots, hand
railing along all ramps, any obstruction on the floor painted with
bright colors for People with Low Vision, washrooms fitted with
angled mirrors, accessible handwash, push tap, slide handles...
Capgemini’s cloud infrastructure services (CIS) and CSR team,
in collaboration with Sarthak Educational Trust, launched the
CapSarathi mobile app that aims to offer a one-stop solution
platform for the differently abled.

Accessibility is considered from a physical perspective, but also
from a Digital lens, which is even more importantin oursectorand
since the development of remote working. In 2021 we launched an
exhaustive review of our most common used internal and external
software against the WCAG (Web Content Accessibility Guidelines)
international standard, ensuring accessibility for people having a
visual, hearing, motor or cognitive impairment. This project has
been pursued in 2022, with remediation plans for home grown
apps. As anticipationis better than remediation, Group IT's charter
has embedded the obligation for new external software to be fully
compliant. Our creative agency, FROG, has even developed a tool,
Cards for Humanity, ensuring that new apps are accessible since
the early stage of the design process. In the context of remote
working, we all noticed that accessibility efforts were benefiting
to the comfort and well-being of all: for instance the transcript
option from Microsoft pack is now key not only for people with
hearing limitation but also to people not fully fluent in English.

— Recruitment and subcontracting with the sheltered
sector

As PWD are still less represented in our usual recruitment
channels, namely business and engineering schools, we attend
specific recruitment fairs and mention in our job ads that they
are open to anybody, including people with a limitation. We train
our recruitment teams, educating them on possible adaptations
for the interviews and providing upon request, notably in India
and Brazil, sign language assistance for a candidate with hearing
impairment. Indirect recruiting is an alternative. Capgemini France
has forinstance increased itsinvestmentwith Entreprises Adaptées
(EA) and Etablissements et Services d’Aide par le Travail (ESAT) up to
3.2 millions €in 2022.
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— Selfdisclosure

We are convinced that the best way to increase the representation
andinclusion of people with disabilities is to encourage our existing
employees to self declare and realize they will thus benefit from
the different agreement and protection measures that exist in
the different countries, such as the Fifth Disability Agreement in
France running until 2023. Administrative difficulties are often
over estimated and can be done once for all, with the assistance
of our HR or Chargés de Mission Handicap. Another blocker to
self declaration is often about the possible perception from the
manager and colleagues. To overcome this fear, UK and Italy have
developed a “Disability Passport”, in which the employee with an
impairment can describe with their own words their limitations and
the adaptations and flexibility required. This passportis the trigger
of adialogue, avoiding bias or misunderstanding. Its roll out make
team and manager realize that most people, whether disabled or
not, carers or parents, need some kind of flexibility as well.

— Engagement

People with disabilities are their best advocates. We launched
in 2021 a global taskforce CAPability, with twelve countries
represented, to coordinate our respective action plans and leverage
best practices across the Group. Our main output is our global
awareness campaign, “Ability never goes unnoticed” in 2021 and
“Enabled by our talents” in 2022, celebrating the International
PWD day on 3@ December. Authentic testimonies from PWD who
agree to share their personal experience at work, webinars and
gamification, help our employees to put themselvesin the shoes of
PWD, and our Managers to feel more equipped to deal with PWD in
theirteams. To accelerate the development and the visibility of our
CAPabilityNetwork and make it shift from a task force to a regular
employee network, which is already the case in UK, Italy or India,
we partner with PurpleSpace, a non-profit organization helping
Employee Resource Groups. CAPability is open to all: PWD, care
giversandallies, such asthe 200 Mental Health champions from UK.

Since 2020, we have been a member of the Valuable 500, which
is a global CEO community revisiting disability inclusion through
business leadership and putting disability on their business agenda.
In 2021, we renewed our membership of the International Labor
Organization's Global Business and Disability Network. This is a
network of several multinational enterprises, employer organizations,
and disabled persons organizations who share the conviction that
talent and expertise can be found everywhere.

Local countries have their own affiliations and memberships,
notably: Manifeste Inclusionin France, ONCE foundationin Spain,
NCPEDP (National Center for Promotion of Employment for Disabled
People) and ClI-IBDN (The Confederation of Indian Industry- India
Business Disability Network) in India, Disability Confident Employer
in the UK,Capgemini Italy signed the European Charter for equal
opportunities, which also covers people with disabilities.

We address untapped sources of talents.

Integrating people with Neurodivergence and other ways of
interacting

Neurodivergence issometimes associated as part of “disability” as
it refersto a neurological or psychological (cognitive) functioning
that deviates from the social norm, such as Autism Spectrum
Condition, Attention Deficit Hyperactivity Disorder, Dyslexia,
Dyscalculia, Developmental Language Disorder, and Dyspraxia.
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Neurodiverse employees are recognized for the unique strengths
they can bring to theirwork, for example they may be more able to
stay focused for long periods on a topic or have strong mathematics
and coding skills, and think of “out of the box"” solutions. These
specific abilities match perfectly well with a lot of roles we have in
Capgemini, in Al, data, coding or testing forinstance. In a context
of the war of talents, Neurodiverse talent represent a huge hidden
talent pool.

According to the National Autistic Society, in the US, 84% of
graduated people on the autisticspectrum, are unemployed. Thanks
to the new remote and hybrid way of working and the support of
technology, we consider that there are less and less constraints to
include themin the work environment, as there is usually minimal
physical accommodation required, but more adjustments from
a recruitment, managerial and communication perspective. In
Capgemini, we have launched local pilots in UK, US, India, France
and Germany countries, with the support of external partners such
as Ambitious About Autism in UK, NeuroTalentWorks and Zavikon
inthe US or Auticonin Germany, and very active internal employee
networks, in the UK and Australia/New Zealand.

These programs aim at recruiting more neurodivergent people
but to make it sustainable it requires in parallel information and
trainings of the internal eco system. Our intention is to leverage
these pilots and define a global framework in 2023.

Considering life stages or personal background

We aim to enhance everyone's skills, in particular by promoting
theintegration of young people into the Company, the continued
employment of senioremployees and the transmission of knowledge
and skills between generations. Professional life is however less and
less linear. People have different types of experience, sometimes
very difficult, and deeply linked with their personal life. But there is
not one unigue way to join Capgemini and they all add the specific
skills they gained through these experiences. This is why we have
developedinseveral countries specific programs to hire and reskill:

— veterans (US and UK);

— refugees (Germany, Netherlands and of course Poland,
so intensively committed in 2022 to support Ukrainian
refugees);

— or young people coming from disadvantaged areas or
backgrounds, who left school early.

Several local actions and programs have been undertaken in
countries like in the UK, France Brazil and India.

2. Offer a safe and inclusive workplace with equal
opportunities to all

Proud to be one of the largest companies to become EDGE+
certified, for our efforts towards inclusion of all, we use these
externalreferences an accelerator of our policies, spotting our areas
of improvement at Group and country level and committing to act on
it, with the sponsorship of Capgemini’'s Board and Country boards.

Inclusive and safe spaces

Asanemployer the physicaland mentalsecurity of our employees
is our top duty and priority. It is mainly addressed by HR Health,
safety and Well-being policies (refer to Section 4.3.1.5), but D&I
has a specificrole to play, notably through the employee networks,
where people should be free to share their personal feeling and
concerns and gain support and advice from their peers or allies.
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One of the most critical cases is about our LGBT+ employees
located in a country where homosexuality is still not tolerated
or even criminalized. Alerted by the International Work Council,
we have released this year an official statement, approved by our
Ethics department, reaffirming our commitments and explaining
how they could be concretely supported internally and externally
by the HR, D&l teams and OUTfront network.

Another critical case is about violence and/or sexual harassment.
We do not tolerate any form of harassment or violence orany action
that creates a threatening workplace; this includes intimidation,
unwelcome sexual advances, threats and acts of violence, any
attitude, form of behavior or situation that may be specified as
harassment. (refer to Section 4.3.2 Ethics and Human rights).

Beyond the workplace, Capgeministrives to protect and empower
women and girls by supporting education initiatives, assisting
women who are victims of violence, ensuring safety and shelter
for women at risk, and through coaching and mentoring to help
women enter, or re-enter, the workplace. Capgeminiltaly joined the
campaign #unrossoallaviolenza (“red against violence”) launched
by the Italian A League of football: all our employees were invited
to publish a photo with a red sign on the face and sharing their
opposition to violence. Capgemini France is a member of the
#StOpE initiative, fighting against sexism.

When it comes self-disclosure of personal attributes, that we
encourage to ensure that we meet all the needs and expectations
of our employees, we offer high level of protection. Nothing is
mandatory, and Legal and Data Protection Teams are officially
consulted to ensure that the data is dully protected in terms of
location, duration, confidential access, anonymous or strictly
necessary usage. Thisis a pre-requisite to ensure no discrimination.

Zero tolerance to discrimination

Our Ethics and D&l policies don’t tolerate any discrimination.
Nobody in Capgemini should be excluded or penalized for who
they are or what they think. It covers all personal attribute or
convictions, including age, or religion and political opinions, as long
as they don’t turn into proselytism (refer to Section 4.3.2 Ethics
and Human rights).

D&l leads are consulted to ensure a proper answer is given to
the discrimination alerts. Such alerts may influence our policies,
including for instance our sponsorship decisions.

Fair and equal opportunities

Our D&l and HR policies aims at promoting equity, to ensure a true
equality. We tend to receive more and more concerns from men
fearing that women may be better considered for hiring, promotion
and nomination, reducing their own chances, just for the sake of
meeting our KPIs or quotas. We constantly remind that no one
can be hired, promoted or nominated in Capgemini unless they
meet the standard criteria. In this matter it is important to make
adistinction between positive action and positive discrimination.
Positive action aims at offering supportive measures to minority
groups exposed to unconscious bias or tangible barriers, limiting their
opportunities and chances. Positive action aims at fixing unfairness
and inequalities whereas positive discrimination creates another
type of unfairness and constitutes a discriminatory treatment. This
referstothe difference between Equality and Equity. Equality means
each individual or Group of people is given the same resources or
opportunities. Equity recognizes that each person has different
circumstances and allocates the exact resources and opportunities
needed to reach an equal outcome.
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Our equity framework is constituted of 3 main elements, under
the responsibility of Group HR:

— equal promotion rate policy (refer to paragraph: We
increase our efforts on achieving more gender parity);

— equal pay forequal work: At the occasion of our participation
to the EDGE certification, we strengthened our approach
and developed a regression analysis tool certified by the
EDGE foundation. Such analyses enabled us to create
a heat map and develop a solid framework that can be
adopted by countries with a less mature approach. (refer to
Section 4.3.1.2);

— extended and gender neutral benefits: influenced by the
external benchmarks provided by Bloomberg GEl index or
EDGE certification, several countries have been revising their
employee benefits to make them more advantageous and
inclusive:

- Australia has changed the minimum duration of parental
leave offered for primary parent from eight to eighteen
weeks,

- UK has announced that all parents, regardless of sex or
gender, had equal access to family leave and are entitled
to 52 weeks,

- India has enhanced their adoption and surrogacy leave
policy, and paternity leave from 5 to 15 days,

- the Parenthood agreement and charter signed in France
on April 21, 2021 has been extended to address the
situation of caregiver, which concerns employees who
support or wish to support a dependent or disabled
family member.

Such policies tend to become more and more gender neutral,
introduce new services such as Gender affirmation surgery or App
for menopause or endometriosis issues, and address parents’ or
care givers’' needs.

3.Strengthen an inclusive culture, engaging all our
workforce

Cultivating diversity and building an inclusive workplace does not
mean simply adding new minority groups to ourvision and addressing
communities separately. As a company, we must keep in mind that
we are more than a group of individuals or communities. Sharing
the same core values since the creation of Capgeminiin 1967 and
pursuing the same purpose, we have more in common than our
differences. Together, we are setting strong foundations of our
corporate inclusive culture.

Leading by example

We are convinced of the power of exemplary: Aiman Ezzat, our CEO,
is personally committed as member of the Valuable 500, signatory
of different charters and through his communication on social
media. Astudy from EPOKA revealed in October 2022 that he was
on the podium of the CEOs from the CAC 40 for his contributions on
Linkedin and Twitter on Sustainability and Diversity and Inclusion.

Our Vice Presidents have a key role to play too. That is why we
started our program on Unconscious Bias by this population
in 2021. By April 2022, 94% of them attended a mandatory
and interactive workshop, based on role play to reflect on their
decision mode and criteria. They had to go through the Harvard's
Implicit Association Test (IAT) on gender, sexual orientation, or race
ahead of the session, and a follow up was proposed through an
Unconscious Bias toolkit and a 6 week portraits series, illustrating
the most common biases through authentic stories and the best
ways to overcome them.
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Reflecting and embedding D&l in our leadership models and
daily practices

Diversity and Inclusion principles are now reflected in the revised
version of our leadership model. The 4th dimension, associated
to Talent, is Inclusive leaders. Inclusive leaders are “passionate
about inspiring people and foster inclusion to attract and retain
the best talent; and attentive to the needs of our diverse people
and use empathy and authenticity to build trust with them”. This
Inclusive leader dimensionisillustratedin all leadership and talent
flagship programs from grade Cto F.

Engaging our employees

However, aninclusive culture can’t be decided from top down. It has
toreallyembark and engage all of our employees. Our collaborators
are offered several opportunities to have their say and contribute:

From their Onboarding: As D&l is part of our DNA, it wasimportant
to ensure that all our new joiners got familiar with these notions
and our ambition from their first days in Capgemini. D& modules
are now included in the global pre-boarding and on boarding
pathways on Next.

Through employee surveys: In 2021, we launched our first
Group-wide Diversity & Inclusion survey across 47 countries. The
objectives were to better understand the diversity of our people
and hear from their D&l experience. We had in 2022 another D&I
employeessurveyin 10 countries, as part of the EDGE+ certification
process. The average participation rate was 37.4% and we
noticed a progression of positive feedback on almost all items,
and non-significative gaps between men’ and women'’s perception.

Through Inclusion circles: The ambition of the Inclusion circles
initiative, that we launched as a pilotin Q2 2022 in Southern Europe
(France, Spain, Italy and a few other countries such as Belgium,
Romania), is to foster Grades E and F to run an open and safe
conversation with their team. Two topics have been preselected
and documented through an Inclusive guide: the value of D&I from
a talent and business perspective, and unconscious Bias. Based
on the positive feedback received for the pilot, both from hosts
and participants, global roll out of the Inclusion circles will start
from January 2023.

Through the employee networks and celebration campaigns:
Employee Networks at Capgemini are voluntary, employee-led
centers of excellence for development, retention, engagement,
recruiting, and knowledge sharing. They connect employees having
a common identity, to meet and support one another, find safe
space to express individual concerns and benefit from mentoring
or networking opportunities. Collectively, they bring different
perspectives with a focus on fostering Diversity and Inclusion. They
help us cultivate a work culture of respect and value for differences.

The Networks available in the Group embrace a large population:
Women@capgemini, OUTfront for LGBT+, CAPability (Disability
& Neurodiversity) networks, Multiculturalism (Race and equality)
networks, Parenting (Adoption & fostering, people on family leave),
Veterans, Refugees, Sustainability and Wellbeing. Inthe US alone,
we host 11 networks (known locally as ERGs), with 18% of the
employees affiliated, showing a positive impact on engagement
and retention (+5% than the average North American employee).
We have accelerated a transformation journey to furtherempower
our Employee Networks.

CAPGEMINI 203




OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Social: aligned entrepreneurs with protection & respect for all

We have run quarterly reviews and a cross-ERG workshop to promote
intersectional exchanges and to co-build a global framework for
governance, mobilization and communication. Employee networks
areinstrumental to design and run our celebration campaigns: Time
to recode the Tech Industry for good in March, Take Pride Take
Action in June and Enabled by our Talent in December.

4. Make Tech and Consulting an opportunity for broader
society and external communities

Inclusive supply chain

Capgemini is committed to the inclusivity and support of diverse
suppliers. We recognize that the utilization of diverse suppliers
has a positive and direct impact on the communities and clients
we serve, our own success, and the industry asa whole. Capgemini
hasimplemented a supplier diversity policy to promote the use of
diverse suppliers. Thisincludes setting goals forincreasing diverse
supplier spend, being active in diverse supplier organizations and
supporting the growth of diverse suppliers in our network.

In part, Capgeminiis a corporate member of the following supplier
diversity focused organizations:

— Canadian Aboriginal and Minority Supplier Council (CAMSC);

— National LGBT Chamber of Commerce (NGLCC);

— National Minority Supplier Development Council (NMSDC);

— National Veteran-Owned Business Association (NaVOBA);

— WEConnect International Women's Business Enterprise
National Council (WBENC).

Thought leadership and advocacy

Our publications and participation to courses or conferences are for
usachance toinfluence the debate around Diversity and Inclusion
inthe perspective of promoting inclusive behaviors among existing
and future leaders.

We publishedin July 2021 our first external research through the
CapgeminiResearch Institute “Inclusive teams build Inclusive Tech”.

In December 2022, we released our quarterly Conversation report
on Future of Work, in which we highlight the power and value of
diverse team and the potential of minority groups as untapped
source of talents.

Inaddition, colleagues across the Group contribute to D&l research
and thought leadership with 2 books published, and through
partnerships with forums like the World Economic Forum, Business
for Inclusive Growth, and with academic institutions like the
University of Nottingham or Arts et Métiers.

Suchinsights and forums help us engage in conversation with our
clients, partnersand employees, placing Diversity and Inclusion as
abusinessimperative and reinforcing our conviction of the power
of technology to build better futures for all.

An opportunity to access to better future

Our D&I programs aim at impacting more people from minorities
and underprivileged background and equip them with the digital
skills they need to have better chance to find a rewarding job in
the digital economy. (refer to Section 4.3.3).

As Global Partner of Women in Rugby and Worldwide Partner of
Rugby World Cup 2021 (played in 2022), Capgemini is committed
to supporting female leaders to transform the game of rugby.
Our Women in Rugby leadership program identifies and develops
the current and next generation of female leaders in the world of
rugby, enabling inspirational role models to fulfil their potentialand
create further parity across the game. Each year, 12 scholars are
granted access to the best learning programs from the Capgemini
University.

Considering all these achievements, Capgemini continued to raise the
bar on Diversity and Inclusionin 2022. We are committed to pursue
and accelerate our effortsin 2023 to make Capgemini a magnet for
diverse talents and an inclusive and engaging work environment
where people of all background could get the future they want
and create distinctive value for our clients, partners and society.

b) Main achievements 2022
Achieving more gender parity

More women in the workforce

80%

60%

37.8%

40% 33.7% 358%

20%

2020 2021 2022

B women Men

We maintain a high rhythm in our progression gaining +2 pts in
one year, which represents 1% above our annual target. Since we
acquired Altran 2 years ago, in spite of a less favorable business
mix in Engineering than in IT, we have increased representation
of women in the workforce by +4.1 pts.

Beyond Poland and China, which had already obtained parity, we
count now 8 countries including India and Morocco above 40%.
Thisis also the case for our Shared Services, BSV, Invent and DCX
global business lines. Regarding France and UK they have reached
the symbolic threshold of 30%. Only Canada, Italy, and Brazil face
a decreasing trend and don’t seem to have fully recovered from
the covid impacts yet.

This continuous growthis supported by solid fundamentals:—women
represent 39.3% of the recruitments — except at grade E, female
attrition is contained versus male (the average gapis 2.3 pts)—and
we promote more women as 39.2% of women were promoted
versus 35.8% women present at the opening.

2020 2021 2022 2025 target

Promoting gender parity in the Group
workforce

Share of women in the

33.7% 35.8% 37.8% 40.0%

Scope: Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.
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More women in client facing, revenue producing and STEM roles

Although there is traditionally a higher percentage of women
versus men in four areas: Business Services (52.6%) and Shared
Services (63.8%), while Consulting and Financial Services stand
above the Group average, we pay particular attention to attracting
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and growing more womenin the core functions of our businessin
IT and digital roles. We count 37% of women among our revenue
producing workforce 35% in STEM related positions and close
to 30% in direct sales roles. On all these roles, our progression
of more than 2% versus last year is fully aligned with our average
growth in women representation.

2021 2022
Attracting and growing more women in IT  Women in revenue producing roles 34.9% 37.0%
Women in STEM related positions 32.8% 35.0%

Scope: Capgemini group.
2021 2022
Promoting gender parity in management Share of women in management positions in revenue 17.4% 18.2%

teams generating functions

Scope: Capgemini group.
More women in managerial and top leadership roles

For the sustainability of our pyramid, it is important to grow a
strong women pipeline from within and bring more women to
managerial and leadership roles.

In 2022, we have strengthened our KPIs and introduced a new
indicator to be monitored across countries and globally on a
monthly basis, to limit the erosion that we usually see from entry
to middle manager grades, A to C/D, known as the broken rung.
In 2022 we have been able to reduce this erosion by 1.4 pts, after
a decrease already registered in 2021.

We have also extended, in the remuneration scheme of our Vice
Presidents, the objective of 30% of women inflow at grade E on top
of grade F, meaning that VPs are now incentivized on contributing
to have at least 30% of women in each recruitment or promotion
atgrade E andF levels.

Our trajectory puts us in good position to reach our ESG
commitment to reach a minimum of 30% women in executive
leadership roles, with an average annual progression of 2%.

2021 2022

Building a sustainable talent pipeline from Share of women in entry level positions 45.9% 471%

within Share of women in junior management positions 26.0% 27.9%

Scope: Capgemini group.

2020 2021 2022 2025 target

Scope C C+A C+A C+A

Promoting gender Share of women in Executive leadership 20.4% 22.4% 24.4% 30%
parity in positions

management teams Share of women in the Executive Committee 27.6% 27.6% 30%

Share of women among new Vice-Presidents 30.0% 29.4% 31.4% Above 30%

(internal promotions and external hiring)

Scope: (C) stands for Capgemini legacy and (C+A) for Capgemini group.
v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable

External rewards and recognitions

Capgemini has been recognized for its efforts promoting gender
balance. In January 2022, for our first participation, we were listed
by the Bloomberg Gender Equality index, with a scoring higher
by 7 pts then the average of the IT sector.

In October 2022, we have renewed our EDGE global certification,
with 9 countriesinvolved, representing more than 82% of our total
workforce: 70% of the Group is certified at Level 2 (Move) — India,
France, Brazil, Morocco, Germany. An additional 13% is certified
at Level 1 (Assess): US, UK, Canada, Poland.
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Capgemini India has been awarded:

— the Best Employer for Women by ASSOCHAM;

— the Best Workplace for Women by The Great Place to Work
Institute.

— the Most Preferred Workplaces in IT & ITES 2022-23 by Team
Marksmen;

— Capgemini USA named in Seramount’s 2022 Top Company for
Women Executives;

— Capgemini UK has made the Times Top 50 Best Employers for
Women for the 5thyear running;

— Capgemini Poland has won a title “Fair to Women 2021";

— Capgemini Morocco Engineering received National
recognition of the professional equality from the Ministry of
Economicinclusion.
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Supporting inclusion of people with disability in the workplace

Geographical breakdown of employees with disabilities in 2022:

Region/Scope 2021 2022
North America 421 414
(including Latin America)
United Kingdom and Ireland 1,111
Nordic countries 1,068 2
Benelux 25
Central Europe and Eastern Europe 324
France 1,307 1,035
Southern Europe 260
Asia-Pacific 512 584
Latin America 89
MEA 0
TOTAL 3,308 3,844

Scope: Capgemini group.

After an increase of 26% in 2021, we register this year another
growth of 16.2% in the representation of People officially recognized
with a disability impairment or neurodivergence. This progression
reflects our efforts on recruiting more of these talents, adapting
ourjobadsandinterview processes, but also on encouraging more
of our existing employees to self-declare. We recommend them to
go through this administrative recognition process, so that they
can be better supported and even equipped to feel fully included
in the workplace.

4.3.1.5 Employee health, safety and well-being
at work (policies, actions and main
achievements in 2022)

[GRI 403-1]; [GRI 403-2]; [GRI 403-3]; [GRI 403-4]; [GRI 403-5];
[GRI 403-6]: [GRI 403-7]

The health, safety and well-being of Capgemini employees and
subcontractors are of the upmost importance to us and are
constantly monitored, developed, and supported by our procedures
and frameworks. Similarly, the Group’s ability to adapt quickly to
changes to ensure business continuity is a priority.

a) Create asafe, caring, and flexible work environment
Health and Safety at work

Our constant and continuous work to update and communicate our
policies and guidelines to our people is a top priority to support
education and create awareness within Capgemini. Health and
Safetyinformationis provided to allemployees and regular training
sessions are promoted and conducted to prepare employees to
reactinthe eventofanincident. Employeeswho have received first
aid and emergency training are thus able to provide an adequate
response in the event of an emergency. Third-party support is
offered for work-life balance, disability, and rehabilitation, as well
as during business travel.

The following is an overview of the scope of our standard Health
and Safety policies, which provide information, guidelines, and
training for all employees:

— Health & Safety in our offices;
— Health & Safety guidance during work from home;
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— Health &Safety on external sites;

— handling of accidents and emergencies;

— handling of hazardous substances
Environmental Management System);

— guidelines and training for safe travel;

— initiatives to promote a healthy lifestyle and mental health;

— training, videos, and information on ergonomics;

— gquidelines for sickness and rehabilitation; and

— guidelines for employees with disabilities.

(also part of our

In all countries, we pay special attention to national legislation
and directives, especially in times of pandemic. A regular risk
assessment is organized according to national standards and
requirements, with special attention to psychosocial, health and
building-related risks.

To reflect the growing importance of Health & Safety, we have
implemented ISO 45001 certified Occupational Health & Safety
Management Systems in several countries (e.g. India, Germany,
Netherlands, Italy). Due to the growing demand for both Health &
Safety aswell as certifications, we expect to continuously increase
the number of certified countries.

Health & Safety related to the pandemic

As in the previous year, Capgemini group continued to support
and deliver health risk awareness with focus on Covid-19in 2022.
The established safety protocols were updated regularly to reflect
the pandemic situation in each country. Capgemini continued to
provide continuous and consistent support to employees.

In the course of 2022,

— many restrictions could be lifted in line with country
regulations; at the same time, preventive actions and
communications continued;

— restrictions in international traveling were lifted in the
course of the year; travel guidelines were continuously
reviewed and updated;

— safety checks on all sites were regularly conducted to ensure
the duty of care for people on site during the pandemic;
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— medical masks were provided to all sites for colleagues
working on site, traveling and/or commuting;

— communication campaigns on the benefits of Covid vaccines
were organized and vaccination was supported locally
(where legally or operationally possible), in collaboration
with medical partners;

— safety checks on sites with special focus on hygiene were
regularly conducted; and

— in addition to the above measures, we continued to enable
an effective work-from-home system for our colleagues
across the globe.

Health and Safety at non-Capgemini sites

Many of our colleagues regularly work at client, subcontractor’ or
other non-Capgemini sites. To accommodate the growing need
for flexibility at work, it was important to extend the coverage of
our Health and Safety information to external premises, such as
trains, planes, homes and hotels.

At client sites, we ensured that our employees were aware of
and complied with the health, safety and emergency rules in
effect. Also during the waning Covid-19 situation, employees
could continue their flexible work models in accordance with client
and project needs, enabling us to actively prevent the spread of
the virus and meet our Duty of Care to our people. We continued
our close collaboration with clients and supported employees
with equipment, information and WFH guidelines to successfully
apply this model.

Health and Safety when travelling in high-risk countries

The Group normally operatesin countries with adequate personal
safety safeguard requirements. Nevertheless, for some clients,
employees may be required to travel to geopolitically unstable
countries, or dangerous geographical areas, with potential
physical risks.

Regardless of the country, there may be serious or severe external
events (natural disasters, terrorist attacks, popular uprising, civil
wars, acts of banditry, etc.), transportation accidents, or virus-related
health crises. They all have the potential to endanger the safety
of our colleagues on a Capgemini site, at a client’s premises, or
while travelling.

To prevent risks and minimize their impact, we implemented the
following policies:

— aspecificapproval procedure for travelin “medium/high” risk
countries with strict rules (the “Snapshot process”);

— employees must carry a mobile phone for international calls
and report the number to the Group security unit;

— tracking of reservations to know when and where employees
are travelling, using a tool that allows us to contact them
24/7, by email, SMS, or phone;

— monitoring of serious events (terrorist attacks, flooding, civil
unrest, strikes, etc.) that can affect international travelers as
well as local employeesin a specific area;

— extension of the working hours of the Corporate Safety
Team and the setup of a 24/7 service;

— deployment of a mobile application for employees to
geolocate themselves and send emergency messages if
needed;
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— geolocation was made mandatory four times a day (or more)
for employees traveling to specific countries and missions;

— safety training was made mandatory for all travelers;

— a BTA (Business Travel Assistance) policy that covers all
emergencies worldwide was provided additionally to a
24/7 call center for emergencies (International SOS).

Moreover, more powerful Travel Tracker and Mass Communication
Toolswere putinplacein 2022 to allow us to better track and help
travelers and local employees when a serious incident happens.

Country specific policies
Focus on India

The OH&S (Occupational Health & Safety) program at Capgemini
India encompasses a wide network of stakeholders: employees,
suppliers, and clients. The organization successfully completed
a 2nd surveillance audit for ISO 45001:2018 and has been
recommended for certification.

Capgemini India’s H&S policy has been defined along with the
Governance Board, to which the India Corporate Real Estate Services
(ICRES) Health Safety and Environment (HSE) team reports on a
periodic basis. The policy includes: on-site medical care; 24x7 remote
emergency and regular medical support, including for employee
family members; 24x7 EAP emotional support to employees and
their families; ergonomic awareness sessions for all employees;
pandemic management covering guidelines, ahome care program,
diagnostic support, medical admission & treatment assistance,
andan array of initiatives to support employees and their families
afflicted with Covid-19; identification of Emergency Response
Team (ERT) members for every location.

India’s Health & Safety policy intends to comply with the relevant
legal and other requirements applicable to Occupational
Health and Safety and provide appropriate guidance, training
and awareness to create a safe environment at the workplace
—adopting an agile health & wellness risk management approach
focusing on the promotion and protection of Employee and Family
well-being.

Ahazard identification and risk assessment exercise is carried out
onanongoing basis, helping usidentify new risks and opportunities
proactively, and take necessary actions for continualimprovement.
Appropriate control measures are adopted/modified, with defined
and frequent monitoring, when a specific hazard is identified.

Focus on Germany and The Netherlands

Both countries were 1SO45001 certified in previous years which
meant that additional focus was placed on the Health & Safety Policy
and the implementation of activities that support the health, safety
and well-being of employees, contractors and visitors to our sites.

As part of the implementation of the flexible work policy, a
mandatory Health & Safety e-learning has beenimplementedin
The Netherlands. The training consists of several short (1-3 minutes)
videos on the most relevant topics: ergonomics, psychosocial health,
well-being and safety in the workplace. The training was launched
in September for all Capgemini employees and every month new
employees are invited to complete it. An 80% correct score on
the final test and a certificate conclude the training. More than
2,200 colleagues completed the training in 2022.
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According to Dutch laws, we must ensure an ergonomic workplace
at home since working from home is business as usual. To this
extent, Capgemini and Sogeti in The Netherlands developed a
portal where employees can order both a sit/stand work desk as
well as an office chair that meets Dutch requirements. Employees
borrow the equipment for the duration of theiremployment. When
they leave the equipmentis reused by other employees unless the
employees chose to buy the equipment. To consider that many
(young) people do not have the space for a 160x80 work desk, we
offer them the option of a side cabinet that can be turned into a
full sit/stand desk.

Itisagiven fact thatalaptop does not meet regulations regarding
workplace ergonomics. To meet regulations, Capgemini NL has
implemented software (Work & Move) to encourage employees
to take enough breaks and work with the laptop efficiently and
with energy. Additionally, we pro-actively provide all employees
with an ergo kit, which is a desktop stand together with a light
keyboard. With the desktop stand, the laptop can be positioned at
abetter height when a monitoris not available. The nextstepinthe
ergonomic processis toimplementanannual home workplace check.

Despite allinformation provided on how to organize your workplace
ergonomically, a ergonomic workplace isavery personal adjustment
of general equipment. We have trained ergo coaches who can
advise and support employees on how to optimize their ergonomic
workplace. Ergo coaches are Capgemini colleagues, trained in
general ergonomics, who can support employees on request but
also spontaneously when they see an unhealthy work attitude.

Focus on France

Capgemini France has forged a solid partnership with staff
delegates and unions and ensures compliance with relevant
standards and agreements, while working to optimize their
implementation every year.

This has been ongoing since 2017 with 25 Health & Safety Committees,
and againsince 2020 with the changesin French law (amendment
of Decree 2017-1386 0f 2017) and the establishment of aninternal
Social and Economic Council and Capgemini's own body of local
representatives. The aim is to:

— support employees with work-related stress/problems and
find a solution together. Every employee can raise an alert
and be supported;

— gather regular collective diagnoses, based on alerts raised,
so as to carry out targeted and effective preventive actions,
thus anticipating and dealing with the causes of stress and
problems at work.

InJune 2017, a Health at Work agreement was signed with social
partners and deployed collectively through dedicated Steering
Committees. Given the new corporate structure, an amendment
to this agreement was signed in December 2019.

In addition, Capgemini has concluded a new agreement on working
from home with all the representative trade unions, allowing
employees to spend between 20% to 70% of their working time at
home on average over the year. This system is part of a preventive
health care approach and contributes to a better work-life balance
in line with employee new expectations. The cross-disciplinary
action plan focuses on three areas:

— Psychosocial Risk (PSR) training for Managers to help them
support employees with work-related stress (lack of time to
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complete work, too much complex information, recurrent
interruptions in their tasks etc.). Since 2021, the training is
available in a remote format;

— time management between jobs, aimed at improving the
management of inter-contract periods and reducing the
impact in terms of stress; and

— Quality of Work Life (QWL) and stress management,
aimed at reducing the impact of stress factors by offering
innovative QWL initiatives to our employees (pilot schemes
on various QWL and health at work topics such as health,
ergonomics and stress management).

Support provided to Ukrainian colleagues from a health, safety
and security standpoint in the context of the Ukrainian crisis

Since February 24,2022, the Group has provided support to Ukrainian
colleagues and their families.

Crisismanagement teams at Group and local levels were established
and defined crisis response options. The Group provided support
implementing evacuation plans. Those evacuations plans were
deployed with success and guaranteed the security and safety of
several hundred people. People were housed in accommodations
funded by the Group for several months. Some willing colleagues
were evacuated to other countries (Poland, Romania, EU).

The situation is still closely monitored at Group and local levels.
Assistance and support are provided on a need basis, and a close
link is ensured between the Group and local management.

In addition, Capgemini has committed to assisting the urgent
humanitarian response efforts through UNICEF. The Group made a
significant donation to the charity which is working on the ground
in Ukraine to support families affected by the crisis (health &
nutrition, water & sanitation, child protection, education, social
protection). IT equipmentwas also sent to the Ministry of Education
and Science of Ukraine.

Across the Group, CSR (Corporate Social Responsibility) teams
with the support of HR and safety functions launched initiatives
to help our Ukrainian colleagues through volunteering, assistance,
pro bono actions, and by providing direct job offers.

Support provided to Russian colleagues from a health, safety and
security standpoint in the context of the Ukrainian crisis

Due tothe end of Capgemini business operationsin Russiain 2022,
the Group provided support to its employees by implementing a
smooth mutual termination plan and accompanying relocation
abroad for some employees.

b) Fostering well-being

The well-being Hub, a Group application providing mental
and physical well-being advices and services

As Capgemini group has moved towards new ways of working, and
with the many lessons learned from the Covid-19 management
crisis, new tools and support have beenimplemented for the long
term. Mental health support programs and a 24/7 global helpline
for mental well-beingissues have been developed and promoted.

We engage with Capgeminiemployees through existinginitiatives,
e-learnings and employee assistance programs and provide them
with the Global well-being Hub - a global application developed
in-house in our MS Teams environment to socialize, network and
obtain guidance and support on mental and physical well-being.
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The Global Well-Being Hub consists of features as the Library, the
Lounge, the Global contact hours, Support channels and the Mood
Diary. In the Library our employees can read, learn and practice
from materialand prerecorded session for physical, mental, social
and financial health as the four main pillarsin our well-being focus
in Capgemini. In the lounge employees can host or participate in
conversations, practical session and webinars based on several
topics of choice. E.g for physical health we offer a live yoga at
your desk every week and set up physical gatherings based on
any activity of interest as e.g. a tennis class, running circles or non
sport related activities as a book club, coffee corner.

At local level

Well-beingisaddressed both from a globaland a local perspective to
ensure we connect closely to our people. Locally we have examples
as GymPasses, Capgemini on the Move Initiative, Equilibrium —
Emotional Health Pillar and Nutritional Health Pillar, Weight loss
program, Winter Gym Initiative...

Equip and support well-being at home

Our 360° employee engagement survey was expanded to gain more
insights on employee well-being and the harmonized employee
equipment program supports employees with sufficient set-up
when working from home. Additionally, our global Work From
Home Playbook provides multidimensional guidance to employees
on how to best set up their environment when working from home
to ensure they create healthy habits e.g. when disconnecting from
work, supporting ergonomics and awareness of data protection
and safety in their environment.

To ensure employees do not feel isolated and remain connected
with their teams and the Company culture, we implemented a
global playbook on team rituals based on seven principles, along
with e-learnings on a trust-based managerial culture.

To support this new way of working, Capgemini group’s flexible
working guidelines were based on the principles set out below:

— Flexible working arrangements defined on a voluntary
basis;

— Recommendations on the percentage of time worked
from home to be between 30%-70% (6-14 days per month);

— All employees are requested to spend time in their Work
Anchor Point - the employees’ natural Capgemini office.

Together, with our Group well-being team and country well-being
ambassadors, we can create a long-lasting employee engagement
and awareness to navigate in the right direction and maintain and
grow our well-being at Capgemini.
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Focus on India

India’s overarching framework of OH&S covers all the functional
areas of employee well-being services, from transport, food and
beverage, on-site clinics, physical security, and staff, customer and
visitor safety support. In the backdrop of Covid-19 pandemic and
the co-existence of remote working, supportis being extended to
employees and their family members both on-site and remotely
and covers holistic and mental wellness.

In2022, we launched the Emotional Harmony Survey to understand
and identify matters that are significant to our employees and
design better health interventions at an organizational level. The
Survey received an enthusiastic response across all BUs. This was
completely anonymous and confidential.

In 2023, the survey will be analyzedin form of a report and curated
programs will be launched.

c¢) Transforming the workspace

At Capgemini, we believe workspace has a majorimpact on employee
productivity, sense of belonging to the organization and well-being.
Our Capgemini offices represent our brand image and spirit, for
our people and for our guests.

Our physical offices are focused on welcoming our people in the
spiritof collaboration and highlight the importance of preplanning
activity when coming to work to ensure employees have the most
efficient and pleasant experience. This means booking space
for planned activities, taking the opportunity to interact with
colleagues and guestsin person, and making time spentin the office
asinteresting and positive as possible. To this end, our offices are
equipped with digital solutions to help employees navigate in the
space, book their seats, find information on current activities and
find supportservices through apps like Office Pass and SmartOffice.
All these measures aim to create a seamless experience together
with smooth access and work conditions. The above measures are
consolidated and presented in our Work from Office Playbook to
make sure the guidance is consistent and easy to consult.

d) Main achievementsin 2022

Theactionsinitiated in 2020 were continuedin 2021 & 2022. Through
extended communication, employees have been very receptive
and travel management has been much easier, as procedures were
acceptedbyall. We handed over to procurement and general services
the management of protection equipment and set up guidelines
forinventories, reliable providers, and logistics.

In 2022, the security team continued to monitor international
travel in accordance with Group guidelines to ensure that only
essential travel takes place. Providing updated information on
travel conditions helped guide travelers and ensure no one was
stranded or quarantined.

CAPGEMINI 209



OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Social: aligned entrepreneurs with protection & respect for all

Scope 2020 2021 2022
Health & Safety Compliance with the Snapshot process @ 88% 97% 100%
(% of travelers who complied with the Snapshot
process)
Compliance with safety/security training @ 19% 20% 50%
(% of travelers who completed the training)
—low risk countries
Number of serious events affecting employees  C 158 171 143
to be monitored (terrorist attacks, flooding,
tornadoes, civil unrest...)
Assistance Activity for travelers and/or expats
(health, security, travel):
Information and advice C 150 172 571
Outpatient C 37 9 23
Inpatient C 2 3 4
Evacuations and Repatriation of Mortal remains C 5 3 2
Total number of interventions for employees C 194 187 600
Other information Number of International travels (by air) @ 42,473 13,381

A 2,539 451

C+A 45,012 13,832 100,084
Number of unique travelers (by air) @ 22,307 9,138

A 1,337 263

C+A 23,644 9,401 21,610
Travels to countries (medium to high risk) C+A 3,074 791 14,137
Group headcount C+A 269,769 324,684 359,567
Number of International travels per head C+A 0.17 0.04 0.28

Scope: (C) stands for Capgemini legacy and (C+A) for Capgemini group.

v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

4.3.1.6 Labor relations (policies, actions and main
achievements in 2022)

[GRI 2-30]; [GRI 402-1]; [GRI 407-1]

a) Maintain a constructive employee dialog and labor
relations

We commit to maintaining a constructive employee dialog and
labor relations at all levels of the organization, both locally and
globally. As we are convinced that employee dialog is a powerful
toolto move forward, while allowing safe and conflict-free change,
we have implemented an organization and tools enablingastrong
dialog with employees and their representatives at all levels of
the organization.

Employee representatives on the Board of Directors

Since 2016, two Directors representing employees have been
appointed to the Board of Directors, going beyond statutory
requirements. One Board member was designated by the French
unions while the second was elected by the International Works
Council (IWC)amongits statutory members. The latter was already
invited by the Chairman and CEO of the Company to sit on the
Board and on the Compensation Committee from 2015.

Labor relations at Group level: International Works Council
(IwQ)

The International Works Council (IWC) was first set up in 2001
ahead of European regulations, and then extended to other Group
regions. Itaims to put forward employees’ interests to management
andis keptinformed of management plansand projects and their
impacts on employees. The IWC aspires to:
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— be an advisory body to Group Management on employee
matters;

— exercise positive influence;

— foster cooperation among employees and different parts of
the Group; and

— contribute to making Capgemini an inspiring environment
forall.

Therefore, prior to the implementation of significant operational
changes that could substantially affect its employees (at least
within the European Economic Area, in accordance with EU Council
Directive 2001/86/CE, and the Agreement signed on April 23,
2021), Capgemini is committed to informing and/or consulting
them. IWChas a maximum of seventy membersin totaland 99%
of Capgemini group is represented in the IWC (except in Europe
with Russia, Ukraine and Switzerland). The Group Management
representative is the Chairman of the IWC, who actsin accordance
with the Group's decisions and strategies.

Statutory members of the IWC are delegated by the countries
participatingin the European Agreement. On top of the European
Economic Area, four regions (Latin America, North America, Asia-
Pacificand Africa) and two countries (UK and India) are represented.
These six regions and countries are Guest Members and have a
consultative voice. Employees are represented by country delegates
and a permanent body called the IWC Bureau which is composed
of ten delegates: four are allocated to the top four European
countries, five are allocated to all European countries except the
four top-sized countries and one additional seatis allocated to the
country representing at least 30% of the Group's workforce within
the European Economic Area. The CEO attends the IWC meeting
at least once a year, and the Group Executive Board members
are regularly invited for open discussions with IWC members.
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The International Works Council has four annual meetings
(February, June, October and December) chaired by the Head
of Group Employee Relations, addressing general and employee
matters. The first and third annual meetings are virtual. The first
meeting is held after the Group kick-off to quickly inform the IWC
delegates of organizational changes and the annual strategic
roadmap. To ensure an ongoing dialog, the IWC Bureau meets
monthly in addition to the 4 plenary meetings.

Meetings of the International Works Council are held to discuss
Capgeminigroup strategies on human resources management,
business development and market positioning. Additionally, the
International Works Council or its Bureau are consulted when a
transnational event:

— affects the employees’ interests of at least two countries
of the European Economic Area to a considerable extent,
particularly in the event of a relocation, the closure of
establishments or collective redundancies;

— relates to the Group structure and has important
consequences on the workforce or the Group’s organization,
in Europe.

Depending on the complexity and the implication of the subjects
dealt with, the International Works Council needs sufficient time
during the consultation process to be able to give an informed
opinion when required. In principle, the consultation takes
place within a maximum period of 4 weeks starting from the
delivery of usefulinformation to the delegates. Thisapplicable
consultation lead-time (within the limit of 4 or 2 weeks) will be
agreed between the Secretary and the Chairperson, taking into
account the complexity of the subject and the expected timeline
to ensure proper dialog and exchanges. The IWC, or its Bureau, is
informed or consulted before or in parallel with the information
and consultation procedures carried out at local level.

100% of the global workforce is covered by Group policies,
which areintroduced through the IWC (e.g., New Normal, Company
car, etc.), but are then applied on a country-by-country basis
according to local regulations and laws.

Labor relations and employee dialog at local level

Country employee representatives and Works Councils are strategic
partnersinall organizational and operational transformations. This
isreflected at the operational levelin the countries, where unions,
Work Councils and social representatives are in a continuous dialog
with Capgemini business leadership and HR. Labor agreements
signed in cooperation with both parties contribute to a better,
saferand healthier work environment for allemployees. Capgemini
acknowledges that collective and enterprise agreements are an
opportunity to secure a healthy and transparent social dialog,
as well as concrete advancements in labor conditions and work
environment.

b) Main achievementsin 2022

In 2022, many new or renewed collective agreements were signed
and consultations were held.

Overall, 30% of the global workforce is covered by bargaining
agreements, which representsaround 85% of Europe (including UK).

At Group level, an amendment to the IWC agreement was signed
on May 18, 2022. The purpose of the amendment was to:

— allow the International Works Council, on its own motion,
to examine matters that should initially be discussed within
the Bureau, if it considers that the subject is particularly
important,
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— better take into account, within the Bureau, the presence
of countries representing a substantial proportion of the
Group's workforce in the European Economic Area,

— enable the International Works Council to subject the
adoption of certain proposals to a double majority vote
when it deems it useful or necessary.

Eight IWC plenary sessions and 11 Bureau meetings were held.

At local level, here are some examples of our labor agreements,
consultations and constant listening:

— in France, we conducted 10 negotiations for the Capgemini
legacy scope (Economic and social entity Capgemini). Five
agreements/amendments were signed, including a new
profit-sharing agreement for the 2022-2024 period, and
entered into force. We also conducted 11 negotiations for
the ER&D business line (Economic and social entity Altran).
Five agreements were signed, including agreements
on working from home, profit-sharing, holiday pay and
disability. In addition, at the level of the Capgemini group in
France (Capgeminilegacy scope and ER&D business line), two
agreements were signed: one on the right to disconnect and
one on working from home in the DROM-COM and abroad.

— in the UK, there is a Capgemini Works Council (CWC) with
representatives elected by employees. Where required
by law, Capgemini negotiates pay for union members and
has framework agreements with three unions. Ten specific
collective bargaining agreements are in place for groups
of employees derived from Transfer of Undertakings
(Protection of Employment) regulations 2006 (TUPE). In
2022, following feedback from the CWC, our employees via
Pulse (our employee temperature check survey) and network
groups such as Women@Capgemini launched a number
of family friendly policies (pregnancy/baby loss, fertility
assistance, compassionate & bereavement leave, enhanced
leave entitlement for maternity, adoption, and surrogacy
leave with 100% pay for up to 26 weeks, etc.). The CWC was
fully consulted and reviewed and provided feedback on
the new policies before launch. The policies have been well
received and support our drive to foster an inclusive culture
where our people can thrive.

— in Germany, legacy Capgemini (without Altran) closed
175 collective agreements with Works Council Committees
at local and central levels. These agreements mainly
encompass terms and conditions of employment (especially
compensation topics), Health and Safety, office environment
and ITimplementation topics as well transformation matters
related to New Normal. The agreements are published
on the intranet according to local legal requirements. In
2022, Altran entities focused on agreements related to the
implementation of technical installations (IT), compensation
and office relocation.

— in Italy, Capgemini signed 4 important agreements:
awarding of performance bonuses, development of digital
skills and new competencies, and two agreements on
harmonization of statutes. Specifically, for the newly created
legal entity supporting the BNL project (Capgemini Finance
Tech), Capgemini signed agreements relating to: awarding of
performance bonuses (coveringboth 2022 and 2023), pension
fund linked to the Banking NBA, new flexible working policy
for care givers & master agreement regulating work-council
governance.

CAPGEMINI 211




OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Social: aligned entrepreneurs with protection & respect for all

— in Spain, unions elected by employees are represented in
both Capgemini and Altran that are legally integrated by
January 1, 2023. The following agreements were signed
in 2022: seniority increases (agreement to conclude
a long-standing dispute regarding the application of
seniority increases), time tracking system (agreement for
implementing a time tracking system legally required in
Spain) & Altran integration protocol (agreement to ensure
a smooth integration into Capgemini mainly from a union
perspective).

— in Poland, Capgemini adopted new rules for the election of
employeerepresentativestoreflecttheeightentitiescurrently
present within Capgemini Poland. Six representatives from
different business lines and three deputy representatives
were elected. Employee representatives were consulted
on policy changes concerning Social Fund rules, as required
by law. Beyond the law and in order to strengthen social
dialog, Capgemini Poland organized regular quarterly
meetings between the four representatives in the IWC and
the Country Management Board. IWC members were also
consulted on the introduction of new policies (New Normal
and Flex Abroad, New Performance Management) to ensure
transparency and good cooperation.

— in Denmark, employees were very interested in the election
of ourlocal Works Council. The Works Council has 3 members,
2 of whom are also members of the IWC. It meets every
3 months and Capgemini can initiate ad hoc meetings or
email exchanges to maintain a permanent link.

— in Sweden, Capgemini has a very good working relationship
with the unions (two different unions and 4 different union
clubs). Capgemini consults and negotiates on a weekly basis
about different topics such as local CBA, Health and Safety,
organizational changes or wage principles. Capgemini signs
agreements on various subjects such as staff transfers,
individual agreements, redundancies and working time
agreements. It signed around 50 agreements.

— in Finland, Capgemini completed a major successful project
and signed a company-specific collective agreement in
April (working conditions, working time and remuneration,
flexible working, etc.), which required close cooperation.
The negotiations lasted a total of four months and overall
strengthened the cooperation between the local Works
Council (5 primary members plus substitutes) and Capgemini.

4.3.2 Ethics and human rights

— in Brazil, Capgemini works with 14 different unions due to
its presence throughout the country. In 2022, Capgemini
signed 5 major agreements on annual salary negotiation,
flexible work journeys, benefits, home office allowances
and a profit-sharing program. Capgemini observes and
promotes its code of ethics and respects the wishes of
employees who want to subscribe and contribute to their
union representative. A monthly fee is deducted from
the employee’s salary for this membership. About 5% of
Capgemini employees are affiliated.

— in Morocco, employee representatives are elected by
employees in both Casablanca and Rabat. The employee
representatives are members of the Works Council as well
as the safety and health committee. Regular meetings
(monthly & quarterly) with employee representatives are
held to discuss employee concerns and share local and Group
news and processes. In 2022, employee representatives were
consulted, for example, on the improvement of our health
insurance offer, all the equipment related to the New Normal
and the implementation of a working time monitoring tool.

— in the Americas region, continuous employee listening is
facilitated and tracked through Pulse. At the end of 2022, our
average employee engagement score was 8.3 out of 10 with
a 53% aggregated participation rate across USA, Canada, and
Latin America. The survey feedback is analyzed by leaders
and used to shape our employee engagement strategy and
improvement efforts. In addition, our 11 Employee Resource
Groups (ERG) foster a work culture of respect and value for
differences and enable ERG members to work together to
define and deliverinnovative solutions that directly meet the
needs of our people. In 2022, based on Pulse, ERG and other
feedback interactions with employees, the Americas focused
on the following priorities: recognition, mentoring, career
paths and well-being.

Employee engagement activities are organized through the
various channels with direct input from employees. The impact
of these efforts are captured and reported internally: thousands
of our employees are engaged in programs focused on people
engagement thanks to hundreds of unique events contributing to
over 50k hours of employee engagement through volunteering,
Corporate Social Responsibility, Diversity Equity Inclusion and
Well-being initiatives.

[GRI 2-23]; [GRI 2-25]; [GRI 2-26]; [GRI 406-1]; [GRI 407-1]; [GRI 408-1]; [GRI 409-1]

ESG policy priority G: Maintain high ethical standards at all times for mutual growth

4.3.2.1 Ourvalues and ethical culture

Our seven core values — freedom, trust, team spirit, honesty,
boldness, modesty and fun —are at the heart of our identity. Our
valuesinspire and guide our team members, who each contribute
to our ethical culture.

Capgemini’s founder, Serge Kampf, was deeply convinced that sound
ethics is an essential foundation for profitable and sustainable
business. From the outset, this belief in doing business ethically,
and our commitment to our values, has distinguished us.

Our values express our personality, our spirit. Shared by our team
members worldwide, our values remain constant, while nurturing
diversity, and individual freedoms and initiatives.
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We define our ethical culture as an aspiration, to guide the behavior
of all our team members across the world. This means adopting
an approach that starts with questioning our own actions and
decisions, inquiring, and defining what “doing the right thing”
means in our business.

Although our teams are located worldwide, we share a common
culture based on honesty, trust, and respect for each other’s
backgrounds and contributions to our joint enterprise. Being a
values-based organization has enabled us to develop high ethical
standards while nurturing the diversity of our teams. It has guided
our behavior throughout the many evolutions our Group has seen,
giving us the freedom needed to adapt to our fast-moving industry,
and the boldness we need to lead. Our ethical framework supports
our team membersin using ethical reasoning to find the most ethical
way forward in their everyday business decisions and actions. It also
promotes agile behaviors, well fitted to unanticipated events that
can arise in complex situations. This ethical framework connects
all our Group’s employees, in more than 50 countries.
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4.3.2.2 Ethics and human rights governance
a) Board of Directors

Asearly as 2006, the Capgemini Board of Directors set up an Ethics
& Governance Committee, whose main duty with regard to ethics
is to ensure the promotion and respect of our seven core values.

Our Code of Business Ethics was first drafted in 2009 to formalize the
ethical behaviors that our valuesinspire, and which characterize our
ethical culture. Each of the Directors signed the code, demonstrating
their individual and collective commitment and support. Once a
year, the Chief Ethics & Audit Officer and the Group Ethics Officer
report to the Ethics & Governance Committee on our ethics and
human rights approach and related actions, including guidelines and
training updates, alerts reported on SpeakUp (our ethics helpline),
conflict-of-interest declarations submitted through the Declare tool,
internal and external communication initiatives during the year,
and asummary of our employees’ feedback received through our
ethical culture survey, Ethics Pulse. The reportalso includes specific
updates on initiatives related to our human rights commitments.

The Chief Ethics & Audit Officer also presents the internal audit
conclusions on adherence to the Group Code of Business Ethics.

b) Group Management

The Chief Ethics & Audit Officer is responsible for our ethics and
human rights framework and approach across the Group and reports
directly to the Group Chief Executive Officer. The Group Ethics
Officer reports to the Chief Ethics & Audit Officer and promotes
our ethics approach globally.

c) Business Units - global network

Managers of the Group Operating Units (Strategic Business Units
or SBUs and Business Units or BUs) are accountable for ethics and
human rightsin their respective units. They are also responsible for
driving ethicsand human rights initiatives locally, while respecting
local legislation.

The Country General Counsels report to the Group General Counsel
andserve as Ethics & Compliance Officersin their jurisdictions. They
ensure implementation of ethics and human rightsinitiatives within
their regions and liaise with the Group Ethics Officer.

Since 2021, we have set up a new network of “Ethics Champions”
for Japan, Malaysia, the Philippines, Singapore, Vietnam and Thailand
to furtherstrengthen our local ethics network and complement the
existing relay of Ethics & Compliance Officers. The pilot countries
were selected considering arisk-based approach and the absence of
an Ethics & Compliance Officerin the country. The ethics champions
are anetwork of diverse colleagues, who are either self-nominated
or nominated by business leaders to formally promote our values
and help embed our ethics and human rights initiatives locally.
Mostimportantly, ethics champions have a passion for our values
and ethical culture while being approachable to everyone in their
respective countries. With the successful pilotin APAC, this program
will be expanded to other regions in 2023.

We focus on continuousimprovement using external benchmarking.
As part of our ongoingimprovement efforts, our Code of Business
Ethics was reviewed by an external ethics advisory organization
and we have membership with global ethics organizations to stay
updated and adapt to important changes.

2022 UNIVERSAL REGISTRATION DOCUMENT

OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Social: aligned entrepreneurs with protection & respect for all

In addition, ethics and human rights are being fully integrated into
the Group's Internal Audit program.

4.3.2.3 Our ethics initiatives

Our ethicsinitiatives actively nurture our ethical culture, creating
and maintaining awareness among employees to help them make
decisions aligned with our values. Our initiatives advance along
four main pathways:

a) Ethics Code and training

Our Code of Business Ethics sets out who we aspire to be and
translates ourvaluesinto ethical principles and expected behaviors.
It is available in many languages to all employees and external
stakeholders. The commitment to our code is endorsed by all
members of the Capgemini Board of Directors and the Group
Executive Board (GEB) as part of their individual and collective
support for the provisions of the Code of Business Ethics.

Additional Group ethics guidelines provide more detailed
information on specific topics such as our ethics helpline SpeakUp
and the management of conflicts of interest. The management
of conflicts of interest in line with our conflict-of-interest policy
was strengthened in 2022 with the progressive implementation
of a specific tool, Declare, which has been rolled out so far in
39 countries across the Group, covering 91% of our headcount.
The roll-out will continue for the remaining countries in 2023.

Capgemini has paid particular attention to Artificial Intelligence
(Al) as a key growth area presenting both huge opportunities and
ethical challenges by publishing our Code of Ethics for Al: an
ethical framework for the development of all Al solutions within
the Group. Our vision of Alis determined by our ethical culture and
guided by our core values. We envisage our developments in Al
as a contribution to building the inclusive and sustainable future
we all aim for. Our Code of Ethics for Al sets out guidelines for
the ethicaland human-centric design and delivery of Al solutions.

Our Ethics training strengthens our ethical culture through:

— mandatory e-learning courses on our Code of Business
Ethics: Ethics@Capgemini was relaunched in 2021 with a
refreshed learner interface and modular format and will be
reassigned annually to all employees starting in 2022.

Subsequentannual recertificationincludes refresher training
and assessments using Al based on learners’ performancein the
previous year to reinforce training according to the individual
learner’s needs. In 2022, Ethics@Capgemini comprised a
core module “Values and Ethics” and three scenario-based
micro e-learnings featuring short, engaging videos on ethics
topics including “Speaking up and non-retaliation”, “Conflict
of interest”, “Harassment-free work environment” allowing
employees to practice how to handle tricky ethical situations.
Harassment-free work environmentalso includes the key topics
of preventing sexual harassment and discrimination. From
2023, Ethics@Capgemini training will include a new training
module on our Human Rights commitments. Through the
annual ethics training, all our employees receive the related
policies (Our Code of Business Ethics, SpeakUpand Conflict of
Interest, Human Rights policies) and pledge their commitment
to follow the guidelines set out in the policies;
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— investigation management refresher-training for our
Ethics & Compliance Officers and SpeakUp investigators,
conducted in collaboration with experienced external
investigators.

b) Ethics awareness communications

Communications on our values and ethics are conceived at Group
leveland promoted along with Group and country communications
teams and our dedicated Ethics & Compliance Officers network.

In 2022, we celebrated our 10th year of recognition as one of
the World’s Most Ethical Companies® by Ethisphere, with our
biggest campaign till date: Ethicsin Motion, a one-month campaign
conducted through internal communications and social media.

As part of Ethics in Motion, we organized ethics conversations,
with global and country editions for discussions on ethical
topics. ETHICSATHON - 24 hours of non-stop broadcasted
ethics conversations — was a huge success, with 32 hosts and
1,500 attendees. The global plenary was broadcasted live, and
attended by 1,000 people.

Think Ethics is our monthly newsletter on key ethics topics,
comprising a ready-to-use managers’ toolkit.

Ethics Radiois our podcast series. We talk about sanitized SpeakUp
cases — the kind of cases we receive and how these are handled
internally. Along with the annual sharing of SpeakUp statistics,
this helps strengthen our speaking-up culture through trust and
transparency.

We publish our key news and articles on the Group intranet
(Talent) and in Let’s Talk — a Group communications deck for
managers. We regularly create content to update our website and
social media channels.

We run regular campaigns for the launch of new ethics guidelines,
tools and recognitions.

We continually focus on sharing our achievements, insights, and
learning through various external communications such as our
leaders’ interviews on ethics topics, our research institute reports,
and webinars.

c) Active listening, for continuous improvement

As One of the World's Most Ethical Companies®, we take
the time to talk about ethics together. We regularly ask for
employee feedback, empowering our team members to enrich
our understanding, and Further strengthen our ethical culture.
We make sure that we act in response to this feedback.

We aim at maintaining over 80% of the workforce with an Ethics
Score between 7 and 10.

In 2021, the Group Ethics team fully embedded the ethical culture
survey in our monthly Pulse survey, on a platform hosted by an
external provider. Nine questions on our values and ethical culture
are randomly asked each month and all employees receive the
opportunity to share their feedback for the nine questions twice
ayear. In 2022, an aggregate of over 230,000 employees from
46 countries participated. The survey had questions on our
values and ethical culture, and speaking-up culture. It confirmed
a widespread perception among team members that Capgemini
isan ethical workplace (an average overall ethical culture score of
8.3 out of 10 with ~87% of our workforce scoring us at between 7
and 10). Aggregated feedback and analysis from the survey, along
with guidelines, were shared with team managers and business
leaders. All managers have access to their span’s dashboard, with
scoresand feedback, while maintaining the anonymity of employees.

We also conducted employee focus group discussions to get
employee feedback on the effectiveness of our ethics initiatives.
Insights from the survey results and focus group sessions have
been considered for the Ethics action plan:in 2022, insights were
considered to revamp the monthly newsletter Think Ethics and
incorporate an easy-to-use toolkit for team managers to engage
with team members aboutvalues and ethical matters. We also gave
colleagues the opportunity to host ethics conversations about
the Group as part of our Ethics in Motion campaign. In addition,
a special edition of Think Ethics was launched, with thought
provoking videos on ethical behaviors. In 2023, we will continue
to focus on theincreased alignment of behaviors with our values,
improvement of ethics discussions within team meetings, and
increased support from leaders and managers to spread trust in
our speaking-up culture and our zero tolerance for retaliation.
Listening to employees’ feedback is a continuous process, which
helps us adjust our priorities with the insights gained.

2020

2021 2022

Maintain high ethical standards at

all times, For mutual growth between 7 and 10

% of the workforce with an Ethics Score NA

85% 87%

Scope: Capgemini group.

4.3.2.4 Human rights at Capgemini

Acknowledgement of the freedom of each individual, and the
trust in others that this implies, are fundamental to the respect
for human dignity. Freedom and Trust, two of Capgemini’s core
values, underpin the Universal Declaration of Human Rights and
reinforce Capgemini’s natural inclination to unwavering respect
of human rights.

a) Our human rights framework

Along with our overarching Code of Business Ethics, which fosters
our commitment to human rights, we published a dedicated human
rights policy in December 2021 that covers our full value chain,
and aligns with the Universal Declaration of Human Rights, the
United Nations Guiding Principles on Business and Human Rights
(UNGPs) and the International Labor Organization’s Declaration
on Fundamental Principles and Rights at Work (ILO Declaration).
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Our human rights policy states our commitments, program, and
governance, and covers all Capgemini activities. It is endorsed by
our Group Chief Executive Officer, and the progress of our human
rightsinitiatives is monitored by the Ethics & Governance Committee
of the Capgemini Board of Directors, published on the Capgemini
intranet, whichis accessible by allemployees, and is also available
on Capgemini’s external website.

In defining our human rights policy, we identified our ten human
rights commitments:

— eight of our commitments concern key human rights issues
particularly at stake for the Company:

— equal opportunity and fair treatment,
- freedom of expression,
- freedom of association and collective bargaining,
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- harassment-free work,

- safe and healthy workplace,

- protection against child labor, forced labor, and human
trafficking,

- data privacy,

- protecting human rights through our ethical approach
on Al solutions;

— two of our commitments represent positive actions from the
Group towards those rights:

- rightto education,
- digitalinclusion.

Our human rights commitments

OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Social: aligned entrepreneurs with protection & respect for all

Considering Capgemini's activities and operations, migrant workers
and indigenous communities have not been identified as specific
human rights issues for the Company. However, the vulnerability
criteria are well embedded in our human rights assessment
questionnaire in order to assess them if relevant.

This Section will provide a global understanding of our human rights
framework monitored by Group Ethics. Detailed actions regarding
our human rights commitments are developed in the different
Sections of this Declaration of Extra-Financial Performance:

Related Sections

Equal Opportunity and fair treatment

Freedom of expression

Freedom of association and collective bargaining
Harassment-free work

Safe and healthy workplace

Protection against child labor, forced labor and
human trafficking

Data privacy
Right to education
Digitalinclusion

Protecting human rights through our ethical approach on Al
solutions

Social - Own workforce
Social — Ethics and human rights
Social - Own workforce
Social — Ethics and human rights
Social - Own workforce

Social— Own workforce
Social —Workers in the value chain

Governance — Protect and secure data
Social — Own workforce
Social — Local communities

Social — Ethics and human rights

b) Raising awareness on human rights

In order to protect and promote the respect of human rights
across our Group, the first step is to ensure that our ten human
rights commitments are known and understood by all Capgemini’s
employees. To this end, our CEO sent a message to all our Vice
Presidents (VPs) on December 10, 2021, introducing our human
rights policy and asking VPs to “role model behaviors that express
our commitment, and spread awareness among their teams and
throughout our ecosystem, therefore honoring our commitment to
fundamental human rights by fulfilling this special responsibility”.

Our human rights policy is published on the Capgemini intranet,
which is accessible by all employees, and is also available on
Capgemini’s external website.

Dedicated training sessions were conducted in 2022 for key
positions such as the Ethics & Compliance Officers network and
for Internal Auditors.

As part of our mandatory e-learning courses Ethics@capgemini,
we have developed a dedicated human rights module. This
module was launched in January 2023 for all employees and
focuses on Capgemini human rights policy commitments and their
implementation across the Group. We also assign every year two
micro modules on: “Harassment-free workplace” and “Speaking
up and non-retaliation”.

In 2022, Human Rights was one of the three key pillars of our
Ethics in Motion campaign launched to celebrate our 10th year
of recognition as one of the Worlds' Most Ethical Companies
by Ethisphere. Human Rights as a topic was included in Ethics
Conversations, in both the global and country editions, and a
dedicated session was organized during a plenary event to raise
awareness on business and the implementation of our human
rights commitments internally.
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c¢) Human Rights assessment and due diligence in our value
chain

Country human rights risk mapping: Covering our ten human
rights commitments, we have selected independentinternational
indicesincluding the Freedom House Index, the internet Freedom
Status Index, the Global Slavery Index, the Children’s Rightsin the
Workplace Index and the International Trade Union Confederation
GlobalRightsIndex, supplemented by country reports, to develop
a human rights country risk mapping. This country risk mapping
is aimed at identifying, across the countries where Capgemini
operates, the countries most at risk in terms of impact on human
rights. This will help us to prioritize our actions in terms of the
implementation of our human rights policy, by focusing first on
the countries most at risk.

Human rights assessment questionnaire for all countries: Following
the publication of the human rights policy, we developed a country
human rights assessment questionnaire to look per country at all
aspects of our business and value chain and assess where there
is more exposure to human rights impacts. This country human
rights assessment questionnaire is divided into different Sections
focusing on the potential human rights risk factor for the country.
It also assesses Capgemini's supply chain and client interactions
in the specific country. Finally, there is a set of questions directly
linked to each human rights commitment of our human rights policy.

The aim of this assessment questionnaire is to provide a broad
understanding of the actions that are already in place, but also to
identify gaps and areas of progress in terms of the promotion and
protection of human rights. We aim to deploy dedicated action
plans to be regularly monitored. The human rights assessment
questionnaire is currently being deployed, with a pilot test in
India where we have 50% of our workforce.
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In our supply chain: Capgemini’s Supplier Standards of Conduct
appliestoall contractors/suppliers/service providers, andis available
on Capgemini's corporate website. It formalizes the standards that
willbe applied and enforced withinits business relationships. It is
critical to Capgemini thatits suppliers—including their employees
—are committed to maintaining the highest ethical standards and
adhering to applicable human rights standards. In 2022, in line
with the Duty of Care law and Human Rights Policy, we launched
asuppliers’ risk mapping exercise with the support of an external
consultant. In 2023, we aim to have identified all our suppliers with
significanthuman rights risks, assess our suppliers most at risk and
define dedicated potential mitigation actions and action plans.

Inourclientsinteractions: In order toimplement our human rights
commitments along our full value chain, we need to identify our
human rights risks linked to our clients’ practices and in the
impact of our services. Based on specific risk criteria, some deals
are escalated and submitted to the approval of the Capgemini Group
Review Board (GRB). Through this process, Group Ethics conducts
an ethical review of deals presented to the GRB. In 2022, Group
Ethics extended its review to integrate human rights. Each new

client escalation to the GRB is now reviewed considering ethics
and human rights criteria. In 2023, with the support of an external
consulting firm, we have launched a project to designand setup a
methodology to assess our clients’ practices as well as the impact
of our services. We launched this process with the support of the
Group Sales Officers and other internal functions linked to the
client management process or the evaluation of risks related to
clients. The aim of this methodologyis to (i) integrate human rights
criteria in the onboarding of new clients and for new projects,
(ii) monitor potential human rights controversies of our clients,
and (i) evaluate our existing clients on a risk-based approach.

d) Human Rights mitigation actions

In order to ensure the operational implementation of Capgemini
human rights commitments and mitigate potential human rights
negative impacts, the Group has put in place dedicated policies,
guidelines and processes.

Here is a table summarizing our main internal guidelines and
processes for each of our human rights commitments:

Policies and processes in place against our Human Rights Commitments

Equal opportunity and fair treatment

Freedom of expression

Freedom of association and collective bargaining

Harassment-free work

Safe and healthy workplace

Protection of child labor, forced labor and human trafficking
(working conditions)

Digital Inclusion

Right to education
Data Privacy

Protecting human rights through our ethical approach on
Artificial Intelligence solutions

Own Workforce: D&l program, Pulse, SpeakUp
Supply chain: Suppliers Standards of conduct

Own workforce: Our Values, Pulse, SpeakUp
Supply chain: Suppliers Standards of conduct

Own Workforce: IWC, collective agreements
Supply chain: Suppliers Standards of Conduct

Own Workforce: Ethics@capgemini module, SpeakUp
Supply chain: Suppliers Standards of Conduct

Own Workforce: HR, CRES, Security
Supply chain: Suppliers Standards of Conduct
Clients’ interactions: Safety-related deals checklist

Own Workforce: Collective and enterprise agreements
Supply chain: Suppliers Standards of Conduct

Own Workforce: L&D
Local communities: CSR program

Own Workforce: L&D
Full value chain: Data privacy program

Full value chain: Code of ethics for artificial intelligence

More broadly, we are reinforcing our dialog with potentially
affectedinternal and external stakeholders and takinginto account
International Works Council recommendations.
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Group Ethics continuously strengthens its focus on our human
rights policy and human rights commitment with a dedicated
human rights e-learning and dedicated communication on human
rights for International Human Rights Day, internally and externally,
to raise awareness on our human rights framework among our
employees and external stakeholders.
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4.3.2.5 Management of affected stakeholders’
concerns (organization, mitigation and
remediation, 2022 reporting)

a) Channels for affected stakeholders to raise concerns:
Speaking up - alerts and investigations

Capgemini trusts and expects team members and external
stakeholders to report ethical concerns in good faith. SpeakUp,
our ethics helpline, is more than just a tool; it is a commitment
to listen to our employees, to be fair when investigating issues, to
show organizational justice, maintain confidentiality and protect
reporters from any form of retaliation. Itisa web and phone-based
ethicsreporting, incident management and advisory tool, hosted
by anindependentservice provider, managed by our Group Ethics
function, and supported by our global network of General Counsels
— Ethics & Compliance Officers and HR investigators. SpeakUp is
voluntary, confidential, and allows anonymity. It is made available
by Capgeminito allits stakeholders-our team members across
the Group, clients, suppliers, and business partners. SpeakUp
empowers people to reportalerts and ask for advice and guidance
aboutactions or behaviors that are (1) not aligned with our values,
our Code of Business Ethics and related Ethics & Compliance
policies, (2) notin compliance with applicable laws, or (3) that may
significantly affect vital interests of Capgemini and its affiliates.

Alertsrelated to violations or risks of violation of human rights
and corrective actions are monitored through SpeakUp. We are
also in the process of ensuring the alignment of our SpeakUp
policy with the UNGPs effectiveness criteria for remediation.

Anyone who, in good faith, raises or helps address an alert on SpeakUp
is protected by our non-retaliation policy. Substantiated alerts result
inappropriate remediation actions, including disciplinary actions,
counselling/training, and processimprovements. Our SpeakUp policy
and helpline are available in several languages and the SpeakUp
helpline is available 24X7. Once an alert is reported in SpeakUp, it
is received by the Group Ethics Office, which performs an initial
review. After this assessment, the Group Ethics Office assigns the
alert to the local Ethics & Compliance Officer responsible for the
jurisdiction where the incident reported in the alert occurred. An
exception to this process would happen in cases where there is
an actual, potential, or perceived conflict of interest for the local
Ethics & Compliance Officer to investigate the alert, or where the
Group Ethics Office believes that the alertis of such a severe nature
that it must be investigated at Group level.
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SpeakUp helps us maintain transparency by managing the entire
processwithin the tool, including communication with the reporters,
witnesses, investigation and leadership teams, as well as recording
retention and redaction in line with applicable laws. It helps us
perform root-cause analysis and prevent future similar unethical
behavior or violation of internal policies or applicable laws by
helping usidentify areas of improvementin our business processes.

We regularly share SpeakUp statistics with our employees around
the world annually and sanitized SpeakUp cases through our
communication initiative Ethics Radio on an ongoing basis to
enhance trust and reinforce our ethical culture.

b) Alerts remediation

As an outcome of SpeakUp investigations, the substantiated
alerts result in appropriate remediation such as counseling/
training, disciplinary actions for individuals (based on the
severity of the alerts) and a review or update of related processes
and improvement action plans.

In 2022, substantiated alerts related to discrimination were on
the grounds of age, religion, persons with disabilities and gender
orientation, and alerts related to harassment included unethical
behavior such as bullying, humiliation, physical & verbal abuse,
retaliation and sharing inappropriate pictures/messages of a
sexual nature. Following the investigation findings for these alerts,
sanctionsand remediation plans were implemented, which included
termination, demotion/transfer, mandatory training at global
level and country-specific training to address cultural aspects,
counselling, and awareness initiatives.

Otherremediation actions taken as a result of SpeakUpinvestigations
to preventthe recurrence of similarissuesinclude tailored training
for the target audience, updating financial policy to prevent
reimbursement frauds and implementing new local policies.

It has been observed that reimbursement frauds have dropped as
aresult of updating the financial policy.

c) Reporting 2022

We nurture our ethical culture year after year, constantly improving
our approach. As a result, we have been recognized as One of the
World’s Most Ethical Companies® by the Ethisphere® Institute for
tenyearsin a row. This recognition highlights Capgemini's role as
an employer of choice and a responsible playerin the eyes of our
clients, shareholders, and the wider community.
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Affected stakeholders’ concerns reporting 2022

2020 2021 2022
Alerts reported on Total number of alerts reported on SpeakUp 279 651 1,445
SpeakUp ™
Closed alerts Share of total alerts that are no longer subject to 77% 84%
action@
Anonymous alerts Share of the total alerts reported on SpeakUp where 44% 30% 22%
reporter’s identity is unknown
Substantiated alerts Share of the closed alerts and those established or 47% 57% 58%
proven
Discrimination alerts Total number of alerts of discrimination during the 24 42
reported on SpeakUp reporting period
Discrimination alerts Share of discrimination alerts that are no longer 75% 81%
closed subject to action @
Discrimination alerts Share of the closed discrimination alerts that are 17% 18%
substantiated proven
Harassment alerts Total number of alerts of harassment (including sexual 52 111
reported on SpeakUp harassment and retaliation) during the reporting
period
Harassment alerts closed Share of harassment alerts that are no longer subject 83% 86%
to action®@
Harassment alerts Share of the closed harassment alerts that are proven 56% 53%
substantiated
Code of Business Ethics Share of employees who completed the e-learning 67% 73%

e-learning ®

module on the Code of Business Ethics®

Scope: Capgemini group.

(1) Foralertsthatare out of scope of the SpeakUp policy, the reporters are guided to use the appropriate mechanism or reach out to the relevant function for review, and the
alerts are subsequently deleted from SpeakUp. The KPIshows only the in-scope alerts. Our employees also reach out to their team managers or HR managers for reporting
alerts and team managers and HR managers are expected to record on SpeakUp alerts reported directly to them.

(2) Anincidentisno longer subject to action if it is resolved, the case is completed, or no further action is required by the organization. For example, an incident for which no
further action is required can include cases that were withdrawn or where the underlying circumstances that led to the incident no longer exist.

(3) Arevamped Code of Business Ethics (Values & Ethics) e-learning was launched in February 2021 across Capgemini group. The revamped Code of Business Ethics e-learning
was launched in October 2021 for Altran, except Germany which was onboarded to the training in September 2022. For 2021, Capgemini had 72% completion and Altran
had 29% completion at the end of the year and together the completion of the training on Code of Business Ethics e-learning for the Group was at 67%.

We have seenanincreasein the numberof alerts per 1000 employees
in 2022 (4.0) as compared to 2021 (2.0).

This could be firstly attributed to candidate Frauds ™ in India which
have increased by 251% in 2022 as compared to 2021 & account
for 59% of the cases managed in 2022.

We have also observed anincrease in other types of alerts (human
rights related, conflicts of interest... ), which have increased by
50% as compared to 2021. Reasons for this increase could be
attributed to:

— the dedicated micro e-learning module on Speaking up and
Non-Retaliation which is assigned to all employees as part of
our annual recertification process;

— various communication initiatives like Ethics Radio where
through using sanitized cases, employees are made aware of
the circumstance in which ethical lapses happen, the impact

these lapses may have on Capgemini and our workforce and
how such investigations are managed.

Ourtraining and communication efforts build trustin our speaking up
culture and encourage our employees to report unethical behavior;
this is also observed by the rise in the number of countries from
where we have received SpeakUpalerts/questions (31 countriesin
2022 as compared to 27 in 2021).

In 2022, the countries of origin of the alerts were: Australia, Belgium,
Brazil, Canada, China, Columbia, Denmark, France, Germany,
Guatemala, India, Ireland, Italy, Japan, Luxembourg, Malaysia,
Mexico, Morocco, the Netherlands, Norway, the Philippines,
Poland, Portugal, Russian Federation, Singapore, Spain, Sweden,
Switzerland, Tunisia, the United Kingdom, and the United States.

Inaddition to the alerts, we received 263 inquiries seeking guidance
from employees: all these questions were promptly addressed by
our local Ethics & Compliance Officers.

(1) Falsification of document(s) or misrepresentation by a candidate to obtain employment/project at Capgemini, resulting in background check failures, where background
checks refer to the verification of the accuracy of a candidate’s claims (i.e., previous work experience, education, skills) that have been submitted to Capgemini and misre-
presentation by a candidate to obtain employment/project at Capgemini; includes impersonation, proxy interview, lip syncing during interview, or other imitation with the
intent to deceive another. It would include verification of the candidate as a true bearer of a government-issued legal identity document provided by the candidate.
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Follow-up of the management of previous reporting period alerts (as updated on December 31, 2022)

2020 2021 2022
Alerts reported on Total number of alerts reported on SpeakUp by year as 275 640 1,445
SpeakUp™ of the end of the reporting period
Closed alerts Share of total alerts by year that are no longer subject 100% 100% 84%
to action at the end of the reporting period @
Discrimination alerts Total number of alerts of discrimination by year as of 26 42
reported on SpeakUp the end of the reporting period
Discrimination alerts Share of discrimination alerts that are no longer 100% 81%
closed subject to action at the end of the reporting period @
Harassment alerts reported Total number of alerts of harassment (including sexual 59 111
on SpeakUp harassment and retaliation) by year as of the end of
the reporting period
Harassment alerts closed Share of harassment alerts that are no longer subject 100% 86%
to action at the end of the reporting period @
Scope: Capgemini group.
Additional Human Rights Indicators to be monitored
We are monitoring the implementation of our human rights requirements through defined indicators:
2022
Number of human rights screenings for new activities 24
Number of human rights impact assessment of Al solutions 6

Number of activities subject to human rights reviews or impact
assessments

Share of employees who completed the e-learning module on human
rights

Suppliers at significant human rights risks (child labor, forced labor,
working conditions)

We have launched a human rights assessment questionnaire
for all countries. It currently being deployed with a pilot test
in India.

Capgemini launched a dedicated module on human rights
for all employees.

We launched a suppliers risk mapping exercise. In 2023 we aim
atidentifying all our suppliers at significant human rights risk.

Scope: Capgemini group.

4.3.3 Local communities

[GRI 203-1]; [GRI 203-2]; [GRI 413-1]; [GRI 413-2]
4.3.3.1 Digitalinclusion support in our communities
(policies, actions and main achievements in
2022)

ESG policy priority E: Support digital inclusion in our
communities

Capgemini’'sambition s to take partin making the digital revolution
an opportunity for all by bridging the gap between technology
and society. The long-lasting connection between people and
technology—beingatthe heart of our Group since its creation—has
ledtoadeepsense of responsibility regarding both the impacts of
technology and the risks of being excluded fromits opportunities
in anincreasingly connected world.

Today more than ever, digital empowerment determines whether
someone issocially and digitally included or excluded. That is why
at Capgemini, we are committed to being a leader in digital
inclusion — because we believe technology should open doors to
the future for all.

Being mindful that technologyis a powerful enabler and accelerator
but not a solution in itself, we foster the entrepreneurial spirit
of our teams, their talent, and their passion to drive impactful
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digital inclusion initiatives hand in hand with our ecosystem
of not-fFor-profit partners. Hence, we equip underprivileged
individuals with the skills they need for a digital world.

Digitalinclusion and providing everyone with the skills they need
foradigital worldisalso an opportunity for ourindustry. We need
skilled talent, and we all have a responsibility to make careers in
technology possible for everyone.

a) We aim to support 5M beneficiaries through our Digital
Inclusion programs by 2030

In 2022, we continued to develop our Digital Inclusion programs
along with our not-for-profit partners to make an authentic
and meaningful impact while contributing to the United Nations
Sustainable Development Goals, in particular SDG 4 (quality
education), SGD 5 (gender equality), SDG 8 (decent work and
economic growth) and SDG 10 (reduced inequalities).

Thisyearalso marks a cornerstone of our Digital Inclusion journey
as we positively impacted 1,899,744 beneficiaries and hired
5,881 talents out of the 25,735 graduates trained in our Digital
Academies, since the launch of our Digital Inclusion programs.
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To pursue our ambition of impacting 5M beneficiaries by 2030, we
continued to drive our Digital Inclusion programs across 4 main
streams: Digital Literacy, Digital Academy, Tech for Positive Futures,
and Advocacy & thought leadership, all of which are supported
and enabled through employee engagement:

— through our Digital Literacy initiatives, we continued to
provide access to digital devices to the most excluded and
impart foundational digital skills to the digitally uninformed
and untrained to help them take their first steps toward
digital autonomy;

— through our Digital Academies, we continued to help
graduatestransformtheirlivesthroughdigitalempowerment
and employment opportunities in the Tech industry;

— through our Tech for Positive Futures initiative and with our
diverse ecosystem of partners, we leveraged technology
and innovation to develop solutions that positively impact
society and the planet;

— through our Advocacy & thought leadership action, we
focused on raising awareness about the digital divide and
how to tackle it to inspire others to take collective and
meaningful actions.

Our Digital Inclusion programs are carefully designed with our
not-for-profit partners to ensure we meet expectations and
respond to real needs while making sure we anticipate and resolve
any potential negative impact. For that, we have set up robust
processes to guarantee the quality of our partners, programs, and
our relationships with our beneficiaries:

— quality of partnerships: We implemented strong due
diligence processesin each country forevery new partnerand
collaboration on Digital Inclusion to ensure that partnerships
are aligned and coherent with Capgemini’s values and CSR
strategy and designed to generate positive impact on local
communities;

— relationship with partners: We maintain intimate
relationships with our ecosystem of partners, enabled by
strong governance orchestrated by key stakeholders at
country and Group level;

— quality of programs delivered: We continuously track
and monitor the quality of our programs by ensuring their
alignment with our Digital inclusion strategy and impact
through a quarterly reporting process involving all key
stakeholders.

Reducing the digital divide through Digital Literacy and
Digital Academy

Digital Literacy

Since the inception of our Digital Literacy pillar in 2019, we have
been working closely with our ecosystems of NGO partners to
empower the most excluded communities (social-economically
disadvantaged individuals, people with disabilities, refugees,
racial/ethnic minorities...) in multiple ways:

— we provide access to digital tools and devices to the most
excluded;

— we impart foundational digital skills to the digitally
uninformed and untrained;

— we raise digital awareness and inspire young people and
women to pursue careers in tech.

2022 marked the return of severalin-personinitiatives at Capgemini
offices, remote schools, and centers for the aged, among other
venues after the pandemicrelated restrictions. We ensured to
adapt and craft our initiatives to serve local needs and reach
our beneficiaries hand-in-hand with local not-for-profit partners.
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And as a result, we helped 1,124,757 beneficiaries through our
Digital Literacyinitiatives.

We developed and delivered Digital Literacy programs
worldwide.

From across the globe, our colleagues deployed impactful Digital
Literacyprograms along with their locals NGOs partners to deliver
authentic and meaningful impact against our Group targets:

In India, we continued our work with the Atal Innovation Mission
(AIM) of NITI Aayog, which was initiated with our non-profit partner
SRF Foundation across 120 government/private schools in India
to help more than 50,000 students access to STEAM (science,
technology, engineering, arts, and mathematics) learning. Students
developed problem-solving skills, fostered creativity, and learned
about design thinking methodologies and adaptive learning skills.

In the United Kingdom, we continued our work with the Prince’s
Trust, Ability Net, Digital Unite, and Code your Futureto teach digital
skills and provide career guidance in the field of technology to
students between 16 and 25 years old.

InFrance, in partnership with Emmats Connect, Capgeminivolunteers
continued to trainvulnerable people in basic digital skills in Digital
Literacy centers. Additionally, we continued to contribute to the
“One youth One solution” (1 jeune, 1 solution) initiative launched
by the French government, where our colleagues mentored young
people to build their careers in tech.

In Spain, we continued to provide training on basic digital skills
to people with disabilities in partnership with Integra Foundation,
as