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A Leader for Leaders
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A global leader
and strategic partner

@
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MIDDLE EAST
AMERICAS AND AFRICA ASIA PACIFIC
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30,000 people 115,000 people 178,000 people
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NB: Capgemini announced on March 11, 2022 to discontinue its presence in Russia.
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We are

325,000 employees drawn
from over 160 nationalities in
more than 50 countries

iiiiiiiiiiiiiiizizzzzzizz
Our purpose
Unleashing hunman
enerqgy through
technology for an
inclusive and sustainable
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Our business lines

O Strategy & Transformation
© Applications & Technology
©Engineering

O Operations

iz
Our seven vralues

Houesty Modesty
Bolduess Team Spirit
Trust Fun
Freedom

A Leader for Leaders

Our clients and
partners

98% of our revenues come from
existing clients

A client satisfaction level on
contracts of 4.2/5'

22z
Our resulis

€18,160m

revenue
+14.6% vs. 2020

12.9%

operating margin

€1,873m

free cash flow

iz
Our commitments

Over 330,000 beneficiaries
supported by our digital inclusion
programsin 2021

Ain CDP’s’ “Climate Change 2021”

scoring

A net zero business well ahead
of 2050

Help our clients save 10 million
tons of carbon by 2030

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

(2.) Formerly the Carbon Disclosure Project. Not-for-profit charity that runs the global disclosure system for investors, companies, and other organizations to

manage their environmental impacts.
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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 Aiman Ezzat and chaired by Paul Hermelin, Capgemini
developed around principles which continue to guide us today: an has 325,000 employees, including more than 169,000 in India, and it
entrepreneurial spirit, followed by a passion for clients,an obsession ~ operatesin nearly 50 countries. Asin 1967, Capgeministill has the
with getting the best from people, extremely high-performance  same passion: helping businesses to be more efficient, innovative,
expectations, and acommitment to being ethicallyirreproachable  and agile 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 Sogeti becomes 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 will join 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 Sogetiacquires the UK company Hoskyns, the European leader in managed services.

1992  Justtwo years later, Cap Gemini Sogetibecomesthe 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. Paul Hermelin, who had worked alongside Mr. Serge Kampf since 1993, becomes Group CEO. The Sogeti name 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 Forty-five 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.
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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.

2019 Capgeminiacquires 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 Aiman Ezzat succeeds Paul Hermelin as the Chief Executive Officer of Capgemini. Paul Hermelin retains the Chairmanship of
the Board of Directors.
Capgemini unveilsits purpose: unleashing human energy through technology for aninclusive and sustainable future. Developed
with all of its stakeholders, the purpose is now one of the cornerstones of the Group.
The year also marked the finalization of the Altran acquisition. With the acquisition, Capgemini becomes the leaderin the rapidly
growing Intelligent Industry market, launching three new sets of offers.
Inresponse to the pandemic, Capgemini takes action to protect the health and safety of its employees, while staying committed
toits partners and customers. The Group mobilized its teams around the world to launch community initiatives, supervised by
the newly created Social Response Unit.
In July 2020, we announced our commitment to making all our operations carbon neutral by 2025 at the latest and achieving
“zero net emissions” by 2030. This commitment is founded on a series of new carbon footprint reduction objectives approved
by the Science Based Targets initiative as being consistent with the level of reduction needed to limit global warming to 1.5°C.
Capgemini is now a signatory of the RE100 and determined to source 100% renewable energy by 2025.

2021 Arecordyear where Capgemini makes great strides towards reachingits 2025 ambitions. It completes the acquisition of Altran,

and brings together its engineering and R&D expertise by launching a new brand — Capgemini Engineering. The integration of
frogand Cambridge Consultants within Capgeminilnvent reinforces Capgeminias the strategic partner for the transformation
of companies through technology.

The Group extends its 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.

1.1.2 Seven values at the heart of our ethical culture

Since 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, acomplete 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.

CAPGEMINI

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.

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

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 others and 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 an instinctive willingness to support common
efforts when the storm is raging.

With our valuesinforming our decisions, 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.
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1.1.3 The Group business lines

— Strategy & Transformation

Capgeminilnventisthe Group's digitalinnovation, consulting, 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
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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

The needs of our clients are constantly evolving. To help them rise
tothe challenge, Capgemini never stops adapting and transforming
its portfolio of offers, which includes Consulting Services for
business transformation, digital and operational solutions, and
Engineering Services...

The sustained pace of innovation 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 development in three “playing fields”
dedicated to the digitalization of key management areas at the core
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 — without losing sight of the main issues of cybersecurity
and sustainable development.

Three playing fields
Customer First

Our Customer First playing field focuses on the relationships,
experiences, and value propositions by our clients to their customers.

Customer experience encompasses allinteractions and impressions
that people have with an organization over time. Interactionsinclude
all points of contact with customers, web or mobile interactions,
conversations with avendorinstore or over the phone, calls with the
after-sales service team, and experiences with an online shopping
or e-commerce website. Impressions may include anecdotes shared
by friends or coworkers about a brand, as well as any news, press
releases, and messages on social media published by the Company.

We alsoworkin partnership with our clients to help them continuously
reinvent their value proposition to keep pace with the market with
new services, products, ecosystems, and sales models that meet
the latest customer needs.

Intelligent Industry

Intelligent Industryis animportant part of the digital transformation
of businesses. It focuses on the digital transformation of R&D
laboratories to create smart products, services and systems that
are compatible with the Company's sustainable development

goals, and with the digital transformation of its supply chain and
production sites to make them more agile and efficient, and less
carbon intensive.

Enterprise Management

We work in partnership with our clients to help them transform
their organizations and the skills of their teams, their processes and
applications, the solutions they use, as well as their maintenance
and operations to make their businesses more agile, efficient,
and optimized when it comes to costs. We also help them offer a
personalized and seamless experience to their employees.

Two technological pillars
Data & Artificial Intelligence (Al)

Thanks to our ability to design, build, deliver and run large-scale
data and Al solutions, organizations can use data, intelligent
automation, and Al to transform themselves, across business
domains, in an ethical and sustainable fashion.

Cloud

We help our clients 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 makes it possible for
them to render their business management systems more agile.

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.
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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

Consumers are 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 & Life Sciences

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.

Life sciences is one of Capgemini's fastest-growing sectors. We
work with leading brands in pharmaceuticals, medical devices, and
consumer healthcare companies across the world to help clients

CAPGEMINI
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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

Publicsector 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, public administration, 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 as landmark
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 model and propose
services that better reflect the expectations of their end-customers.
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1.1.6 Recognized achievements

Once again, Capgemini received numerous awards in 2021 from
our technology partners, and recognition from analysts and
independent bodies.

Partner Awards

Partner of the Year, GSI digital transformation,
from Microsoft

Capgeminiwon the Global Systems Integrator digital transformation
2021 Microsoft Partner of the Year award, along with six other
awards from Microsoft, including Partner of the Year, Financial
Services, and Partner of the Year, Analytics. 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. Honorees were
chosen fromaset of more than 4,400 submitted nominations from
over 100 countries worldwide.

Find the press release here: https://www.capgemini.com/news/
capgemini-recognized-as-microsofts-digital-transformation-
partner-of-the-year-2021/

Industry Solution Partner of the Year Award 2020,
from Google

Capgemini received the 2020 Google Cloud Global Industry
Solutions Partner of the Year award. The Group was recognized
foritsachievementsin the Google Cloud ecosystem, helpingjoint
clients in the Financial Services sector, notably in banking and
insurance, to achieve their cloud transformation goals. With a
decade of experience in delivering tailored Google Cloud solutions
and deep-domain expertise, Capgemini has set up Google Cloud
Centers of Excellence to enable clients to move to a cloud-native,
digital business with Google.

Find the press release here: https://www.capgemini.com/in-en/
news/capgemini-wins-the-google-cloud-industry-solutions-
partner-of-the-year-award/

SAP Pinnacle Awards 2021 Winner — Partner Learning
Excellence category

The Group won the Partner Learning Excellence category at SAP’s
Pinnacle Awards, 2021. The Pinnacle Awards showcase top-performing
SAP partners who have excelled in helping customers succeed.
Winners and finalists of an SAP Pinnacle Award are chosen based
on their commitment to customer value creation, exponential
growth, and simplification, demonstrating their ability to understand
their customers’ business needs, deliver unmatched value, offer
solutions that reduce complexity, and help every customer become
a best-run business.

Find the press release here: https://www.capgemini.com/in-en/
news/capgemini-receives-2021-sap-pinnacle-award-in-the-partner-
learning-excellence-category/

Global Practice Development Partner of the Year, from
Salesforce’s MuleSoft

MuleSoft, provider of the world’'s number one integration and
API platform, named Capgeminiits Global Practice Development
Partner of the Year 2021, for the second year running. Capgemini
also claimed six regional awards from MuleSoft in EMEA, LatAm,
Australia and New Zealand, Asia, and Japan. Overall, Capgemini
was recognized for its commitment to helping customers unlock
and unify data with an API-led approach to deliver connected
customer experiences, faster, in a digital-first world.
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Find the press release here: https://www.capgemini.com/news/
capgemini-named-mulesofts-global-practice-development-
partner-of-the-year/

Salesforce Partner Innovation Award - Automotive
Industry category

Capgeminiwas awarded the Salesforce Partner Innovation Awardin
the Automotive Industry category. The award showcases leadership
within the Salesforce ecosystem and was given in recognition of
the Group’s work on the digital transformation of Volvo Car APEC's
operations. This was achieved through the implementation of
Sales Cloud, Service Cloud, Marketing Cloud, Experience Cloud and
Configure Price Quote (CPQ) software, delivering a streamlined,
personalized, digital customer journey.

Find the press release here: https://www.capgemini.com/us-en/
news/capgemini-and-salesforce-support-volvo-car-apec-in-its-
business-transformation/

Pegasystems Partner Sales Excellence Award EMEA

For the 10th consecutive year, Capgemini received awards from
Pegasystems. The Group was awarded the 2020 Pegasystems
Partner Sales Excellence Award for EMEA in recognition of its
commitment and tremendous impact on driving sales within that
region, at the first-ever Pegasystems virtual Partner Sales Kickoff
2021. As a Pegasystems Platinum-tier partner, Capgemini delivers
a growing range of Pegasystems-focused services, including
advisory, business-process design and optimization, governance,
case management, customer engagement, marketing and sales
automation.

Find the press release here: https://www.capgemini.com/news/
capgemini-receives-the-2020-pega-partner-sales-excellence-
award-for-emea/

2021 Partner Innovation Award for Client Innovation in
Digital Transformation, from Pegasystems

Capgemini also received the Client Innovation in Digital Transfor-
mation award from Pegasystems, forits ability to drive large-scale
transformation programs, backed by Pegasystems’ customer service
and intelligent automation capabilities. In addition, Capgemini
received the Delivery Excellence award forits expertise in alignment
and adoption of Pegasystems’' Express Delivery methodology. The
awards recognize partners that demonstrate an extraordinary
ability to drive growth, delivery and transformational outcomes
for clients, enabling them to stay ahead of the curve.

Find the press release here: https://www.capgemini.com/news/
capgemini-wins-two-2021-pega-partner-innovation-awards/

Market analysts’ awards

Capgemini once again asserted its leadership position, according
to numerous reports published by market analysts in 2021.

Global Leader in Engineering, Research and
Development services according to Zinnov

Capgeminiwas named Global Leader by Zinnov for the seventh yearin
arow foritsoverall Engineering, Research and Development (ER&D)
prowess and capabilities. Zinnov, a leading global management and
strategy consulting firm, recognized Capgemini's horizontal-specific
capabilities, including AlEngineering and Digital Engineering Services,
along with its vertical capabilities across Aerospace, Automotive,
Industrial, Enterprise Software, Semiconductor, Medical Devices,
and Telecommunications.
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Find the press release here: https://www.capgemini.com/in-en/
news/capgemini-positioned-as-a-global-leader-by-zinnov-for-its-
engineering-research-and-development-services/

Number 1 in the Everest Group Engineering Services
Top 50

The Group secured the top positionin the Everest Group Engineering
Services Top 50, a global list of the 50 largest third-party providers
of Engineering Services (ES). This was up 21 places since last year.
The Top 50 list is based on Everest's calendar year revenue and
year-on-year growth. Revenues comprise 75% of the composite
score used for ranking. Growth comprises 25% and has two
sub-parameters: absolute growth and percentage growth.

Find the press release here: https://www.capgemini.com/us-en/
news/capgemini-ranked-no-1-in-everest-groups-2021-list-of-top-
50-engineering-services-providers/#

A Leader for IT managed security services according to
Everest Group

Everest Group named Capgemini a Leader in its IT managed
security services (MSS) PEAK Matrix Assessment, 2021. The
Group was recognized among 28 IT service providers evaluated by
Everest Group for the assessment. It was positioned as a Leader
for its artificial intelligence/machine learning-led cyber defense
operations, investments in cyber experience centers and an
Operational Technology (OT) security portfolio, and its strong
innovation roadmap.

Find the press release here: https://www.capgemini.com/news/
capgemini-positioned-as-a-leader-for-it-managed-security-services-
2021-in-everest-groups-peak-matrix/

Leaderin 5G Engineering Services according to Everest
Group

Capgeminiwas named a Leaderin Everest Group's report Envisioning
the Connected Future: 5G Engineering Services PEAK Matrix Assessment
2021 Report. Capgeminiwas recognized as a Leader foritsvision and
capability to deliver services successfully and its ability to create
market impact. The research evaluated 18 engineering service
providersand sharedinsights on enterprise sourcing considerations.

Find the press release here: https://www.capgemini.com/news/
capgemini-positioned-as-a-leader-by-everest-group-for-5g-
engineering-services/

A Leader in Worldwide Smart Manufacturing Service
Providers according to IDC MarketScape

Capgemini was positioned in the Leaders Category in IDC
MarketScape's Worldwide Smart Manufacturing Providers 2021
Vendor Assessment. The Group was named a Leader forits current
vendor capabilities and future strategies for delivering end-to-end
smart manufacturing projects. Capgemini was commended forits
key strengths, including its ability to design and deploy a broad
catalog of technologies as well as its capabilities around digital
transformation roadmap identification using a value-driven approach.

Find the press release here: https://www.capgemini.com/news/
ide-marketscape-names-capgemini-a-leader-in-worldwide-smart-
manufacturing-service-providers-2021-assessment/

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

Gartner named Capgeminia leaderinits 2021 Magic Quadrant for
IT Services for Communications Service Providers, Worldwide. The
Group was recognized for its completeness of vision and ability
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to execute. The Gartner Magic Quadrant evaluated 12 service
providers for a broad range of IT services for communications
service providers worldwide. According to Gartner, this Magic
Quadrant helps communications service providers identify and
evaluate suppliers for IT services.

Find the press release here: https://www.capgemini.com/news/
capgemini-named-a-leader-in-2021-gartner-magic-quadrant-for-
it-services-for-communications-service-providers-worldwide/

Leader in the Gartner Magic Quadrant for SAP
S/4HANA Application Services

Gartner named Capgemini a Leader in its 2021 Magic Quadrant
for SAP S/4HANA Application Services, Worldwide. The Group
was recognized forits focused approach on SAP S/4HANA-based
business transformation;its capabilitiesinindustrial, engineering
and R&D sectors; and its continued investmentin growing the SAP
S/4 HANA practice with the highest number of certificationsin the
SAP partner ecosystem. The Gartner Magic Quadrant evaluated
20 service providers for their SAP S/4HANA application solutions.

Find the press release here: https://www.capgemini.com/news/
capgemini-positioned-as-a-leader-in-gartners-2021-magic-quadrant-
for-sap-s-4hana-application-services/

Leader in the Gartner Magic Quadrant for CRM and
Customer Experience Implementation Services

The Group was also named a leader in Gartner’s Magic Quadrant
for CRM and Customer Experience Implementation Services. The
report evaluated 17 service providers for their CRM and Customer
Experience Implementation Services according to their ability to
execute and completeness of vision. The recognition underlined
Capgemini’s ability to provide personal, data-backed solutions to
help transform our clients’ customer journeys.

Find the pressrelease here: https://www.capgemini.com/resources/
magicquadrant-for-crm-and-customer-experience-implementation-
services/

Leader in IDC MarketScape’s Worldwide Artificial
Intelligence Services Vendor Assessment

Capgemini was positioned as a Leader in the IDC MarketScape:
Worldwide Artificial Intelligence Services 2021 Vendor Assessment. The
reportevaluated 19 Al service providers, based on a comprehensive
framework and a set of parameters thatincludes an organization’s
key capabilities and their buyer perception. The Group was recognized
forits comprehensive portfolio of Al services and strategies, and
its ability to deliver across the Al service lifecycle. The report also
highlighted Capgemini’s capabilities to develop relevant use cases
for Al solutions and deliver business outcomes for clients.

Find the press release here: https://www.capgemini.com/news/
capgemini-positioned-as-a-leader-in-ide-marketscape-worldwide-
artificial-intelligence-services-vendor-assessment/

Other Awards

One of the World'’s Most Ethical Companies®, according
to the Ethisphere Institute

Capgemini was named, for the ninth consecutive year, One of the
World'’s Most Ethical Companies by the Ethisphere Institute, a world
leader in promoting best practices in business ethics. The award
highlighted the Group’s ongoing commitment to maintaining
and promoting world-class standards of business integrity and
responsibility, whereverit operates.In 2021, 135 honorees in total
were recognized, spanning 22 countries and 47 industries.
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Find the press release here: https://www.capgemini.com/news/
ethisphere-announces-capgemini-as-one-of-the-2021-worlds-
most-ethical-companies-for-9th-consecutive-year/

BIG Innovation Awards from the Business Intelligence
Group

Capgemini received awards for its CV-up Powered by artificial
intelligence and DeepScan solutions, at the 2021 BIG Innovation
Awards from the Business Intelligence Group. The annual business
awards program recognizes the organizations, products, and people
thatare bringing new ideas to life ininnovative ways. Capgemini’s
CV-up Powered by artificial intelligence and Deepscan are part of
Capgemini’s Al solution set that helps clients operationalize data
and Al's transformative powers at scale within their businesses.

Find the press release here: https://www.capgemini.com/news/
capgemini-wins-two-2021-big-innovation-awards/

Brandon Hall Group Excellence in Technology Awards

The Group's Hire.me recruitment tool was recognized in two
categoriesat the 2020 Brandon Hall Group Excellence in Technology
Awards. Capgeminiwas named a Gold winnerin the “Best Advance
in Emerging Talent Acquisition Technology” category and as a
Bronze winner in the “Best Advance in Talent Acquisition (TA)
Technology” category.

Find the press release here: https://www.capgemini.com/news/
capgemini-wins-two-brandon-hall-Group-excellence-in-technology-
awards/

Capgemini Research Institute ranked No. 1 by Source
Global Research

The Capgemini Research Institute was ranked No. 1 for its top
quality thought leadership for the sixth consecutive time by the
independent professional services research firm Source Global
Research. The study evaluated 20 leading consultancy and technology
firms across various criteria, including differentiation, appeal,
resilience, and prompting action. Capgemini was the only firm
to feature in the top three for all criteria, and led the ranking for
resilience. Two of Capgemini's thought leadership pieces featured
in the top 10 list of publications.

Find the press release here: https://www.capgemini.com/news/
capgemini-research-institute-ranked-no-1-for-the-quality-of-its-
thought-leadership-for-the-sixth-consecutive-time/

Al Breakthrough Award

The Group won the Al Breakthrough Award for the third yearin a
row. The award was given for Capgemini’'s Answer Generator tool,

12

[ o

which was recognized as the Best Intelligent Word Recognition
Solution. Al Breakthrough Awards, part of Tech Breakthrough, a
leading market intelligence and recognition platform for global
technologyinnovation and leadership, honors excellence in artificial
intelligence technologies, services, companies and products.

Find the press release here: https://www.capgemini.com/in-en/
news/capgemini-wins-Al-breakthrough-award-for-3rd-year-in-a-row/

“Platinum”rating by EcoVadis

For the second year in a row, Capgemini was awarded Platinum
rating by EcoVadis for its overall performance as a responsible
and sustainable business. Capgemini was ranked in the top 1%
of companies assessed by EcoVadis in its industry. This year,
Capgeminiwas recognizedin particular forits effortsin the areas of
Environment and Ethics, with ascore of 90/100in each, reflecting
the Group’s ambitious decarbonization goals and its longstanding
commitment to ethics and integrity.

Find the press release here: https://www.capgemini.com/news/
capgemini-awarded-top-platinum-rating-by-ecovadis-for-its-
performance-as-a-responsible-and-sustainable-business/

Cambridge Consultants bags four iF design awards

Cambridge Consultants, part of Capgemini Invent, received the
prestigious 2021 iF design award for four different projects: LEAP
low-cost endoscope device; CITO liquid biopsy analysis for cancer;
WaveGuide Formpula™ portable NMR scanner; and Saranas Early
Bird® Bleed Monitoring System. The competitive iF award is an
internationally recognized standard for design excellence, and
the success puts Cambridge Consultants in the top three in the
UK among design studios, and in the top 100 worldwide.

Find the press release here: https://www.cambridgeconsultants.
com/insights/opinion/our-four-if-design-awards-put-us-top-three-
nationally

frog rack ups awards and honors for its designs

frog, part of Capgemini Invent, won the 2021 Red Dot Award for
designing the MeMed Key™, a cutting-edge medical technology
platform that helps differentiate viral and bacterial infections.
frog’s design team also won the 2021 UX design award for bringing
humans and animals closer through technology through the latest
Companion device. In addition to these awards, frog received an
honorable mention at the Fast Company’s 2021 Innovation by Design
Awards in the Workplace category for developing augmented
reality hardware for Campfire.
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1.2 Unique assets in a constantly changing market

1.2.1

Capgemini is active in the global professional IT services and
engineering, research & development (ER&D) markets:

— outsourced IT services, with a global value of approximately
$1.2 trillion ™, representing strong single digit growth.

— the outsourced portion of client ER&D spend has a global
value of $250bn@. Within this market, legacy ER&D grew
at single digit, whereas Digital Engineering grew at strong
double digit growth. Outsourcing to service providers is

A dynamic global services market

increasing as clients look for talent, capability and global
capacity to support their investment in digital product
development.

— while our markets were materially impacted by the pandemic
in 2020, 2021 saw a strong recovery in most markets and
sectors.

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

Asia Pacific,
Capgemini North United Kingdom Latin America and
Market America France and Ireland Rest of Europe Rest of World
Size of overall $614B $56B $93B $233B $447B
addressable
market
Sample Capgemini Accenture, Accenture, Accenture, CGl, Accenture, Accenture,
Competitors Cognizant, Deloitte, Atos, CGl, IBM, IBM, Infosys Deloitte, IBM, Tieto, Cognizant, Deloitte,
in Regional Wipro, Infosys Sopra Steria and TCS TCSand Alten IBM and TCS
Markets and TCS and Alten
Within these markets: — the system integration and outsourcing markets remain
— the worldwide consulting market is cyclical market; predictable, and activities are based on long term

Capgemini maintains strong market positions;

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

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.

(1) Source: Gartner Forecast: IT Services, Worldwide, 2019-2025, 4Q 2021 Update.
(2) Source: Estimates based on Zinnov, OECD and IMF data.

CAPGEMINI

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) market.

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.
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— 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.

Within the customer journey, data and artificial intelligence is
increasingly important; data hasintrinsic 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
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Intelligent Industry

Intelligent Industry goes beyond Industry 4.0, applying digital
technologiesto 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.

2

with personalization at scale. For brands, success used to mean
relying on data forinteresting insights 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.

© © 0000000000000 00000000000000000000000 o

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.

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 c-suite 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, it isimportant 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.

© © ¢ 0 0 000000 0000000000000 0000000000000 0000000000000 0000000000000 0000000000000 000 O
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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);

— digital engineering players (e.g. EPAM, Globant, or Hitachi);

— 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.g.
Publicis Sapient or divisions of global players such as Accenture
Interactive or Deloitte Digital.

Further, we see the continued growth of Engineering Research &
Development spend within customers 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;

— 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 start-ups 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 focuses 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 customers
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

CAPGEMINI

focuses on four key solutions based on Azure: Modernize and
Migrate Legacy Applications, Data Centre Transformation,
Develop Cloud-Native Applications and Migrate SAP
applications to Azure;

— 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
inselect sector’s drive 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 customers accelerate their
digital transformation 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.

Capgemini has a global sales and delivery partner network with
companies whose solutions are complementary to our own. Our
unique expertise, in collaboration with our alliance partners’
productsand 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.
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Our ecosystem of partners provides critical synergy and are 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

— Dassault — Microsoft — Siemens
Systemes — Oracle — ServiceNow

— DELL — Pega — Tenemos

— Duck Creek — PTC — UiPath

— Google — Qualcomm — VMware

— Guidewire — Salesforce

— 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,
anend-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, 10T, 5G, digital twins, and immersive technologies
(augmented/virtual reality).

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.

Ourecosystem of partners, both business and technological, represent
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.
We constantly adapt our portfolio and partnerships

Throughout 2021 we continued to rotate and evolve our portfolio
of offerings, as well as growing all of our digital capabilities to
support our client’s digital transformation.

CAPGEMINI

— We formed a strategic partnership with CONA Services LLC
(the core IT & Analyticsservices provider of the North America
Coca-Cola bottlers), agreeing a long-term co-development
and go to market partnership, to build and power a new set
of consumer products, retail, and distribution (CPRD) digital
solutions.

— In June, Sanofi, Capgemini, Generali and Orange announced
the creation of a joint venture to launch “Future4care”,
Europe’s only health-focused startup accelerator program.
The objective is to stimulate the development of e-health
solutions and their go-to-market, for the benefit of both
patients and health professionals. It represents a digital
platform stimulating innovation in e-health, bringing
together experts, institutions, schools, universities, and
hospitals, enablingthemtoshare and pooltheirtechnologies,
expertise, and data around an open-innovation approach.

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 2021, we continued to invest in
our people, attract and retain the best in the industry, and offer
leadership opportunities to our diverse, emerging talents.

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
ten industries to transform our clients’ businesses. Our industry
expertise is detailed in Section 1.1.5.
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88 SOCIETY WORK

Treuds
' e'.‘ 8 » Expectation of companies to address

<> sustainability and inclusion-related
i challenges, importance of health
i B8/ \ Y L o
and well-being in public policy,

acceleration of digitization,
influence of ethics and values

i »Imbalance in supply and demand of

| talent, rapid evolution of required skillsets,

increased expectations of personalized
employee experience and consideration of
work-life balance, rise of gig economy

OUR VALUE
CREATION

Asaresponsible 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 aninclusive

and sustainable future.”

Our resources

HUMAN

© 325,000 talented
employees in more than
50 countries

© An average age of
34 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

© Strategic partnerships
with technology and
business leaders

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

© Capgemini’s recognized
international brand value

FINANCIAL

© Astrong balance
sheet, with a net equity
of €8.5bn

© €1,873m free cash flow
generation

Our drivers

PASSIONATE AND
COMMITTED TALENTS

© Seven core values

© A continuous
entrepreneurial spirit

© Ethical conduct at all
times

MOTIVATING
DEVELOPMENT PATHS

© The recruitment of the
best talents

© An inclusive work
environment

© A customized employee
experience and a
continuous upskilling

© The development of
tomorrow's skills

A GLOBAL ECOSYSTEM
OF RESEARCH AND
INNOVATION

© Asingle office to
orchestrate the Group's
innovation efforts

© A global technology and
innovation network,
including 21 Applied
Innovation Exchanges
(AIE) to co-innovate with
our clients

© 90+ Research Labs,
3 5G Labs,
1 Quantum Lab

© ~150 Centers of
Excellence

© 39 creative studios

© 23 studies published by
the Capgemini Research
Institute in 2021

© €369m cash invested in
digital and innovation
acquisitions

AN AGILE
ORGANIZATION

© Global delivery model

© Proven expertise in the
allocation of talents and
skillsets

© Global Quality
Management System

© A hub of 169,000
employeesin India

© 79% of employees are
working within a flexible
work policy.

© Global Cybersecurity
Governance and
Management System
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TECHNOLOGY ECONOMY ENVIRONMENT

{ »Impact of the pandemic on growth,

shifts in geostrategic balance, changes in

i interest rates, disrupted business models,
data sovereignty, popularization of
cryptocurrencies, importance of cloud
service providers (hyperscalers)

[ Circular economy, climate change,

preservation of resources and biodiversity,

i increase in climate pledges by firms and
governments, technology as a challenge
and a problem-solver

{ »Data & artificial intelligence, cloud

and edge, cybersecurity, 5G+ and

{ connectivity, softwarization,
autonomization, automation, immersive
experience in metaverse economy,
blockchain and NFT

Our ofjer

INDUSTRY EXPERTISE
@ BUSINESS LINES
@ PRIORITY OFFERINGS

CYBERSECURITY

Customer First» Helping our clients deliver
exceptional personalized experiences and
continually reinvent their business and offerings.
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Intelligent Industry » Harnessing the potential of
technology and data to transform and digitize
products, industrial operations and connected

services of different industries

Enterprise Management» Delivering,

transforming and operating the core IT systems,
processes and business applications of enterprises
for greater agility and operational efficiency

SUSTAINABILITY

PUBLIC SECTOR

® 678’ ‘ue
For sustainable 160m reve!

growth
CLIENTS © 12.7m hours of training SOCIETY AND PUBLIC SHAREHOLDERS AND
© 4.2/5: client satisfaction level © 8/10: employee engagement AUTHORITIES e
on contracts score, as measured in © €526m income tax expense © An earning per share of
© Atarget of 10 million tons monthly internal surveys © 694 social impact projects €6.87 (up 20% on 2020)
© Net zero business well © €529m returned to

of CO2saved by 2030 by our
clients thanks to our solutions BUSINESS AND TECHNOLOGY ahead of 2050 shareholders (€329m
PARTNERS © Contribution to Sustainable dividend, €200m share
TALENTS © €2,718m in purchase Development Goals adopted ~ buyback)
of goods and services with by the United Nations © 12.9% operating margin

© €12,192m paid in gross

wages and salaries, payroll our suppliers

© The majority of our sales

taxes and benefit )
© 35.8% of women in are made alongside our
our teams partners

© 20.7% of women in executive
leadership positions
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19




PRESENTATION OF THE GROUP AND ITS ACTIVITIES
A strategy to support long-term growth

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

Priorities Objectives

o

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 A Actonclimate change by being carbon neutral by 1.
2025, and becoming a net zero business

Accelerating the
transition to net

Be carbon neutral for our own operations no
later than 2025 and across our supply chain by
2030, and committed to becoming a net zero
business well ahead of 2050

zero
2. Transitionto 100% renewable electricity by 2025,
and electric vehicles by 2030
Lead to low-carbon economic transition by 3. Helpourclientstosave 10m tons of CO,e by 2030
helping our clients achieve their environmental
commitments
SOCIAL Relentlessly investin our talent through a unique 4. Increase average learning hours per employee by
Aligned experience, developing tomorrow’s skills 5% every year to ensure regular lifelong learning
er}trepreneu.rs, Enhance a diverse, inclusive and hybrid work 5. 40% of women in our teams by 2025
with protection & )
environment
respect forall
E Supportdigitalinclusionin our communities 6. 5Mbeneficiaries supported by ourdigitalinclusion

programs by 2030

GOVERNANCE

F Foster a diverse and accountable governance

Leading with trust
& transparency

G Maintain high ethical standards at all times for 9.

mutual growth

H Protectandsecuredata,infrastructureandidentity — 11.

7. 30% of women in executive leadership positions
in 2025

8. Maintain best-in-class Corporate Governance

Maintain over 80% of the workforce with Ethics
Score between 7-10

10. By 2030, suppliers covering 80% of the purchase
amount of the previous year, willhave committed
to our ESG standards

Berecognized asafrontleader ondata protection
and cybersecurity
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1.3.2 An adapted investment policy

The Group continued on a Digital centric strategy with key acquisitions
aiming at reinforcing Capgemini’s leadership in Digital and Cloud.

In March, the Group completed the acquisition of RXP Services
which, together with its creative agency, the Works, reinforces
Capgemini’s ability to provide end to end digital solutions to clients
across Australia and New Zealand at scale.

The Group further strengthened its capabilities in Digital and Cloud
andin the Asia-Pacific region with the acquisitions of Multibook’s SAP
services business, Acclimation, a leading Australian SAP consulting
and digital solution provider and Empired, a cloud transformation
and Digital services provider. The combined scale and broad services

PRESENTATION OF THE GROUP AND ITS ACTIVITIES
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portfolio of these acquisitions position Capgemini as a digital, data
and cloud market leader in the region.

In September the Group acquired VariQ, a provider of Software
Development, Cybersecurity, and Cloud services for federal
government departmentsand agencies across the United States.
This acquisition will strengthen the Group’s positionin the federal
market and build momentum for continued growth.

Through 2022 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.

Details of investments are indicated in note 2 of part 5.2.6.

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 31,2021) and “market” sources:
€6,700 million in bonds principal at December 31, 2021
and a €1,000 million short-term negotiable debt securities
program, unused at December 31, 2021;

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

- maintaining an adequate level of available funds
(€3,514 million at December 31, 2021), supplemented by
a €1,000 million multi-currency syndicated credit facility
secured on February 9, 2021 and maturing on February 8,
2027,

- borrowings with maturitiesup 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 2%
of total contractual cash flows at December 31, 2021.

— 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 22,2022, Capgemini’s credit rating was BBB/positive outlook.

1.4 An agile business operation

1.4.1 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;

— aswell as operating subsidiaries held directly or indirectly via
regional holding companies. The main operating subsidiaries
are presented in the simplified organizational chart below.

CAPGEMINI

Finally, it is Group policy not to own its business premises, except
inIndia 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.

21




PRESENTATION OF THE GROUP AND ITS ACTIVITIES
An agile business operation

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 Brasil S.A. (held

[ o

99.97%), Capgemini Technology Services India Ltd. (held 99.77%,
representing 99.77% of voting rights) and Aricent Technologies
(Holdings) Ltd (held 98.03%, representing 98.03% of voting rights)
is presented below.

Capgemini SE

SClI Paris Etoile

Capgemini Service S.A.S.

Capgemini Gouvieux S.A.S.

Immobiliere Les Fontaines S.A.R.L.

J )

J )
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France North America United Kingdom Europe Other countries
Capgemini Ca . . .
pgemini . Capgemini Capgemini
Tescem?cl:fy America CaBgKechlm Deutschland Norge APAC
oA Inc. P GmbH AS
Capgemini Capgemini Cambridge Capgemini Sogeti -rcsce]%%ﬂm Capgemini
Consulting Solutions Consultants Nederland Sverige Servicesgy Japan
S.AS. Canada Inc. B.V. AB |ndia Ltd KK
Capgemini Ca . . . . .
pgemini Capgemini Capgemini Capgemini Capgemini
ggnMCSe Canada Alt[atg UK Sverige Suisse Australia Singapore
Inc. . AB S.A. Pty Ltd. Pte. Ltd.
S.AS.
Capgemini . Aricent L
TeCﬁfl‘t(g?ggies Government Caﬁ’gﬂ?'”' AltranPortugal | | Technologies '_C{gﬁge}(”g'[;‘g‘
SAS. Solutions SpA. S.A. (HOIE(S(IjﬂgS) td
Altran ACT New Horizon Capgemini Capgemini Capgemini Tecﬁ}\tcl)—taon ies
SAS System Polska Finland (China) Indiag
Solutions LP Sp. z.0.0. Oy Co. Ltd Pyt Ltd.
Altran .
Capgemini Altran
&ngh.nology Espana Netherlands South America
gineering S.L B.V
Center S.AS. - e
Sogeti Sogeti Capgemini C?\’Aggfi?oim
Nederland Deutschland Brasil S deRL
B.V. GmbH S.A. de C.V.
Altran Altran
Italia Belgium Africa
S.p.A. SA.
Capgemini
Altran Altran
Innovacion Switzerland Teszhrcic;lgsgy
AG Maroc S.A.
Capgemini
Outsourcing Lohika
Services Ltd. LLC
GmbH
Altran Sogeti
Deutschland Luxembourg
SAS & Co. KG S.A.
Capgemini Capgemini
Belgium Danmark
N.V./S.A. A/S

2021 UNIVERSAL REGISTRATION DOCUMENT



2

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
markets and manage the Application Business Linesin their markets,
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;

— fourin the 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.

Global Business Lines are managed at a global level. Application
Business Lines are managed locally within the SBUs/BUs and
coordinated globally.

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.

The Global Business Lines work closely with the Business Units
and specifically within them with the Market Units. They aim to
develop and reinforce skills and 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;
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— 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 for its people;

— cloud infrastructure services provides next-generation
cloud infrastructure so clients can build an optimal, agile,
and secure foundation for business transformations — now

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
onthe responsible 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/our-company/
technology-innovation-ventures/

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 internal and external technology expertsto assess,
validate and exploit the latest technology solutions.

Most notably, in 2021, their foresight led to the creation of a
Quantum Lab. The Quantum Lab, working with TechnoVision —
Capgemini’s extensive point of view on technology trends —helps
businesses innovate and reinvent themselves over the long run.

Capgemini Applied Innovation Exchange

The Applied Innovation Exchange (AIE) is Capgemini’s global
platform for innovation. The AIE leverages a proven framework
for the application of innovation, incorporating a curated global
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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.

The Group’s organization reinforces synergies between Global
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

ecosystem of partners and Capgemini’s class-leading capabilities
—to help our clients build competitive advantage, achieve future
industry leadership, and get the future they want. As Capgemini
continues to grow, notably with the addition of Altran and its
companiessuch as frog, Cambridge Consulting, and others, having
this global network of AlEs in place helps to ensure that the Group's
clients get the best, whether from Capgemini or through external
innovation capabilities.

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 21 AlEs worldwide: Bordeaux (France), Grenoble
(France), Hyderabad (India), Lille (France), London (United Kingdom),
Madrid (Spain), Malmo (Sweden), Melbourne (Australia), Milan
(Italy), Mumbai (India), Munich (Germany), Nantes (France), New
York (USA), Paris (France), San Francisco (USA), Sao Paulo (Brazil),
Shenzhen (China), Singapore, Stockholm (Sweden), Toulouse
(France), and Utrecht (Netherlands).

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 andin person, to explore innovative
solutions and teach companies how to adoptinnovationinasecure
and responsible manner (the right pace, the right scale, and the right
means). Capgemini's co-innovation efforts to reimagine the future
of recycling with plastic recycling Company Heng Hiap Industries
is a major example of applying innovation in 2021.

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
5G, artificialintelligence, augmented and virtual reality, quantum
computing, cloud, cybersecurity, and cutting-edge IT or business
models, and contextualize them for their specificindustry needs.

In 2021, Capgemini AIEs continued their commitment to continuous
innovation through Innovation as a Service. Innovation as a Service
is a set of governance and continuous activities that drive new
ideas, processes, and approaches within organizations of all
sizes. At Capgemini, Innovation as a Service is applied to move
organizations from the problem or opportunity statement to tangible
business outcomes. Facilitated by AlEs, Innovation as a Service is
designed to complement and accelerateour clients’ efforts and
facilitate co-innovation betweenits teams, which is done through
leveraging an Applied Innovation suite of services and approach.
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Capgemini Ventures

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 Ventures, part of the Group’s Open
Innovation strategy, 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 ISAI in 2019
worth €80 million for minority investments in promising
startups for which Capgemini acts as a strategic global
partneronthe market.In 2021 the Group made numerous
investments into startups. Copado — a leading platform
for native DevOps solutions that facilitate adoption and
scalable management of software solutions, including
Salesforce — was one of them. Copado leverages its
expertise to accelerate the digital transformation of our
clients by facilitating the development of high-quality
software releases. Also in 2021, Capgemini invested in
Zelros, the first Al software solution dedicated to the
transformation of distribution in the insurance sector;

— Business Ventures, working with operational teams,
establishes strategic industrial partnerships as a minority
shareholder to co-create value in the new company. In 2021,
Capgemini invested in: Future4Care, a European healthcare
startup accelerator; “Bleu”, a project between Capgeminiand
Orange to create a company with the intention 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.

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
center in 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
Al and the ethical conundrum: How organizations can build ethically
robust Al systems and gain trustthrows light on an under-appreciated
yet highly impactful area on the governance of Al-driven systems
and provides a list of practical suggestions to help organizations
design and roll out Al systems with robust ethics.
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The report Relearning leadership: Creating the Hybrid Workplace
Leader highlights new leadership attributes such as authenticity,
emotional intelligence (El), openness to change, and the ability
to create cultures of trust where employees feel empowered to
succeedinthe hybrid workplace. The World Payments Report 2021 is
the main source of data, trends, and insight on cashless payments
at a global and regional level and has been for several years.

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.

Foralist of key reportsandstudies publishedin 2021, see Section 1.5.2.

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.
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1.5 Solid performance in 2021

1.5.1

Bookings totaled €19,462 million in 2021, an increase of 15.8% at
constant exchange ratesyear-on-year compared to 2020. 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 clients in 2021.

Major contracts won in 2021

Airbus (Europe)

Capgemini was referenced in Airbus’s newly created Engineering,
Manufacturing Engineering and Services Strategic Suppliers
(EMES3) framework agreement. Through this multi-year program,
Capgemini will support Airbus across all divisions and affiliates,
delivering multi-disciplinary services related to airframe, systems,
flight tests, and customer services functions. Capgemini will also
support Airbus on manufacturing engineering leveraging the
Intelligent Industry approach. Thanks to the power of technologies
and data, ourinnovation models will contribute to reaching a more
sustainable aerospace.

ANZ Banking Group (Australia & New Zealand)

Capgemini was selected by Australia & New Zealand Banking
Group Ltd (ANZ) as one of its partners to move applications to the
cloud. In pursuit of building a better, simpler, and stronger bank,
ANZ and Capgemini are embarking on a mission to simplify ANZ's
landscapeinto a cloud-enabled ecosystem, which will unleash the
bank’s potential to serve its customers’ evolving expectations with
an enhanced modern digital experience as well as safer, reliable,
and more dynamic end-to-end banking services.

Asahi Beverages (APAC)

Capgemini secured the deal to become the integrated IT support
partner of AsahiBeverages, currentlyin the process of integrating
Carlton & United Breweries (CUB). The scope of the infrastructure
managed services provided by Capgemini will include end-to-end
infrastructure platforms across multiple data centers, service
management, cloud management, end user services, and security.
Capgemini will notably help integrate disparate support vendors
across Asahiand CUB.

City of Amsterdam (The Netherlands)

Sogeti in the Netherlands, part of the Capgemini group, signed
a strategic collaboration agreement with the City of Amsterdam
to develop and implement a new digital, cloud-based workplace
environment. The agreement is for six years with an option to
extend to 11 years. Sogetiwill deploy its collaborative workspace
cloud solution SMART WorkSpace to provide 19,000 employees
with access to communication functionality within Microsoft's
Office 365 from one screen and any device, efficiently, safely, and
from anywhere. The technology will include image enlargement,
braille, and speech control options for employees with disabilities.

Ellume (USA)

Cambridge Consultants, part of Capgemini Invent, worked with
digital diagnostics company Ellume to develop the first rapid
self-test for Covid-19 detection that was granted Emergency
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Authorization Use by the U.S. FDA. In February, Ellume announced
a$231.8 millionagreementwith the U.S. government, including the
delivery of 8.5 million Ellume Covid-19 Home Tests to support the
U.S. government’s pandemic response and the establishment of
Ellume’s first U.S. manufacturing facility. The technology includes
a sensitive, but inexpensive reader to detect and interpret the
near-infrared photons emitted from a quantum dot captured
at the test zones of a lateral flow test strip. The reader, coupled
with Ellume’s supercharged fluorescentimmunochromatography,
delivers world-leading specificity and sensitivity.

Heathrow (UK)

The Group secured a five-year contract with Heathrow, the UK's
busiest airport, to provide end user services and service desk support
untilthe end of 2026. The agreement supports Heathrow's continued
objective to deliver enhanced passenger experience, with a view
to business recovery in the near-term. The contract also includes
a three-year extension to Capgemini’s existing applications and
infrastructure support for Heathrow's technology estate.

Nortura (Norway)

Capgeminisigned a 10-year contract with Nortura, one of Norway's
largest food producers, to act as Nortura’'s main supplier across
all IT areas, supporting its ambitions for a more innovative value
chain. Through the long-term strategic partnership, Nortura aims
to create more sustainable value chains and achieve reductionsin
IT operations’ costs. Norturaand Capgemini willwork together to
driveinnovation and develop value-added services over the coming
years. As part of the agreement, Capgemini will be involved in
data transformation, operational technology, infrastructure, and
cloud, as well as industrial IT solutions, applications operations
and integration of SAP and Salesforce solutions.

Sanofi (France)

Capgeminiwill partner with Sanofiin a five-year project to develop
anew generation of sensors and tools that will revolutionize R&D
methodology and the management of industrial bioproduction
processes, enabling a 10-fold productivity gain. Capgemini
Engineering, relying on the engineering and R&D capabilities of the
Capgeminigroup, will leverage artificialintelligence to transform
datainto knowledge to stimulate and optimize complex processes.

SmartSky Networks (USA)

Cambridge Consultants, part of Capgemini Invent, worked with
SmartSky Networks from start-up to commercial take-off to
deliver office-grade, multi-Mbps inflight connectivity with minimal
latency for business travelers in the U.S. This next-generation
inflight communications network reinvents aviation connectivity
for corporate flyers. Unlike anything that's gone before, it blends
advanced cellular technologiesinto a completely bespoke, highly
secure network specifically designed for aviation. Cambridge
Consultants collaborated as a strategic partner for SmartSky
Networks to help turn its bold vision into reality. In the summer
of 2021, SmartSky announced to the world that all technical
milestones of its next-generation broadband air-to-ground network
had been achieved.
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The Swedish Transport Administration (Sweden)

Sogetiin Sweden, part of the Capgemini group, signed a new, exclusive
four-yearsingle supplier Framework Agreement with the Swedish
Transport Administration (STA). As part of the contract, extendable
to a maximum of seven years, Sogeti will take responsibility of the

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 publishedin 2021 on key themes that matter
to our clients and find all Group publications at: www.capgemini.
com/research-institute.

Sustainability

Circular economy for a sustainable future

Capgemini'sreport on the circular economy found that the straightest
path tosustainable developmentis circular. The Capgemini Research
Institute surveyed nearly 8,000 consumers across the US, UK, the
EU, and APAC for major consumer-facing industries and spoke with
academics, industry experts, startups, and think-tanks active in the
field of circular economy. The report found that, while consumers
are aware of the problem of waste and resource depletion, they
face significant roadblocks, especially in terms of convenience,
access, cost, and information.

Sustainable operations

Sustainability is a cornerstone of today’s manufacturing operations,
both as a way for organizations to fulfill their social and environmental
contracts, and as a source of tangible benefits, from increased
sales to reduced costs. But are organizations doing enough to be
environmentally sustainable? In Sustainable operations—a comprehensive
guide for manufacturers, we spoke with sustainability leaders at
major manufacturers and surveyed close to 1,000 executives
about the six Rs — reduce, recycle, reuse, recover, redesign, and
remanufacture—which can power sustainability and deliver tangible
business benefits for manufacturers.

Fit for net zero

In Fit for Net-Zero: 55 Tech Quests to Accelerate Europe’s Recovery and
Pave the Way to Climate Neutrality, Capgemini Invent, the digital
innovation, consulting and transformation brand of the Capgemini
group, highlighted 55 clean technology projects. According to the
report, all of these “Tech Quests” could speed economic growth
and help Europe to meet its greenhouse gas emission goals over
the comingyears. The Capgeminilnvent analysis serves as a guide
for policymakers and investors and offers actionable projects for
deploying the European Commission’s €750 billion Covid recovery
fund.

Sustainable IT

Are organizations doing enough to make enterprise IT more
sustainable?In this report, we found that sustainable ITis not a priority
for most organizations—only 43% of executives are even aware of
their organization’s IT footprint. While half of organizations have
an enterprise-wide sustainability strategyin place, only 18% have a
comprehensive one, with well-defined goals and target timelines.
These organizations aren’t reaping the significant performance
opportunities that come with sustainable IT, including better
ESGscoresandimproved brand image and customer satisfaction.
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teams and resources needed for application development and
management within the STA's IT operations department. It will
support the government authority’s specific objectives to achieve
increased scalability in application development, fosterinnovation,
improve efficiency, and reduce risks.

The key to designing inclusive tech

Digital technologies are increasingly embedded in all aspects of
human life, but how do we ensure this technology drives greater
diversity, equity, and inclusion (DEI) in the workforce? In The key to
designing inclusive tech: creating diverse and inclusive tech teams, we
found that diverse andinclusive tech teams lead to more inclusive
tech design, but that currentinclusion and diversity practices don't
work well enough. Leadership executivesin organizations perceive
processes and practices to beinclusive, whereas diverse employees
intech teams disagree to a large extent, and consumers have also
experienced discriminatory tech for themselves.

Data & Insights

Data mastery

Companies that turn data-driven insights into a sustained
competitive advantage significantly outperform their peerson a
range of financial parameters, including revenue generation and
profitability. Yet Capgemini's research report Data Masteryrevealed
that only about 16% of organizations possess the tools, people,
processes, skills, and culture to consistently derive value from
their data. The Capgemini Research Institute calls that minority
of organizations “data masters” and explores their successes and
strategies in this report.

Data-sharing masters

Data ecosystems help organizations use the data they amass. But
can datahelp them derive competitive advantage and create new
value while benefitting society? In Data-sharing masters: How smart
organizations use data ecosystems to gain an unbeatable competitive
edge, we spoke with 750 industry executives in 12 countries and
over 30 industry experts and academics. We found that data
ecosystemsimprove customer satisfaction, provide new revenues,
boost productivity, and help reduce costs. But to truly leverage data
sharing, organizations need a strong data ecosystem strategy, and
they must make key design decisions as early as possible.

The age of insight

Data offers vast and unparalleled opportunities for consumer
products and retail organizations. So why aren’t more consumer
products and retail organizations tapping into the data goldmine?
For The age of insight: How consumer products and retail organizations
can accelerate value capture from data, we spoke with more than
200 consumer products and retail executivesin both business and
tech-facing roles. We found that only a very small minority are
using data toits full capacity —a mere 16% of consumer products
organizations and just 6% of retail organizations have an edge,
while everyone else is falling quickly behind.
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Digital Manufacturing

Accelerating the 5G industrial revolution

Back in 2019, most industrial organizations already saw the vast
potential of 5G. With the intervening rollout of commercial 5G and
the launch of the Release 16 specifications, what have the early
adopters learned and how can this help accelerate adoption? In
Accelerating the 5G Industrial Revolution: State of 5G and edge in industrial
operations, we surveyed senior executives from 1,000 industrial
organizations and found that only 30% have reached the trial
and real-world implementation stages. Despite this, these early
adopters are already seeing tangible business benefits.

Next destination: Software

From enhanced customer experience to new revenue generation,
reduced costs of operation and improved regulatory compliance,
software is delivering significant benefits to the automotive industry.
Butjust how bigis this opportunity, what advantages doesit bring,
and how can OEMs tap into it? For Next Destination: Software —
How automotive OEMs can harness the potential of software-driven
transformation, we surveyed 572 global automotive executives
and interviewed 17 automotive industry executives. All these
executives were leading or closely involved in various software
initiatives in their organizations, but are they doing enough to
become the leaders of tomorrow?

Covid-19

The wake-up call

The Covid pandemic hit the supply chains of consumer products
and retail (CPR) organizations with seismic force. Organizations
must face the fact thatin the new normal, this sort of volatility is
bound to reoccur, be it through natural calamities, geo-political
issues, or further pandemics. The question is, are they ready?
We surveyed 400 executives from CPR organizations across
11 countries and published our findings in The wake-up call, along
with recommendations for organizations to realign their supply
chainstrategy, adapting new ways to handle disruptions and assess
supply chain resilience.

The future of work: From remote to hybrid

Remote work was gaining ground even before the pandemic hit.
But thereis more at stake than lower overheads for organizations or
beachside “offices” on remote tropicalislands foremployees. In The
future of work: From remote to hybrid, we surveyed 500 organizations
and 5,000 employees around the world and spoke with academicians
and executives. We found that remote working is definitely the
new normal, however, some employees are feeling apprehensive
about the long-term consequences, as burnout starts to take its
toll. In fact, half of the new joiners we spoke to said they would
quit if remote working were the only option presented to them.
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Digital Client Experience

Digital mastery

In Digital mastery 2020: How organizations have progressed in
their digital transformations over the past two years, we surveyed
1,000 executives around the world to understand how digital
transformation and capability-building have changed since 2018.
We found that organizations are faring far better than when we
first asked them, in 2018. Despite the progress, however, the
gap between digital masters and everybody else is widening. In
Digital mastery, we suggest strategies for organizations to reinvent
themselves in order to catch up and take full advantage of the
digital possibilities available to them.

A new playbook for chief marketing officers

This research surveyed 1,600 B2C marketing executives in the
automotive, banking, consumer goods, insurance, retail, telecom,
and utilities industries worldwide, as well as 25 CMOs and other
marketing executives. Its findings reveal that data helps marketing
to achieve its potential as a growth driver, and that real-time
marketing can help collect customer data, guide the customer
journey, proactively engage customers, support customized content,
and enhance the e-commerce experience. However, challengesin
capabilities, access, and talent were also identified, with only 11%
of those surveyed qualifying as data-driven marketers.

Wealth and Banking

World Retail Banking Report 2021

According to our annual World Retail Banking Report, released in
collaboration with Efma, retail banks are facing a choice between
aligning their offerings to customer expectations or running the
risk of losing those customers altogether. The report identified a
new era of value-based customer-centric banking —Banking 4.x. To
succeedin Banking 4.x, banks must embrace digital transformation
and implement cloud-based Banking-as-a-Service (BaaS) platform
models, which utilize APIs to embed banking in everyday life,
making it more accessible and inclusive for banking customers.

World Wealth Report, 2021

The global population of high-net-worth individuals (HNW!Is) grew
6.3%in 2020, according to our annual World Wealth Report. Their
wealth grew by 7.6%, reaching almost $80 trillion. Boosted by rising
equity markets and government stimulus, North America surpassed
Asia Pacific for the first time in five years to become the 2020 leader
in both HNWI population and wealth. This 25th anniversary edition
of Capgemini’'s World Wealth Report examined global wealth
evolution in the past year and HNW!I trends and influences from
the last quarter century.

Conversations for tomorrow

The Capgemini Research Institute launched its new journal,
Conversations for Tomorrow, this year. The quarterly review features
a wide variety of content, including interviews, articles by guest
contributors, and insights from some of the Institute’s reports...

2021 UNIVERSAL REGISTRATION DOCUMENT



2

Why sustainability means collective action, bolder leadership,
and smarter technologies

The firstissue of the quarterly review focused on sustainability,
and featured perspectives from senior executivesinindustry,
leaders of non-profit organizations, senior government officials,
and experts, in the form of discussions and articles. The issue
alsoincluded two condensed reports —Sustainability at Scale,
offering a cross-sectoral view on sustainability goals, and the
Great Digital Divide, focusing on the need to bring the digitally
excluded online.

The Future of work starts now

The second edition of the review looked at the effects of the
shift to the hybrid working model as result of the Covid-19
pandemic on employee well-being, office collaboration, and

CAPGEMINI
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workplace diversity, to name just a few. Discussions with
CEOs, corporate executives, and experts were supported by
perspectives from people working at Capgemini, articles, and
insights from two Capgemini Research Institute reports: The
Future of Work, and The Fluid Workforce Revolution.

Intelligent Industry: The next era of transformation

The third edition of the review showed how developments in
pivotalareassuch assoftware, connectivity, and semiconductors
were redefining traditionalindustries. Through discussions with
top executives and experts, articles, Capgemini perspectives,
and CapgeminiResearch Institute reports, the review examined
several different themes, ranging from Intelligent Industry as
the new era of digital transformation, demand for data-driven
skills, and the impact of technology and sustainability, among
other topics.
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1.5.3 Financial highlights

CONSOLIDATED FINANCIAL STATEMENTS

(in millions of euros) restatzett):l1(17) 2018 2019@ 20200 2021
Revenues 12,525 13,197 14,125 15,848 18,160
Operating expenses (11,032) (11,600) (12,384) (13,969) (15,820)
Operating margin* 1,493 1,597 1,741 1,879 2,340
% of revenues 11.9% 12.1% 12.3% 11.9% 12.9%
Operating profit 1,183 1,251 1,433 1,502 1,839
% of revenues 9.4% 9.5% 10.1% 9.5% 10.1%
Profit for the period attributable to

owners of the Company 820 730 856 957 1,157
% of revenues 6.6% 5.5% 6.0% 6.1% 6.4%

Earnings per share

Average number of shares outstanding during the period 168,057,561 167,088,363 166,171,198 167,620,101 168,574,058

Basic earnings per share (in euros) 4.88 4.37 5.15 5.71 6.87
Normalized earnings per share* (in euros) 6.22 6.06 96.76 @7.23 @919
Dividend per share for the year (in euros) 1.70 1.70 1.35 1.95 6)2.40
Goodwill (at December 31) 6,830 7,431 7,662 9,795 10,633
Equity attributable to owners of the Company

(at December 31) 6,956 7,480 8,424 6,103 8,467
(Net debt)/net cash and cash equivalents* (at December 31) (1,209) (1,184) (600) (4,904) (3,224)
Organic free cash fFlow* (at December 31) 1,080 1,160 1,288 1,119 1,873
Average number of employees 196,755 204,904 216,104 251,525 292,690
Number of employees (at December 31) 199,698 211,313 219,314 269,769 324,684

1) 2017 figures have been restated for the retrospective application of IFRS 15, Revenue from contracts with customers, effective starting January 1, 2018.

2) 2019 data reflects the application of IFRS 16, Leases, using the modified retrospective method.

3) 2020 data reflects the consolidation of Altran from April 1, 2020.

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

(5) Subjecttoapproval by the Shareholders’ Meeting of May 19, 2022.

The alternative 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.

*

1.5.4 Non-financial achievements

Scope 2019 2020 2021
Average total headcount C 216,104

C+A 251,525 292,690
Number of people hired by the Group (external hiring) @ 63,728

C+A 47,002 139,594
Share of women in the workforce (%) C 33 34.9

C+A - 337 35.8
Share of Vice-President promotions that are women C 29 30 -
(internal promotions and external hiring) (%) C+A - - 29.4
Total number of training hours (millions) C 9.2 9.8 -

A - 1.1 -

C+A - - 12.8
% change in emissions per employee vs 2015 baseline (%) C+A - - -83.6
Share of operations by headcount covered by ISO 14001 certification @ 80
(% operations by headcount) C+A 85.9 931
Office energy efficiency (kwh/m?) C+A 136.38 90.71@ 75.22

Scope: (C) stands for Capgemini legacy, (A) stands for Altran legacy and (C+A) for Capgemini group.

(1) Onlytraining hours recorded in the Learning Management System for Altran France are registered.

(2) 2020 figures have changed due to one of the following reasons: we estimate the Q4 data but replace them with actuals once these are known or we may have received
updated data from POC or Prosodie data has removed as it was re-merged in 2021.
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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) and most recently 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 14
and March 17, 2022, 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.

Under the “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
AFEP-MEDEF Code.

The most recent version of the AFEP-MEDEF Code updated in
January 2020 and its application guidelines may be consulted at
www.afep.com and www.medef.com.

© © ¢ 0 0 000000 0000000000000 0000000000000 0000000000000 0000000000000 0000000000000 000 O
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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
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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
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): a new 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.
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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
“probationary period” of a rather exceptional length, his ability
to hold this role.

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 development and 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
with astrong 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

2.1.2 Governance structure
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maturity achieved by all the business lines now enables the Group
to be organized around the client relationship. This organization
enables Capgemini to 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.

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, Capgeminiis writing the
next Chapter in its 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, Capgemini announced its ESG objectives to
strengthen the impact of its sustainable development strategy. In
accordance with commitments madein early 2021, Capgemini set
a framework of priorities and ambitious objectives through this
ESG policy, covering each of the three ESG pillars and impacting
the 11 United Nations' Sustainable Development Goals that are
relevant toits business. The eight priorities and 11 objectivesin the
Group'snew ESG policy are presented in Chapter 4 of thisdocument.

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 management succession prepared since
2017 (see below), that the Board of Directors meeting following
the Shareholders’ Meeting of May 20, 2020 unanimously decided,
atthe 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 considered the separation of the duties of
Chairman and Chief Executive Officer to be the most appropriate
governance model for the Companyin the context of the management
succession. It wished the Company to continue to benefit from Mr.
PaulHermelin's expertise and experience and hisin-depth knowledge
of the Group, thereby ensuring a smooth management hand-over.
The Board of Directors also decided to extend the duties entrusted
to the Chairman of the Board of Directors during a management
hand-over phase not exceeding two years. These duties will end
at the close of the 2022 Shareholders’ Meeting (see below, Role
and duties of the Chairman of the Board of Directors).

During its meeting of March 17, 2022, the Board of Directors
proposed to renew the term of office of Mr. Paul Hermelin as a
director for a period of fouryears at the Shareholders’ Meeting of
May 19,2022. It also proposed, following a successful management
hand-over phase, to retain, at the end of the next Shareholders’
Meeting, a governance structure separating the duties of Chairman
and Chief Executive Officer and to reappoint Mr. Paul Hermelin as
non-executive Chairman of the Board, subject to the renewal of his
term of office by the Shareholders’ Meeting. The reappointment
of Mr. Hermelin would enable the Board to continue to benefit
from his experience, his expertise and his in-depth knowledge
of the Group.
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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 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 (see below for further information on the role
and duties) and will propose, at the Board meeting following the
Shareholders’ Meeting of May 19, 2022, to reappoint Mr. Oudéa
as Lead Independent Director, subject to the renewal of his term
of office as a director by the Shareholders’ Meeting.

Change in governance method in 2020 - management
succession prepared since 2017

Governance method since May 2020

BetweenMay 2012 and May 2020, the Board of Directorsimplemented
agovernance structure combining the duties of Chairman and Chief
Executive Officer, exercised by Mr. Paul Hermelin.

In 2012 and then in May 2014 and May 2018 on the renewal of Mr.
PaulHermelin's terms of office, the Board considered this method
of governance combining the duties of Chairman of the Board of
Directors and Chief Executive Officer to be the most appropriate.

As part of the management succession launched as early as 2017,
the Board of Directors considered in 2018 that the continued
combination of the duties of Chairman of the Board of Directors
and Chief Executive Officer enabled both preparations to be
made for the future and coherence and consistency between
the Board of Directors and Group Management to be maintained
throughout the management transition phase announced during
the 2018 Shareholders’ Meeting and to terminate at the end of
the 2020 Shareholders’ Meeting with the separation of the duties
of Chairman and Chief Executive Officer.

The Board of Directors also considered that a satisfactory balance
of power existed within the Board of Directors. The Board noted
in particular:

— the role of the Lead Independent Director, entrusted with
specific prerogatives and duties since Mai 2014;

— the presence of a large majority of Independent Directors on
the Board;

— the existence of four specialized board committees with
different remits encompassing Audit & Risk, Compensation,
Ethics & Governance and Strategy & CSR; and

— therestrictionsintroduced by the Board of Directors’ Charter
on the powers of the Chief Executive Officer by requiring the
prior approval by the Board of Directors of major strategic
decisions and decisions likely to have a material impact on
the Company.

Management succession

A management succession internal process was launched in 2017
by the Board of Directors at the initiative of Mr. Paul Hermelin,
Chairman and Chief Executive Officer. Following a review of the
Group's key talents and external candidates based on an assignment
conducted by an external consultant and individual meetings,
the Board of Directors, on the proposal of Mr. Paul Hermelin and
the Ethics & Governance Committee, appointed Messrs. Thierry
Delaporte and Aiman Ezzat as Chief Operating Officers with effect
fromJanuary 1,2018. The Vice-Chairman of the Board and Chairman
of the Strategy & Investment Committee (renamed the Strategy &
CSR Committee in March 2019), Mr. Daniel Bernard, was tasked with
preparing the changesin the Group's governance. He was assisted
by an ad hoc Committee comprising Mr. Xavier Musca (Chairman of
the Audit & Risk Committee) (who replaced Mr. Bruno Rogerin the
ad hoc Committee from May 2018), Mr. Pierre Pringuet (Chairman
of the Ethics & Governance Committee and Lead Independent
Director) and himself.
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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. In line with this new governance structure, the Board
of Directors decided on December 4, 2019, at the recommendation
of the Ethics & Governance Committee, to terminate the term of
office of Mr. Thierry Delaporte as Chief Operating Officer with
effect from December 31, 2019.

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” for individuals
capable of becoming Executive Corporate Officers and particularly
members of the Executive Committee. As such, it is informed 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 2021, the Ethics & Governance Committee reviewed the procedures
implemented by Group Management to manage succession plans for
Executive Management (Group Executive Board and the 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.

In addition, following the governance changes in 2020, the
Committee drafted 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 plan is 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.

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.

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;
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— 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.

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.

The Chairman of the Board of Directorsis the only person authorized
to speak on behalf of the Board, with the exception of any specific
assignment entrusted 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.

Furthermore, given Mr. Paul Hermelin's experience and expertise
and his in-depth knowledge of the Group, the Board of Directors
decided, on the implementation of the separated governance
structurein May 2020, to extend the duties entrusted to the Chairman
of the Board of Directors during a management hand-over phase
not exceeding two years, i.e. until the 2022 Shareholders’ Meeting.

The Chairman of the Board of Directors chairs and leads the
Strategy & CSR Committee.
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He canrepresent the Group, notably with bodies, institutions and
public authorities, as well as with the Group's various strategic
stakeholders, without prejudice to the power to legally represent
the Companyin dealings with third parties conferred by law on the
Chief Executive Officer.

The Chairman of the Board of Directors shall devote his best efforts
to promoting the Group's values, culture and reputation.

He organizes his activities to guarantee his availability and place
his experience at the service of the Group. At the initiative of
the Chief Executive Officer, he can represent the Group with the
Group's major customers and partners. At the invitation of the
Chief Executive Officer, he can also attend internal meetings and
provide his insight on strategic challenges.

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.

Following a successful management hand-over phase, the Board
of Directors proposes to retain, at the end of the upcoming
Shareholders’ Meeting of May 19, 2022, a governance structure
separating the duties of Chairman and Chief Executive Officer
and to reappoint Mr. Paul Hermelin as non-executive Chairman
of the Board, subject to the renewal of his term of office by the
Shareholders’ Meeting. The reappointment of Mr. Hermelin would
enable the Board to continue to benefit from his experience, his
expertise and his in-depth knowledge of the Group.

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. Thisappointment 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
as independent. The duties of Lead Independent Director and
Chairman of the Ethics & Governance Committee may be revoked
at any time by the Board of Directors.

As forany otherdirector, the Lead Independent Director may be a
member of one or more specialized board committeesin addition
to the Ethics & Governance Committee that he chairs. He may also
attend the meetings of specialized board committees of which he
isnota 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,
replacing Mr. Pierre Pringuet who did not seek the renewal of
his office as director. During the Board Meeting following the
upcoming Shareholders’ Meeting of May 19, 2022, the Board of
Directors will propose the reappointment of Mr. Oudéa as Lead
Independent Director, subject to the renewal of his term of office
as a director by the Shareholders’ Meeting.
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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;

he leadsthe assessmentof the composition and performance
of the Board of Directors and its Specialized committees;

he steers the search for and selection of new directors;

CORPORATE GOVERNANCE
Company management and administration

— 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 Officers 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.

Thereportonhisworkin 2021 is presentedin Section 2.2.2 (Activities
of the Board of Directors in 2021).

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.

CAPGEMINI
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2.1.3 Composition of the Board of Directors

AN INDEPENDENT AND BALANCED BOARD OF DIRECTORS

'l
The Capgemini
Board of Directors
possesses a wide range

of expertise, adapted
to the current and future
challenges facing

the Group.
Chairman of the Board of Directors ’ ’

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

Paul Hermelin

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.

Board of Directors?

12+2

Internationalization

43%

Average age

58 years

Independent Directors? ‘

82%

Gender balance? ‘

W: 45% / M: 55%

Directors representing employees

2

Average length of office ‘

Director representing employee shareholders ‘
5years

1

NB: Information at December, 2021. 1. Twelve 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, 2021, the Capgemini SE Board of Directors has
14 members, including 12 members elected by Shareholders’ Meeting
and two members appointed in accordance with the employee
representation system. 82% of its members are independent,
43% have international profiles and 45% 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'semployees,
changesinitsshareholding base and the various challenges facing
Capgemini.ltensures that the Board retains a range of experience
and nationalities and respects gender balance, while ensuring the
commitmentof all Directors to the Group's fundamentalvalues. To
this end, the work of the Ethics & Governance Committee, chaired
by the Lead Independent Director is invaluable.

38

The Board of Directors decided to adopt the following objectives
for its composition for the period 2018-2022:

(i) internationaldiversification to 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 2021 of the 2018-2022 objectives and results

The following table summarizes the implementationin 2021 of the
various objectives regarding the Board of Directors’ composition.

and Directors representing employee shareholders, who are
appointed in accordance with specific legal provisions.

These objectives do notinclude Directors representing employees

Objective

Implementation and results in 2021

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 appointments of Ms. Tanja Rueckert and Mr. Kurt Sievers, both German citizens, as Directors
by the Shareholders’ Meeting of May 20, 2021, enabled the further international diversification of
the Board's composition.

Since May 20, 2021, 43% of Directors have an international profile, compared with 27% in 2020.

The appointments of Ms.Tanja Rueckert and Mr. Kurt Sievers enriched the diversity of profiles on
the Board and enabled it to benefit from their solid experience.

Ms. Tanja Rueckert has acquired throughout her career, solid experience in the software sector as
an executive leading business units of international groups and expertise in several fields including
the Internet of Things (loT), artificial intelligence and digital transformation.

Mr. Kurt Sievers has management experience in a leading international group in the semiconductor
sector, at the heart of the Intelligent Industry’s development and governance experience in the
United States.

Terms of office continued to be renewed on a staggered basis with the various nominations made
during the 2021 Shareholders’ Meeting. One of the four director offices expiring was renewed and
two new directors were appointed.

In 2021, the number of directors decreased from 15 to 14 following the reappointment of only one
of the four directors whose terms of office expired and the appointment of two new Directors. The
Board considersthat a number of 14/15 directors enables coherent and collective decision-making.

Results of the application
of this policy at
December 31, 2021

Tenure

4 IR
4 I

o =g
Do e

-
De

Diversity*

7 years and more

3to6years

6 0to 2 years

v 8

Nationality

75 S I
¥ 3 .
*; 2 - United Kingdom

Director selection process

The Independent Director selection process is led by the Lead Independent Director and
Chairman of the Ethics & Governance Committee.

DIRECTOR SELECTION PROCESS

Formalization and

Onbo.an:ling ‘ @ ranking of the selection
of the new Director i criteria for potential
candidates

DIRECTOR
SELECTION

PROCESS
Board decision

and Shareholders’
meeting approval

Search and selection
of new Directors

03]

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

*Scope covers all members of the Board (whereas percentage of
women on the Board-currently 45%—excludes Directorsrepresenting

employees and employee shareholders as per French law).

Atits meeting of February 14,2022, the
Board of Directors, at the recommendation
of the Ethics & Governance Committee,
decided to renew the above objectives

for the period 2022-2026.

CAPGEMINI

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 takes into account the diversity
policy and the 2018-2022 objectives defined by the Board of Directors, as presented above.
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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.

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.

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.

o

In preparation of the 2021 Shareholders’ Meeting, the Ethics &
Governance Committee focused on furthering the international
diversification of the Board of Directors and increasing the number
of women 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.

The Board comprisesindividuals 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

Diverse
expertise

O Executive and
operational positions in
leading groups

Operating
experience

O Private sector
O Public sector
O Capgemini employees

Variety of
origins

The Board of Directors therefore decided to adopt the following objectives for its composition for the period 2018-2022:
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 experiences and expertise brought by each director comprising the Board of Directors at December 31, 2021 may be summarized
as follows.

Experience and expertise of directors (excluding the CEO)

Member of specialized board

General experience and expertise Expertise committees

(Executive Committee)
understanding of the
technology sector

@
v
c
]
c
=
@
>
o
o
o
w
=
=
]
w

o
]
o
=
E
€
o
v

Management position

Strategy and

Human resources
@®—@® &Talent

management

Finance, Audit

Governance

& Compensation

Data, Digital

& Cloud

Services

& Consulting

Intelligent

Industry

Audit & Risk

Committee

Compensation

Committee

Strategy

& CSR Committee

Paul Hermelin
Chairman of the Board

@ —@ CSR* & Ethics
o O
L ]

Frédéric Oudéa
Lead Independent Director

Xiaoqun Clever Ty
Director

Laurence Dors
Director L d 4

Sian Herbert-Jones
Director

Hervé Jeannin
Director representing
employees

Kevin Masters
Director representing
employees

Belen Moscoso del Prado
Director

e e
0

Xavier Musca
Director

Patrick Pouyanné
Director

Tanja Rueckert PS
Director

Kurt Sievers
Director L d L d

Lucia Sinapi-Thomas
Director representing T

employee shareholders

Rate by expertise 62% 100% 62% 69% 54% 69% 62% 7% 38%

@ Committee member <> Committee Chairman

*Including expertise on climate change

See Section 2.1.4 of this Universal Registration Document for an overview of the Board of Directors, including the experience and
expertise brought by each director to the Board, followed by a detailed individual presentation of directors at December 31, 2021.
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Changes in the composition of the Board in 2021

Shareholders’ Meeting of May 20, 2021

The Board of Directors of Capgemini SE, meeting on March 18,
2021 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 20, 2021.

2

Ms. Bouverot and Messrs. Bernard and Pringuet did not seek the
renewal of their terms of office.

In line with the Board of Directors’ ambition to further the international
diversification of its composition, deepen its industry expertise
and enrich the diversity of its profiles, the Shareholders’ Meeting
of May 20, 2021 appointed Ms. Tanja Rueckert and Mr. Kurt Sievers

asIndependent Directors for a term of four years and renewed the
term of office of Mr. Patrick Pouyanné, an Independent Director,
also for a period of four years.

Changes in the composition of the Board of Directors and its Specialized committees in 2021

Departures Appointments Renewals

Board of Directors Daniel Bernard Tanja Rueckert Patrick Pouyanné

Director Director Director

(AGM 05/20/2021) (AGM 05/20/2021) (AGM 05/20/2021)
Anne Bouverot Kurt Sievers

Director Director

(AGM 05/20/2021) (AGM 05/20/2021)

Pierre Pringuet

Director

(AGM 05/20/2021)

Audit & Risk Committee - - _

Ethics & Governance Pierre Pringuet (Chairman) Frédéric Oudéa, -

Committee (05/20/2021) appointed Chairman
Daniel Bernard (05/20/2021)
(05/20/2021) Xavier Muscat
(05/20/2021)
Patrick Pouyanné
(05/20/2021)
Compensation Committee Pierre Pringuet Kurt Sievers -
(05/20/2021) (05/20/2021)
Strategy & CSR Committee Daniel Bernard Tanja Rueckert
(05/20/2021) (05/20/2021)
Anne Bouverot Kurt Sievers Patrick Pouyanné
(05/20/2021) (05/20/2021) (05/20/2021)

At December 31,2021, the Board of Directors therefore comprised
14 directors, with 82% of Independent Directors and 45% 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 2022 Shareholders’
Meeting the renewal of the terms of office of Messrs. Paul
Hermelin, Xavier Musca and Frédéric Oudéa and the appointment
of Ms. Maria Ferraro and Mr. Olivier Roussat as members of the
Board of Directors for a period of four years. These proposals are
inline with the Group’s ambition to further the internationalization
of its composition, deepen its sector expertise and enrich the
diversity of its profiles.

Following a successful management hand-over phase, the Board of
Director proposes to retain, at the end of the next Shareholders’
Meeting, a governance structure separating the duties of Chairman
and Chief Executive Officer and to reappoint Mr. Paul Hermelin as
non-executive Chairman of the Board, subject to the renewal of his
term of office by the Shareholders’ Meeting. The reappointment
of Mr. Hermelin would enable the Board to continue to benefit
from his experience, his expertise and his in-depth knowledge
of the Group.
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During the Board Meeting following the Shareholders’ Meeting,
the Board of Directors also proposes to reappoint Mr. Qudéa as
Lead Independent Director, subject to the renewal of his term of
office as director by the Shareholders’ Meeting.

Ms. Maria Ferraro, a Canadian citizen, 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 would bring to the
Board herdiversity and inclusion expertise, as well as her knowledge
of European and Asian markets.

Mr. Olivier Roussat, a French citizen, is 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 playerin France. He will bring, in particular, his experience
inthe telecomsand media sector, as well as his experience in digital
transformation and technology.

The Board of Directors considers Ms. Maria Ferraro and Mr. Olivier
Roussat to be independent pursuant to the criteria of the AFEP-
MEDEF Code to which the Company refers.

The Board of Directors warmly thanked Ms. Laurence Dors for her
contribution to the work of the Board and its Committees throughout
her term of office, particularly as Chairman of the Compensation
Committee. Ms. Dors has expressed her wish not to renew her
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term of office. Mr. Patrick Pouyanné will become Chairman of the
Compensation Committee following the Shareholders’ Meeting.

Assuming the adoption of these resolutions by the Shareholders’
Meeting of May 19, 2022, the composition of the Board of Directors
would therefore count 15 Directors, including two Directors
representing employeesand one director representing employee
shareholders. 83% of its members will be independent ™, 40% will
have international profiles and 42% will be women ™.

Independence of the Board of Directors
Independence criteria

In accordance with the definition of independence adopted by the
AFEP-MEDEF Code, adirectorisindependent when he/she hasno
relationship with the Company, the Group orits 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 has not 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 and has
not been within

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

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

— 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
11 members and not the full 14 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 personal situation 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 14, 2022.

The following table summarizes the classification adopted for each
director following this review, for the 11 directors included in 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 Family inthe last morethan
Officer directorships relationships ties 5Syears 12 years Classification
Paul Hermelin X v v v v x Notindependent
Aiman Ezzat X v v v v v Notindependent
Xiaoqun Clever v v v v v v Independent
Laurence Dors v v v v v v Independent
Sian Herbert-Jones v v v v v v Independent
Belen Moscoso del Prado v v v v v v Independent
Xavier Musca v v v v v v Independent
Frédéric Oudéa v v v v v v Independent
Patrick Pouyanné 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

9 INDEPENDENT DIRECTORS (82%)

X Independence criteria not met.
¥ Independence criteria met.

(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.

CAPGEMINI
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Based on the independence criteria set out above, the Board
considered that 9 of its 11 members (excluding directors
representing employees and employee shareholders), i.e. 82%,
could be considered independent:

Xiaoqun Clever, Laurence Dors, Sian Herbert-Jones, Belen Moscoso
del Prado, Xavier Musca, Frédéric Oudéa, Patrick Pouyanné, Tanja
Rueckert and Kurt Sievers.

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 2021, 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

Overview of the independent status of the Board of Directors

Percentage of

2

businessrelationships were not material for Capgemini group
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), which
reported increasing its interest above the legal threshold of 5%
of the Company’s share capital and voting rights on December 17,
2020. CACIB is a subsidiary of Crédit Agricole SA, whose Chief
Executive Officeris Mr. Xavier Musca. CACIB reported thatit held
5.92% of the share capital and voting rights at December 17,2020
and indicated that the 5% threshold was crossed following the
conclusion of an agreement and financial instruments relating to
the Company M@,

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 16, 2021)
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 likely to compromise Mr. Xavier Musca's
independence.

In addition, it is noted that Capgemini SE owns 20% of Azqore, a
subsidiary of CA Indosuez SA (a Crédit Agricole subsidiary) which
operatesa 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 Azqore
forthe performance of back-office activitiesand a large part of the
IT services of the Société Générale private bank internationally.

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 2022 Shareholders’
Meeting

Assuming the Shareholders’ Meeting of May 19, 2022 renews the
terms of office of Messrs. Paul Hermelin, Xavier Musca and Frédéric
Oudéa and appoints Ms. Maria Ferraro and Mr. Olivier Roussat,
the percentage of independent Directors from that date would
be 83% (i.e. 10 members out of 12).

Independent
Directors*  Classification of Board members**
At the date of the 2021 Universal 82%  Xiaoqun Clever, Laurence Dors, Sidan Herbert-Jones, Belen Moscoso del
Registration Document Prado, Xavier Musca, Frédéric Oudéa, Patrick Pouyanné, Tanja Rueckert
et Kurt Sievers
Paul Hermelin and Aiman Ezzat
At the end of the Shareholders’ 83% Xiaoqun Clever, Maria Ferraro, Sidan Herbert-Jones, Belen Moscoso del

Meeting of May 19, 2022

Prado, Xavier Musca, Frédéric Oudéa, Patrick Pouyanné, Olivier Roussat,

Tanja Rueckert et 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.

** |Inbold: 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).

(2) The Company was also notified in accordance with Article 10 of the bylaws that between January 1, 2021 and February 14, 2022, the date of review by the Board of
Directors, CACIB had successively decreased and/or increased itsinterest below and above the thresholds of 6%, 7% and 8% the Company's share capital and voting rights.
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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, 2021.

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 November 23, 2021. 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.

CAPGEMINI

CORPORATE GOVERNANCE
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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 Ms. Belen Moscoso del Prado, who was Director
of the Spanish company Adveo International, one of whose
subsidiaries was placed in liquidation;

— 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 1,000 shares throughout
their term of office and the obligation for the Executive
Corporate Officer to hold performance 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.
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2.1.4 Information on the members of the Board of Directors

Overview of the Board of Directors (at December 31, 2021)

Expiry of
Attendance term of office Number
Independent rate Board First Shareholders’ of yearson
Director (Board) Committees appointment Meeting the Board
Paul HERMELIN No 100% Strategy & CSR (C) 2000 2022 21
Chairman of the Board of Directors
Aiman EZZAT No 100% Strategy & CSR 2020 2024 1
Chief Executive Officer and
Director
Xiaoqun CLEVER Yes 100% Audit & Risk 2019 2023 2
Director
Laurence DORS Yes 100% Compensation (C), 2010 2022 1
Director Audit & Risk,
Ethics & Governance
Sian HERBERT JONES Yes 100% Audit & Risk 2016 2024 5
Director
Hervé JEANNIN No 100% Strategy & CSR 2020 2024 1
Director representing employees
Kevin MASTERS @ No 100% Compensation 2016 2024 5
Director representing employees
Belen MOSCOSO del PRADO Yes 100% Compensation 2020 2024 1
Director
Xavier MUSCA Yes 100% Audit & Risk (C) 2014 2022 7
Director Ethics & Governance
Frédéric OUDEA Yes 100% Ethics & 2018 2022 3
Director Governance (C)
Patrick POUYANNE Yes 100% Strategy & CSR 2017 2025 4
Director Ethics & Governance
Tanja RUECKERT Yes 100% Strategy & CSR 2021 2025 0
Director
Kurt SIEVERS Yes 100% Strategy & CSR 2021 2025 0
Director Compensation
Lucia SINAPI-THOMAS No 100% Compensation 2012 2024 9

Director representing employee
shareholders

(C): Committee Chairman.

(@) Onhisretirementin late January 2022, Mr. Kevin Masters was replaced by Mr. Pierre Goulaieff who was appointed by the International Works Council.

(1) Inaccordance 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

Number of offices
of shares in listed
owned Nationality Age Gender companies®
195,988 French 69 M 1
81,269 French 60 M 2
1,000 German 51 F 4
1,000 French 65 F 2
1,000 British 61 F 3
12 French 58 M 1

0 British 65 M 1

1,000 Spanish 48 F 1
1,000 French 61 M 3
1,000 French 58 M 2
1,000 French 58 M 2
1,275 German 52 F 1
1,000 German 52 M 2
28,727 French 57 F 3

CAPGEMINI 47
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Expiry of terms of office of Directors of the Company elected by Shareholders’ Meeting

Name 2022 AGM 2023 AGM 2024 AGM 2025 AGM

Paul HERMELIN, Chairman of the Board v

Aiman EZZAT, Chief Executive Officer v

Xiaoqun CLEVER® v

Laurence DORS@® v

Sidan HERBERT-JONES @ v

Belen MOSCOSO del PRADO @) v

Xavier MUSCA @) v

Frédéric OUDEA®@

Patrick POUYANNE®) v
Tanja RUECKERT @ N
Kurt SIEVERS @ v
Lucia SINAPI-THOMAS© v

(@) Independent Director.
(b) Director no longer classified as an Independent Director on the renewal of his/her term of office (term of more than 12 years).
(c) Directorrepresenting employee shareholders.
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Information on the members of the Board of Directors at December 31, 2021

Since May 20, 2021, the Capgemini Board of Directors has 14 members. The wide range of their experience and expertise contributes
to the quality of discussions and the smooth operation of the Board, ensuring the best possible balance taking account of the Group's
situation and the different challenges facing Capgemini.

A detailed individual presentation of each director is presented below.

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:

2022 (Ordinary
Shareholders’ Meeting
held to approve the
2021 financial
statements)

Number of shares held
at December 31, 2021:
195,988

CAPGEMINI

Chairman of the Board of Directors
Member 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 Capgeminiand 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.

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. PaulHermelin has been a member of the Strategy & CSR Committee since July 24, 2002 and its Chairman
since May 20, 2020.

Mr. Paul Hermelin brings to the Board his experience, his expertise and his in-depth knowledge of the Group
which he led for 18 years.

Mr. Paul Hermelin is also Senior Advisor with the Eurazeo Group since February 2022.

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

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Chairman of the Board of Directors of: Other offices held in Capgemini group:
— CAPGEMINI SE* (since May 20, 2020) .
Director of:
Chairman of: — CAPGEMINIINTERNATIONAL BV
— French Tech Grande Provence (since March 2019)
— Aix-en-Provence International Music Festival — CAPGEMINI TECHNOLOGY SERVICES INDIA

LTD (since August 2017)

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

Chairman and Chief Executive Officer of: Chairman of the Board of Directors of:

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

Director of:

. . — CAPGEMINIAMERICA, INC. (USA
— AXA* (until April 2017) (until May 20, 2020) ( )
Chairman of:

— THE BRIDGE S.A.S.** (until October 2019) Manager of:

— SCIPARIS ETOILE (until May 20, 2020)

Offices held in Capgemini group: Chief Executive OFfficer of:

Chairman of: — CAPGEMININORTH AMERICA, INC. (USA)

— SOGETIFRANCE 2005 S.A.S. (until May 2018) (until May 20, 2020)

— ODIGO S.A.S (formerly CAPGEMINI 2015 S.A.S.)
(until October 2018)

— CAPGEMINISERVICE S.A.S. (until May 20, 2020)
— CAPGEMINI LATIN AMERICAS.A.S. Chairman of the Supervisory Board of:
(until May 20, 2020) — CAPGEMININ.V. (Netherlands)

(until November 27, 2020)

Director of:
— CGS HOLDINGS Ltd (UK) (until May 20, 2020)

* Listed company.
** |n liquidation.
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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, 2021:
1,000

50

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. Xiaogun 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 Officerand member
of the Group Executive Board at Ringier AG, an international media group based in Zurich, Switzerland (Ffrom
January 2016 to February 2019).

Ms. Xiaoqun Clever is a member of the Supervisory Board of Infineon Technologies AG (since 2020). She
has also been a member of the Board of Directors of Amadeus IT Group S.A. and BHP Group 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 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Director of:

— CAPGEMINI SE* (since May 23, 2019)

— AMADEUS IT GROUP S.A.* (Spain)
(since June 19, 2020)

— BHP GROUP LIMITED* (Australia)
and BHP GROUP PLC* (United Kingdom)
(since October 1,2020)**

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

Member of the Advisory Board of:
— MAXINGVEST AG (Germany)
(until February 2021)

Co-Founder and Chief Executive Officer of:
— LUXNOVA SUISSE GMBH (Switzerland)
(since 2018)

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

Member of the Supervisory Board of:

— ALLIANZ ELEMENTAR VERSICHERUNGS AG
(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.
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Date of birth:
March 16, 1956

Nationality:
French

Business address:
Capgemini SE,

11, rue de Tilsitt
75017 Paris

First appointment:
2010

Expiry of term of office:

2022 (Ordinary
Shareholders’ Meeting
held to approve

the 2021 financial
statements)

Number of shares held
at December 31, 2021:
1,000

CAPGEMINI
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Independent Director

Chairman of the Compensation Committee
Member of the Audit & Risk Committee
Member of the Ethics & Governance Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Ms. Laurence Dors is a graduate of Ecole Normale Supérieure and Ecole Nationale d’Administration. A
former senior civil servantin the French Finance Ministry and former member of the Prime Minister’s staff
(1995-1997) and the Minister of the Economy’s staff (1994-1995), Ms. Laurence Dors has spent much of her
professional career in international and Executive Management positions in major international groups
(Lagardere, EADS, Dassault Systems, Renault) and then as co-founder and Senior Partner of Conseil Theano
Advisors (formerly Anthenor Partners 2012-2018).

A specialist in governance issues and an Independent Director, she sits on the Board of Directors of IFA
(French Institute of Directors) and chairs the Prospective and Research Commission.

Ms. Laurence Dors also sits on the Board of Directors of Egis, a non-listed engineering company specializing
in consulting and the development of projects offering added value through innovation. She chairs the
Compensation Committee and is a member of the Engagements Committee. She has also been a director
of Latécoére and Chairman of its Audit & Risk Committee since June 11, 2020. Ms. Laurence Dors was also
amember of the Board of Directors of Crédit Agricole SA until May 2021.

Ms. Laurence Dors holds the ranks of Knight of the Legion of Honor and Officer of the National Order of Merit.

Ms. Laurence Dors has been a member of the Board of Directors of Capgemini SE since May 27, 2010. She
has been Chairman of the Compensation Committee since May 10, 2017 and a member of the Audit & Risk
Committee and the Ethics & Governance Committee since May 7, 2014.

Ms. Laurence Dors brings to the Board of Directors her considerable experience in governance and Executive
Management compensation issues, her financial and business consulting expertise and her experience in
the management of leading international groups in the technology sector.

Principal office:
Independent Director

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Director of: Member of:
— CAPGEMINI SE* (since May 2010) — IHEAL (Institute of Latin American Studies)
— EGISS.A. (since November 2011) Strategic Policy Committee (since June 2012)
— LATECOERE* (since June 11, 2020) — CEFA (Franco-German Economic Club) Policy
— IFA (French Institute of Directors) Committee (since October 2005)

(since May 2012) — Advisory Committee for the transition fund

created as part of the scheme to support
businesses in the wake of the crisis, managed
by the Ministry for the Economy, Finance

and Recovery (since July 2021)

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

Director of: Senior Partner of:
— CREDIT AGRICOLE S.A* (until May 2021) — THEANO INTERNATIONAL (until October 2018)

* Listed company.
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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, 2021:
81,269

52

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 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 and
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 ten years at Gemini Consulting (Gemini Consulting was the former brand of the strategic and
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.

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

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

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

Director of:
— Capgemini SE* (since May 20, 2020)
— LAir Liquide S.A.* (since May 4, 2021)

Other offices held in Capgemini group:

Chairman of:
— SogetiFrance 2005 S.A.S. (since May 2018)
— Capgemini Service S.A.S. (since May 20, 2020)
— Capgemini Latin America S.A.S. (USA)

(since May 20, 2020)

Chairman of the Board of Directors of:

— Capgemini North America, INC. (USA)
(since May 20, 2020)

— Capgemini America, INC. (USA)
(since May 20, 2020)

Chairman of the Supervisory Board of:
— Capgemini NV (Netherlands)
(since November 27, 2020)

Chief Executive Officer of:
— Capgemini North America, INC. (USA)
(since May 20, 2020)

Director of:

— Capgemini International BV (Netherlands)
(since 20 May 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 Technologies S.A.S. (until June 7, 2021)

Director of:

— Capgemini Singapore PTE Ltd (Singapore)
(until November 2019)

— Capgemini Hong Kong Ltd (China)
(until October 2019)

— Capgemini Canada Inc (Canada)
(until March 2019)

— Gestion Capgemini Quebec Inc (Canada)
(until March 2019)

— Capgemini Australia PTY 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)

Capgemini Italia S.P.A. (Italy)

(until April 2018)

Capgemini Brasil S.A. (Brazil)

(until April 2018)

Capgemini Asia Pacific PTE Ltd (Singapore)
(until March 2018)

Capgemini Financial Services Canada Inc.
(Canada) (until January 2017)

Sogeti UK Ltd (United Kingdom)

(until July 1, 2020)

Capgemini Espana S.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)
RadiHolding Llc (USA) (until June 12, 2020)

Member of the Supervisory Board of:

Sogeti Nederland BV (Netherlands)
(until November 27, 2020)

* 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, 2021:
1,000

54

Independent Director
Member of the Audit & Risk Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

ABritish Chartered Accountant, Ms. Sian Herbert-Jonesiinitially worked for 13 years with PricewaterhouseCoopers
in its London and then Paris offices, where she was in charge of mergers and acquisitions (from 1983 to
1993). She then joined the Sodexo Group, where she spent 21 years, including 15 years as Chief Financial
Officerand member of the Executive Committee (until February 28, 2016). She is currently a director of l'Air
Liguide 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.

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 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Director of: — COMPAGNIE FINANCIERE AURORE
— CAPGEMINI SE* (since May 2016) INTERNATIONALE, a Sodexo Group subsidiary
— LAIRLIQUIDE S.A.* (since May 2011) (since February 2016)

— BUREAU VERITAS* (since May 2016)

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

* 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, 2021:
12

CAPGEMINI
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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.

Since 2016, 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.

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 represents the CFDT union and Capgeminiin 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 is a workplace first aid and evacuation trainer in Capgemini.

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

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:
May 27, 1956

Nationality:
British

Business address:
Capgemini UK,

No.1 Forge End, Woking
—Surrey, GU21 6DB,
United Kingdom

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, 2021:
0

56

Director representing employees
Member of the Compensation Committee

BIOGRAPHY - PROFESSIONAL EXPERIENCE

Mr. Kevin Mastersjoined the Capgeminigroupin 1973. Experience gained within Capgemini mainly revolves
around managing large groups of people in an operations or support environment.

Mr. Kevin Masters has been engaged in the employee consultation process as the Chairman of both the
Outsourcing Forum and National Works Council Groups since 2001. He was elected as the UK representative
on the International Works Council (IWC), then as a member of the IWC Office, where he was the Secretary
until his appointment as director representing employees in September 2016.

Between July 2014 and September 2016, Mr. Kevin Masters was invited as Secretary of the IWC to become
a non-voting member of the Capgemini SE Board of Directors. He was then also a permanent guest of the
Compensation Committee.

Mr. Kevin Masters was appointed as a director representing employees on the Capgemini SE Board of Directors
with effect from September 1, 2016. He is also a member of the Compensation Committee.

Mr. Kevin Masters brings to the Board of Directors his great knowledge of the Capgemini group and of its
businesses, his experience of technological environments, as well as the perspective of an employee of
Anglo-Saxon culture, thus contributing to the diversity of profiles represented on the Board.

Principal office:
Project Management, cloud infrastructure services, with Capgemini UK.

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

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

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, 2021:
1,000

CAPGEMINI

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.

Sheis currently Digital & Innovation Director at Sodexo and has been a member of the Executive Committee
since 2015. She also sits on Sodexo’s Venture Capital Investment Committee.

Ms. Belen Moscoso del Prado Lopez-Doriga is Chairman of the Board of Directors of FoodChéri.

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 is Digital & Innovation Director at Sodexo.

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Director of: Chairman of the Board of Directors of:
— CAPGEMINI SE* (since May 20, 2020) — FOODCHERI (since 2018)

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

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

* 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:
2022 (Ordinary
Shareholders’ Meeting
held to approve the
2021 financial
statements)

Number of shares held
at December 31, 2021:
1,000

58

Independent Director
Chairman of the Audit & Risk Committee
Member of the Strategy & CSR 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 1990.1n 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
Director in 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 Presidentin 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.

Xavier Musca is a 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 BtoB services, which accounts for some 25% of Group revenues. 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 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Director - Vice-Chairman of:
— PREDICA (since November 2012)
— CAITALIA (since 2015)

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

Offices held in Crédit Agricole Group:
Director of:

— CA ASSURANCES (since November 2012)
— CARIPARMA (ITALY) (since October 2016)

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
Executive Committee)

Permanent Representation of Crédit Agricole S.A. on
the Board of Directors of:
— PACIFICA (since October 2012)

Director of:
— AMUNDIS.A* (since July 2012)

Chairman of the Board of Directors of:
— CA CONSUMER FINANCE (since July 2015)

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

Director of:
— CACI (until 2017)

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:
2022 (Ordinary
Shareholders’ Meeting
held to approve the 2021
financial statements)

Number of shares held
at December 31, 2021:
1,000

CAPGEMINI

CORPORATE GOVERNANCE
Company management and administration

Independent Director
Lead Independent Director, Vice-Chairman and Chairman of the Ethics & Governance Committee
(since May 20, 2021)

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 Officer in May 2015. 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 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 and highly innovative in digital.

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

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Director of: Chief Executive Officer of:
— CAPGEMINI SE* (since May 2018) — 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, 2021:
1,000

60

Independent Director
Member of the Strategy & CSR Committee
Member of the Ethics & Governance Committee (since May 20, 2021)

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.
Mr. Pouyanné'’s term of office was renewed by the Shareholders’ Meeting of June 1, 2018 for a period of
three years and 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 a member of the Strategy & CSR
Committee since September 1, 2017. He has also been a member of the Ethics & Governance Committee
since May 20, 2021.

He brings to the Board of Directors of Capgemini SE his expertise in macroeconomic and geopoliticalissues
and hisexperience in managing a leading international energy group, a sector 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 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

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:
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, 2021:
1,2750)

CORPORATE GOVERNANCE
Company management and administration

Independent Director (since May 20, 2021)
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.

Ms. Tanja Rueckert, a German citizen, graduated from the University of Regensburg (Germany) with a PhD
in Chemistry. She has spent the majority of her career in the digital sector working with 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.

Ms. Tanja Rueckert was Chairman of the Board of Management of Bosch Building Technologies from
August 2018 to May 2021 and has been Chief Digital Officer of the Bosch Group since July 1, 2021.

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 artificialintelligence and a member of Muenchner Kreis.

Ms. Tanja Rueckert has been a director of Bosch Rexroth since 2019 and of BSH Hausgeraete GmbH since
2021 and was also a director of SPIE from September 2017 to November 2021.

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 and digital transformation.

Principal office:
Ms. Tanja Rueckert is Chief Digital Officer of the Bosch Group.

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Director of: Member of the Steering Committee of:
— CAPGEMINI SE* (since May 2021) — THE PLATTFORM LERNENDE SYSTEME
— SPIE* (until November 2021) (since 2018)

— BOSCH REXROTH (since 2019)
— BSHHAUSGERAETE GmbH (since 2021)

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

President of the Board of Management of: Director of:
— BOSCH BUILDING TECHNOLOGIES (Germany) — LSG (until 2020)
(until May 2021) — CARGO SOUS TERRAIN (until 2018)

Chairman of: — MUNCHNER KREIS (until 2019)

— |oT & Digital Supply Chain Business Unit of Chair of the digitalization Committee of:
SAP SE* (until 2018) — ZIA (until 2018)

Vice-Chair of:

— INDUSTRIAL INTERNET CONSORTIUM
(until 2018)

* Listed company.

(1)  Ms.Tanja Rueckert owned 275 Capgemini SE shares before her appointment as director by the Shareholders’ Meeting of May 20, 2021.

CAPGEMINI
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Independent Director (since May 20, 2021)
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 &

Date of birth: Development, Strategy and general management leadership positions across a broad number of market
April 9, 1969 segments. He has been a member of the Executive Management team since 2009, where he has been
Nationality: ir?strumentgl inthe Qefinition and implementation of the NXP high—perFormapce mixed signal strategy. Mr,
German Sieverswas influentialin the merger of NXP and Freescale Semiconductor, which created one of the leading

semiconductor companies and a leader in automotive semiconductors.
Business address:

NXP Semiconductors N.V.
High Tech Campus,

5656 AG, Eindhoven,
Netherlands

Mr. Kurt Sievers serves on the Board of the German National Electrical and Electronics Industry Association
(zVEl) and chairs the European Semiconductor Industry Association since December 2021. He also serves
as a Board member of PENTA and AENEAS, European clusters for application and technology research and
nano-electronics. He serves as a member of the Asia-PacificcCommittee of German Business (APA) and as
amember of the Board at the German Asia-Pacific Business Association (OAV), acting as the spokesperson
First appointment: for the Republic of Korea.

2021 He joined the Board of Directors of Capgemini SE on May 20, 2021 and was appointed a member of the

Expiry of term of office: ~ Strategy & CSR Committee and the Compensation Committee on the same date.
2025 (Ordinary
Shareholders’ Meeting
held to approve

the 2024 financial

He brings to the Board of Directors his management experience in a leading international group in the
semiconductor sector, at the heart of the Intelligent Industry’s development and his expertise in the
automotive sector, technology and artificialintelligence, and his knowledge of North America and American
Corporate Governance.

statements)

Number of shares held Principal office:

at December 31, 2021: Mr. Kurt Sievers is Chairman & Chief Executive Officer and Executive Director of NXP Semiconductors N.V.
1,000

OFFICES HELD IN 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

Director of: Member of:

— CAPGEMINI SE* (since May 20, 2021) — THE BOARD OF THE GERMAN NATIONAL
ELECTRICAL AND ELECTRONICS INDUSTRY
ASSOCIATION (ZVEI) (since 2012)

— THE BOARD OF AENEAS, INDUSTRY
ASSOCIATION (since 2012)

Chairman and Chief Executive Officer of:
— NXP SEMICONDUCTORS N.V.* (Netherlands)
(since May 27, 2020)

Chair of the Advisory Board of: — THE Asia-PacificCommittee OF GERMAN
— SALON INTERNATIONAL ELECTRONICA BUSINESS (APA) (since 2018)
(since June 2021) — THE BOARD OF THE GERMAN Asia-Pacific

BUSINESS ASSOCIATION (OAV) (since 2018)

Chairman of:
— ESIA (European Semiconductor Industry
Association) (since December 2021)

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

Chief Executive Officer of:
— NXP Semiconductors Germany GmbH
(until May 2020)

*  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, 2021:
28,727

CAPGEMINI

CORPORATE GOVERNANCE
Company management and administration

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 degree (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 Capgemini group 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 2021 OR CURRENT OFFICES AT DECEMBER 31, 2021

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

Director of:

— AZQORE (Switzerland) (since November 2018)

— SOGETISVERIGE AB (Sweden) (until June 2021)

— FIFTY FIVE GENESIS PROJECT INC. (USA) (until
October 2021)

Other offices held in Capgemini group:

Chief Executive Officer of:
— CAPGEMINIVENTURES (since June 2019)

Chairman of the Supervisory Board of:
— FCPE Capgemini

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

Director of:

— CAPGEMINI BUSINESS SERVICES
GUATEMALA S.A. (until August 2019)

— SOGETISVERIGE MITT AB (Sweden) (until

Offices held in Capgemini group:

Chairman of:
— CAPGEMINIEMPLOYEES WORLDWIDE S.A.S.
(until June 2019) July 2019)

— PROSODIE S.A.S. (until November 2018) — SOGETI NORGE A/S (Norway) (until May 2019)
Chief Executive Officer of: — CAPGEMINI DANMARK A/S (Denmark)
— SOGETIFRANCES.A.S. (until July 2018) (until May 2019)
— CAPGEMINI OUTSOURCING SERVICES S.A.S. — CAPGEMINI POLSKA Sp.z.0.0. (Poland)
(until January 2018) (until April 2018)

Executive Director of:
— Business Platforms, Capgemini (until June 2018)

* Listed company.

63




co

RPORATE GOVERNANCE

Company management and administration

2.1.5 Group Management

Sin

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 execu-
tives 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

© The Mergers & Acquisitions
Committee

ce 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 operating and functional managers: the Group Executive Board
and the Executive Committee.

Ina

ddition, four special-purpose committees assist Group Management,

the Group Executive Board and the Executive Committee:

64

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 contracts involving guarantees
given by the Group;

® The Risk
Committee

® The Investment
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.

2021 UNIVERSAL REGISTRATION DOCUMENT



@
gﬁw

f—‘% &=
7y |

b
s

_._/ \__

_‘,.4 M,\, 'D'-x /

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, 2021:
81,269

CORPORATE GOVERNANCE
Company management and administration

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 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 and
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 with Financial
Services sector.

Mr. Aiman Ezzat held various positions during 10 years with Gemini Consulting (Gemini Consulting was the
former brand of the strategicand transformation consulting arm of the Capgemini group, renamed Capgemini
Consulting and then Invent), where he was notably Global Head of the Oil & 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, beeninvolvedin any bankruptcy, receivership, or liquidation
or company placed in administration, been subject to any form of
official public sanction 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;

CAPGEMINI

— 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

o

executives with a wide range of responsibilities. The GEB defines
the broad strategiesand actions to be submitted to the Executive
Committee for approval and ensures theirimplementation by the
major business units.

At the date of this Universal Registration Document, the Group Executive Board brings together Group Managementand 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

Carole FERRAND Chief Financial Officer

Cyril GARCIA Director of Capgemini Invent, Sectors 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 Capgemini Engineering

Michael SCHULTE Director of the Northern Europe Strategic Business Unit

Olivier SEVILLIA Chief Operating Officer

Jéréme SIMEON Director of the Southern Europe Strategic Business Unit
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Executive Committee

The role of the Executive Committee is to assist Group Management
define broadstrategies concerning the Group’s operating structure,
the choice of priority offerings, production rules and organization and

At the date of this Universal Registration Document, the Executive Committee comprised the following individuals:

CORPORATE GOVERNANCE
Company management and administration

the implementation conditions for human resources management.
The Executive Committee meets once amonth andincludes the Chief
Executive Officer and the other Group Executive Board members.

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
Carole FERRAND
Cyril GARCIA

Franck GREVERIE

Anne LEBEL
William ROZE
Michael SCHULTE
Olivier SEVILLIA
Jérdme SIMEON

Director of Operations Transformation & Industrialization
Director of the Financial Services Strategic Business Unit
Chief Financial Officer

Director of Capgemini Invent, Sectors and Corporate Social
Responsibility

Director of Portfolio, cloud infrastructure services, Business
Services, Insights & Data and Digital Customer Experience

Chief Human Resources Officer

Director of Capgemini Engineering

Director of the Northern Europe Strategic Business Unit
Chief Operating Officer

Director of the Southern Europe Strategic Business Unit

Group
Executive
Board

Nive BHAGAT
Pascal BRIER
André CICHOWLAS
Jean COUMAROS
Hubert GIRAUD
Aruna JAYANTHI
Zhiwei JIANG
Olivier LEPICK
Shobha MEERA
Maria PERNAS
Olivier PFEIL
Olaf PIETSCHNER
Virginie REGIS

Cloud Infrastructure Services Director
Innovation Director

Delivery Director

Transformation Director

Altran Resources & Integration Director
LatAm & Canada Director

Insights & Data Director

Group General Secretary

Corporate Social Responsibility Director

Group General Counsel, Commercial and Contract Management

Business Services Director
Asia-Pacific Director

Marketing & Communications Director

Executive
Committee

Rosemary STARK Strategic Accounts Director

Jeroen VERSTEEG Global Sales Director

Ashwin YARDI India Director
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Diversity policy fFor management bodies

Diversityis one 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:

— to set the objective of a progressive increase in both female
and international representation on the Group's Executive
Committee:

- asofJanuary1,2022,theinternational representation on
the Group Executive Committee is at 45% or 13 members
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
10% in 2016 to 24% in 2018, 26.9% in 2019 and 27.6% in
2020 post Altran integration and in 2021. The mid-term
objective is to reach at least 30% by 2025 and longer
term to achieve the same percentage of women in the
Executive Committee as in the Group’s headcount;

— to increase female representation in the 10% of positions
with the greatest responsibility within Group executive
leaders and, more widely in the Vice-President community,
by similarly setting annual objectives in this respect for the
Group's key managers. In 2018, 14% of Group executive
leader positions were held by women. The percentage at the
end of 2019 went up to 17% and up again to 20.3% at the
end of 2020 against a target of 20%. The target for 2021 was
toincrease this percentage to 22%. The percentage achieved
at the end of 2021 was 22.4% and hereafter the objective
is to reach a percentage of 30% by 2025, representing an
ambitious increase of 2 pts per annum over the period, in
an industry where the workforce is primarily made-up of
engineers.
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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 toincrease the
percentage of women in management positions, is presented in
Chapter 4 of the 2021 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.

The Group's CSR strategy, which is monitored specifically since
October 2018 by the Strategy & CSR Committee, and whichincludes
diversity as a key 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 becoming Vice-
President.

(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 2021 in the 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 2021 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
Transaction price  Report
Transaction date (ineuros) reference
Paul Hermelin Vesting of 26,040 performance shares October 3, 2021 0.00 2021 DD783656
Chairman of the Board of (Plan dated 10/03/2018)
Directors Sale of 20,000 shares November 2, 2021 205.67 2021 DD796961
Aiman Ezzat Vesting of 15,345 performance shares October 3, 2021 0.00 2021 DD783749
Chief Executive Officer (Plan dated 10/03/2018)
Subscription of 306.0725 FCPE “ESOP December 16, 2021 163.36 2021 DD813210
Capgemini” units (2021 employee share
ownership plan)
Carole Ferrand Vesting of 7,440 performance shares October 3, 2021 0.00 2021 DD773646
Chief Financial Officer (Plan dated 10/03/2018)
Subscription of 73.4574 FCPE "ESOP December 16, 2021 163.36 2021 DD813202
Capgemini” units (2021 employee share
ownership plan)
Hervé Jeannin Subscription of 9.7943 FCPE "ESOP December 16, 2021 163.36 2021 DD813405
Director representing Capgemini” units (2021 employee share
employees ownership plan)
Purchase of 100 shares October 4, 2021 178.63 2021 DD813405
Sale of 100 shares October 29, 2021 199.30 2021 DD813405
Kevin Masters Subscription of 8.3613 FCPE “ESOP December 16, 2021 163.36 2021 DD813162
Director representing Capgemini” units (2021 employee share
employees ownership plan)
Tanja Rueckert Purchase of 1,000 shares October 5, 2021 175.75 2021 DD773637
Director
Kurt Sievers Purchase of 1,000 shares October 8, 2021 177.02 2021 DD793971
Director
Lucia Sinapi Vesting of 1,860 performance shares October 3, 2021 0.00 2021 DD793888
Director (Plan dated 10/03/2018)
Subscription of 82.6396 FCPE "ESOP December 16, 2021 163.36 2021 DD813422
Capgemini” units (2021 employee share
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 day-to-day operation and future
of Capgemini, to promote sustainable value creation for its shareholders and all stakeholders.

BOARD OF
ETHICS & GOVERNANCE COMMITTEE DIRECTORS STRATEGY & CSR COMMITTEE
Attendance Members | Independence | Meetings Attendance Members Attendance Members | Independence | Meetings
100% ‘ 4 100% 6 100% 14 100% ‘ 6 60% 6
Independence’ | Meetings I
COMPENSATION COMMITTEE 82% 9 AUDIT & RISK COMMITTEE
Attendance Members Independence Meetings Executive Sessions Attendance Members Independence  Meetings
93% ‘ 5 100% 6 2 100% ‘ 4 100% 8

NB: Information at December 31,2021. 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.

2.2.1

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. 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.

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
324,700 employees and thousands of managers across the globe.

The work of the Board of Directors and its Specialized committeesin
2021 inaccordance with theirdutiesis presented in detail in 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. Theinternal control, risk management
and Group compliance systems are detailed in Section 3.1.

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.
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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
2.1.2 above);

— adopted a system for allocating directors’ compensation,
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);
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— 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

Board Charters

The Charters of the Board of Directors and the specialized
board committees are available on the Company’s website:
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.

In 2020, the Board of Directors’ Charter was amended in the
context of the separation of the duties of Chairman of the Board
of Directors and Chief Executive Officer. The amendments focused
mainly on the definition of the duties of the Chairman of the Board
of Directors and the allocation of roles between the Chairman
of the Board of Directors and the Lead Independent Director.
The Board of Directors decided to retain the position of Lead
Independent Director while the Chairman of the Board is not an
Independent Director as defined by the AFEP-MEDEF Code to
which the Company adheres.

In 2021, following the modification of the Company’s bylaws
regarding the participation of Directors at Board of Directors’
meetings using video conferencing or telecommunications facilities,
the Board of Directors decided to retainin the Board of Directors’
Charter the restrictions previously detailed in Article 12, paragraph
2 of the Bylaws, with the exception of the restriction relating to
the compensation of the Chairman or Chief Executive Officer
which was removed. In addition, the Board decided to modify
the Charter to state that the working language of meetings will
be English or French.

CAPGEMINI
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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
to the 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 Directors s 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 studyand
document the issues that the Board has scheduled for discussion
andto 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.

The Chairman of the Board of Directors prepares, organizes and
leads its 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
and particularly the specific duties entrusted to the Chairman of
the Board of Directors during the management hand-over phase
terminating at the end of the 2022 Shareholders’ Meeting).

Inthe absence of the Chairman, the Vice-Chairman chairs meetings
of the Board of Directors and Shareholders’ Meetings.

AlLeadIndependent Directoris 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 one or more Chief Operating Officers.
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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) orany 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
deliberations and voting on the related decision. Any director
who has a permanent conflict of interestis 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 1,000 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.

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 Capgemini group; 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/her status and specific assignments. During
the term of their office at the Company, Directors must

6.

keep the Chairman of the Board informed of any offers of
appointments they would like to accept in 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.

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.

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.

In accordance 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:

- duringaperiod commencingon the thirtieth 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.

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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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
2021 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) for all the measures contained therein. Implementation
by the Group of its Ethics & Compliance programsin 2021 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 Directorsjoining the Board receive training
in the specific aspects of the Group, its businesses and activity

CORPORATE GOVERNANCE
Organization and activities of the Board of Directors

sectors, particularly through meetings with the various members of
Group Management. New Directors are also advised on the specific
aspects 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 and the
Board Secretary. In addition, the new members joining the Audit
& Risk Committee receive information on the specificaccounting,
financial and operating aspects of the Company.

Ongoing training

Capgeminiensures that the directors have sufficient understanding
of the Group, its ecosystem and its challenges. The Board members
therefore meet regularly 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 2021, these sessions
notably focused on artificialintelligence and the Group’s portfolio
of sustainable development offerings.

Furthermore, the directors representing employees regularly
receive special external training, enabling them to obtain and
perfect the knowledge and techniques necessary to the exercise
of their duties, in accordance with legislative provisions.

2.2.2 Activities of the Board of Directors in 2021

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 2021, the Board met 9 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 16 and 17, 2021 in the form of a seminar.

CAPGEMINI

In addition, the Board held two executive sessions chaired by the
Lead Independent Director and attended by all the directors except
for the Chief Executive Officer and the Chairman of the Board of
Directors for matters concerning the latter. These executive sessions
focused mainly on governance issues and the compensation of
Executive Corporate Officers.

The average attendance rate at Board meetings was 100%,
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.
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Number of meetings of the Board of Directors and its Specialized committees in 2021 and attendance rates

Ethics &

Board of Governance Strategy & CSR Audit & Risk Compensation

Directors Committee Committee Committee Committee

Total number of meetings 9 6 6 8 6

Average attendance rate 100% 100% 100% 100% 93%

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 9 100% - 6 100% - -
Aiman EZZAT 9 100% - 6 100% - -
Daniel BERNARD ™ 3/3  100% 3/3  100% 3/3  100% - -
Anne BOUVEROT® 3/3  100% 3/3  100% - -
Xiaoqun CLEVER 9 100% - - 8 100% -

Laurence DORS 9 100% 6 100% - 8 100% 6 100%
Sian HERBERT-JONES 9 100% - - 8 100% -
Hervé JEANNIN 9 100% - 6 100% - -

Kevin MASTERS 9 100% - - - 6 100%

Belen MOSCOSO del PRADO 9 100% - - - 5 83%
Xavier MUSCA®@ 9 100% 3/3  100% - 8 100% -
Frédéric OUDEA 9 100% 6 100% - - -
Patrick POUYANNE @ 9 100% 3/3  100% 6 100% - -

Pierre PRINGUET™ 3/3  100% 3/3  100% - - 3/3 100%
Tanja RUECKERT @ 6/6  100% - 3/3  100% - -

Kurt SIEVERS @ 6/6  100% - 3/3  100% - 3/3 100%

Lucia SINAPI-THOMAS 9 100% - - - 5 83%

Committee at the same date.

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
documentationissenttodirectorsinthe week before the meeting.

Inaddition, important press releases (signature of major contracts,
alliances, etc.) issued by the Company together with financial
analysts’ studies of Capgeminior the sector are regularly brought
to the attention of directors.
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1) Theterms of office as director of Mr. Bernard, Ms. Bouverot and Mr. Pringuet expired at the Shareholders’ Meeting of May 20, 2021 and were not renewed.

2) Messrs. Musca and Pouyanné were appointed as members of the Ethics & Governance Committee effective May 20, 2021.

3) Ms. Tanja Rueckert was appointed a director during the Shareholders’ Meeting of May 20, 2021 and a member of the Strategy & CSR Committee at the same date.

4)  Mr. Kurt Sievers was appointed a director during the Shareholders’ Meeting of May 20, 2021 and a member of the Strategy & CSR Committee and the Compensation

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 2021

The agenda of Board of Directors’ meetingsis 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.
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Group strategy and

organization, ESG Governance Finance

— Update of the Group’s medium-term — Changes in the composition of the — Budget
strategic direction Board and its Committees — Group Financial Policy

— External growth opportunitiesand — Preparation of the Shareholders’ — Medium-term financial ambitions
monitoring the integration of Altran Meeting — Share buyback program

— Review of the main changes in
markets and the competitive
environment

— Customer First and Intelligent

— Internal assessment of the Board

— Monitoring of dialogue with
shareholders and proxy advisors

— Methods of operation of the Board

Industry strategy — Review of the Executive Corporate
— Approval of ESG priorities and Officer emergency succession process
objectives
— Monitoring of the roll-out of the
Group's CSR strategy
Talent management,
Group Performance Audit & Risk diversity and compensation
— Group performance and activities — 2020 Company financial statements =~ — Monitoring of Group talent
— Management of the impact of the — 2020 consolidated financial management
Covid-19 pandemic statements and 2021 first-half interim — Diversity policy for management
— Monitoring the “New Normal” consolidated financial statements bodies
— Monitoring customer satisfaction — Risk monitoring (including mapping) — Compensation of Executive
— Internal control and Internal audit Corporate Officers
— Monitoring of the Group’s various — Performance share and free share
ethics and compliance actions grants
— New employee share ownership
plan

In addition, the Board of Directors held two executive sessions in 2021 chaired by the Lead Independent Director and attended by
all the directors except for the Chief Executive Officer and the Chairman of the Board of Directors for matters concerning the latter.

Report on the Lead Independent Director’s activities in 2021

Mr. Frédéric Oudéa was appointed Lead Independent Director and Chairman of the Ethics & Governance Committee at the end of the
Shareholders’ Meeting of May 20, 2021, replacing Mr. Pierre Pringuet who did not seek the renewal of his office as director. Mr. Pierre
Pringuet held this function from May 2017 to May 2021.

The duties of the Lead Independent Director in 2021 were as follows:

Preparation of Board of Directors’
meetings

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 executive sessions (meetings
held without the presence of the Chief
Executive Officer and the Chairman of
the Board of Directors for matters
concerning the latter)

Involvementin the preparation of Board of Directors’ meetings, particularly as concerns
the different governanceissues 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 2021 and the beginning of 2022, of the internal assessment of the
Board and its specialized committees for 2021, 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 20, 2021 which appointed
two new directors.

Launch of discussions on the composition of the Board and the governance structure
in preparation of the Shareholders’ Meeting of May 19, 2022.

Meetings held jointly with the Chairman of the Board of Directors, with severalinstitutional
investors to present Capgemini’s governance principles and compensation policies 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 two executive sessions of the Board in 2021 which focused on (i) the assessment
off the performance of Executive Corporate Officersin 2020 and the strategic priorities
to be implemented in the context of setting the variable compensation objectives of
the Executive Corporate Officer, and (ii) governance.

CAPGEMINI
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In addition, Mr. Pierre Pringuet, 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 2020 at the Shareholders’ Meeting of May 20, 2021, in accordance with the
Board of Directors’ Charter.

Financial authorizations capitalincreases and detailing utilizations of these delegationsin
2021, is presented in Section 6.1.2 of this Universal Registration

A summary table of current delegations of authority granted by Document

Shareholders’ Meetings to the Board of Directors to perform share

2.2.3 Assessment of the Board of Directors

2020 internal assessment: conclusions and actions implemented in 2021

Aninternal assessment of the composition and activities of the Board of Directors and its Specialized committeesin 2020 was conducted
under the responsibility of the Lead Independent Director and was presented in detail in the 2020 Universal Registration Document.

Following this assessment, the measures below were implemented in 2021 for the five priorities approved by the Board of Directors:

2021 Priorities Actions implemented

— The Board of Directors was informed of and monitored the operational
integration of Altran in the Group (synergies realized, launch of the new
Capgemini Engineering brand, new Intelligent Industry offerings, employee
retention and integration, etc.).

— The Group’s medium-term strategic objectives were discussed during the
June 2021 strategic seminar before approval of a medium-term strategic
direction document at the December 1, 2021 meeting.

Strategy

— Monitoring of the integration of Altran.
— Continued dialogue between the Chief
Executive Officer and the Board to
update the Group's strategic direction

taking into account the determining
Altran acquisition

Composition of the Board of Directors — As part of the Board’s work on changes in its composition and in accordance
) ) with the objectives set for the period 2018-2022 (international diversification,

- ggjr:etégil\jzzl(()i[;t.;FrF\:iiig;?ji\?:rzsiFication diversification of profiles, stagg'ered renewal of terms of office, maintenaqce
diversification of profiles, staggered ! of 3 measur_ed number of dlrectprs enabling coherence anq collective
renewal of terms oFoFFicé maintenance deosmr}—makmg), the Board of Directors proposec} .the appointment of
of 3 measured number of 'directors Ms. Tanja Rueckertgnd Mr. Kurt Slgvers (both G/erman citizens) and the reneyval
enabling coherence and collective of the term of office of Mr. Patrick Pouyanné at the S_hareholders’ Mee:*tlng
decision-making) of May 20, 2021. Ms. Anne Bouverot and Messrs. Daniel Bernard and Pierre

’ Pringuet did not seek the renewal of their terms of office.

— Theseappointmentsenabledthe Board of Directorsto furthertheinternational
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.

Activities of the Board of Directors — Two executive sessions were held in 2021 focusing on governance issues, in
addition to Executive Corporate Officer compensation matters.

— Adjustments were made to the activities of the Board in three main areas:
(i) adjustment of the schedule, (ii) working language of the Board and
(iii) systematic preparation of explanatory memos on the subjects to be
discussed and use of slides kept to a minimum to allow better interaction
during meetings.

— Organization of executive sessions on a
range of governance issues.

— Changes to the structure of Board
meetings to make them more
interactive.

2021 internal assessment: conclusions and priorities
for 2022

The Lead Independent Director’sinternal assessment of performance
in 2021 focused particularly on the composition of the Board of
Directors, its activities and the individual contribution of directors.

A questionnaire was sent to all directors at the end of 2021. This
questionnaire covered both the composition and activities of
the Board of Directors and the activities of the specialized board
committees onwhich theysit. In addition, it offered the opportunity
to take stock of actions implemented in 2021 following the 2020
internal assessment.

The Lead Independent Director metindividually with each member
of the Board of Directors to discuss the comments raised in the
questionnaire and the effective contribution of each director to
the Board'’s activities.
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During this assessment, the directors expressed their growing
satisfaction with the activities and organization of the Board and its
Committees. These procedures showed that the changesintroduced
following the previous internal assessment were considered an
improvement and appreciated by directors. The changes in the
composition of the Board in 2021, with the arrival of profiles
furtheringitsinternational diversification and deepening the diversity
of its profiles, were in particular highlighted as positive and to be
maintained in coming years. The Board also appreciated the quality
of dialogue with the Chief Executive Officer on the medium-term
strategic direction and wished to continue this dialogue on the
strategy in 2022. However, a number of observations were made
on improving the coordination of work between the Strategy &
CSR Committee and the Board of Directors.

Finally, the Board of Directors underlined the success of the
management hand-over phase launched on May 20, 2020, with the
implementation of a governance structure separating the roles of
Chairman and Chief Executive Officer.
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Following this assessment, the Board of Directors set the following
priorities for 2022:

— Definition and monitoring of strategic objectives

Continuedincreased 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.

— Composition of the Board of Directors

Renewal for the period 2022-2026 of the following four

objectives for the composition of the Board: (i) international
diversification, (ii) diversification of profiles and expertise,

CORPORATE GOVERNANCE
Organization and activities of the Board of Directors

(iii) staggered renewal of terms of office and (iv) maintenance
of a measured number of directors enabling coherence and
collective decision-making. In particular:

- search for profiles primarily satisfying the international
and expertise diversification objectives,

— scheduling of the renewal and replacement of directors,
taking into account the staggered renewal of offices,
gender balance and independence.

— Activities of the Board of Directors

Continuation of meetings with Group operating managers
during Board meetings or training sessions.

2.2.4 Role and composition of the Four specialized board committees

The Audit & Risk Committee

8

Meetings
100% 100%
Attendance Members  Women Independence

N.B. All figures are up to date at December 31, 2021.

Composition at December 31, 2021

Members Attendance rate
Xavier MUSCA (Chairman)® 100%
Xiaogun CLEVER® 100%
Laurence DORS™ 100%
Sidn HERBERT-JONES™ 100%

(1) Independent.

Committee duties

The duties of the Audit Committee were changed on December 7,
2016 to strengthen the monitoring of risk managementandinclude
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 accountinginformation. It
monitors the financialinformation preparation process and, where
applicable, suggests recommendations to guarantee itsintegrity.
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 ofits 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.

CAPGEMINI

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.

Finally, the Committeeis responsible for monitoring the statutory
audit of the annual and 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, 2021, the Committee has four Directors, all of
whom are independent: Mr. Xavier Musca (Chairman), Ms. Xiaoqun
Clever, Ms. Laurence Dors and Ms. Sidan Herbert-Jones.

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 careerin the French civil service, ministerial
offices and the private sector. Ms. Xiaoqun Clever has held Executive
Management positionsininternational groups and therefore brings
financial expertise and a business perspective particularly useful for
risk monitoring activities. Ms. Sidn Herbert-Jones was Chief Financial
Officer of Sodexo from 2001 to 2016. Finally, Ms. Laurence Dors’
career in Executive Management positions and the Economy and
Finance Ministry allows her to contribute both financial expertise
and a transversal view of organizations.

The Committee met eight timesin 2021, with an average attendance
rate of 100%.

Committee activities in 2021

The Committee reviewed the annual accounts of Capgemini SE and
the consolidated financial statements of the Group for the year
ended December 31, 2020, the condensed interim consolidated
financial statements for the half-year ended June 30, 2021 and
the 2021 budget.
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With regard to the 2020 consolidated financial statements, the
Committee paid particular attention to the recognition of the
acquisition of the Altran Group and to the items contributing to
the purchase price allocation. The Committee also reviewed the
valuation of goodwillin the context of the health crisis, as well as
changesintheincome tax expense and deferred taxes assets, the
provision for pensions and other post-employment benefits and
the analysis of other operating income and expenses.

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. They noted the successful acceleration
of the accounts closing process in Altran to achieve Capgemini
standards.

As part ofits 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 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
(cyberrisks; data protection failure; major delivery service failure;
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. The Group Chief Risk Officer was
also questioned on the consistency of the different risk mappings
(Group Mapping, non-financial performance statement, Sapin 2).

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;
and risk prevention In the event of a major IT system outage;

— 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;

— the Manager in charge of implementing the European
Taxonomy regulation, whose was questioned on the
approach adopted and the preliminary results of the study
conducted.

The Committee reviewed the draft non-financial performance
statementand met with representatives of the independent third
party responsible forissuing a report on this statement.

The Committee was also consulted on updating the Group’s financial
policy and the link between the different pillars according to the
potential acquisition scenarios.

The Committee met with the Statutory auditors during a meeting
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.
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The Compensation Committee

6

Meetings
93% 100%"
Attendance Members  Women Independence

N.B. All figures are up to date at December 31, 2021.

(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, 2021

Members Attendance rate
Laurence DORS (Chairman) ™ 100%
Kevin MASTERS 100%
Belen MOSCOSO del PRADO®M 83%
Kurt SIEVERS™@) 100%
Lucia SINAPI-THOMAS 83%

(1) Independent.
(2) Mr.KurtSieversjoined the Compensation Committee following hisappointment
by the Shareholders’ Meeting of May 20, 2021.

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 conditions in 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 must beinformed 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 ofits 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 savings schemes, etc.) and proposes to the Board of Directors
the incentive instruments it considers appropriate and capable of
beingimplementedin all (or certain) Capgemini group companies.
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Composition and participation

AtDecember 31,2021, 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):

Ms. Laurence Dors (Chairman), Mr. Kevin Masters (director
representing employees), Ms. Belen Moscoso del Prado, Mr.
Kurt Sievers and Ms. Lucia Sinapi-Thomas (director representing
employee shareholders).

Mr. Pierre Pringuet was a member of the Committee until May 20,
2021. He attended all Committee meetings during the period
January 1 to May 20, 2021.

This Committee metsix timesin 2021, with an average attendance
rate of 93%.

Committee activities in 2021

Inaccordance with the Committee's remit, it ensured throughout
2021 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;

— the compensation of Executive Corporate Officers
and members of the Executive Committee. These
recommendations focused at the beginning of the year on:

- an appraisal of the individual performance of each of
the Executive Corporate Officers compared with their
objectives set at the beginning of the previous year,

- the calculation of the variable compensation paid after
the Shareholders’ Meeting vote for Executive Corporate
Officers,

- determination of the fixed compensation and theoretical
variable portion 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 portions 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 6,
2021, aswell as the specificgrant to employees of Empired, acquired
at the end of the year (November 2021).

The Committee also monitored the Group employee share ownership
plansandwas regularly 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.
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The Ethics & Governance Committee

6

Meetings
100% 100%
Attendance Members  Women Independence

N.B. All figures are up to date at December 31, 2021.

Composition at December 31, 2021

Members Attendance rate
Frédéric OUDEA (Chairman)M@ 100%
Laurence DORS™ 100%
Xavier MUSCAMG) 100%
Patrick POUYANNE (@) 100%

(1) Independent.

(2) Mr. Frédéric Oudéa was appointed Chairman of the Ethics & Governance
Committee in May 2021.

(3) Messrs. Xavier Muscat et Patrick Pouyanné were appointed members of the
Ethics & Governance Committee in May 2021.

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.

Itisalso 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 potential
situations of conflict of interestit hasidentified between a director
and the Company orits Group or between directors. It ensures the
implementation of a corruption andinfluence 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 of its diversity
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 for the identification,
development and retention of high potential executives. The
Chairman of the Board of Directors and the Chief Executive Officer
areinvolvedin the Committee’s work and attend meetings, except
where deliberations directly concern them. The Committee must
be consulted by Group Management prior to any appointment to
the Executive Committee.
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Composition and participation

AtDecember 31,2021, the Committee has four Directors, all of whom
are independent: Mr. Frédéric Oudéa (Chairman), Ms. Laurence
Dors, Mr. Xavier Musca and Mr. Patrick Pouyanné.

Mr. Pierre Pringuet was Chairman of the Committee and Mr.
Daniel Bernard was a member until May 20, 2021. They attended all
Committee meetings during the period January 1 to May 20, 2021.

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 six timesin 2021, with an average attendance
rate of 100%.

Committee activities in 2021

The activities of the Ethics & Governance Committee focused on
the followingissuesin 2021:

Governance
The Ethics & Governance Committee:

— in preparing the Shareholders’ Meeting of May 20, 2021
recommended the candidacy of Ms.Tanja Rueckert and Mr.
Kurt Sievers to the Board of Directors and the renewal of the
term of office of Mr. Patrick Pouyanné;

— proposed the appointment by the Board of Directors, at
the end of the Shareholders’ Meeting of May 20, 2021, of
Mr. Frédéric Oudéa as Chairman of the Ethics & Governance
Committee, Lead Independent Director (replacing Mr.
Pierre Pringuet) and Vice-Chairman (replacing Mr. Daniel
Bernard), Messrs. Xavier Musca and Patrick Pouyanné as
members of the Ethics & Governance Committee, Ms. Tanja
Rueckert and Mr. Kurt Sievers as members of the Strategy
& CSR Committee, and Mr. Kurt Sievers as a member of the
Compensation Committee;

— was informed of 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;

— reviewed the procedures implemented by Group
Management to manage succession plans for Executive
Management (Group Executive Board and the 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. In addition, following the governance changesin
2020, the Committee drafted an emergency succession plan
for Executive Corporate Officers in March 2021;

— monitored the dialogue between the Company and its
shareholders and proxy advisors in preparation of the 2021
Shareholders’ Meeting and prepared the governance issues
presented to the Board and then to the Shareholders’
Meeting of May 20, 2021;

— 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;

— under the auspices of its Chairman, the Lead Independent
Director, was briefed on and discussed the annual
assessment of the composition and activities of the Board
and its Specialized committees performed at the beginning
of 2022 in respect of 2021;
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— deliberated the Board of Directors’ diversity policy and its
implementation during 2021;

— deliberated the independence of Directors and the absence
of conflicts of interest in preparation of the 2020 Universal
Registration Document;

— was informed of the conclusions and observations of the
High Committee for Corporate Governance (Haut Comité
du Gouvernement d’Entreprise) presented in its 2021 activity
report;

— proposed the amendment of the Company's bylaws and
the Board of Directors’ Charter regarding the participation
of Directors at Board meetings using video conferencing or
telecommunications facilities;

— 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 and on
the most appropriate governance method in preparation of
the Shareholders’ Meeting of May 19, 2022, which is the end
of the management hand-over phase.

Ethics & Compliance

The Ethics & Governance Committee interviewed the Ethics and
Audit Director and the Ethics Director, who submitted a report to
the Committee presenting:

— in the first Section, Ethics activities: guidelines and related
training, awareness-raising and communication initiatives,
alerts reported during 2021 to the SpeakUP ethics helpline,
and the results of the monthly survey on ethical culture
within the Company, completed by over 200,000 employees
in 45 countriesin 2021. The report highlighted the significant
training efforts of the Group, with the enrollment of all Group
employees in 2021 in a new e-learning program. The report
also presented progress with the roll-out of Declare, the new
tool for managing conflicts of interest within the Group, as
well as the first spontaneous reports in the tool. In addition,
it noted that Capgemini has been recognized as “One of the
World’s Most Ethical Companies®” for the ninth yearin a row
by the American Institute, Ethisphere, confirming the high
quality of the Group's ethical responsibility towards all its
stakeholders;

— 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 new Group Human Rights Policy was
presented to the Ethics & Governance Committee.

In addition, the Ethics & Governance Committee was informed
by the Compliance Officer of measures taken in 2021 under the
anti-corruption programimplemented by the Group in application
of the so-called Sapin 2 law on transparency, the fight against
corruption and the modernization of the economy. He focused in
particular on actions taken to prepare the integration of Altran
operationsin the Group’s systems with regard to the duty of care
and the fight against corruption. In particular, the Committee was
presented with the consolidated mapping of corruption risks for
the scope including Altran, the related action plans and the 2022
implementation priorities for the anti-corruption program. The
mapping of the Group’s non-financial risks, identified by consulting
internal and external stakeholders during the first half of 2021,
was also presented to the Committee, together with the resulting
priority risk monitoring system relating to the duty of care.
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The Strategy & CSR Committee

6

Meetings
100% 60%"
Attendance Members  Women Independence

N.B. All figures are up to date at December 31, 2021.

(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, 2021

Members Attendance rate
Paul HERMELIN (Chairman) 100%
Aiman EZZAT 100%
Hervé JEANNIN 100%
Patrick POUYANNE® 100%
Tanja RUECKERT ™) 100%
Kurt SIEVERS™@) 100%

(1) Independent.

(2) Ms Tanja Rueckert and Mr Kurt Sievers were appointed as members of the
Strategy & CSR Committee following their appointment by the General Meeting
dated May 20, 2021.

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;

— 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.
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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, 2021, 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. Patrick Pouyanné (Independent Director), Ms. Tanja Rueckert
(Independent Director) and Mr. Kurt Sievers (Independent Director).

Mr. Daniel Bernard was Chairman of the Committee and Ms. Anne
Bouverot was a member until May 20, 2021. They attended all
Committee meetings during the period January 1 to May 20, 2021.

The Committee metsix timesin 2021, with an average attendance
rate of 100%.

Committee activities in 2021

The Committee monitored the Group's various acquisitions, notably
in Australia, and particularly RXP and Empired, the United States
and Japan.

The Committee validated the carbon reduction strategy to achieve
carbon neutrality, with 2025 and 2030 targets, and the various
CSRobjectives (reducing carbon emissions and supporting digital
inclusion) for members of the Executive Committee and the Chief
Executive Officer.

The Committee also considered the preparation of the Board of
Directors’ strategy seminarin June 2021, which largely focused on
the deployment of the strategy, the Corporate Strategic Framework,
the ESG Strategy and Intelligent Industry developments.

The Committee reviewed other major strategicissuessuch as the
sovereign cloud, with a view to the Group's investment alongside
Orange in Bleu. This company will provide a “Cloud de Confiance”
service to so-called operators of vital importance.

The Committee examined the strategy memorandum prepared
by the Chief Executive Officer for the period to 2025, setting out
the Group’s ambitions and prospects in its three playing fields
(Customer First, Intelligent Industry, Enterprise Management)
and different geographies, in a period of particularly sustained
growth. Itdiscussed the competitive landscape and the talent war
with the Chief Executive Officer, as well as the scarcity of certain
skills which will be a key issue in the coming years.

True toits interest in Corporate, Social and Environmental (CSR)
topics, the Committee also reviewed the Group’s CSR strategy,
based on three pillars, diversity and inclusion, digitalinclusion and
environmental sustainability.
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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 18, 2016, to pay total compensation to directors
of up to €1,200,000 per year.

The authorization given by the Shareholders’ Meeting of May 18,
2016, to increase the total maximum amount of directors’
compensation enabled the strategic objectives set by the Board of
Directors to be attained. Thisincrease in the totalamount allowed
the Board to continue the renewal of its composition, welcoming
four new directors in 2016, including two directors representing
employees. It was also able to focus the increase both on directors
notresidingin France and on those heavily involved in the work of
the committees (as Chairmen or members of several committees),
while retaining the international outlook of the Board consistent with
theinternational developmentand global presence of the Group.

Itis proposed toincrease this maximum amount at the Shareholders’
Meeting to be held on May 19, 2022, to €1,700,000 per year to
account for the proposed change in the compensation policy of
the Chairman of the Board, for the addition of a new international
Board memberand for the review of the Directors’ compensation
policy which is unchanged since 2016.

The Chairman of the Board’'s compensation is presently made-up
of afixed compensation and due to this, he has voluntarily waived
his right to collect his director’s compensation for over a decade.
However, the proposal is to modify the compensation structure
of the Chairman of the Board post the May 19, 2022 Shareholders
Meeting ending the management hand-over phase and to award
only a director’s compensation for a significantly lower level than
his current fixed compensation as authorized in the Say on Pay
policy submitted to the Shareholders Meeting of May 20, 2021.
This change will entail an overall cost reduction going forward
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 and
encourage good attendance at meetings as well as of the travel
time of Directors’ resident outside France. These rules remain
globally unchanged except the addition of a fixed annual amount
for the Chairman of the Board given the proposed change in the
Chairman compensation policy referred to above and set out in
Section 2.3.2.4 below. Besides, in order to improve its attractivity
amongst international Directors, the Board decided to enhance
Directors’ compensation, particularly with regard to compensation
for travel time. Accordingly, Directors’ compensation would be
allocated on the following basis:

— payment of a fixed annual amount to each director of
€16,500 euros (from currently €15,000) with the exception of
the Chairman of the Board;
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— 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 €4,400 (from currently €4,000);

— 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:

- €50,000forthe Lead Independent Director and Chairman
of the Ethics & Governance Committee (from currently
€45,000),

- £€50,000 for the Vice-Chairman of the Board of Directors
(From currently €45,000),

- €38,000 for the Chairman of the Audit & Risk Committee
(From currently €35,000),

- €28,000 for the Chairmen of the Compensation
Committee and the Strategy & CSR Committee (from
currently €25,000);

— payment of a fixed amount for each attendance at a meeting
of one of the four specialized board committees, excluding
the Committee Chairmen of €2,750 (from currently €2,500);

— paymentofadditionalcompensation perBoard or Committee
meeting to take account of the travel time of Directors’
resident outside Europe of €5,500 (from currently €5,000);

— payment of an additional amount per Board or Committee
meeting to take account of the travel time of Directors
resident outside France butin Europe (this additional amount
is not allocated to Directors representing employees, whose
travel costs are covered by other means) of:

- €3,000 (Ffrom currently €2,000) for attendance at Board
meetings,

- €2,200 (from currently €2,000) for attendance at
Committee meetings;

— compensation amount 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 2021

In application of the above principles, total compensation of
€986,500is due to directorsinrespect of 2021, representing 82.2%
of the maximum amount authorized by the Combined Shareholders’
Meeting. After deduction of French and foreign withholding tax,
anet amount of €739,848 was paid in respect of 2021.
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Itis 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 2021 (as he has done for
over a decade) and that Mr. Aiman Ezzat has also waived his right
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to collect compensation as a director of Capgemini SE since his
appointment to the Board of Directors and that 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.

Compensation due in respect of one fiscal year and paid during another fiscal year is detailed below:

Amount granted in

Amount grantedin Gross amount paidin  Gross amount paid in

(in euros) respect of 2020 respect of 2021 2020 2021
Daniel BERNARD 138,000 52,000 148,000 112,000
Anne BOUVEROT 75,000 25,750 84,000 54,250
Xiaoqun CLEVER** 85,500 79,000 94,500 84,000
Laura DESMOND** 23,250 n/a 60,750 n/a
Laurence DORS 123,000 111,000 120,500 120,000
Aiman EZZAT (waiver) (waiver) (waiver) (waiver)
Robert FRETEL* 31,250 n/a 63,750 n/a
Sian HERBERT-JONES 83,000 71,000 80,500 77,500
Paul HERMELIN (waiver) (waiver) (waiver) (waiver)
Hervé JEANNIN* 45,500 66,000 13,000 70,000
Kevin MASTERS** 75,500 66,000 80,500 67,500
Belen MOSCOSO del PRADO 41,500 63,500 9,000 65,000
Xavier MUSCAT 98,000 93,500 98,000 92,500
Frédéric OUDEA 75,500 84,750 78,000 71,250
Patrick POUYANNE 75,500 73,500 71,500 72,500
Pierre PRINGUET 118,000 44,500 123,000 99,500
Tanja RUECKERT** n/a 43,500 n/a 15,000
Kurt SIEVERS** n/a 49,000 n/a 13,000
Lucia SINAPI-THOMAS 75,500 63,500 80,500 67,500
TOTAL 1,164,000 986,500 1,205,500 1,081,500

* Compensation of these beneficiaries for their duties as director is paid to their 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-residentin France.

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. Robert Fretel, Hervé
Jeannin and Kevin Masters), who hold employment contracts with
their respective Group legal entitiesin respect of their local functions,
that are unrelated to their corporate office in the Company.

Other compensation

A breakdown of compensation paidin 2021 or granted in respect
of fiscal year 2021 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

From May 20, 2020, the Group governance structure is comprised
of 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 2021
Shareholders’ Meeting for vote, given the differences in the
nature of the offices. Compensation components paid or granted
in respect of 2021 were defined based on the office held and the
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policies approved by the Shareholders’ Meeting of May 20, 2021
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.

83




CORPORATE GOVERNANCE
Compensation of corporate officers

For 2022, 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 director
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:

- for a period beginning on January 1, 2022 and ending
at the Shareholders’ Meeting of May 19, 2022, date on
which the two-year management hand-over phase
announced in 2020 will end,

- foraperiod from May 20, 2022, to December 31, 2022.

2.3.2.1 General Principles

Compliance and transparency

The procedures for setting Executive Corporate Officer compensation
comply with the recommendations set out in the most recent
version 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 benefitsarein 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 leveland structure and calculation methods with
market practice. The Committee’s recommendations take account
of Executive Management compensation levels and componentsin
CAC 40 companies as well as observed practice in leading French and
foreign Group competitorsin the 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. CAC 40 companies are therefore
the mostrelevant and most transparent benchmark, but additional
analyses take account of the international and 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 are in line with the best practices of CAC 40
companiesin terms of both the clarity and consistency of methods
applied. The Group participates regularly (and again in 2021) 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 an international firm to assist with setting
compensation levelsin accordance with existing practice within the
Group and current practices on the French market and international
benchmarks. An additional study was commissioned from the same
firm to assist with setting the compensation level of the Chief
Executive Officer, as part of the change in the Group’s governance.
Another study was also commissioned to assist with setting the
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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 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 successin so far as it:

— is determined according to clear and quantifiable criteria,
linked to the Group's strategy;

— 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, in accordance with the AFEP-MEDEF Code, 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 compensation policy that will
be presented for approval to shareholders at the Shareholders’
Meeting of May 19, 2022.

Compensation structure

The Chief Executive Officer 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 changesin 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.
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The fixed component is 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 has increased the percentage of
theoretical variable compensation if 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 Officer since 2020.

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
componentof the Chief Executive Officer's compensation, defining
the performance indicators underlying the variable compensation
calculation, aswell as the strategicindividual performance objectives
set 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

Summary table of the theoretical structure of fixed and
variable compensation for the Chief Executive Officer
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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. The
quantifiable objectives achievements can vary between
niland 200%.

— 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
total variable 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 2021 and another in early 2022 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.

Variable compensationis paid following approval by the Shareholders’
Meeting in Y+1 of compensation components for fiscal year Y for
all Executive Corporate Officers.

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%
CAPGEMINI 85
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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:

— subjectto 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. However,
in the event of inclusion of an outperformance clause, this
clause would not apply to Executive Corporate Officers:

- the associated conditions are ambitious, as
demonstrated by the effective share grant percentages
for the eight 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 and 64.7% for
the 2017 plan, of the number of shares initially granted;

- the performance conditions include internal (comprising
since 2018 CSR conditions) and external performance
conditionsin 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
interestsin the long run;

— 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 20, 2021). Overall, in 2021, the volume of shares
granted to Executive Corporate Officers was well within
the cap set in the resolution, with total percentages of
0.91% of the maximum authorized amount and 1.01% of the

If the value of the portfolio held
at the vesting date is:

Obligation to hold vested shares until the later of 50%

the end of the term of office and the plan date

< one year fixed
and variable
theoretical
compensation

2

amount effectively granted, compared with 1.23% and 1.32%
respectively in 2020, 3.78% and 4.17% respectively in 2019
and an average over the last ten years of 2.36% and 3.07%;

— 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
shares only 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 five percent of each share
grant is 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 from the vesting date.

> two years' fixed
and variable
theoretical
compensation

> one year 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,
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.
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— grant 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 in October in 2017, 2018, 2019, 2020
and 2021.

If regulatory developments or any other circumstances make the
use of equity-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.
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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. Duringits
meeting of March 17,2022, the Board again considered it wasin the
Company's interest to maintain this system, which encompasses:

— A non-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
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

CORPORATE GOVERNANCE
Compensation of corporate officers

in connection with (i) a merger or spin-off affecting the Company,
(i) a change 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 a 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 will confirm the effective achievement 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.

Severance pay on
cessation of the
corporate office based on
performance during the e

previous 2 years

(Payable solely in the event
of forced departure)

Indemnities on the potential application of
a non-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. <1year)

Absolute cap of 2 years
theoretical annual
compensation

e (Fixed + variable)

applicable at the date of
cessation of duties

Director 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 howeverinformed 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 compensation may also comprise the
provision of acompany 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.

CAPGEMINI

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
offeralong-termincentive 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 mechanismis 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. The plan consists in the
paymentof anannual allowance, at least half of whichis allocated
to a third-party body in the context of a supplementary optional
insurance 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;

— 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%oftheamountcalculatedispaidinyearY+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
performance indicators taken into account for the calculation
of the variable component linked to the financial performance
indicators, and weighting associated with each indicator for fiscal
year 2022, will be 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 31,2021. 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.

Application of the compensation policy to
Mr. Aiman EZZAT, Chief Executive OFfficer 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 2022 at €1,000,000, unchanged since fiscal year 2020,
payable monthly pro ratato 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
isanamount of €1,000,000, representing 50% of his total fixed plus
variable theoretical compensation. The 2022 variable component
is based 80% on quantifiable performance indicators.

Financial indicators (60% of the variable component)

Variable compensation is based 60% on financial indicators. The
composition and relative weighting of these financial performance
indicators for 2022 (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 2022 are:

Quantifiable individual performance objectives (20% of the
variable component)

— Objective 1: Implementation of the CSR strategy for 20%.

Qualitative individual performance objectives (20% of the
variable component)

— Objective 2: Talent Attractiveness 8%.
— Objective 3: Strategic partnering with clients 6%.
— Objective 4: Strategic roadmap implementation for 6%.

Financial and Individual performance objectives set by the Board of Directors for the Chief Executive Officer for 2022 are:

Amount
of the Pre-tax net Operating
free cash profit margin rate Revenue Strategic  Client
flow objective objective objective CSR strategy Talent  Roadmap partner
| I I I | | I I
30% 30% 50% 20% | 15%
} Financial objectives } Personal objectives ——

(60%)

As the fixed compensation is €1,000,000, the amount applicable
for the long savings plan was set unchanged at €400,000 for
2022 and the theoretical annual cash compensation is therefore
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(40% including 50% quantifiable)

two million, four hundred thousand euros, with 58% subject to
performance conditions.
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2022 annual compensation target structure

Chief Executive Officer

ANNUAL LONG-TERM

20.0% ©
Fixed
compensation

80.0%

Performance-based
compensation

30.0% ® 50.0%
Variable Performance
compensation shares

2.3.2.3 Compensation policy - Chairman of the
Board of Directors, applicable from
January 1, 2022 to May 19, 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 forapproval to shareholders at the Shareholders’
Meeting of May 19, 2022 and applicable until May 19, 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 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 the fixed compensation that
seeks toreward 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.

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.

CAPGEMINI
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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 hand-over. 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-levelrelations at nationaland international level,
enabling Capgemini to 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 Board is also responsible for promoting the Group's values,
culture and reputation. This management hand-over phase will
terminate at the end of the Shareholders’ Meeting of May 19, 2022.

Director compensation

Underthe Director compensation policy presentedin Section 2.3.1,
the Chairman of the Boardis 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 and as he benefited from a
fixed compensation for this period.

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 thatit complies with the AFEP-MEDEF recommendations
of October 6,2009, and also the revised AFEP-MEDEF Governance
Code issued in 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 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
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ceiling of 3% per annum. Entitlementis acquired at a rate of 1.5%
peryear forthe 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
anetamountafterincome tax and employee social contributions
around €300 thousand, corresponding to a gross amount of
€896 thousand. Mr. PaulHermelin hasindicated to the Board that
he is likely to retire in the second half of 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 6 presently active as of December 31, 2021.

2.3.2.4 Compensation policy - Chairman of
the Board of Directors applicable from
May 20 to December 31, 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
willbe presented for approval to shareholders at the Shareholders’
Meeting of May 19, 2022, and applicable from May 20, 2022, onward.

920
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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 will be
made-up only of a Director’s compensation, in accordance with
the procedures detailed in Section 2.3.1, and the continuation of
the supplementary collective defined benefit pension plan (as just
described above), which was closed and frozen in 2015.

The compensation structure therefore excludes the payment to
the Chairman of the Board of Directors of:

— fixed compensation;

— annual or deferred variable compensation;
— equity-based instruments;

— exceptional compensation;

— severance pay.

Director compensation

Under the Director compensation policy presentedin Section 2.3.1,
the Chairman of the Boardis eligible to receive director compensation.
As the Chairman of the Board will not benefit from a fixed
compensation following the May 19, 2022 Shareholders’ Meeting,
his compensation will be only made-up of Director’s compensation.
His compensation will be in strict compliance with the rules
indicated in Section 2.3.1 which provide for a fixed compensation
for the Chairman of the Board of Directors of €250,000 payable
on a time-apportioned basis, and compensation for attendance
at Board 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 2021 or granted in respect of 2021 to Executive

Corporate Officers

2.3.3.1 2021 compensation of the Chief Executive
Officer: Mr. Aiman EZZAT

The general principles describedin Section 2.3.2.1, the compensation
policy setoutinSection 2.3.2.2,and the summary table in Section
2.3.3.3 represent the Board of Directors’ report to shareholders
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 19, 2022 (for more information, see Chapter 7 of
this Universal Registration Document).

Compensation for 2020
(covering only 7 months)

(gross amount)

Asareminder,in the context of the health crisis tied to the Covid-19
pandemic, the Executive Corporate Officers, in solidarity with
employees and the Company'’s ecosystem did not receive, with the
consent of the Board of Directorsinits April 27,2020, session, 25%
of theirannual fixed and variable compensation for 2020, thereby
going beyond the AFEP MEDEF recommendations.

This led to an overall reduction in the 2020 compensation for
their roles as Executive Corporate Officers of €842,721, including
€451,855 for Mr. Aiman Ezzat to be taken into considerationin the
annual trend, in addition to the fact that the 2020 time of office
covered only 7 months.

Compensation for 2021
(covering the Full year)

Granted Granted Granted Granted

in 2020, in 2020, in 2021, in 2021,
Aiman EZZAT: Paid in paidin paidin Total Paid in paidin paidin Total
Chief Executive Officer 2020 2021 2022 2020 2021 2022 2023 2021
Fixed compensation 583,333 - - 583,333 1,000,000, - - 1,000,000
Annual variable compensation® - 571,853 - 571,853 - 1,485,440 - 1,485,440
Multi-year variable
compensation - 112,793 112,793 225,586 - 229,620 229,620 459,240
Exceptional compensation - - - - - - - -
Compensation for duties
as a director - - - - - - - -
Benefitsin kind - - - - - - - -
Total compensation paid or
granted in respect of the
fiscal year(™ 583,333 684,646 112,793 1,380,772 1,000,000 1,715,060 229,620 2,944,680
Total compensation on a full
year basis paid or granted in
respect of the fiscal year®@ 1,000,000 1,173,679 193,359 2,367,038 1,000,000 1,715,060 229,620 2,944,680

CAPGEMINI
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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 2020 Compensation for 2021
Aiman EZZAT: Granted Total Granted Total
Chief Executive Officer in 2020 2020 in 2021 2021
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 1,980,116 1,980,116 2,399,160 2,399,160
TOTAL GRANTED - 1,980,116 - 2,399,160
TOTAL® - 3,360,888 - 5,343,840
TOTAL® - 4,347,154 = 5,343,840
TOTAL POST REDUCTION®) 3,072,092 N/A

(1) 2020 compensation which was paid or granted to the Chief Executive Officer, in compliance with the compensation policy approved by the May 20, 2020 Shareholders’
Meeting. before the 25% reduction of his 2020 annual fixed and variable compensation, in the context of the health crisis tied to the Covid-19 pandemic and covering

7 months in 2020.
(2) Sameasin (1) but calculated on a full year basis.

(3) Compensation which was paid or granted to the Chief Executive Officer following the 25% reduction of his 2020 annual fixed and variable compensation, in the context of

the health crisis tied to the Covid-19 pandemic and covering 7 months in 2020.

Fixed and variable compensatione (cash)

Other compensation

€2,944,680

Director compensation
Voluntary waiver

I
Benfits in kind

Variable
performance T
related

Multi-year compensation

€0

Comprising the IFRS valuation of
18,500 performance shares

€2,399,160 €0

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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Non-compete clause

[
Termination benefits

Shareholders’ Meeting for vote. The following table summarizes
the 2021 compensation components subject to shareholders’ vote
pursuant to the Say on Pay policy.
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Compensation components paid in 2021 or granted in respect of 2021
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 2021 was approved unchanged
compensation (paid in 2021) by the Board of Directors on March 18, 2021, 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 €1,485,440 During the Board of Directors’ meeting of March 17,2022, the Board of Directors, based on the
compensation (paid in 2022 in audited and approved accounts and at the recommendation of the Compensation Committee,

respect of 2021) assessed the amount of Mr. Aiman Ezzat's variable compensation for fiscal year 2021, of a
full-year target amount if objectives are attained of €1,000,000, i.e. 50% of his theoretical
fixed and variable compensation or 100% of his fixed compensation and comprising 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 revenue: 30% weighting;

2) % attainment of the operating margin rate: 30% weighting;
3) % attainment of net profit before taxes: 20% weighting;

4) % attainment of free cash flow: 20% weighting.

These objectives were assessed with respect to the objectives set by the Board of Directors’
meeting of March 18, 2021.

Attainment rates for these four objectives were 106.4%, 104.8%, 123.4% and 133.8%
respectively, which, taking account of the relative weighting of each objective, gives an overall
weighted attainment rate of 114.81%.

The Group's historical calculation formula accelerates actual performance upwards or downwards
such that for 2021:

— 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%;

— aweighted rate of 114.8% in 2021 results in the multiplication of the theoretical variable
component by 159.24%;

— forafinal amount for the variable component calculated based on financial indicators of
1,000,000 x 60% x 159.24% equal to €955 440 euros.

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 diversity
and environmental responsibility. The diversity objective was measured based on the % of
women in key senior executive positions, with a 2-point improvement objective in 2021. This
ambitious objective was attained and even slightly exceeded with a 2.4 ptimprovement. With
regards to environmental responsibility, the objective was a 40% reduction in greenhouse gas
emissions vs. the 2019 reference year. This objective was also exceeded due to the significant
reduction of 83% in business travel tied to the Covid-19 pandemic during the first part of the
year, to a 56% reduction of office and data centers emissions and to focus actions such as
deploying a new flexible work policy, shifting the car-pool catalog within the Group to electric
or hybrid cars only or also to progressively shift electricity supply toward renewable energy.
The Board validated the attainment rate for the two quantifiable objectives to be 165%.
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Amount or
accounting value
subject to vote

Presentation
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The Board defined two specificindividual performance objectives.

The first specific objective concerned the Altran integration, which has been evaluated as
very successful as while being qualitative in nature the Board had set several expectations to
supportits evaluation which were all overachieved with in particular achieving the high end of
the targeted costs synergies, the signature of numerous cross deals, the development of avery
strong pipeline of new deals or a stable management team in the Engineering business. The
Board considered that the defined objectives set for this category, have been overachieved
and set the achievement at the capped percentage of 100%.

The second specific objective concerned the Intelligent Industry strategy. The strategic plan
has been presented and approved by the Board of Directors and is seen as a growth driver for
the Group with several promising offers and an industry focused approach aligned to market
expectations. 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 132.5% as per the table below:

Weighted
Target Attain- attain-
Objective Min objective Max ment ment
CSR strategy —diversity 0% 25.0% 50% 130% 32.5%
CSR strategy —sustainable
development 0% 25.0% 50% 200% 50.0%
Altran integration 0% 37.5% 37.5% 100% 37.5%
Intelligent Industry strategy 0% 12.5% 12.5% 100% 12.5%
Total 0% 100% 150% 132.5%
Target amount (in €) 0 400,000 600,000
Proposed amount (in €) 530,000

thatisavariable componentbased onindividual performance objectives of a prorated amount
of €1,000,000 x 40% = €400,000, to which the weighted performance percentage of 132.5%
is applied, giving a final amount of €530,000.

Accordingly, variable compensation of €1,485,440 was approved by the Board for 2021, i.e. 148.5%
of fixed compensation for the same fiscal year and of the theoretical variable compensation.
Total fixed and variable compensation for 2021 is therefore €2,485,440, i.e. 124.3% of the
theoretical compensation and may be summarized as follows:

Calculation of 2021 variable compensation for Mr. Aiman Ezzat

Quantitative component based on budgeted financial targets

Weighted
Attain- attain-
Indicator Min Target Max ment ment
Revenues 30% 106.4% 31.9%
Operating margin rate (%) 30% 104.8% 31.4%
Pre-tax net profit 20% 123.4% 24.7%
Organic free cash flow 20% 133.8% 26.8%
Weighted total
performance before flex 0% 100% 200% 114.81%
Weighted total after 75/125 flex
(4*weighted performance — 3) 159.24%
Theoretical variable compensation
based on financial indicators 600,000
Variable compensation based on
financial indicators 955,440
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Presentation

Deferred
variable
compensation

Multi-year
variable
compensation

Stock options,
performance
shares or any
other form

of long-term
compensation

CAPGEMINI

n/a

€459,240 for
2021, paid 50%
in July 2022 and
50% in July 2023

Performance
shares
€2,399,160 (IFRS
accounting value
on grant date)

Qualitative component based on individual performance objectives

Category Min  Target Max Weighted total
CSR strategy — diversity 0% 25.0% 50.0%

CSR strategy —sustainable

development 0% 25.0% 50.0% 132.5%
Altran Integration 0% 37.5% 37.5%

Intelligent Industry strategy 0% 12.5% 12.5%

Theoretical variable compensation

based on individual objectives 400,000
Variable compensation based on

individual performance objectives 530,000
TOTAL 2021 VARIABLE

COMPENSATION 1,485,440
As a % of theoretical variable compensation 148.5%
As a % of fixed compensation 148.5%

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 17,2022, the Board of Directors, based onthe
audited and approved accounts and at the recommendation of the Compensation Committee,
assessed Mr. Aiman Ezzat's long savings plan for fiscal year 2021,0f 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 2021, this gives a weighted
attainment of 114.81%, giving an amount of 114.81% x €400,000 = €459,240 for the full year:

— 50% of thisamount, i.e. €229,620, will be paid in July 2022;
— 50%, i.e. €229,620, will be paid in July 2023, subject to Mr. Aiman Ezzat being present in
the Group at June 30, 2023.

18,500 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
Capgeminishareis less 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 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%.

The internal performance condition based on organic free cash flow generation over the
three-year period from 2021 to 2023 accounts for 50% of the grant. The minimum amount
necessary for shares to vest is €3.9 billion. Above this threshold, shares vest progressively on
astraight-line basis, with a grant of 80% for a free cash flow generation of €4.2 billion and the
maximum grant requiring organic free cash flow of €4.5 billion or more.
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Amount or
accounting value
subject to vote Presentation
The internal performance condition relating to CSR performance indicators measured at the
end of 2023 is based for 50% on the percentage inflow of female executives (VPs) through
promotion and external hiring during the period 2021 to 2023. 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 60% in 2023 (vs. the 2019 benchmark), with 100%
of the grant vesting if this reduction reaches 70%.
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 20, 2021
Eighteenth resolution
Grant authorized by the Board of Directors on October 6, 2021
Stock No stock options or other items were granted.
options =n/a
Other
items =n/a
Compensation n/a n/a
for duties as
adirector
Valuation of €0 No company car

benefits in kind

Other compensation components

Amount
subject to vote Presentation
Severance €0 No amount due in respect of the fiscal year

pay Following the appointment of Mr. Aiman Ezzat as Chief Operating Officer as of January 1,2018,

the Board, based on the 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 18, 2021, the Board of Directors considered again that it was in the Company's interest
to maintain this system for the Chief Executive Officer in 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.

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%. As the 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 18, 2021.
Authorized by the Combined Shareholders’ Meeting of May 20, 2021.
Eleventh resolution
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subject to vote
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Presentation

Non-compete €0
indemnities

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 and therefore
in such case, not to implement this non-compete indemnity.

Board approval on March 18, 2021

Authorized by the Combined Shareholders’ Meeting of May 20, 2021

Eleventh resolution

Supplementary n/a
pension
benefits

No supplementary pension benefits.

2.3.3.2 2021 compensation of the Chairman,
Mr. Paul HERMELIN

The general principles describedin Section 2.3.2.1, the compensation
policy set outin Section 2.3.2.3 and the summary table in Section
2.3.3.3 represent 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 19,2022 (for more information, see Chapter 7 of this Universal
Registration Document).

(gross amount)

Asareminder, inthe context of the health crisis tied to the Covid-19
pandemic, the Executive Corporate Officers, in solidarity with
employees and the Company’s ecosystem did not receive, with the
consentof the Board of Directorsinits April 27,2020, session, 25%
of theirannual fixed and variable compensation for 2020, thereby
going beyond the AFEP MEDEF recommendations.

This led to an overall reduction in compensation for the two
Executive Corporate Officers of €842,721, including €390,866
for Mr. Paul Hermelin to be taken into consideration in the annual
trend, in addition to the fact that the 2020 time of office covered
only 7 months.

Compensation for 2020
(covering 7 months)

Compensation for 2021
(covering the full year)

Mr. Paul HERMELIN:
Chairman of the Board

Paidin
2020 2021

Granted
in 2020,
paidin

Granted

in 2021,
paidin Total
2022 2021

Total Paid in
2020 2021

Fixed compensation ™

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®

466,666 -

466,666

466,666 800,000 - 800,000

466,666 800,000 800,000

Total compensation paid or granted
(on a Full year basis) in respect of the fiscal year(

800,000

800,000 800,000 800,000

CAPGEMINI
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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 dateis reported
below:

Compensation for 2020 Compensation for 2021
(gross amount) (covering 7 months) (covering Full year)

Mr. Paul HERMELIN:
Chairman of the Board Granted in 2020 Total 2020 Granted in 2021 Total 2021

Value of multi-year variable
compensation granted in respect of
the fiscal year - - . i

Value of options granted during the
fiscal year - - - -

Value of performance shares granted
during the fiscal year - . B,

TOTAL GRANTED - - - -

TOTAL®™ 466,666 800,000
TOTAL®@ 800,000 800,000
TOTAL POST REDUCTION @ 350,000 N/A

(1) 2020 compensation which will be paid or granted to the Chairman of the Board, in compliance with the compensation policy approved by the May 20, 2020 Shareholders’
Meeting. before the 25% reduction of his 2020 annual fixed compensation, in the context of the health crisis tied to the Covid-19 pandemic.

(2) Same as (1) above but calculated on a full year basis.

(3) Compensation which was paid or granted to the Chairman of the Board following the 25% reduction of his 2020 annual fixed compensation, in the context of the health
crisis tied to the Covid-19 pandemic.

Pursuant to Say on Pay rules and the most recent AFEP-MEDEF  Shareholders’ Meeting for a vote. The following table summarizes
Code with which Capgemini complies, the compensation of  the 2021 compensation components subject to shareholder 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 2021 or granted in respect of 2021 to Mr. Paul HERMELIN,
Chairman of the Board, and subject to shareholder vote

Amount or
accounting value
subject to vote Presentation
Fixed compensation €800,000 The gross fixed compensation of €800,000 for fiscal year 2021 was approved by the Board
(paid in 2021) of Directors on March 18,2021 at the recommendation of the Compensation Committee.
Itis the only component of compensation of the Chairman of the Board.
Annual variable n/a No annual variable compensation was paid.
compensation
Deferred variable n/a There is no deferred variable compensation.
compensation
Multi-year variable n/a There is no multi-year variable compensation mechanism.
compensation
Exceptional n/a No exceptional compensation was paid.
compensation
Stock options, n/a No shares were granted subject to performance and presence conditions in 2021
performance
shares orany other  Stock No stock options or other items were granted.
form of long-term options =n/a
compensation Other
items =n/a
Compensation for Voluntary The Board of Directors took due note of Mr. Paul Hermelin's decision to waive his right to
duties as a director waiver collect any compensation for his duties as a director of Capgemini SE in respect of 2021

(as he has done over a decade and as he benefited from a fixed compensation).
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Presentation

Valuation of €0
benefits in kind

Other compensation components

Amount
subject to vote

No company car

Presentation

Severance pay n/a
Non-compete n/a
indemnities

Supplementary €0

pension benefits

No entitlement to severance pay.

No non-compete indemnities.

No amount due in respect of the fiscal year

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 plan was 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.

Benefits are 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 entitlementis 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 years
in 2015), the value of the annual pension is estimated at a net amount after income tax
and employee social contributions around k€300, corresponding to a gross amount of
k€896 or 34% of his last theoretical compensation for his duties as Chairman and Chief
Executive Officer.

The plan is financed through an external insurance company and as such the required
funds to pay the pension support a contribution of 24%.

Twenty-one members have benefited from this plan since its launch with six presently
active at December 31, 2021.

Presented to the Combined Shareholders’ Meeting of April 26, 2007.
Fourth resolution in respect of regulated agreements.

Employment contract of Corporate Officers

With regards to Mr. Paul Hermelin, the Board reminds readers  asamember of the Management Board) and that heinformed the
that his employment contract was suspended in its entirety on  Board of Directors’ meeting of February 18, 2015, that he waived
May 24, 1996 (date from which he exercised his first term of office  his employment contract as from that date.
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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,

o

2020, of his decision to waive his employment contract from his
appointment as Chief Executive Officer. This waiveris now effective
since May 20, 2020.

Corporate Officers: employment contracts and deferred compensation

Indemnities
or benefits
following

appointment, Indemnities

Supplementary termination in respect of

Employment pension plan or changein non-compete

contract (see before) function clause

Mr. Paul HERMELIN No Yes, closed No No
Chief Executive Officer up to May 24, 2012, Chairman and Chief with frozen
Executive Officer up to May 20, 2020 and Chairman of the Board rights

thereafter
Mr. Aiman EZZAT No No Yes Yes

Chief Operating Officer from January 1, 2018, to May 20, 2020 and

Chief Executive Officer thereafter

2.3.3.3 Compensation paid in 2021 or granted in respect of 2021 to all Corporate Officers

For their duties as a director
Directors
Compensation for duties as a director paid to

non-Executive Corporate Officers

(gross amounts)

Paid Granted
in 2021

in 2021  Presentation

Total compensation paid in 2021 or granted in
respect of fiscal year 2021 to directors for their
duties

1,081,500

See the Directors’ compensation policy in
Section 2.3.1.

986,500

Executive Corporate Officer

Paid Granted

(gross amounts) in 2021 in2021 Presentation

Paul HERMELIN: Chairman and Chief Executive Officer

up to May 20, 2020

2021 gross fixed compensation - - n/a

2020 annual variable compensation 368,850 Compensation paid in respect of 2020 and
approved by the Shareholders’ Meeting of
May 20, 2021 (post the 25% covid reductions
applied to 491,800 as per the compensation
policy)

2021 annual variable compensation n/a n/a

Multi-year variable compensation - n/a n/a

Exceptional compensation - - n/a

Performance shares - n/a

Compensation for duties as a director - - Waiver

Benefits in kind - - n/a

Golden hello - - n/a

Severance pay - - n/a

Supplementary pension benefits - - n/a

TOTAL COMPENSATION PAID DURING THE FISCAL

YEAR OR GRANTED IN RESPECT OF THE FISCAL

YEAR TO THE CHAIRMAN AND CHIEF EXECUTIVE

OFFICER™ 368,850 -
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Paid Granted

(gross amounts) in 2021 in2021 Presentation

Paul HERMELIN: Chairman from May 20, 2020

2021 gross fixed compensation 800,000 See Section 2.3.2.3 on the Chairman’s
compensation policy.

2020 annual variable compensation - - n/a

2021 annual variable compensation - - n/a

Multi-year variable compensation - - n/a

Exceptional compensation - - n/a

Performance shares - - n/a

Compensation for duties as a director - - Waiver

Benefitsin kind - - n/a

Golden hello - - n/a

Severance pay - - n/a

Supplementary pension benefits - - SeeSection 2.3.2.3 on the supplementary
pension plan closed since 2015

TOTAL COMPENSATION PAID DURING THE FISCAL

YEAR OR GRANTED IN RESPECT OF THE FISCAL

YEAR TO THE CHAIRMAN OF THE BOARD 800,000 -

Executive Corporate Officer Paid Granted

(gross amounts) in 2021 in2021 Presentation

Aiman EZZAT: Chief Operating Officer

from January 1, 2018, to May 20, 2020

2021 gross fixed compensation - - n/a

2020 annual variable compensation ™ 196,677 Compensation paid in respect of 2020 and
approved by the Shareholders’ Meeting of
May 20, 2021 (post the 25% covid reductions
applied to 262,236 as per the compensation
policy)

2021 annual variable compensation - - n/a

Multi-year variable compensation 265,869 - 75,531€in application of the Chief Operating
Officer compensation policy approved by
the Shareholders’ Meeting of May 20, 2021.
Compensation calculated pro rata to the term
of office i.e. 5/12th
190,388<€ in application of the Chief Operating
Officer compensation policy approved by the
Shareholders’ Meeting of May 20, 2020.

Exceptional compensation - - n/a

Performance shares - - n/a

Compensation for duties as a director - - Waiver

Benefitsin kind - - n/a

Golden hello - - n/a

Severance pay - - n/a

Supplementary pension benefits - - n/a

TOTAL COMPENSATION PAID DURING THE FISCAL

YEAR OR GRANTED IN RESPECT OF THE FISCAL

YEAR TO THE CHIEF OPERATING OFFICER (™ 462,546
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Executive Corporate Officer Paid  Granted

(gross amounts) in 2021 in2021 Presentation

Aiman EZZAT: Chief Executive Officer from May 20, 2020

2021 gross fixed compensation 1,000,000 See Section 2.3.2.2 on the Chief Executive
Officer compensation policy.

2020 annual variable compensation® 428,890 In application of the Chief Executive Officer
compensation policy approved by the
Shareholders’ Meeting of May 20, 2021.
(post the 25% covid reductions applied to
the calculated amount of 571,853 as per
the compensation policy). Compensation
calculated prorate to the term of office i.e, for
7/12th

2021 annual variable compensation 1,485,440 See Section 2.3.2.2 on the Chief Executive
Officer compensation policy and
Section 2.3.3.1 on the calculation method
and indicators adopted for 2021 variable
compensation

Multi-year variable compensation 112,793 459,240 In application of the Chief Executive Officer
compensation policy approved by the
Shareholders’ Meeting of May 20, 2021.
Compensation calculated pro rata to the term
of office i.e. 7/12th

See Section 2.3.2.2 on the Chief Executive
Officer 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 2,399,160 See Section 2.3.2.2 on the Chief Executive
Officer compensation policy and
Section 2.3.3.1 on the performance and
presence conditions and the % concerned

Compensation for duties as a director - - Waiver

Benefits in kind - - SeeSection 2.3.2.2 on the Chief Executive
Officer compensation policy

Golden hello - - n/a

Severance pay - - See Section 2.3.2.2 on the Chief Executive

Officer 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™ 1,541,683 4,343,840

TOTAL COMPENSATION PAID OR GRANTED IN
RESPECT OF THE FISCAL YEARTO ALL CORPORATE
OFFICERS ™ 4,254,579 5,330,340

(1) Compensations which will be paid or granted to Executive Corporate Officers in compliance with the compensation policies approved by the May 20, 2021 Shareholders’
Meeting, the 2020 variable compensation being the amount paid post the 25% reduction in the context of the health crisis tied to the Covid-19 pandemic.

Inadditionto the aboveitems, in accordance with Order2019-1234  — the results of the votes on compensation at the previous
of November 27,2019, concerning compensation paid to corporate Shareholders’ Meeting of May 20, 2021, were as follows:

officers of listed companies, it is specified that: - the resolutions relating to votes on ex-post resolutions

— the Group's compensation policy does not include the use were approved by 97.99% for the Chairman and Chief
of a clause enabling it to demand repayment of variable Executive Officer, 98.34% for the Chief Operating
compensation; Officers, 99.92% for the Chairman of the Board, 94.37%
) . ) for the Chief Executive Officer and 98.86% for the

— in the event of failure to apply the law on gender equality Directors

within the Board of Directors, directors’ compensation

- the resolutions relating to votes on ex-ante resolutions
would be suspended;

were approved by 93.03% for the Chief Executive Officer,
— the compensation policy has been applied in the manner 98.03% for the Chairman of the Board and 99.97% for the
described and voted last year during the Shareholders’ Directors.
Meeting of May 20, 2021;
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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 to which has been added
since 2020, following the acquisition of Altran, all Altran French
legal entities. France, which is the Group's home country and the
second largest countryinsize, 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 over 99.9% of
the French legal entities workforce.

CAPGEMINI
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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 year if any. The denominator includes active
employees present throughout the relevant year, on a full-time
equivalent basis. Interns, trainees, sabbaticals and long-term
absences are therefore not takeninto considerationin the employee
average. These rules are also the ones applied to the Altran legal
entitiesintegrated since 2020 in the calculation. Furthermore, given
the change in governance during 2020, the salaries of corporate
officers in respect of 2020 have been recalculated on a full-year
basis and each Executive Corporate Director has been reported
in the table below on an annualized basis for 2020.

It is also reminded that the reduction in the 2020 compensation
inrelation to the Covid crisis needs to be taken into consideration
when looking at the trend between 2021 and 2020 and the restated
trend has been addedin the below table to account of this change.
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Ratios related to 1.6° and 7° of Article L. 22-10-9 of French Code de Commerce

2021-2020
exc. Covid
impact
Year Comments 2017 2018 2019 2020 2021 20200
Executive directors paid or granted annualized
gross compensation trends (in k€)
Chairman of the Board — P. HERMELIN: Since May 20, 2020 o o
Year on year trend in % n/a 5,0 0%
Chairman and CEO - P. HERMELIN: From May 24, 2012 o o o o
) _ - @
Year on year trend in % to May 20, 2020 1E70 3.3% 3.7% -43.2% n/a
CEO-A.EZZAT: Since May 20, 2020 n/a 18.3% 4%
Year on year trend in % = °
COO-A.EZZAT: From January 1,2018 % o @)
Year on year trend in % to May 20,2020 D417 R n/a
Average for employees present full year paid or
granted gross compensation trends (in k€): French scope
Year on year evolution in % Altran since 2020 2.6% 1.1% 27%  -5.2%0 3.8% 3.8%
Ratios trend vs. fully loaded average
Chairman of the Board - P. HERMELIN 10.9 13.8
Year on year trend in % Since May 20, 2020 n/a 26.6% -3.4%
Chairman and CEO - P. HERMELIN 80.5 74.4 76.9 47.7@ n/a
i 0
Year on year trend in % 32?2(2)4/2505812 to 27% 77% 3.4% 37.9% n/a
CEO-A.EZZAT 63.84 73.1. )
Year on year trend in % Since May 20, 2020 n/a 14.6% 0.4%
COO-A.EZZAT 51.7 541 30.9@ n/a
i 0
Year on year trend in % Ug;wzg)/;/oé%w to 47%  -42.9% n/a
Median for employees present full year paid or
granted gross compensation trends (in k€)
Evolutionin % Altran since 2020 1.1% 1.3% 2.0% -2.7%0) 2.0% 2.0%
Ratios trend vs. fully loaded median
Chairman of the Board
—P. HERMELIN 152 17.2
Year on year trend in % Since May 20, 2020 n/a 28.5% -2.0%
E?:?;&EEENCEO 100.6 92.5 96.4 583 n/a
1 0
Year on year trend in % 32?234/2505812 to 429% -8.0% 429% 3959 n/a
CEO-A.EZZAT 77.9@ 90.6 @
Year on year trend in % Since May 20, 2020 n/a 16.3% 1.9%
COO-A.EZZAT 64.3 67.9 37.7@ n/a
1 0
Year on year trend in % H;);nzz)/;/ozz%w to Soou -44.4% n/a
(1) Integration of Altran in the scope from 2020.
(2) 2020 annualized compensation included the impact of the 25% Covid reduction, thus explaining fully the 2021 variation.
(3) Integration of Altran in the scope from 2020 drove a reduction of the average and median employee gross compensation (12% median variance between Capgemini and Altran).
(4) 2020 annualized CEO compensation included the 25% Covid reduction impact on fixed and variable components, thus explaining the 2021 variation along with the

improved business performance.
(5) Trend restated to compare the trend excluding the 2020 Covid reduction impact on fixed and variable part.
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Trends in compensation, Company performance and
average compensation

The Chairman and Chief Executive Officeris the Corporate Officer
with the longest tenure in this role over the last five years. The
three other Corporate Officer roles (Chairman of the Board, Chief
Executive Officer and Chief Operating Officer) have a two years’
tenure over this period. The compensation changes related to
these three roles over the period are related to the Group’s annual
performance impact compared to annual objectives on the variable
partand to the valuation of the granted performance shares. The
Chairman and Chief Executive Officer compensation for 2020 has

CORPORATE GOVERNANCE
Compensation of corporate officers

reduced significantly due to the lack of performance shares grant
in 2020 (mandate ended in May 2020) and to the impact of the 25%
reduction in relation to the Covid-19 crisis which has impacted as
well, the Chief Executive Officer.

With regard to the global performance recorded over the period,
whetherin terms of growth (+45%) or profitability (+57%), trends
in the Chairman and Chief Executive Officer's compensation
and Chief Executive Officer reflect the ambitious nature of the
Group's objectives. At the same time, the average compensation of
employees’ active full yearin the consolidation scope has positively
evolved over the period.

Key Performance Indicator trends (in millions of euros) 2017 2018 2019 2020 2021 2021-2017
Revenues 12,525 13,197 14125 15,848 18,160
Year on year trend in % -0.1% 5.4% 7% 12.2% 14.6% 45%
Operating margin 1,493 1,597 1,741 1,879 2,340
Year on year trend in % 3.7% 7% 9% 7.9% 24.5% 57%

2.3.4 Stock subscription options, stock 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 2021 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.

Value of options

Number and type
(purchase or
subscription)

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
Stock options exercised during the year Plandate options exercised Strike  Exercise
by each Executive Corporate Officer and number during 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 Potential Potential
and/or any other Group Plandate ofsharesgranted financial vesting availability Performance
company and number during the year statements date date conditions
Aiman EZZAT 14t plan of 18,500 €2,399,160 10/08/2024 Later of the More detail on
10/06/2021 end of his term performance

of office and

10/08/2025

conditions can

be foundin

Note 12 of the
Consolidated

Statements
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o

Number of
performance

Performance shares vested to each Executive shares vested Vesting Year of
Corporate Officer Plan date and number during the year conditions grant
Paul HERMELIN 11th plan October 2018 26,040 Performance 2018

and presence
Aiman EZZAT 11th plan October 2018 15,345 Performance 2018

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.
Historical information concerning performance shares - position at December 31, 2021
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
*  Complete historical information on active performance share plans in 2021 is provided in Note 12 to the Consolidated Financial Statements.
Plan number 2015 Plan 2016 Plan 2017 Plan 2017 Plan
Grant date 02/17/2016  07/26/2016  07/26/2017  10/05/2017
Number of performance shares initially granted 180,500 1,663,500 63,597 1,522,500
o/w to Paul HERMELIN* (nil) 42,000 (nil) 35,000
Number of shares vested 111,200 1,178,005 32,324 984,690
o/w to Paul HERMELIN* n/a 37,800 n/a 28,000
Cumulative number of shares canceled or expired 69,300 485,495 31,213 537,810
Vesting date — France 03/01/2018  08/01/2019 n/a 10/05/2020
Vesting date — outside France 03/01/2020 08/01/2020 08/01/2020 10/05/2021
End of holding period — France 03/01/2020  08/01/2021 n/a 10/05/2022
End of holding period — outside France 03/01/2020  08/01/2020  08/01/2020 10/05/2021
Share price at grant date (in euros) 71.61 83.78 94.2 100.25

* Complete historicalinformation on active performance share plansin 2021 is provided in Note 12 to the Consolidated Financial Statements.
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Active plans

Plan number 2018 Plan 2019 Plan 2020 Plan 2021 Plan 2021 Plan
Shareholders’ Meeting 05/23/2018  05/23/2019  05/20/2020  05/20/2021  05/20/2021
Grant date 10/03/2018  10/02/2019  10/07/2020  10/06/2021  12/01/2021
Number of performance shares initially granted 1,384,530 1,523,015 1,900,000 1,834,500 14,325
o/w to Paul HERMELIN* 28,000 28,000 - - -
o/w to Aiman EZZAT* 16,500 19,000 25,000 18,500 -
Number of shares vested n/a n/a n/a n/a n/a
o/w to Paul HERMELIN* 26,040 n/a - - -
o/w to Aiman EZZAT* 15,345 n/a n/a n/a n/a
Cumulative number of shares canceled or expired 260,344 157,353 124,145 37,770 -
Number of shares potentially available

for grant at the end of 2021 792,032 1,365,662 1,775,855 1,796,730 14,325
o/w to Paul HERMELIN* - 28,000 - - -
o/w to Aiman EZZAT* - 19,000 25,000 18,500 -
Vesting date — France 10/03/2021 10/02/2022 10/07/2023 10/08/2024 n/a
Vesting date — outside France 10/03/2022  10/02/2023  10/07/2024  10/08/2025  12/01/2024
End of holding period - France 10/03/2023 10/02/2024 10/07/2024 10/08/2025 n/a
End of holding period — outside France 10/03/2022 10/02/2023 10/07/2024  10/08/2025 12/01/2024
Share price at grant date (in euros) 112.35 107.35 107.55 175.65 207.3

* Complete historicalinformation on active performance share plansin 2021 is provided in Note 12 to the Consolidated Financial.
Historical information concerning stock options granted to the top ten employees
(non-Executive Corporate Officers)

Stock options granted by Capgemini SE to the ten employees (non-  (non-Executive Corporate Officers) having thus subscribed for the
Executive Corporate Officers) having received the greatest number ~ greatest number of shares are as follows:
of shares and the number of shares vested to the ten employees

Total number

of stock
Stock options granted to/exercised by the ten employees options Weighted
(non-Executive Corporate Officers) granted/ average Plan
having received the greatest number of shares exercised price number
Options granted during the year by Capgemini SE to the ten employees Nil n/a No
of all eligible companies having received the greatest number of shares
Options exercised (held previously on Capgemini SE) by the ten Group Nil n/a No

employees having exercised the greatest number of shares

Performance shares granted by CapgeminiSE to the tenemployees  tothe ten employees (non-Executive Corporate Officers) holding
(non-Executive Corporate Officers) having received the greatest  the greatest number of vested shares are as follows:
number of shares and the number of performance shares vested

Performance shares granted/vested to the ten employees Total number

(non-Executive Corporate Officers) of shares Plan
having received the greatest number of shares vested/granted number
Performance shares granted during the year by Capgemini SE to the ten 99,000  14th Performance share plan
employees of all eligible companies having received the greatest number of shares

Performance shares (held previously on Capgemini SE) of the ten Group 84,470 10th and 11th share
employees holding the greatest number of vested shares grant plans
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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 2021.

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.

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
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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 14, 2022,
following a review by the Audit & Risk Committee.

Definition of the internal control and risk management systems

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 allissues 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,
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.

— 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,
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- 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 andinvolving 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;

— areview 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.

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;
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— 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, whoisresponsible 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 control system 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, aswell 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 sector and ensures,
in particular, the consistency of actions undertaken in the Business
Units. It assists all Group entities by facilitating the sharing of risk
management and internal control best practice.

3rd line of defense: Internal Audit

In accordance with professional standards governing this activity,
the Internal Audit functionindependently assesses the effectiveness
of internal control and risk management procedures given that,
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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 2021,
the Internal Audit team comprised 31 professionals (full-time
equivalent), representing seven different nationalities and covering
87% of the languages spoken locally in the Group. This significant
internationalization of the Internal Audit team reflects the desire
to accompany the expansion of the Group into new regions of the
world; the Internal Audit Department also has a Bombay desk
with 16 auditors including 4 operational experts specializing in
the review of IT projects.

3.1.2

2

Each Business Unitis audited under a 3-year program covering the
entire Group. Its recording in the annual internal audit planning
depends on the 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.

In2021, the Internal Audit Department conducted 21 audits of units
belonging to all Group Strategic Business Units representing 35%
of Group revenue; these audits were conducted remotely due to
the restrictive measures adopted in response to the health crisis.

Each auditinvolved an average of 105 man-days. It concluded with
the issue of an action plan that management of the unit audited
undertook toimplement as quickly as possible in order to improve
orcorrect theinternal 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 projects and 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.

The countries and geographic areas have a Legal Financial Director,
whose duties and responsibilities include 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
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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). The application as a whole migrated to the publisher’s
latest version on January 1, 2015, and its roll-out in the Group’s
subsidiaries continued during 2021. The desired uniformity of
management systems is therefore a step closer, strengthening
the control environment.

Finally, the shared service centers pool the accounting processing
resources of the Group's subsidiaries. The main centers are located
in Cracow (Poland) and Kolkata (India). These various centers are
consolidated within a globalized structure.

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 annual reports of all budget, forecast, operational
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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
financial information 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 Affairs
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. Eachyearly and half-yearly
closing is preceded by a hard-close phase based on the
accounts closed at November 30 and May 31, respectively.

The consolidation process is based on accounting packages by
geographicarea, which must be signed of f 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 irregularities and corrective
measures devised where appropriate.
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c) Financialinformation

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 needs merely be noted here,
carry out a review of internal control procedures with
an impact on 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 2021

During 2021, 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:

— internal communication of the Group risk management
policy;

— continued monitoring and improvement of critical risk action
plans;

— review and completion of the Capgemini risk universe
to include 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 (Germany,
Switzerland, France, etc.);

— continued roll-out of the audit program of 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;

— implementation of a project to boost the resilience of the
Corporate Directoryand a unified process to manage security
incidents and personal data breaches;

— strengthening of cyber risk management processes covering
the supply chain (with our clients, suppliers and partners)
and acquisitions;

— roll-outofthe GroupIT network access controltool, extended
to cover functional applications and integrating segregation
of duty control rules and roll-out of access in SSO (Single
Sign-On) mode for the Group’s main financial applications;

— integration of Altran into the data protection program
ensuring its compliance with Capgemini’s Binding Corporate
Rules;

— strengthening of data protection risk management
procedures across Capgemini’s entire ecosystem;

— consolidation of Altran and Capgemini anti-corruption risk
mapping that each group had rolled out prior to their merger
and drafting of new action plans based on this mapping;

— continued monitoring and improvement of action plans
relating to the Group anti-corruption program;

— updating of non-financial risk mapping (including risks
covered by the Duty of Care Law), after consultation with
internal and external stakeholders and alignment with the
Group risk universe;

— updating of the materiality matrix after consultation with
internal and external stakeholders;

— creation of a human rights risk mapping in consultation with
internal and external stakeholders;
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b)

finalization of the roll-out of the Group's ethics helpline,
SpeakUP, including to Altran employees, except in Germany
where the roll-out is scheduled for 2022;

launch of a new online training course on the Code of
Business Conduct, “Ethics@Capgemini”;

internal and external publication of a new Code of Ethics for
artificialintelligence;

internal and external publication of a new Group Human
Rights Policy;

continued roll-out within the Group of a talent strategic
review management system to identify the strengths and
weaknesses of the management teams and document
succession plans;

roll-out of the supplier integrity assessment program from
supplier creation;

enhancing external expenditure management tools and
related key indicators aimed at strengthening control over
our supplier relationships;

roll-out of a client integrity assessment program;

set-up, in connection with the Altran integration, of a global
network of legal advisors to support Capgemini Engineering
operational teams, and strengthening of legal expertise in
the Engineering and Research & Development sectors;

roll-out of an internal Anti-trust policy at Capgemini
Engineering.

Constant improvement measures in 2022

The risk management process will continue to be rolled outin 2022
based on the most recent risk mapping updated at the end of 2021.
Close attention will be paid to the consistency of the internal audit
plan (3line 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 2022 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);

launch a three-year Cyber program leveraging 3 pillars: (1)
“zero trust” architecture (unified identity management,
micro-segmentation, conditional access to applications),
(2) building of capacities (increase and development of
resources, Cyber Defense Centers), (3) operational support
(anticipation of sector threats, incident management);

strengthen and automate cyber risk management, ensuring
alignment with financial issues and regular adaptation of
resources to changing threats and impacts;

launch a global certification program for the information
security managementsystem (I5027001) and data protection
(1ISO27701), through a joint Group Data Protection, Group
Delivery and Group Cybersecurity initiative;

2021 UNIVERSAL REGISTRATION DOCUMENT



2

— continue to improve the monitoring of guarantees provided
by our ecosystem of service providers with regard to data
protection and cybersecurity at the time of their selection
and throughout our contractual relations;

— reinforce end-to-end digital privacy controlin client projects;

— continue auditing to assess the compliance of our client
commitments with our data protection program and client
requirements as defined in the contracts;

— continuously monitor new laws on data protection,
cybersecurity and new technologies to tailor our program
and propose a road map adapted to Capgemini's various
activities;

— continue to roll out a new conflict of interest management
toolin the Group, Declare;

— develop and roll out a program on our commitment to the
Group Human Rights Policy, including a new training module
for all Group employees;

— analyze alerts on breaches of our Human Rights Policy as
reported in SpeakUP;

— test all Group employees on our Code of Business Ethics as
part of a new annual certification via our training module
Ethics@Capgemini;

— conduct a risk mapping of safety risks at Group level and by
country;

— deploy a network of security officers by country in keeping
with the set-up of a Group Security function;

— publishsafety policies on the knowledge of security incidents
and reporting processes via a renewed and dedicated
intranet site;

— continue the roll-out of the new procurement management
application in the majority of countries;

— enhance external expenditure management tools and
related key indicators aimed at strengthening control over
our supplier relationships;

3.2 Risk Factors

Covid-19

From the outset of the Covid-19 pandemic crisis, the Group
implemented prevention and protection measures covering all
employees and stakeholdersand constantly ensured compliance with
decisions and recommendations issued by local public authorities.
In addition, the Group continued to implement business continuity
plans efficiently drafted and deployed in 2020 to maintain the
quality of services delivered to clients.

The special management unit tasked with monitoring crisis
management decisions reports directly to the Group Executive
Committee. This unitimplemented a series of Group instructions,
protocols and processes, that are adapted in line with pandemic
developments to manage the crisis on two fronts:
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— consolidate Altran historical suppliers in a single database
androll-out a common referencing process for new suppliers;

— incorporate ESG and Carbon objectives into procurement
processes;

— roll out a plan to accelerate the mitigation of ethical and
corruption risks involving the Group's historical suppliers;

— incorporate the ESG approach into Supplier Standards of
Conduct;

— continue drafting and monitoring action plans and
performance indicators for material risks identified when
mapping non-financial risks and overseeing the vigilance
plan;

— continue updating local anti-corruption risk mapping in all
countries where Capgemini operates and drawing up related
action plans, where necessary;

— continue monitoring and improving the anti-corruption
program, mainly by boosting controls over the program’s
effective application;

— roll out the new Commercial and Contract Management
organization, with the set-up of a general function to help
continuously improve contractual risk management in pre-
and post-sale phases;

— strengthen the Group’s regulatory organization and rules,
particularly for export control;

— hire young graduates in all countries by improving
recruitment processes and good practices, in coordination
with operations;

— accelerate talent mobility initiatives to develop our internal
resources;

— set up a predictive analysis approach for attrition to notify
operations;

— develop the 360° feedback program for all VPs, and
implement the new leadership model;

— setupregulardialog with Group talents and the validation of
succession plans.

EMPLOYEE SAFETY with the implementation of the following
measures:

— banonall but essential travel;

— banoninternational meetings;

— postponement and cancellation of planned events;

— information campaign on preventive measures and hygiene
precautions;

— placing of at-risk employees in “14-day self-isolation”;

— site supplies: anti-bacterial hand wash, masks, temperature
readers, CO, sensors, air handler disinfecting;

— filtering of visitors and limited access to vaccinated or tested
employees according to the rulesin force;

— set-up of a psychological support program;

— implementation of a site cleaning and disinfection program;
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— implementation of a vaccination campaign monitoring unit
takipng account of prevailing rules in different countries;

— vaccination campaigns financed by the Group, where
permitted by national rules (e.g. India).

BUSINESS CONTINUITY with the massive roll-out of systematic
home working in all countries impacted by the pandemic and the
introduction of operational rotation for the engagements that
must be conducted on-site.

The Group has already adopted distributed delivery models for a
number ofyears, supported by severalsites spread around the world
and using cutting-edge digital and on-line collaborative working
tools. Home working has therefore been widely deployed across
the whole Group, in agreement with our clients, to guarantee the
business continuity and the safety of our employees. An extremely
limited number of activities which, due to their nature, cannot be
performed remotely, are conducted on anindividual case basis by
rotating teams, with the appropriate Health and Safety measures
implemented.

Thanks to good planning and rapid execution, capitalizing on
internalinvestmentin these technologies, Capgemini enjoys one

3.21

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.

Critical risks

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 resource 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 of the consolidated financial
statements.

The assessment is made on the basis of 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
2021, during which it assessed the risks likely to have a significant
negative impact on its activity, financial position or results. This
analysis focused on risks identified in 2020 while seeking to detect
new emerging risks. The risk relating to digital inclusion, one of
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of the most extensive rates of home working in this sector, across
allits activities worldwide.

The Covid-19 unit meets regularly and coordinates with local units
in each of the countries where the Group is present. It ensures
the application of Group rules, the consistency of communication
inside and outside the Group and regularly informs the Executive
Committee on the situation.

At this stage, the Group considers that it is in a position, notably
thankstoits digital capabilities, to ensure the continuity of all the
services currently requested by its clients. Nonetheless, future
developments in the coronavirus pandemic and uncertainties as
to its duration could very significantly increase the level of risk
associated with the environment in which the Group operates.

Beyond these aspects and more broadly, the Covid-19 global
pandemicimpacted a certain number of risks. These impacts were
taken into account when updating the risk mapping, as was the
casein 2020. Therefore, for eachrisk identified, the repercussions
of Covid-19 were consideredin order to analyze theirinfluence on
the impact of the risk and/or its probability of occurring.

the pillars of our corporate social and environmental responsibility
policy, was included in the risk register for assessment.

Asindicated above, the Covid-19 pandemic was takeninto account
for each risk identified when assessing its impact and probability
of occurrence. The risks presented below are the result of this
analysis work.

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 2021 review.
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 continueits
development.

Ongoing developments in the coronavirus pandemic and
uncertainties as toits duration are potentially aggravating factors
that couldincrease the risk of a slowdown in the marketimpacting
the environmentin which the Group operates. The impacts of this
ongoing pandemic could be felt at several levels.

Although digital investments generally accelerated during the
various pandemic waves, the Group’s growth and financial results
could be adversely affected by a downturn in the services sector
in which the Group operates, or in one of Capgemini’s other key
client business segments. A continued slowdown in the activity
of certain industries in which our clients operate could also limit
their ability to invest.

The main risk factors likely to have animpact on our business model
and that of our clients are as follows:

— rising bank interest rates that could potentially impact the
cost of debt;
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— rising inflation rates that could have an impact on margins;

— a new supply chain disruption that could limit our clients’
ability to generate revenues;

— regional closures with animpact on the use of our workforce;
— localinstability with an impact on talent mobility and security;

— demand for “digital talents”, resulting in wage increases and
a high attrition rate.

The possibility of abusiness downturn, whether global or regional,
increases with geopolitical tensionin different areas of the world
(e.g. protectionist measures, multilateral trade tensions). Each
of these impacts, as well as other impacts not anticipated by the
Group, could have a negative impact on its 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 changesand
deliver atimely 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.

Country risks, political violence and natural disasters

Ukraine

Since the end of 2021, in view of the evolution of the situation in
Ukraine, Capgemini has put in place ad-hoc plans to support its
local teams, including support and logistics for relocation, and
prepared business continuity plans for its clients serviced from
Ukraine. With the beginning of the war, the Group first priority
remains to provide the necessary assistance to contribute to the
safety of our teams and their families in Ukraine.

The Group also acknowledges that the current situation doesn’t
allow Capgemini to ensure the business continuity of its service
delivery from Russia to clients. Accordingly, the Group is exploring
optionsto cease its presence in Russiaand manage this process, while
respecting the rights of its team members and in full compliance
with applicable legislation. Capgemini currently services the needs
of avery limited number of international brands, which are present
in the country.

The Group's direct exposure to Ukraine and Russia is very limited
with less than 1% of its revenues and its staff in those countries
combined. However, the Groupis closely monitoring the situation
and its possible implications on the global economy and on the
activity of its clients, which could have an impact on the demand
forits services beyond this region.

Risk Factors

Capgeminihas permanent operationsin approximately 50 countries.
The bulk of its revenues are generated in Europe and North
America, which are relatively economically and politically stable. Its
Rightshore® production modelinvolvesallocating 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.
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Certain geographical areas are more exposed to the risk of
businessinterruption ata 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, in the context of the
Covid-19 epidemic, activities are affected by heath decisions and
on-site activities are even reduced according to the decisions of
each national authority.

The Group's performance and reputation could be impactedin the
event of along-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
certainrisks, such as natural disaster or geopoliticalinstability risks.

In response to the global health crisis, the Group rolled out home
working at all its production sites to ensure service continuity
for clients.

Inaddition, beyond the global health crisis, the use of a large number
of productionsites across the globe reduces businessinterruption
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 4.3.4 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

By regularly adapting and renewing the portfolio of service
offerings, a specific focusis placed by the Group on incorporating
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technological developments and new client requests. The Group
implements several processes to assess and integrate the relevant
technological developments and new client requests. In certain
cases, these technologies and the related expertise are acquired
through external growth transactions.

Forinstance, the Group has recently acquired companies specializing
in services related to cyber security, digital transformation in
various industrial and technological fields, and digital marketing.

Partnerships are also forged with universities, schools, research
centers, start-ups and/or independent experts.

In addition, training programs are rolled-out within the Group to
guarantee perfect knowledge of these technologies and respond
to our clients’ needs.

As part of the roll-out of the LEAD project, aimed at optimizing
the Group's organization and governance, the global business lines
were tasked with defining and steering the service offerings. This
new structure will provide the Group with the agility necessary to
incorporate changesin client and market expectations and adapt
our service offering accordingly. To this end, the teams are working
onthree complementary areas: identifying client needs and market
expectations, packaging offerings using go-to-market tools and
rolling out offerings through centers of excellence.

Finally, the Covid-19 pandemic crisis provided an opportunity to
develop new offerings reflecting changesin client needs and their
new methods of operating, particularly with the rise in digital.

Major acquisition integration risks

Risk factors

Capgeminiregularly acquires companies of varying sizes to strengthen
its presence in certain markets or complete its service offering.

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, technicalorhuman, 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 resources,
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 major acquisitions are presented to the Group Executive Board
in special purpose reports.
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Capgemini implements a robust integration process founded on
strong governance and teams dedicated to aligning internal practices.

c) Operational risks
Loss and lack of competitiveness

Risk factors

In a highly competitive environment, intensified by the pandemic
crisis, constantly adapting production capacity to changes in the
order backlog (type and complexity of projects, location of projects,
client requests for increasingly short engagement completion
periods) is a major challenge for a service group such as ours.

In terms of competitiveness, the main related risk factors are
the constant changes in technology, changes in client business
strategy, changesin remote working models, greater automation,
talent availability, increased investments in cybersecurity and
sustainable development.

In this context, the Group pays close attention to various identified
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 resourcesinits 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.

More generally, the Group may be unable to control changes in
its cost base, materially impacting the overall profitability of its
operations.

Risk management systems

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.

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 toits 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.
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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,
human error, omissions, and infringement of internal or external
regulations or legislation that are not, or cannot be identified in
time, may cause damage for which Capgemini is held liable. Any
major delivery service failure could have both financial impacts
and impacts on Capgemini's reputation.

Risk management systems

The Group has developed arange 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 isitself certified (CMM, ISO9001, 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:

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-defined size 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 onitssize, 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 controlcompliance with contractualcommitments
— particularly billing and payment milestones.

In case of asignificant deterioration in financial key performance
indicators, the Group may conduct specific reviews (known as
“flying squads”).
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d) Security risks
Cyber risks

Risk factors

In 2021, digital transformation accelerated (cloud computing,
mobility, connected devices and artificial intelligence, etc.) and
confirmed new risk factors, particularly due to home working as
aresult of the Covid-19 crisis.

This transformation is an opportunity for malicious parties
(individuals, organizations, even States, etc.) to use increasingly
complex techniques to breach the security of our information
systems and those of our clients. They now work together in
a highly structured approach using cutting-edge technologies
occasionally combining artificial intelligence. Human error or
inappropriate conduct may also lead to malicious acts such as data/
identity theft/disclosure and infrastructure breaches (sometimes
associated with ransom demands).

In2019,and againin 2020 and 2021, threats across the entire supply
chainincreased. Cyber criminals seek to compromise digital service
providers to attain their clients, or even our clients’ clients. Threats
and failures may also directly concern our clients and propagate
to IT providers to which they are connected.

Cyber criminality impacts could result in delays in 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, changes in laws and regulations, standards
(national, European, international) as well as client contractual
requirements heighten non-compliance risk in the areas of
cybersecurity and data protection.

Risk management systems

The Group continuously ensures the security of its tangible and
intangible assets and compliance with its 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 dealing with:

— cyber risk management (internal/external, relating to
commitments and suppliers) in close cooperation with
the Risk, Internal Audit, Operations and IT, Legal, Human
Resources and Procurement Departments;

— architectures and technology standards (in response to
threats);

— cyber-protection tailored to the Group's context (guidelines
and policies, awareness-raising, control/audit plan and
transversal projects);

— security operations (detection of threats and cyber-attacks,
incident and crisis management).

The Group's Cybersecurity community comprises three roles:

— the Group Cybersecurity Officer and his team, who oversee
the above four areas;
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— the Chief Information Security Officers (CISO) in the Business
Units, whoareresponsible forthe deployment of the strategy
and policies in service offerings, client projects and internal
information systems. In each country, the CISO interacts with
the Data Protection Officer and local authorities;

— the Delivery Security Managers in projects conducted for our
clients, guaranteeing the application of ourinternal policies/
practices and recommendations and compliance with our
contractual commitments.

The Group's cybersecurity policies are rolled out uniformly in all
Group entities. Theyinclude 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 technical standards and security requirements for
interconnection with client networks.

ISO 27001 certification of the operating centers and Data Centers
is mandatory and managed at Group level. At the end of 2021, over
300 sites were certified, representing around 85% of our target
(Following 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. Specific
training actions are required depending on entity results.

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 controls and tests.

Specific technical equipment is deployed and operated 24/7
(Firewalls, anti-malware, access controls, encryption, threat and
data leak detection, email security, etc.). A cyber-attack 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
sufferedincidents.

Forsome projects or clients, enhanced systems protection measures
are provided on a contractually agreed basis.

Atransformation program based on the Zero-Trust modelis being
rolled out to tailor and optimize security measures in response
to changesin threats and new working methods. It also seeks to
strengthen identity and application management while reducing
the risk of ransomware attacks.

To address global and transversal data-driven cyber threat
challenges, the Group hasimplemented a steering program grouping
togetherthe efforts of central functions: Legal, IT, Cybersecurity,
Operations and Procurement. These functions work together on
key projects to strengthen data protection: roll-out and control
of policies, incident and data leakage management. A monthly
reportis presented to the Group Executive Board.

A Cyber-Risk Index was defined to quantify cyber risk exposure
in six areas: Technology (internal vulnerabilities), Human Factor
(awareness-raising and phishing tests), External risks (exposure
to the internet), Third parties (suppliers and partners), Policies,
Compliance. The index is calculated monthly for the Group and
each entity and reported to the Management Boards.
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With regards to business continuity, the Group has implemented
business continuity procedures in the event of a cyber-attack 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.

Risks related to personal safety

Risk factors

Capgeminiisagloballeader with over 290,000 employeesin around
50 countries. Capgemini's employees are its primary asset: they
are key to the Group and their security is fundamental.

The sudden occurrence of major external eventsacross the globe
(natural disasters, terrorist attacks, popular uprisings or civil wars,
banditry, etc.) or business travelin geopolitically unstable countries
or geographically hazardous zones 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 due to the health
crisis, can reduce these risk situations, they may also generate
new risks 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.

The security unit accompanies employees and managers 24/7.

Accordingly, work on client engagements in certain countries
classified as “at risk” is subject to Group security approval according
to Group Review Board directives. Rules and procedures have
been drawn up for “at risk” countries in which the Group conducts
engagementsin order to satisfy the demands of its major clients.

In addition, specific contracts have been agreed with organizations
specialized in managing these risks to assess independently the
risk exposure in each country. Accordingly, some countries are
subject to strict travel bans. The risk is reassessed continuously
based on the geopolitical position and warning systems are used
to inform employees of country risks.

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 high-risk countries are closely monitored
and compliance with the various clearly defined protocols and
communiques is verified.

The Group also monitors access security toits buildings and those
of its clients.

Finally, a dedicated worldwide insurance program with a specialist
company provides assistance to all employees covering their
security, medical emergencies and potential repatriation (see
Section 3.3 “Insurance”).
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In the event of a crisis, a psychological support unit is available
24/7 to all employees worldwide.

Amobile app also enables employees to issue an emergency message
in the event of danger or an immediate need for assistance.

For more information on the Group's Health and Safety at work
policies, please refer to Section 4.3.4 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
phenomenonis now well-established and has intensified since the
start of the health crisis. Today, half of all organizations maintain
that their decision-making is fully data-driven ().

The pandemic has not only created new data protection challenges
but has also highlighted the need for our clients and Capgemini
to know their respective employees and clients better. Data can
be used to better anticipate and manage our activity. However,
this can only be properly conducted if legal data protection
requirements are met.

Thereisincreasing regulatory pressure on businesses and legislators
continue to tighten the regulatory requirements that companies
must meet when they process personal data. The coming into
force of the General Data Protection Regulation (“GDPR")in 2018
accelerated the implementation of corporate data protection
strategies. At the same time, numerous non-EU countries have
adopted data protection laws that draw on GDPR principles. This
is the case in Brazil, Malaysia or Morocco. Industry-specific data
protection laws have also been adopted in the United States. In
India, the data protection law has been debated for many months
and 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.

The geopolitical context may also have an impact on the data
processing requirements for businesses. They often have to adapt
their compliance programs or adopt additional measures to meet
the requirements resulting from geopolitical changes. 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 Unioninvalidating 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.

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 confirmed
incident, both Capgeminiandits clients are required to notify the
authorities of any security breaches or data violations.
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Finally, the Group must make sure that its 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.

Risk management systems

To meet the applicable legal requirements covering the protection
of the personal data it processes on its own behalf and that of its
clients, the Capgemini group has adopted the Binding Corporate
Rules approved by European authorities in 2016 and updated in
accordance with the General Data Protection Regulation. These
comprise our general data protection policy, and rules and procedures
designed to ensure Capgemini’'s compliance with applicable
legislation. Capgemini undertakes to comply with laws that would
require a higher level of protection than that defined in the BCR.
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. Furthermore, our network of Data Protection
Officers ensures that the various principles are effectively applied
throughout the organization.

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

Data security incidents and data losses are managed through a
policy draftedjointly 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.

Finally, policies and procedures applicable to new Capgemini
acquisitions are also aligned by involving the network of Data
Protection Officers from the initial integration phases.

(1) Capgemini Research Institute report entitled “The data-powered enterprise: Why organizations must strengthen their data mastery”, published in November 2020, acces-
sible at the following address: https://www.capgemini.com/fr-fr/wp-content/uploads/sites/2/2021/02/Rapport_data-powered-enterprise_FR.pdf

CAPGEMINI

121



https://www.capgemini.com/fr-fr/wp-content/uploads/sites/2/2021/02/Rapport_data-powered-enterprise_FR.pdf

RISKS AND INTERNAL CONTROL
Risk factors

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 particularly high when the Group’s liability
for failing to fulfill certain obligations is unlimited, or any limits
on liability are disproportionate, on the acceptance of financial
guarantees, or when thereis 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.

In a constantly changing regulatory environment, the significant
proportion of projects to digitize clients’ key businesses exposes
the Group to new liability. These risks concern data protection
and security (see Data privacy, Section 4.4.3 of this document) and
the development of new service offerings (artificial intelligence,
Internet of Things, big data, etc.).

Finally, this 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
andregulatory requirementsand may alsoincur 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 Departmentandits approval
inthe event of derogation from accepted standard positions. Criteria
determining when it is necessary to report to the Group Review
Board have also been defined for contractsidentified by the Group
as presenting a high level of risk due to their size or complexity.
The Group Legal Department or Review Board are therefore the
only entities authorized to approve derogatory clauses following
athorough review of the potential impacts.

During the pre-sale phase, the Business Risk Management dedicated
structureisin charge of analyzing the risks associated with the most
complex projects, including their contractual terms. Throughout the
contract term, it regularly assesses the risksidentified during this
phase and oversees implementation of the action plans defined,
under the responsibility of the Business Units. The review process
for replies to tender offers has been strengthened, with notably
the addition of a review of contractual and operating risks and the
identification of mitigating measures to be implemented.

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 jurists has been created to accompany the Global
Business Lines, global accounts, major contracts and the Group's
activities in the Financial Services sector.
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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 had in the
past 12 months a materialimpact on the Group'’s financial position
or profitability other than those that are recognizedin the financial
statements or disclosed in the notes thereto (see Notes 26, 27 and
30 to the consolidated financial statements).

Adverse changes in and/or non-compliance with laws
and regulations

Risk factors

The Groupisa multinational company operatingin 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), safety 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 contractual and 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 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 compliance Section of the Group Ethics &
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
governance of the Ethics & Compliance Program is presented in
greater detail in Section 4.4.2.

The Group adopted a Code of Business Ethics to strengthen and
roll-out within the Group an ethical culture promoting integrity
of behavior. This Code defines, explains and formally documents
the Group's action principles and rules of conduct and behavior
concerning employees, business integrity, commercial relations,
Group and third-party assets, and Corporate Social Responsibility.

The Code of Business Ethics forms the basis for the compliance
Section of the Group Ethics & Compliance Program, mainly covering:
the fight against corruption and money laundering, duty of care,
competition, sanctions and embargoes, and data privacy.
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The Group hasimplemented detailed policies covering anti-corruption,
conflictsof interest, insider trading, human rights and competition
laws.

For more information on the Group's ethical risk management
and compliance policy and notably the anti-corruption program
implemented by the Group, please refer to Section 4.4. of this
Universal Registration Document. Adescription of the procedures
adopted to implement and comply with financial and accounting
rulesis also shown in Section 3.1.2.

f) Human Resources 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 development and retention
of ouremployees and continuously monitoring employee well-being
in a rapidly changing context.

The development of new services based on mastering new
technologies (cloud, digitalization, artificial intelligence, etc.) in a
highly competitive environment can create tension in the talent
market for certain profiles or expertise.

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 retainits 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 resource management and employee commitment.
The Group has therefore rolled out a continuous internal survey
worldwide (Pulse) aimed at measuring commitmentand expectations
among the Group’s employees. This surveyis an appraisal tooland
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 asateam, 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).

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.
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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 (market benchmarks and analyses), the career plans
of our employees, the management of international mobility
and succession plans, in @ 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 Risks related to
personal safety, Section 4.1.1.4 of this document).

For more information on the Group’s human resources policies,
please refer to Section 4.1.1 of this document.

g) Reputation risks
Crisis management Failure

Risk factors

Numerous events of varying nature (performance issues on major
orsensitive 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 reputation and impactits credibility
andimage 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 a crisis 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.

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.
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Finally, the Group has drafted a comprehensive crisis management
plantoreduceits exposure to reputation risk in the event of a major
crisis. The creation of a Security function at Group level forms part
of this approach to strengthening governance for the management
of crises and related risks. A major objective for 2022 is finalizing
the set-up of a Group crisis management team in accordance with
prevailing rules or standards. This approach was adopted under
favorable circumstances, with the implementation and roll-out of
crisis managementin the context of the health crisis demonstrating
the Group's responsiveness and proper organization.

Unethical behavior

Risk Factors

Business ethics extends beyond legal requirements and concerns
issues relating to the Company’s role, values and culture. Itis 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.

The values at the heart of our business culture promote ethics to
meet the increasingly urgent requirements of external company
stakeholdersand employees. Employeesincreasingly favor companies
with a strong ethical culture comprising values consistent with
their own when choosing their career path.

Changes in our offering portfolio, notably towards the use of
artificial intelligence, raise new ethical issues.

Unethical behavior could have asignificantimpact on our reputation
and brand as well as on our financial performance (due to litigation
and costly fines). It could also impair our position as an employer
of choice and the commitment of our employees.

Risk management systems

Capgeminiisa Group founded onvalues since its creationin 1967.
The Group’s success is founded on seven core values, first among
which 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 ethical approach, both within the organization and
in dealings with third parties.

In 2021, for the ninth year running, Capgemini was recognized as
One of the World'’s Most Ethical Companies by 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
Departmentis tasked with promoting the Group's core values and
fostering the ethical culture.

The Group Code of Business Ethics sets out the cultural reflexes
already firmly embedded in Capgemini. It is supplemented by
detailed policies, notably on our commitment to human rights, our
“speaking up culture”, our management of conflicts of interest and
the ethical design of artificial intelligence solutions.

All employees receive training on the Code of Business Ethics
through an e-learning program which was completely revamped
in 2020 and will now be presented annually: ethics@Capgemini.
This e-learning is introduced by a video from our Chief Executive
Officer and then presents our values and ethical principles using
a modern and modular approach. Frequent additional training
sessions, both face-to-face and webinars, are regularly 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.

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 compliance with ethical principles is promoted and
communicated at all organization levels.

As a services company, the Capgemini group is concerned about
the protection and promotion of 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 firm commitment
to major human rights issues.

The Group’s ethical helpline, SpeakUP, enables employees and
externalstakeholders to report unethical behaviorand ask questions.
Any reports are investigated by the Ethics Department and its
local officers (General Counsels-Ethics & Compliance Officers).
Substantiated alerts result in appropriate sanctions.

The management of conflicts of interest in line with our
conflict-of-interest policy was strengthened with the implementation
of aspecific tool, Declare, which was rolled-out across 33 countries
in 2021, covering 94% of the Group’s workforce. It will continue
to be rolled-out across remaining countries in 2022, including for
the former Altran.

Finally, as an ethical leader, we are committed to ensuring
artificialintelligence operates within an ethical framework which
ensures tangible benefits while developing trust in its use: we
have therefore published internally a Code of Ethics for artificial
intelligence to structure the development of Al solutions within
the Capgemini group.

For more information on the Group's ethical risk management
policy, please refer to Section 4.4.2 of this document.
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3.2.2 Corporate & Social Responsibility Materiality Assessment

Materiality assessment

Our success depends on our ability to work constructively with
our stakeholders, to improve outcomes for all. We rely on the
knowledge and insight that stakeholders can bring to support
robust business decisions. This ongoing dialog helps us to provide
the services our clients need, and act as a responsible business.

Since 2018, we have built on the stakeholder engagement process
we have been evolving over the past few years, most notably by
regularly updating our materiality assessment. In line with IIRC
Integrated Reporting Framework, we consider economic, social,
environmentaland governance topics to be “material” if they have,
or may have, an effect on our ability to create or protect value.
This is determined by considering their effect on our strategy,
governance, performance or prospects. A materiality review helps
organizations toidentify and rank the topics that matter and ensure
these are built into decision-making, strategy and governance, as
well as bringing focus and relevance to reporting.

Our materiality assessment focuses on the following key points:

1. Identification of our list of potentially material topics
(developed in 2017), through a process of analyzing industry
and reporting guidelines (including IIRC, GRI and SASB),
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;

2. 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;

3. Conduct of surveys and questionnaires to collect internal
stakeholder perspectives within management and a sample
of employees representative of the Group’s demographics,

Material topics

with a particular focus on assessing the potential impact of
each topic on Capgemini’s ability to create and protect value.

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 eachrisk a level of impact and likelihood. The
impact is calculated according to five main criteria: (1) Business
Impact, (2) Financial Impact, (3) Safety and Security, (4) Ethics and
Compliance, and (5) Reputation. The probability has been weighted
thanks to 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
(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 arolein the
assessment of likelihood.

The new consultation withinternaland external stakeholders carried
outin 2021 (see above) 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 References
People engagement — Deterioration of — Failure to attract, develop and retain and/or loss of 4.3.5
labor relations key talents and key executives
Talent attraction, — Insufficient development 4.3.2
retention and and maintenance of skills
development — Failure to attract, develop 3.2.1
and retain and/or loss of 4.31
key talents and executives/
managers
Diversity & inclusive — Diversity Non-critical risk 4.3.3
environment
Health, safety — Personal security and — Risksrelated to personal safety 3.21
and wellbeing occupational safety risks 4.3.4
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(2021 update) ESG macro-risks Related Group critical risks References
Digital inclusion — Digitalinclusion Non-critical risk 4.3.6
Contribution to local
development
Climate change — Climate change Non-critical risk 4.2.
Environmental (transitional risk)
Management
Helping clients achieve
their sustainability
goals
Sustainable growth
Natural disasters — Country/political risk — Country risks/Political risk and natural disaster 3.21
& natural disasters 4.3.4
Data privacy — Data protection failure — Data protection failure 3.21
443
— Cyberrisks — Cyber risks 3.21
444
Compliance — Non-compliance with — Adverse changesin and/or non-compliance 3.21
. regulations (labor and with laws and regulations 4.43
Responsible .
environmental law)
procurement
Values & Ethics — Unethical business — Unethical behavior 3.2.1
4.4.2

Human rights

3.3 Insurance

The Group risk management and insurance policy encompasses
theidentification, assessment, 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 consists in standardizing its international
programs, seeking cost transparency, using the best local and
globalstandards, and maximizing economies of scale. The priority
objective is to adjust its insurance coverage to the estimated
maximum exposure to each of the Group’s major risks. By way
of example, this represents, in the case of liability insurance, the
estimate of its own risks and reasonably foreseeable third-party
risksinits business sector or, in the case of damage to assets, the
maximum replacementvalue of the buildings and assets to be insured

Account is 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 managers
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 Department andis responsible 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.
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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.

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 a wide variety of
countries, and the Group operates at multiple sites in most of
them.The Group hasslightly over 544 sites with an average surface
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area of 3,944 square meters. Some of the Group's consultants
work off-site at client premises. This geographic dispersion limits
risk, in particular the risk of loss due to business interruption that
might arise from an incident at a site. The Group’s largest site,
whichislocatedinIndia, employs nearly 21,177 people in offices in
anumber 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 outan 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 leading insurance firm.

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 theirhome countries are managed centrally at Group level
viaglobal insurance policies.

Employee benefits insurance programs (death and disability,
healthcare, medical costs, life and pensions, etc.) are tied to the

CAPGEMINI
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different benefits received by employees and are generally managed
by the Human Resources Departmentsin each country. The Group
Risk & Insurance and Human Resources Departments are jointly
responsible for the management and international 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,
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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The statement on non-financial performance (Déclaration de performance extra-financiére) was reviewed and approved by the Board on
February 14, 2022, after a first review by the Audit & Risk Committee on February 11, 2022.

4.1
the benefit of all

41.1 ESG ambition

[GRI 102-14]; [GRI 103-1]; [GRI 103-2]; [GRI 103-3]

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.

As a 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

Sustainability is a key pillar of our strategic ambition and we are
committed to helping our clients achieve their net zero objectives
in addition to reducing our own environmental impacts. 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. Organizations must
re-assess their sustainability approaches to unlock the potential
of smart technologies and move from a net zero strategy to green
product and service experiences.
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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.

In addition, the world is facing social and environmental challenges
that call for swift and strong action by companies and institutions.
In 2021, relying on our Social Response Unit in the context of the
Covid-19 pandemic, we continued to expand our existing social
impact effortsto purposefully apply our technology expertise and
passion where most needed in the fight against Covid-19.

Ourvalue creation modelis 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 talent through a unique
experience, developing tomorrow’s skills

— Priority D: Enhance a diverse, inclusive and hybrid work
environment

— Priority E: Support digital inclusion 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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Architects of Positive Futures, our Corporate Social Responsibility
program, has been one of the essential components of our ESG
strategy by leveraging three fundamental pillars: Diversity &
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agile than ever before.

Inclusion, Digital Inclusion, and Environmental Sustainability.

Our Group has long advocated for digital inclusion and the fight
against climate change, notably by reducing our carbon emissions
and developing service offerings to reduce our clients’ emissions.
This will help make the digital revolution an opportunity foralland
deliver positive solutions for environmental issues.

Ourmulticultural organization, resolutely anchoredin all communities
where we operate, is now more resilient, committed, united and

2021 2025 2030
Topics Objectives Key Performance Indicator Value Target Target
Environment Be carbon neutral for our own Absolute scope 1 and 62,368 -75% -80%
operations no later than 2025 and 2 emissions (in tCO.e) (vs. 2015 (vs. 2015
across our supply chain by 2030, baseline) baseline)
igrdoclgtzzm:etstse\c/jvzﬁ gﬁzz?gnrgzgggt Commuting emissions per NA -35% -50%
employee (in tCO.e) (vs. 2015 (vs. 2015
baseline) baseline)
Scope 3 Emissions from NA -50%
purchased goods & services (vs. 2015
(in tCO,e) baseline)
Business travel emissions 0.187 -38% -50%
per employee (in tCO.e) (vs. 2015 (vs. 2015
baseline) baseline)
Transition to 100% renewable Share of renewable 56.9% 100% 100%
electricity by 2025, and electric electricity (in %)
vehicles by 2030
Help our clients to save 10M tons tCO,e savings delivered for 10 million tons
of CO,e by 2030 our clients (in tCO.e) of CO,e
Social Increase average learning hours per  Average number of learning 45.7
employee by 5% every year to ensure hours per employee trained
regular lifelong learning
40% of women in our teams by 2025  Share of women in the 35.8% 40%
workforce
5M beneficiaries supported by our Total cumulative number 762,282 5,000,000
digitalinclusion programs by 2030 of Digital Inclusion (cumulative)
beneficiaries since 2018
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2021 2025 2030
Topics Objectives Key Performance Indicator Value Target Target
Governance 30% of women in Executive Share of women in Executive 22.4% 30%
leadership positionsin 2025 leadership positions
Maintain best-in-class Corporate MSCI ESG rating on Rating Top quartile of MSCI ESG
Governance Corporate Governance achieved rating compared to
industry peers
Maintain over 80% of the workforce  Percentage of the workforce 85% >80% >80%
with Ethics Score between 7-10 with an Ethics Score
between 7 and 10
By 2030, suppliers covering 80% of Percentage of new vendors 52% 80%
the purchase amount of the previous above 50K euros committed
year, will have committed to our ESG  to the ESG Standards
standards enforced by Supplier
Standards of Conduct
commitments
Be recognized as a front leader on CyberVadis score 929/1000 940-950/1000
data protection and cybersecurity Top 3% performer
RiskRecon score 7.9/10
(Altran)
S Aratin
7.3/10 9
(Capgemini)
B
BitSight score 580/900—  750+/900-  800+/900—
Basic Advanced Advanced
DPO Certification 57% 95%
(worldwide scope)
Percentage of revenues 78% 80%

associated to client
engagements triggering
processing of personal data
subject to an end-to-end
digital maturity assessment
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4.1.1.2 We are committed to help achieve
11 Sustainable Development Goals

[GRI 102-12]

In 2015, the United Nations General Assembly adopted the 2030
Agenda for Sustainable Development, along with a set of 17 United
Nations (UN) Sustainable Development Goals (SDGs). They provide
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Business plays a vital role in mobilizing and sharing knowledge,
expertise, technologies, and financial resources to advance the goals.

Capgemini has committed to help achieve 11 of the 17 SDGs, as
we believe that they best reflect our ability to integrate material

which Capgemini first signed in 2004.

a shared blueprint for peace and prosperity for people and the
planet, now and in the future.

GOODHEALTH
AND WELLBEING

e

We assessed our contribution to 169 different targets to select the 11 SDGs relevant to our business and ESG policy.

QUALITY
EDUCATION

]

GENDER
EQUALITY

DECENT WORK AND 9 INDUSTRY, INNOVATION
ECONOMIC GROWTH

10 uines | W ietomenies | 12 Gheror | 13 iinoi
ANDPRODUCTION

ANDINFRASTRUCTURE

ESG challengesin the way we do business. These goals also reflect
our commitment to the ten principles of the UN Global Compact,

16 PEACE, JUSTICE
ANDSTRONG
INSTITUTIONS

SDG Target Capgemini’s contribution More details
Environment
Target 7.2: "By 2030, increase We are committed to transitioning our own energy supply Section 4.2.3
substantially the share of renewable to 100% renewable electricity by 2025 and through our Section 4.2.4
energy in the global energy mix” membership of the RE100, we are a vocal supporter of the Section 4.2.5
acceleration of renewable electricity markets and support
our clients in their renewable energy transitions.
 hsrwounn Target 9.4: "By 2030, upgrade We are committed to working with clients in the public and Section 4.2.3
infrastructure and retrofit industries to  private sectors to increase their sustainability and resource Section 4.2.4
& make them sustainable, with increased  efficiency, with a target to help our clients save 10 million Section 4.2.5
resource-use efficiency and greater tons CO,e. Upgrading IT infrastructure, advancing cutting
adoption of clean and environmentally ~ edge technology and fostering sustainable innovation are
sound technologies and industrial a few examples of our client services that help advance this
processes, all countries taking action target.
in accordance with their respective
capabilities”
Target 11.6: "By 2030, reduce the As a company that employs more than 300,000 people, Section 4.2.3
adverse per capita environmental many of whom live and work in cities, the decisions we )
; P . ) . Section 4.2.4
impact of cities, including by paying make on mobility and waste management can have a global
special attention to air quality reach. We are committed to reducing the emissions and air ~ Section 4.2.5
and municipal and other waste pollutants associated with business travel and employee
management” commuting. We are also ensuring the sustainable
management of waste.
19 mommoms Target 12.2: “By 2030, achieve the We have an impact on advancing resource efficiency and Section 4.2.5
i sustainable management and efficient supporting the circular economy, primarily through the )
” - . Section 4.2.7
m use of natural resources decisions on what we buy, how we use, re-use and dispose
of resources. At the end of 2021, a waste target has been
adopted and we are currently defining the action plan to
achieve this goal.
At the same time, we support clients in building circularity
and sustainable resource management into their business
models.
13 e Target 13.3: “/mprove education, Our sustainability program is oriented around a goal to
awareness-raising and human and drive strong action on climate change. We are committed Section 4.2.2
@ institutional capacity on climate to improving education, building capacity, and raising )
P S B Section 4.2.3
change mitigation, adaptation, impact awareness of climate change both throughout our
reduction and early warning” workforce and with our clients. Section 4.2.4
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SDG

Target

Capgemini’'s contribution

o

More details

Social

GOODHEALTH
AND WELL-BEING

e

QUALITY
EDUCATION

gl

GENDER
EQUALITY

g
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Target 3.8: “Achieve universal health
coverage, including financial risk
protection, access to quality essential
healthcare services and access to
safe, effective, quality and affordable
essential medicines and vaccines for
all”

Target 4.4: “By 2030, substantially
increase the number of youth and
adults who have relevant skills,
including technical and vocational
skills, for employment, decent jobs and
entrepreneurship”

Target 5.1: “End all forms of
discrimination against all women and
girls everywhere”

Target 5.5: “Ensure women'’s full
and effective participation and equal
opportunities for leadership at all
levels of decision-making in political,
economic and public life”

Target 5.b: “Enhance the use of
technology, in particular information
and communications technology,

to promote the empowerment of
women.”

As a people-oriented company, we are committed to
providing a stimulating, fulfilling and safe professional
environment to all our employees and we pay particular
attention to their physical and mental wellbeing,
something even more important in times of crisis where
feelings of uncertainty and isolation can grow. 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.

Through our Digital Literacy programs, Capgemini is
committed to providing foundational digital skills to the
most excluded, while providing access to digital tools to
the most disadvantaged. Our Digital Academy programs
focus on providing specialized training in IT and ITES
training to disadvantaged populations with the aim of
accelerating their social and economic independence.

We have ensured that all our employees in nearly
50 countries have equal access to the same high quality
and inclusive learning opportunities through heavy

investments into 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.

Capgemini ensures that women employees fully take part
in corporate life and in decision making processes at all
levels, as equals of men. One of our objectives set outin
the ESG policy is 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.

Capgemini is committed to opening Science, technology,
engineering, and mathematics (STEM) careers to more
women. To this end, we have several Digital Literacy
programs that are designed to spread awareness and
inspire girls and young women 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.

Section 4.3.1
Section 4.3.2
Section 4.3.4

Section 4.3.6

Section 4.3.2

Section 4.3.3

Section 4.3.6
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Target Capgemini’'s contribution More details
DECENT WORKAND Target 8.5: “By 2030, achieve fulland ~ We have implemented a set of policies around inclusion, Section 4.3.1
ECONOMIC GROWTH . N .
productive employment and decent Health and Safety and continuously engage with our .
; . . . . Section 4.3.3
' work for all women and men, including ~ employees to measure their level of satisfaction and
" for young people and persons with wellbeing in the workplace. Section 4.3.4

disabilities, and equal pay for work of

” We are committed to facilitate the inclusion and
equal value

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 is offering equal remuneration for
equivalent role, level of expertise, seniority, and

performance.
Target 8.6: “By 2020, substantially We reached close to 325,000 employees at year end and Section 4.3.1
reduce the proportion of youth not in 18% of our headcounts are less than 25 years old.
employment, education or training”

Through our Digital Academy program, Capgemini Section 4.3.6

contributes to the upskilling of disadvantaged
populations on topics such as IT, 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
trained in top notch skills. Therefore, we take substantial
actions every year to integrate these diverse and talented
graduates within our organization, either through
internships or full-time positions.

Target 8.7: “Take immediate and As an ethically responsible company, we comply with the Section 4.3.4
effective measures to eradicate forced Principles of the Universal Human Rights Declaration Section 4.4.2
labour, end modern slavery and human ~ of 1948 and the fundamental conventions of the o
trafficking and secure the prohibition International Labor Organization (ILO) refusing the use of
and elimination of the worst forms of forced and child labor.

child labour, including recruitment and

use of child soldiers, and by 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”

REDUCED Target 10.2: “By 2030, empower and We promote the inclusion of all kinds of talents Section 4.3.3
10 INEQUALITIES . . . . . . .
promote the social, economic and irrespective of age, gender, sexual orientation, social
< —) political inclusion of all, irrespective background, ethnic origin, disability status, religion, or
of age, sex, disability, race, ethnicity, political beliefs.
origin, religion or economic or other
status”

We actively onboard and promote diverse profiles, with
more than 40% of women among our new recruits and
close to 3,000 people with disability. Our programs for
under-represented minorities in North America and LGBT+
networks are represented in 26 countries.

We encourage all Capgemini employees to contribute
to our Diversity & Inclusion (D&I) strategy and culture
of inclusion through Employees Networks or Resource
Groups.

Through our Digital Academy and Digital Literacy programs, Section 4.3.6
the Group contributes to the economic and social inclusion

of disadvantaged populations. It includes NEET (Not in

Education, Employment, or Training) youth, refugees,

marginalized groups, women, elderly, ex-offenders,

disabled, refugees, homeless, etc.
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SDG Target Capgemini’'s contribution More details
Governance
16 P Target 16.5: “Substantially reduce Our zero tolerance for corruption stems from this cardinal Section 4.4.3
ﬁ‘"s'}ﬁlu"r?gﬁs corruption and bribery in all their value, underpinning our anti-corruption program. It is part
z forms” of Capgemini’'s commitment to society reflected in the 10th
= principle of the UN Global Compact, which Capgemini first
signed in 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.
Target 16.b: “Promote and enforce Since 2015, Capgemini implemented the Supplier Section 4.4.3

non-discriminatory laws and policies
for sustainable development”

Standards of Conduct, which formalize the standards that
will be applied and enforced in its business relationships

with its partners and suppliers. 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.

41.2 ESG governance and organization: Empowering local initiatives

through an aligned leadership

[GRI 102-18]

We have set up a clear ESG governance and organization to structure
and implement both our Group and local ESG programs.

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 will be 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 meeting is devoted to monitoring
the Group CSR strategy and progress made towards our targets,
based on a reportissued by the Strategy & CSR Committee. The
Board also ensures that the compensation of the CEO and Top
Management includes objectives and performance conditions in
line with our CSR strategy.

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. 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.
Eachyear, one Board meetingis devoted to governance, based on
areport from the Ethics and Governance Committee.

The Compensation Committee ensures that the Chief Executive
Officer implements a policy of non-discrimination and diversity,
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notably with regard to the balanced representation of men and
womeninthe Group governing bodies (Executive Committee and
Executive Leadership positions in particular).

Finally, the Audit and Risk Committee ensures that the most major
risks faced by the Group, such as financial, legal, operational, social,
and environmentalrisks, 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 and monitoring of the
efficiency of risk management andinternal control systems. Each
year, one Board meeting is devoted to risk monitoring, based on
areport from the Audit and Risk Committee.

The role and work of the Board of Directors and of its Committees
in 2021 are presented in more detail in Sections 2.1 and 2.2 of the
Universal Registration Document.

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 our 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
organisation draws on the full range of the Group 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, 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.
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Focus on CSR governance and organization

The Chief CSR Officer is responsible for executing the Corporate
Social Responsibility (CSR) strategy for the Group and isa member
of the Group Executive Committee. The Chief CSR Officer reports to
aGroup Executive Board member. The CSR strategy, key initiatives
and periodic updates are presented to and ratified by the Group
Executive Board and mobilized through the Group Executive
Committee and the Country Boards. Our CSR strategy comes to
life through a network of CSR leaders and teams at country-level
in main geographies and at Business Lines level, who in turn
orchestrate this effort through Employee Resource Groups, Affinity
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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.

In addition, we have established this year a new governance model
to support the development of our net zero strategy, involving
various Group functions, whichis described furtherin Section 4.2.1.

4.1.3 ESG materiality matrix and ESG risk management

[GRI 102-15]; [GRI 102-47]
[SASB TC-SI-550a.2]

4.1.3.1

The Group regularly performs materiality assessments, pursuant
to which Group considers economic, social, environmental and
governance topics to be “material” if they have, or may have, an
effect on the Group's ability to create or protect value. This is
determined by considering their effect on the Group strategy,
governance, performance, or prospects.

Focusing on ESG material topics

Of the 23 material topics, 17 are directly related to ESG.

In 2021, the Group updated its materiality matrix following
consultation with both our internal and external stakeholders,
including clients, investors, suppliers as well as representatives
of civil society and a cross-section of employees, as set out in
Section 3.2.2. The positioning of topics on the materiality matrix
clearly demonstrates astrong level of alignment between the views
of internal and external stakeholders, gathered independently
through consultation with a stronger emphasis on climate change
and people engagement as compared to the previous version of
the materiality matrix from 2019.

ZOOM ON MATERIAL IMPACTS
‘c @ Resilience & agilit @ Client satisfaction
c gility
£ ® values & ethics* ° & collaboration
S N
a 3 ® Compliance* Innovation
::J g o People engagement*
"; @ pata privacy*
2 @ Cybersecurity*
g
= @ Responsible ©® @ Helping clients achieve @ Industry & business
o procurement* sustainability objectives* expertise
= ® O piversity & inclusive @ Talent attraction,
F environment* retention & development*
E = @ Health, safety & wellbeing* | @ Profitable & sustainable
— *
§ ® Human rights* growth
2 @ Climate change*
g
2
- © Contribution to local @ Return to shareholders
g E development* ® political risk
. -

3 a8 © Digital inclusion @ Natural disasters*
s g © Environmental
L] management*
3
e
2
E g Low MODERATE HIGH MAJOR

-

Internal stakeholders view on the impact on Capgemini’s ability to create and protect value

Clients @ Partnering with leading clients Data @ Ensuring data protection and cybersecurity
People ® Committed to people Ethics ® Uncompromising on ethics and compliance
Growth @ Achieving profitable and sustainable growth World @ Being a responsible business

*Material impacts related to ESG
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4.1.3.2 Managing ESG risks

The Group proceeds regularly with an assessment of ESG risks
across the Group's entire value chain, covering its own activities,
its subsidiaries, customers, suppliers, and subcontractors. In
2021, the Group reviewed its risk mapping exercise undertaken
in 2020 (covering both ESG risks and risks specific to its duty of
care obligations) through consultation of internal and external
stakeholders. For more details, please refer to Section 3.2.2.

This updated risk mapping exercise identified twelve ESG macro
risks. For each material topic and ESG risk, we set out the policies

Material topics

2

implemented to mitigate them, and we detail the results of these
policies through specific key performance indicators.

The Group functions that played a key role in identifying and
controlling major risksinclude the 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.

(2021 update) ESG macro risks Group critical risks Key Performance Indicators References
People — Deterioration — Difficulty in 4.3.5
engagement of labor attracting,
relations developing,
retaining and/
Talent Insufficient or losing key — Average number of learning hours per employee 432
attraction, development talent and key trained
retention & and Executives — Total number of training hours (millions of hours)
development maintenance — Number of people hired by the Group
of skills* (external hiring)
— Number of new hires (acquisitions)
— Failure to — Employee voluntary attrition rate (%) 4.3.1
attract, — Total attrition rate (%)
develop and
retain and/
or loss of key
talents and
Executives/
Managers*
Diversity — Diversity — Non-significant  — Breakdown of the headcount by gender 4.3.3
& Inclusive risk — Share of women in Executive leadership positions
Environment — Share of women in the Executive Committee
— Share of women among new Vice-Presidents
(internal promotions and external hiring)
— Share of women in the workforce
— Employees with disabilities
— [NEW] Share of women in management positions
in revenue generating functions
— [NEW] Women in revenue producing roles
— [NEW] Women in STEM related positions
— [NEW] Share of women in entry level positions
— [NEW] Share of women in junior management
positions
Health, safety — Personal — Risksrelatedto ~ — Percentage of travellers who complied with the 4.3.4

security and personal safety
occupational

safety risks*

& well-being
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Snapshot process

— Percentage of travellers who have followed the

training (low risk countries)

— Assistance activity for travellers and/or expats

(health, security, travel): total number of
interventions for employees

— [NEW] Number of serious events to monitor

(terrorist attacks, flooding, tornadoes, civil
unrest...) affecting employees
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(2021 update) ESG macro risks Group critical risks Key Performance Indicators References
Digitalinclusion — Digital — Non-significant  — Total cumulative number of Digital Inclusion 4.3.6
Inclusion risk beneficiaries since 2018

Contribution to
local development

Climate change — Climate change  — Non-significant
. (transitional risk
Environmental .
risk)
management
Helping clients
achieve their
sustainability
goals
Sustainable
growth
Natural — Country/ — Country risks/
disasters political risk Political
& natural violence or
disasters* risk of natural
disaster
CAPGEMINI

— Total number of Digital Inclusion beneficiaries per
year

— Number of Digital Academy graduates

— Number of Digital Academy graduates hired by
Capgemini

— Number of beneficiaries supported in Digital
Literacy programs

— Emissions per employee (tons CO,e per employee) 4.2

— % change in emissions per employee vs 2015
baseline

— % change in emissions per employee vs 2020
baseline

— Absolute scope 1 and 2 emissions (tCO,e)

— % changein scope 1 and 2 emissions vs 2015
baseline

— Share of operations covered by ISO14001 (share
by headcount)

— Energy efficiency (kWh/m?)

— Scope 3 emissions from purchased goods and
services (tCO,e)

— Commuting emissions per employee (tCO,e)

— Share of electricity from renewable sources

— Business travel emissions per employee
(tons CO,e per employee)

4.3.4
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Material topics

(2021 update) ESG macro risks Group critical risks Key Performance Indicators References
Data Privacy — Data — Risksrelatedto ~ — Percentage of employees attending the data 4433
Cvbersecurit Protection personal data protection training

y y fFailure* protection — Number of requests of data subjects exercising

one of the rights granted under 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 information

— 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

— Percentage of revenues associated to client
engagements triggering processing of personal
data subject to an end-to-end digital maturity
assessment

— Percentage 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

— Cyber risks* — Cyberrisks — [NEW] Baseline policy compliance (out of 10) 4.4.4
— [NEW]ISO 27001 certification coverage
— [NEW] CyberVadis score (out of 1 000)
— [NEW] RiskRecon score (out of 10)
— [NEW] BitSight score (out of 900)
Compliance — Non- — Adverse — Share of employees having completed the 443
Responsible cqmpliance changes and/or e-legrning m_odule on Code of Busi.ness Ethics,
procurement with labor or non- Anti-corruption policy, cybersecurity [NEW] and
environmental compliance Competition laws policy
laws with laws and — [NEW] Number of fines paid with regard to
regulations non-compliance with competition laws provisions

— Number of legal actions initiated under national
orinternational laws designed primarily for the
purpose of regulating anti-competitive behaviour,
anti-trust, or monopoly practices

— [NEW] MSCI ESG rating on Corporate Governance

— Percentage of new suppliers above 50K euros
spend committed to the ESG Standards enforced
by Supplier Standards of Conduct commitments
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(2021 update) ESG macro risks Group critical risks Key Performance Indicators References
Values and — Unethical — Unethical — [NEW] Percentage of the workforce with Ethics 4.4.2
ethics business behaviour Score between 7-10

Human rights

— Alerts reported on SpeakUP

— [NEW] Share of total alerts that are no longer
subject to action

— Share of total anonymous alerts reported on
SpeakUP

— Share of the closed alerts and those established/
proven

— [NEW] Total number of alerts of discrimination
during the reporting period

— [NEW] Share of discrimination alerts that are no
longer subject to action

— [NEW] Share of the closed discrimination alerts
and those established or/proven

— [NEW] Total number of alerts of harassment
(including sexual harassment and retaliation)
during the reporting period

— [NEW] Share of harassment alerts that are no
longer subject to action

*  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 4.4.3.5.

CAPGEMINI
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41.4 Stakeholders’ approach and engagement

[GRI 102-40]; [GRI 102-42]; [GRI 102-43]; [GRI 102-44]

4.1.4.1 Leveraging the dynamics of our stakeholders

through a constant dialogue

Capgemini’s success is built upon its ability to establish trusting
relationships with each of its stakeholders.

Asacommitted playerin the regions where we operate, the Group
strives to communicate regularly with all parties to ensure that
digitaland technological transformation are a source of long-term

PEOPLE

Employees,
local and international
works councils

Talent pool, families,
alumni

CLIENTS

growth. This dialog enables us to offer solutions that are best
adaptedto the needs of each stakeholder whether we have regular
or occasional interactions.

We establish this communication with our stakeholders on three
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
playersin each of these five categories:

FINANCIAL
COMMUNITY

Shareholders o0

Banks, financial analysts,
ratings agency,

ESG indexes o0

Existing clients

our clients’
ecosystems

PARTENAIRES
COMMERCIAUX

Alliances, fournisseurs,
autres partenaires

Leaders de marché, startup,
organisations professionnelles
ou sectorielles, organismes
de normalisation

Potential clients,

CIVIL SOCIETY AND
PUBLIC AUTHORITIES

Local communities, academics,
thought leaders, think tanks,
local authorities, regulators,

legislators, EU o0

Citizens, NGOs, media,
international organizations

(OECD, etc.) o0

® @ Long-term relationships / strong reciprocal influence

® @ Occasionalinteractions
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For example: 4.1.4.2 Other public commitments

— The Group regularly interviews key external and internal

stakeholders, including clients, suppliers, investors, partners,
and members of civil society, as well as a representative
cross-section of employees, to gather their vision of the
emerging risks and opportunities impacting our business
(please refer to Section 3.2.2 for more details on the Group's
general approach and on the consultation carried out during
the first semester of 2021.

— The Group's purpose (“Unleashing human energy through

technology for an inclusive and sustainable Ffuture”),
released in 2020, was developed in collaboration with all its
stakeholders, especially its employees. A questionnaire was
sent to employees to gather their opinions and suggestions
and workshops were organized. At the same time, the
Group interviewed clients, partners, and NGOs in the form
of one-on-one interviews, and gathered the opinions of
investors through an online survey.

— The Group has set up an Advisory Board, chaired by Paul

Hermelin and made up of technology experts (four women
and four men) selected on their ability to deliver a strategic
vision 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 120,000 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, thus improving the Group's appeal (please refer
to Section 4.3.1 for more details).

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 behaviours that are (1) not
aligned with our values and ethical aspirations, (2) not in
compliance with applicable laws, regulations, and internal
compliance requirements, or (3) that may significantly affect
vital interests of Capgemini and its affiliates (please refer to
Section 4.4.2 for more details).

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 revenue and financial
results presentations, the Group held two virtual events
in 2021 dedicated to financial analysts and institutional
investors: a Capital Markets Day to discuss its strategic
direction after announcing new medium-term ambitions and
an ESG webinar to present and discuss the Group’s new ESG
policy, priorities and objectives.

Finally, 2021 wasaspecialyearwhenitcametocommunication
with shareholders in the context of the Covid-19 pandemic.
Exceptionally, the Annual General Meeting was held behind
closed doors. The Board of Directors, however, ensured that
the Annual General Meeting remained animportant moment
of dialog between the Company and its shareholders by
offering a mechanism within the Annual General Meeting
live webcast platform that allowed exchanges between
the Board and the shareholders (see Section 6.5 for more
information on dialog with shareholders).

CAPGEMINI

[GRI 102-12]; [GRI 102-13]

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.

Environment

We have been signatories of the UN Global Compact’s
“Caring for Climate” initiative since its inception in 2007.

We became a signatory 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 2021 S&P Global Sustainability
Yearbook, an important recognition of our leadership in
sustainability, with companies listed being in the top 15% of
their respective industries.

We signed a joint 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 Targets initiative (SBTi) validated our carbon
reduction targets as being in line with the level of reduction
needed to limit global warming to 1.5°C.

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-degree targets.

We joined the World Economic Forum’s Alliance of CEO
Climate Leaders, a global community of Chief Executive
Officers who catalyse action across all sectors and engage
policymakers to help deliver the transition to a net zero
economy.

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 charging infrastructure
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.
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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
Rightsat Work (“ILO Declaration”) withits 8 core conventions.

— We joined the Business 4 Inclusive Growth (B4IG) 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 are a member of the International Labor Organization’s
“Global Business and Disability Network”.

— We have been signatories of the Women's Empowerment
Principles since 2011.

Governance

— We refer to the AFEP-MEDEF Corporate Governance Code
forissuers listed on the Paris Stock Exchange since its initial
publication in 2008.

— We follow the principles and concepts of the Framework
published by the Value Reporting Foundation (VRF) and are
part of the Business Network.

— We have been signatories of the Paris Call for Trust and
Security in Cyberspace since its inception in November 2018.

Sustainability-related recognition

— Capgemini achieved a Platinum rating in our Ecovadis CSR
assessment, the highest possible rating with a score which
puts usin the top 1% of organizations assessed.

— Capgemini retained our “Prime” status in the 1SS ESG
Corporate Performance index, increasing our score to
achieve a place amongst the top 2% of highest scoring
companiesin our sector.

— Capgemini is awarded as a Top-Rated ESG Performer by
Sustainalyticsin 2021 out of more than 4,000 comprehensive
companies covered by the Index.

2

— Capgemini was re-confirmed as a constituent of the Ethibel
Sustainability Index (ESI) Excellence Europe and the Ethibel
Sustainability Index (ESI) Excellence Global.

— Capgeminicontinuedourinclusioninthe STOXXESG Leaders
index, which offers a representation of the leading global
companiesin terms of environmental, social and governance
criteria, based on indicators provided by Sustainalytics.

— Capgemini retained our "AA” rating on the MSCI Index as a
leader in its industry in managing the most significant ESG
risks and opportunities.

— Capgemini remained a constituent of the FTSE4Good Index.

— Capgemini got the 3 rank out of 83 companies that
participated in the Vigeo Eiris Index and was awarded the
Euronext Vigeo index: Europe 120, recognizing the 120 most
advanced companies in Europe.

— Capgeminihasbeenincludedinthe S&P GlobalSustainability
Yearbook 2021, which is an important recognition of our
leadership on sustainability, with companies featured being
the top 15% of their industry.

Environment-related recognition

— Capgemini has achieved a position on the'A List' published
by the global environmental non-profit Carbon Disclosure
Project (CDP) for its leadership in corporate sustainability,
and in particular for its actions to cut emissions, mitigate
climate risks and develop low-carbon economy.

— Capgemini has earned once again a place on CDP’s 2021
Supplier Engagement Leaderboard in recognition of our
efforts to measure and reduce climate risk within our supply
chain. This puts Capgemini in the top 8% of companies who
disclosed to the full climate change questionnaire.

Diversity & Inclusion-related recognition

— The Companylistedinthe 2022 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.

Ethics-related recognition

— The Company has been recognized as one of the World’s
Most Ethical Companies® by the Ethisphere® Institute for
nine consecutive yearsin a row.

4.2 Environment: Accelerating the transition to Net zero

[GRI 103-1]; [GRI 103-2]; [GRI 103-3]
[TC-SI-130a.3]

The scale of the climate challenge and the urgent need to accelerate
global decarbonization has once more been underlined by the
Intergovernmental Panel on Climate Change (IPCC) in its sixth
assessment report. In addition, the central theme of the United
Nations’ COP26 summitin Glasgow was accelerating action towards
meeting the goals of the Paris Agreement. This would require
a decarbonization rate of 7.6% per annum until 2030. However,
current policiesand pledges are not yet aligned to a 1.5°C pathway
and time is running out.
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Whilst the global carbon emissionsin 2020 dropped some 6% due
to the COVID lockdowns, 2021 emissions bounced back almost to
pre-pandemic levels. Yet we need decarbonization to be at least at
the level of 2020 to keep sight of the 1.5°C target. A challenge of
thisscale should matter to all businesses, calling for the disruption
of business models, systemic change, and collaborative action
across industries.

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. Our efforts
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and performance have been rewarded with a position on CDP’sA  Havingachieved ourinitial target to reduce carbon emissions by 30%
list of cities and companies leading environmental performance,  peremployee, we increased our ambition and are now committed
and the award of Platinum status from sustainability ratings  to achieving carbon neutrality across our operations by 2025
provider EcoVadis. and becoming a Net zero business well before 2050.

4.21 Specific governance dedicated to climate change challenges

4.21.1 Net zero governance

With our net zero ambition, a reinforced governance structure
has been implemented to support the development of our Net
zero 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 with
other members of the Group Executive Committee and is
chaired by our sponsor, a Group Executive Board member
and the Global Head of Capgemini Invent. Core membership
includes the Chief Financial Officer, the Chief CSR Officer, the
Group Head of Environmental Sustainability, and the CEO of
Capgemini India (accounting for almost half of the Group
headcount and ca. 46% of our total carbon emissions). The
Net zero Board has planned periodic meetings.

— The Board is supported by a Cross-Function Sustainability
Committee which  brings together sustainability,
procurement, corporate real estate, and group IT, with key
organizational functions such as Corporate Real Estate,
Group IT and Procurement, and a Net zero Steering
Committee composed of key members of the sustainability
team.

— A Net zero Management Committee looking after the
governance of the Environmental Management System
(EMS). On a day-to-day basis, the Group’s long established
Environmental Sustainability team is driving change at
all levels of the business, working in partnership with key
organizational functions such as Corporate Real Estate
and Procurement. In addition, there is a dedicated team of
global and local experts looking after the Environmental
Management System (EMS), making sure that the strategy
is both translated into action plans and closely monitored.
Read more about our EMS in the following Section.

— In addition, our CEO, the Group Executive Committee, the
Group Executive Board, 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.

4.2.1.2 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:

— Our global Environmental Management System (EMS)
provides a framework for managing the environmental
performance of our business. Having an Environmental
Management System is not only a way of monitoring
legal compliance, but it also provides a framework for
transforming our environmental performance as a business,

CAPGEMINI

and ensures we have the right measures and governance
to manage our operations efficiently. Capgemini has a
global ISO 14001 certificate for its 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 and 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 global
ISO 14001 EMS now supports operations in 31 countries,
covering 273,897 employees. In 2021, we added three new
countries to the Group (Portugal, Ukraine, and Colombia).
In addition, our Altran business has ISO 14001 certification
at several strategic sites, covering 65% of the Altran
headcount. This means that overall, 93% of the Capgemini
group is certified under ISO 14001. In 2022, we will bring the
remaining Altran countries and sites fully into the scope of
our global certificate. In addition, the business holds a global
ISO 50001 EMS covering France, Netherlands, and the UK,
with India holding a local certificate. Also, the business 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. Further expansion of
ISO 50001 and ISO 45001 is planned in 2022.

Our Environmental Policy sets out the minimum measures
required by all Capgemini entities in support of our Global
Environmental Sustainability program. Itis available here: https://
www.capgemini.com/resources/group-environmental-policy.

Our Carbon Accounting System provides a comprehensive
data set concerning our carbon impacts, with around
10 million data points covering 99% of our operations,
collected and analysed each year. 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 2021, we integrated environmental data from Altran into
Capgemini’s carbon accounting processes with operations in
Ukraine added to our reporting for the first time.

We continue to capture and report data monthly for our
biggest countries, representing over 65% of Capgemini and
Altran emissions, 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. The
Carbon Travel Dashboard is a web-based 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
account Executives to make informed decisions to help reduce
theirteams’ carbon footprintand to engage directly with their
clients on their environmental travel impacts.
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4.2.2

[GRI 201-2]

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. Although the diverse
and agile nature of our business, serving a wide range of sectors
with a varied portfolio of services, gives us some protection, we
recognize thatthe level of climate-related risks is likely to escalate
in the coming years and therefore the management of climate
risks is essential.

Consequently, we take steps to understand and build resilience
to climate risks. Throughout 2020 and 2021, we re-launched our
Climate Change Risk Assessment (CCRA) process with stronger
alignment to the recommendations from the TCFD. Specifically,
we revised our CCRA process with a stronger focus on transition
risks and climate-related scenario analysis, and with increased
integration into our corporate risk management processes.

Workshops have been hosted with cross functional teams both at
a Group and local level to assess the risks applicable to Capgemini.
Publications from the IPCC and the International Energy Agency, as
well as government reports and credible scientific journals, have
been used to conduct a preliminary assessment of the physical
climate hazards, the climate transition plans, and the policy and
publicsentiment with regards to climate change. We then analysed
the climate risks and opportunities facing key sectors or key
clients that we serve, to understand potential knock-on impacts
for Capgemini. We focus on compiling findings and potential risks
that are aligned with the following IPCC scenarios:

— SSP1: Ascenario where strong, rapid transformation to a low
carbon society takes place, driven by governments globally

Risk Mitigating actions

2

Impacts of climate-related risks and opportunities for our business

and with a strong push from consumers and society to tackle
theissue. In this scenario, extreme weather is more common,
but the worst impacts of climate change will be avoided.
Global temperature increases are held at 1.5°- 2°C above
pre-industrial levels by 2100.

— SSP2:The world follows a path in which social, economic, and
technological trends do not shift markedly from historical
patterns. Global and national institutions work towards but
make slow progress in achieving Sustainable Development
Goals. Global temperature increases will be around
2.7° above pre-industrial levels by 2100.

— SSP3: A scenario where action to mitigate climate change is
not taken unilaterally, and the more extreme physical effects
of climate change come into effect, contributing to increased
conflict and mass migration. Investmentin climate mitigation
is slow and therefore countries mustinvestin adapting to the
consequences of climate change.

The scenarios are deliberately distinct and help us to test out a
range of possible futures and analyze what their impact could be
for our business and our strategy — as a starting point, we focus
ondescribing the potential risks in a “maximum impact” scenario;
for example, when looking at carbon pricing, we would consider
the likely carbon price in a SSP1 scenario where policies are likely
to bestronger, whereas when analysing the increased prevalence
of extreme weather, we would use a SSP3 scenario to take into
account more extreme physical impactsin the long term.

The risksidentified during the Capgemini CCRA have been prioritized
in terms of likelihood and impact. Those that scored the highest
are listed below.

Residual
financial impact
short term (0-2y)

Long term
expectation (5-15y)

Physical risks —

Delivery structure: The distribution of service delivery

Low The risk is likely to

1) Employees being
impacted by the
consequences of extreme
weather events resulting
in'down time' and reduced
productivity

2) Our offices and
delivery centers being
affected causing business
disruptions

146

amongst many production sites globally reduces the risk
of business interruption in the case of extreme weather
events, by ensuring backup solutions are available.

— IT provisions: Production systems and services provided
are duplicated and covered by periodically tested backup
plans.

— Telecommunications networks used are duplicated in
cases where “Rightshored” production resources are
deployed. Should the preferred communications network
breakdown, service continuity is ensured by using
alternative routes.

— In addition, Group IT provides equipment, software and
connectivity ensuring employees can work remotely which
secures service continuity in the case of extreme weather
events that disrupt transport links.

— Audit: Capgemini has implemented an audit program of
internal and external risks at its operating sites, covering
environmental, Health and Safety issues for people and
buildings.

increase over time,
especially in a SSP2
and SSP3 scenario.
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Residual
financialimpact  Longterm

short term (0-2y) expectation (5-15y)

Transitional Risks

3) Speed and abruptness
of regulatory change
could result in difficulty
adapting to new regulation
or failure to comply
Misalignment with
external sustainability
guidelines and standards
(e.g.industry-specific
guidance) could result

in failure to win client
contracts.

4) Failure to capitalize

on our technology
expertise or accelerate
our technology offerings
could resultin loss of
opportunities or market
share. Capgemini being
too slow to develop new
sustainability offerings or
failing to capitalize on our
current market leading
position on sustainability
could resultin loss of
potential opportunities
and market share.

5) Carbon pricing:
increased carbon prices
and the implementation of
a carbon tax willincrease
the cost of e.g. air travel
and non-renewable
energy.

Through our ISO 14001 certified Environmental Low
Management System (read more in Section 4.2.1.2),

we continuously keep track of local and international

regulatory developments and define action plans to

comply with these.

We invest in getting relevant certification and validation
by external bodies to make sure we meet increasing
customer expectations.

Additionally, we have a growing number of dedicated
resources to work on ESG compliance, NFI disclosure and
on the completion of annual assessments like EcoVadis
and CDP.

We make use of external experts e.g. consulting firms and
auditors to guide usin aligning standards and upcoming
regulation.

Capgemini recognises that our biggest opportunity Low
to reduce global carbon emissions comes through the
transformation services we provide to our clients.

Throughout 2021, we have been developing specific
sustainability-centric proposals and services designed to

support our clients accelerate their sustainability journeys

and Net zero transformations.

Our Net zero strategy is aimed at drastically reducing Low
our carbon emissions across all scopes. As we want to

align SBTI's Net zero standard, our carbon emissions

will ultimately reduce by 90+ % which will make us less

vulnerable to the increase of carbon price and/or tax.

Although we
expect to see
more stringent
regulations,
especiallyina
SSP1 scenario,
we are the
opinion that we
are well prepared
to comply with
thesein a timely
and appropriate
mannerin view
of our dedicated
resources

and systems.
Therefore, despite
the fact that the
risk and is impact
may increase,

the residual risk
remains relatively
low.

Ina SSP1 scenario,
the customer
demand will
increase and get
more challenging
and the market
will be highly
competitive on
sustainability.

We are already
anticipating the
shifting customer
demand and
expect the residual
risk to be relatively
low.

Although we
expect carbon
prices toincrease
over time,
especiallyina
SSP1 scenario, our
anticipated level
of decarbonisation
will keep this risk
low.

Physical and transitional risks have beenincluded in the Group Risk
Register and are periodically assessed via Group risk mapping in
terms of impact and likelihood, which is validated by the Group Risk
Committee. For now, the transitional risks have not been classified
as critical, while physical risks are seen as critical in India notably
(For more detail, please refer to Section 3.2.2).

CAPGEMINI

At a more granular level, risks identified through the CCRA are
beingenteredinto our EMS at both Group and local level. The risks
become part of the Impact and Aspect Register, and action plans
are being defined to manage the risks, to monitor performance,
and drive improvement.
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We also see climate related opportunities:

Key opportunities Actions taken

Potential
financial
business impact
short term (0-2y)

Expectations long
term (5-15y)

Increased demand for
sustainable products
and services, leading to
increased revenues

meet demand

Our carbon reduction
program offers the
opportunity to reduce our
travel and energy costs

Developed sustainability centric products and services to

We closely monitor and manage the progress towards our
targets. A dedicated team at Group level coordinates the next
steps required to stay on target for achieving our goals.

In the longer term,
we expect to see

a big positive
impactin a SSP1
scenario but less so
ina SSP2 or SSP3
scenario.

Significant

In the longer
term, the
remaining saving
opportunities will
reduce as we get
closer to reaching
out targets.

Significant

4.2.3 Our Net zero strategy and program

To reach our new ten-year Net zero ambition, Capgemini will

continue to accelerate our carbon reduction program across the

biggest operational impact areas. Our Net zero program has two

main priorities:

— Priority A: Act on climate change by being carbon neutral by
2025 and becoming a Net zero business;

— Priority B: Lead to the low-carbon economic transition
by helping our clients achieve their environmental
commitments;

4.2.3.1 Be carbon neutral by 2025 and becoming a

Net zero business (ESG priority A)

Our biggest operational environmental impacts result from our
business-related travel, the energy use in our facilities, the office
commuting of employees, and from the goods and services we
buy. We are committed to driving efficiency and innovation across
these impact areas.

Our Netzero ambition has been translated into an action plan and
comes with the following carbon reduction targets* which have
been set against a 2015 baseline:

Metric Interim target 2030 target
Absolute scope 1 and 2 emissions -75% by 2025 -80% @
Share of renewable electricity* 100% by 2025 100% @
Business travel emissions per head -38% by 2025 -50% @
Commuting emissions per head -35% by 2025 -50% ©
Scope 3 emissions from purchased goods and services -50% ©
Office energy efficiency -25% by 2022 -35% ©
(in kwh/m?2)
Share of electric vehicles in company car fleet* 100% @

* Our RE100 and EV100 commitments constitute the objective 2 in our ESG policy.

Targets marked with have been validated by the SBTiin 2020 as being in line with the 1.5-degree climate science.
Note: Our targets are currently being reviewed to align with the SBTi Net zero standard as released in October 2021. We are currently defining our long-term targets and have
already scheduled the validation of the refined targets by the SBTiin 2022. With the revision of the targets, we will move the baseline year to 2019.

148

2021 UNIVERSAL REGISTRATION DOCUMENT



OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Environment: Accelerating the transition to Net zero

Our 10-point plan

Lead globally
sustainability | @

Collaborate with |
clients and partners

Empower our people to
help create the sustainable
future we want

Neutralise the impacts of
residual emissions with
carbon removal offsets

Reduce the carbon impact | %
of our supply chain

Read more about the actions we have takenin 2021 in Section 4.2.4.

4.2.3.2 Helping our clients reduce their carbon
emissions (ESG priority B)

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 tons of CO,e by 2030.

This ambition relies on three main priorities:

1. A comprehensive sustainability offering portfolio

We have set 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, refining 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
the evolution of any organization's greenhouse gas (GHG)
emissions through sustainability data hubs and leveraging
innovative technologies (e.g. Al).

CAPGEMINI

@ Transition to 100%
renewable electricity

Increase the sustainability
performance of our
offices and data centres

Reduce travel emissions
through our low carbon
digital delivery model

Transition to an
electric vehicle
fleet

9 | Reduce the impacts of
9« | employee commuting

2. Our client carbon impact calculator

We have developed aninternal tool to measure the COZ2e. savings
delivered with our client projects and ensure we meet our 2030
target. The carbon impact calculator enables client engagement
teams to accurately calculate and report the environmentalimpact
of their projects. The calculations performed by the tool are based
on the emissions factors and data developed by the Department
for Environment, Food and Rural Affairs (DEFRA) in the United
Kingdom and the International Energy Agency (IEA) — which are
both recognized by the Agence de 'Environnement et de la Maitrise
de 'Energie (ADEME), the French ecological transition agency.

Forany delivered project, the current version of our client carbon
impact calculator measures:

— the savings we help the client achieve, based on four
parameters:

- reduction in the amount of fuel spent (diesel, petrol,
compressed natural gas or electric),

- reduction in electricity consumption (depending on the
country (-ies) where the projectis delivered),

— reductionin data center usage (according to the country,
the number of physical serversin estate, virtual machines
in physical or private cloud, and virtual machines in public
cloud before and after migration),

- reduction in water consumption (depending on the
country (-ies) where the projectis delivered);

— the impact associated with the delivery of the project: in
terms of business travel, home working, commuting, office
energy consumption, and the related digital or data center
footprint.
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3. Educating, engaging, and empowering 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. Our approach
to mobilize our people includes 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

4.2.4 Main achievements in 2021

4.2.41 Achievements against priority A - reaching

carbon neutrality by 2025

The Net zero strategy has been translated into action plans that
are being executed across our entire organization. Despite the
COVID lockdowns, numerous actions have been taken in 2021 to
reduce our own carbon footprint and to help clients reduce theirs.

Transition to 100% renewable electricity

The transition to renewable electricity is one of our focus areas
and to underline this commitment to achieve 100% renewable
electricity by 2025, we became a member of the global corporate
renewable energy initiative RE100.

In 2021, we saw the continued evolution of our renewable energy
portfolio, with 56.9% coming from renewable sources. We expect
this number to increase to 65% in 2022 and 75% in 2023 on the
basis of governmental regulationsin procuring and the transition
through offsite renewable energy purchase.

CurrentlyinIndia, 36.5% of electricityin 2021 comes from renewable
sources with around 7,483MWh generated on site in 2021, most
of which was directly consumed in our offices, with 620MWh in
capacity exported to the grid thisyear as we generated more than
we could use. A further 9,406 MWh was purchased from off-site
solarand wind farms through a Power Purchase Agreement (PPA).
Work has commenced to double the onsite renewable energy
generating capacity at our campuses and we have installed another
8,400 solar panels in 2021, bringing online an additional 3.1 MW
of generation capacity.

Furthermore, in 2021, Capgeminisitesin Denmark, United Kingdom,
Poland, and Australia switched to 100% renewable electricity
contracts.

Increase the sustainability performance of our
offices and data centers

We are committed to creating sustainable and energy-efficient
workplaces. This starts with strong environmental design and
several flagship buildings across India, France, Germany, Poland,
Spain, and Sweden are certified under LEED, IGBC, BREEAM or
equivalent green building accreditations. In India, we received
the Green Champion Award from the /ndian Green Building Council
for being an organization leading the Net zero Energy building
movementin India.

Our global real estate team has also developed one of the first
Green Lease frameworks in our sector, which sets out the selection
criteria for new sites. This will have significantimpact on the future
sustainability of our portfolio. The criteria, which will be applied
when choosing buildings as well as renewing leases, includes
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sustainability challenges. Further, through strategic partnerships
with leading NGOs and industry groups, Capgeminiis supporting
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 heartof thiseffort. 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.

renewable energy, energy efficiency and monitoring, sustainability
accreditation, electric vehicle charging points, and proximity
to public transport. This program has recently been recognized
through the Green Lease Leader program.

Throughout 2021, we signed nine Green Leases across Europe,
APAC, and India.

In addition, we are intensifying our focus on energy efficiency,
having set ourselves the target to increase the efficiency (kwh
perm?) by 35%in2030.1n 2021, we undertook a number of projects
to furtherimprove the efficiency, including:

— installation of two energy efficient variable speed
water-cooled chillers with accessories in Bangalore, India;

— installation of energy efficient variable flow refrigerant
system for network rooms across Bangalore, India;

— replacement of air handling units with an energy efficient
electronically commutated (EC) fan system in Bangalore and
Pune;

— use of solar streetlights for Bangalore, Chennai, and Noida;
— chiller plant Manager for Mumbai and Pune;

— numerous sites switch to LED light fittings for offices in
France (Nantes, Cesson, Sevigne, Toulouse), Italy (Rome
HQ, La Spezia, Piacenza, Bologna) and UK (Inverness, Aston,
Woking, Holborn);

Our energy efficiency increased from 90.7 kWh/m?2 in 2020 to
75.5m kWh in 2021.

Realizing that Information Technology (IT) as a whole has a significant
carbon footprint, we are taking measures to control and reduce
the impact from our Group IT across different areas, e.g.:

User hardware and devices:

— Extension of end-of-usable-life of computing devices
(desktops and mobile workstations) and disposal of
computing devices (desktops and mobile workstations);

— Elimination of obsolescence and assets refresh with ENERGY
STAR labelled products;

— End-point computing devices migrated from desktops to
more energy efficient mobile workstations;

— Deployment of enterprise-wide carbon-neutral screensaver
on end-user computing devices;

— Enabled businesses to adopt sustainable and re-cycled IT
products by procuring accessories made up of recycled
material like HP monitors.
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Network and communication systems:

— Software-Defined LAN and WAN deployed for optimal
utilization of network and energy used to transfer the data;

— Unified Communication and Collaboration Services enhanced
to extensively support New Normal and hybrid workspaces
and significantly reduce business-travel/daily-commute
related emissions.

Applications and data:
— Group IT Services migrated to greener public cloud SaaS;

— Group IT Apps optimized its landscape with deployment
of archival instances, helping reduce app-hotspots on
app-carbon heat-map;

— Piloting Capgemini economic Application Portfolio
Management  (eAPM) empowering  sustainable IT
transformation to drive greater energy efficiency lowering
costs and reducing the environmental impact;

Cloud computing:

— 45 data centers were consolidated and modernized into
18 Software-Defined Private Cloud data centers by 2021;

— New metric being evolved to know where we stand on Green
Electric Power for all data centers.

Aswellas Group IT, our global cloudinfrastructure services business
line focuses on sustainability. It continuously monitors the energy
usage of the data centers and looks for ways to make them more
efficient. Wheneveradata centerspaceis being sourced, sustainability
is a decision criterion and the PUE should be 1.5 or below.

Reduce travel emissions through our low carbon
digital delivery model

We have been expanding our virtual collaboration capabilities,
creating new frameworks for connecting people wherever they
are. Our Group Travel Policy has been updated to reflect our
sustainability ambitions and we will continue to enable people to
make lower carbon choices when they travel.

2021 has been heavily impacted by the COVID lockdowns and
travel bans, and our travel emissions per employee moved from
0.37 £ CO,e/employee in 2020 to 0.19in 2021.

Although we expect travel emissions to increase again, we strive
for our post-pandemic travel emissions to structurally remain well
below 2019 levels. This should be achieved through our flexible
way of working, virtual collaboration, remote delivery, and the use
of more sustainable modes of transport.

Transition to an electric company vehicle fleet

In July 2020, we announced that we had stopped ordering pure
petrolanddieselvehicles across our 12,000-vehicle company fleet.
This marks the beginning of our transition to a fully electric fleet by
2030. Tounderline our commitment, we joined the EV100, a global
initiative bringing together companies committed to switching their
fleetsto electricvehicles (EVs) andinstalling charging infrastructure
for employees and customers. Throughout 2021, we have been
working on adapting local car policies and vehicle catalogues to
only allow hybrid and electric vehicles to be ordered. At the same
time, we invested in extending the number of charging points at
our facilities and we increased the number of charging points from
146 to 305. The share of EVs — battery-powered electric vehicle
(BEVs) and plug-in hybrid electric vehicles (PHEVs) — in our fleet
as per the end of 2021 is 17.5%.

CAPGEMINI
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Reduce the impacts of employee commuting

In line with our ambition to fully account for our environmental
footprint, we have extended the scope of our carbon footprint
reporting to include commuting and set a Science-Based Target.
In early 2021, we undertook our third global commuting survey,
which was completed by almost 43,000 employees. The responses
provided insights into the commuting habits of our people both
before and during the COVID pandemic, and into the frequency
and means of transport taken to reach the office each week.

Based on the survey results, we were able to make preliminary
calculations that the emissions from commuting in 2020 amounted
to 70,613 tCO,e compared to 301,594 tCO,e pre-pandemicin 2019.

Looking to the future, as COVID lockdowns start to ease, we will
certainly leverage the learnings from remote working patterns
to reduce the commuting emissions. Flexible ways of working
will become the’New Normal’ with employees working between
home, offices and client sites as needed. As well as changing travel
patterns, we will also see emissions reduce through lower carbon
travel options, for example through the transition of Capgemini’s
fleet to electric vehicles. Our Corporate Real Estate team will
continue to focus on ensuring that office locations are chosen
with a good connection to public transport.

Factoring in working from home emissions

We realize that the carbon reduction for commuting is partly
being offset by the increase in carbon emissions from working
from home. To get to a more accurate picture of our total carbon
footprint, especially in the New Normal setup, we want to capture
theimpact of working from home. We have developed a calculation
methodology estimating the additional energy that is being used
for heating, cooling, lighting, and the use of office equipment
and applying the relevant emission factors per country. A first
assessment on 2020 data shows that the emissions from 80% of
our employees working five days a week from home would amount
to ca. 97,000 tCO,e.

Reduce the scope 3 emissions from our purchased
goods and services

To understand the scope 3 emissions from our purchased goods
and services, we have completed a first assessment allowing for
an initial estimation: 288,977 tCO,e. We are currently developing
atool to help measure the emissions more precisely. We will have
a stronger focus on environmental sustainability in the Request
For Proposal (RFP) process and have already conducted several
pilot studies.

InJune 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 as well.
We want suppliers to be transparent about their carbon emissions
and their progress on carbon reductions. We also want them to
collaborate on initiatives to further improve the sustainability of
the goods and services they are providing.
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Neutralize the impacts of residual emissions with
carbon removal offsets

We have begun developing a carbon offsetting program to offset
our residual emissions by firstly gathering background information
on the sector and associated best practices from a wide group of
market actors. We are currently at a stage where we are finalizing
projects with chosen partners, focusing on nature-based solutions
that are certified through independent international standards
demonstrating high levels of additionality, environmental and
social integrity. In the short term, we will focus on offsets that
resultin the removal of carbon dioxide from the atmosphere (such
as reforestation) as well as offsets that occur through emissions
avoidance e.g. through preventing deforestation. In the longer
term, we aim to switch more to removal-based offsets and are
continually evaluating new technologies and opportunities in
the sector. We aim to offset our residual emissions with projects
that not only target carbon but integrate and produce positive
benefits for local communities and biodiversity. We will report
transparently on the offsets and projects that are used to offset
our residual emissions and aim to publish further details in 2022.

4.2.4.2 Achievements against priority B - helping
our clients reduce their carbon emissions

Throughout 2021, we accelerated the momentum behind our
sustainability client-facing program, focusing on our offering
portfolio and go-to-market, our thought leadership, and the
participation in major global events.

Sustainability offerings and projects

In 2021, we released three offerings as part of our portfolio.
Building upon our assets and teams, we were able to engage
with our clients to deliver more than hundred projects related to
sustainability opportunities this year.

1. Net zero Strategy () & New Business Models
This offering is composed of two modules to help organizations:

— Move from 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 move organizations from pledge
to actionable decarbonization strategy fast. After a strong
assessment of the transition risks and opportunities, we
accelerate their carbon reduction with roadmap design,
decarbonization levers assessment, governance design,
and practical strategies for renewable energy sourcing and
carbon offsetting;;

— Operate a business that meets the needs of people and
planet while also making a profit. This will be the expected
future reality for the Next Economy organization, 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-degree climate

https://www.capgemini.com/service/invent/path-to-net-zero/
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target. That is why we help our clients build new business
models for the sustainable economy with a focus on three
key areas:

- Sustainable Experience: shaping experiences through
new products, services, and environments for the Next
Economy,

- Next Economy Brand: creating the strategic foundation,
activation and supporting assets for new regenerative
Next Economy brands,

- Next Economy Team: bringing the infrastructure for
success and leadership in social and environmental
sustainability by developing talent, tools, structures, and
strategies.

Examples of recent client successes:

— We helped Gasag® take its first steps towards its goal
of achieving carbon neutrality by 2045 by validating its
cross-units strategy for emissions assessment and reduction,
identifying measures for a total reduction potential of 2.5M
tCO2 annually, and developing a tool for reporting emissions
and savings.

— We developed a methodology to support Red Eléctrica®
in translating its circular economy roadmap strategy into
financial impacts, by designing a tool to quantify the
financial impact of 50+ sustainable initiatives launched by
the Company, thus evaluating, and correlating the total
costs and benefits of each project. We enabled a new way of
tracking and monitoring the economic impact of sustainable
initiatives.

— The Norwegian Sea Rescue Society (RS)® has chosen
sustainability as one of its six goals towards 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).

2. Sustainable Operations & Supply Chain ®)

Operations and supply chain 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 this is a
significant cause for concern, it also puts operations and supply
chain leadersin astrong position to accelerate their organizations’
sustainability transformations. We help organizations set a vision
for sustainable 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 scope 3 footprintand
supporting end-to-end ecosystem achieve CSR ambitions.

— Greenleandigitalfactory:transformingfactoriestoefficient
energy, water, and material manufacturing processes.

https://www.capgemini.com/service/invent/new-business-models-for-the-next-economy/

https://www.capgemini.com/client-story/defining-gasags-transformation-journey-to-carbon-neutrality/

https://www.frogdesign.com/work/the-norwegian-sea-rescue-society-sustainability-strategy

M
()
@)
(4) https://www.capgemini.com/client-story/the-red-electrica-group-gets-positioned-as-a-leader-in-sustainability-thanks-to-capgemini-invent/
(5)
(6)

https://www.capgemini.com/service/invent/sustainable-operations-supply-chain/
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— Sustainable supply chain and distribution: designing and
implementing best-in-class planning processes to limit
material wastes and CO, emissions in networks.

— End-to-endtransparencyand productlifecycle management:
ensuring end-to-end traceability on products and flows
information in the product lifecycle.

— Closed loop supply chain and circular economy: enabling
new circular business model through reversible supply chain
and manufacturing operating models.

Examples of recent client successes:

— We supported a leading French delivery service company ()
reduce its network CO, emissions by 10%, while its delivery
volume increased by 8% through a transition to a more
sustainable supply chain.

— We worked with ReShare®@, part of The Salvation Army,
to make fashion retail more sustainable with artificial
intelligence by designing a circular economy solution (in
this instance, for second-hand fashion stores) which selects
used clothing that could be resold while making the process
simpler. The solution, named Circle, identifies an article’s
brand, condition, and value automatically to accelerate the
second-hand process. Thus, it increases the volume of used
clothing collected and resold, helps cut waste, captures
value, improves brand image, attracts and retains customers,
and improves loyalty.

3. Sustainable IT®

The findings are undeniable: the environmentalimpact of ITis already
significant (3.8% of worldwide GHG emissions) and is expected to
increase drastically (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 is much more than a technology and operations
domain. It goes beyond structurally transforming IT in terms of
consumption habits and ways of working, to embrace the whole
culture of Sustainable IT and getting 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 related roadmap.

— 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.

— IT for sustainable business: using new technologies to
propose solutions that reduce business environmental
impact and leverage the relevant ecosystem.

https://www.youtube.com/watch?v=ALXfWd_vo_A&ab_channel=Capgemini/
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Examples of recent client successes:

— A leading French bank has set an ambitious goal for itself
to become a leading player in Sustainable IT in the European
banking industry by 2025. To help the client achieve
its ambition, we developed an effective Sustainable IT
strategy to be implemented across the Group, mobilizing
all collaborators on the topic, ensuring that ESG criteria
and Sustainable IT principles are fully integrated within
the solutions they developed. The approach has helped
create one Sustainable IT community within the Group and
identified over 70 key actions to achieve its ambition.

— We helped an energy provider migrate its IT infrastructure
landscape in the Netherlands and Belgium from a private
onsite data centerto a public cloud solution. Thanks to better
PUE and usage patterns, it generated a positive sustainability
impact by reducing drastically the energy provider'sIT carbon
footprint.

— Thanks to our eAPM tool, we supported a life sciences
company in controlling the CO, emissions of its servers. The
objective was to present a sustainable view at an application
level and drive greater energy efficiency to lower costs
and reduce the environmental impact. We started with a
calculation of the CO, emissions of servers, then analysed its
current IT energy efficiency, and built tangible actions at an
application level to reduce the carbon footprint.

4. Data for Net zero
Examples of recent client successes:

We helped a major car manufacturerinits efforts to reach climate
neutrality by 2040 through the unification of a CO, data and
analytics platform, covering end-to-end supply chain and logistics
frominbound to outbound logistics and spare parts management
processes. Thishas secured future CO, reporting with a robust solution
enabling frequent CO, reporting, and thus enabling the Company
to take timely actions to reachits CO, targets. It also enables more
analytics capabilities automation and artificial intelligence/Machine
Learning, to proactively mitigate the CO, footprint.

We worked with aninternational luxury fashion brand to assess
the sustainability maturity of its product value chain. We leveraged
internal value chain data inputs and external industry-based
data sources to define the products’ AS-IS sustainability score,
by comparing them to available industry standards. This enabled
the business to better understand the gaps in their value chain
and identify quick wins for remediation and more transparency
with customers.

To complete our value proposition, we developed ajoint offering
with SAP called Green Core with SAP Solutions®, unlocking
drivers of sustainability across organizations. The solution relies
on dataalready trackedin the client’s SAP S/4HANA® system, thus
enabling clients to monitor, compare, and manage environmental
data, social statistics, and other ESG KPIs across the value chain.

https://www.capgemini.com/client-story/reshare-part-of-the-salvation-army-makes-fashion-retail-more-sustainable-with-Al/

(1

2

(3) https://www.capgemini.com/service/sustainable-it/

(4) https://www.capgemini.com/service/green-core-with-sap-solutions/
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Green Core with SAP Solutions enable real-time dashboards and
sustainability reports of data from the IT estate, business operations,
supplier base, customers, and more. This empowers 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
build better engagement with customers, suppliers, and partners
by making the value chain transparent, and will find it easier to stay
on top of sustainability regulations.

Educating, engaging, and empowering communities -
thought leadership

Twenty-two sustainability research reports and points of view
have been published in 2021 by Capgemini—placing sustainability
at the heart of our thought leadership efforts, as responding to
our clients’ sustainability needs will require a collaborative and
shared approach and comprehension.

Below are some examples of the key themes that emerged from
our cross-industry research.

Conversations for Tomorrow ("

Why does sustainability mean collective action, bolder leadership,
and smarter technologies? As businesses look to make a positive
impact on the world, build competitive advantage, and strengthen
organizational resilience, this journal brings together diverse
perspectives to inform our thinking and find solutions to major
systemic challenges. It offers the thoughts and creative ideas of
leaders and experts from corporates, non-profits, government,
innovators, and academia.

Finding a new balance in the automotive industry @

The automotive sector’s already dizzying pace of change is
accelerating. This report gives Capgemini’s perspective on the
mostimportant changes that can be expected between now and
2030, and the adaptations that automotive companies will have
to make to ensure continued success.

ESG Performance®

ESG Performance is a series of criteria to assess an institution’s
sustainability positioning. Itis a powerful tool for financialinstitutions
to evaluate, measure and monitor where they stand in terms of
sustainability, steer decision making, and communicate on progress
towards sustainability commitments.

Sustainable IT-Why it's time for a Green revolution
for your organization’s IT@

Sustainable IT is a critical element of post-pandemic recovery.
To achieve it, organizations need an informed strategy, engaged
employeesand leadership, and sustainable software architecture.
Thiswillnot only leave a greener footprint but will also unleash the
potential of smart technologies to drive environmentalinnovations
and improvements in sustainability performance.

2

Sustainable Mobility )

This thought leadership report analyses what customers and car
buyers experience today, and how original equipment manufacturers
(OEMSs) can turn sustainability into a competitive advantage. Recent
quantitative and qualitative research by Capgemini reveals what
customers really experience along their journey towards owning
and using an electric vehicle (EV). While there is some evidence
of enthusiasm for sustainability, considerable variation emerges
between brands and between phases of the journey.

Sustainable operations — A comprehensive guide for
manufacturers

This research report offers answers to these key questions and
examines four themes:

1. What “sustainable manufacturing” is and why it constitutes a
major opportunity for manufacturers;

2. How few organizations are on track to become sustainable
manufacturers, despite the sector’s high ambitions;

3. How technology is helping manufacturers to meet the goals
of their sustainability agenda;

4. How manufacturers can reach their sustainability goals.

Circular Economy for a Sustainable Future ¢

This report shows how organizations can empower consumers and
transition to a circulareconomy. We look at consumer awareness,
behaviours, expectations, and roadblocks as they relate to the
circular economy.

Participation in global sustainability events

We are committed to being part of historic sustainability events
and to signal our commitment to acting on sustainability with
governments, as well as with like-minded partners and clients. In
2021, we participated in two major and global events:

Climate Week NYC

Climate Week NYC is hosted by the Climate Group in partnership
with the United Nations, COP26 and the City of New York. Held
in October, it focused on fulfilling and increasing commitments
made by businesses, governments, and organizations, and aimed
to provide a platform to showcase leading climate actions and
discuss how to do more, faster.

Capgemini hosted a panel discussion on'Tech Projects Shape
A Sustainable Future’, moderated by our sustainability team in
America, and with speakers from Google, Engie, Panasonic, and
Climate Engine. Collaboration was at the heart of the discussion, as
it will be essential to “unleash human energy through technology
foraninclusive and sustainable future.”

https://www.capgemini.com/wp-content/uploads/2021/03/Conversations_for_Tomorrow_Edition_1.pdf

https://www.capgemini.com/wp-content/uploads/2021/01/Capgemini_New-Balance-in-the-Automotive-Industry_pov_20210129.pdf

https://www.capgemini.com/wp-content/uploads/2021/06/Sustainability-in-FS-1.pdf

https://www.capgemini.com/wp-content/uploads/2021/05/Sustainable-IT_Report.pdf

https://www.capgemini.com/wp-content/uploads/2021/03/Sustainable-Mobility _PoV_Capgemini-Invent_01.04.2021.pdf

TTEERE

https://www.capgemini.com/wp-content/uploads/2021/11/Circular-Economy_11112021_v10_web.pdf
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COP26

In November, the city of Glasgow in the United Kingdom hosted
the 26th United Nations Climate Change Conference of the Parties,
COP26.This global event marked the deadline for governments to
set out their more ambitious climate change goals following the
Paris Agreement signed at COP21 six years ago. We had astrong and
sustainable presence in Glasgow, taking partin severalinitiatives
and further sustainability-focused events, mobilizing our expert
teams based out of the UK to contribute, share, and find solutions.

— Opening session - With many governments globally
having made commitments to deliver Net zero by 2050,
this high-profile session explored the progress being made
and the challenges, achievements, and opportunities that
come along the way. Capgemini CEO Aiman Ezzat discussed
global insights on strategies and innovations to create the
zero-carbon economy of the future.

— "“Powering the World"” session — Solving the challenges of
the global energy transition — Our global industry leader
for energy and utility James Forrest explored how this shift
could affect sectors, create new investment challenges, and
generate opportunities for partnership and collaboration.

— Closing session - Capgemini Invent UK's Vice-President
of Sustainability Solutions Courtney Holm discussed how
impactful coalitions and public-private partnerships are
successfully tackling the climate crisis and accelerating this
Decade of Action, while bringing us back in balance with
nature and the planet.

OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Environment: Accelerating the transition to Net zero

Climate Circles

Climate Circles was our lead engagement campaign during 2021
and it aimed to mobilize our people on sustainability. Our Vice-
President (VP) community, including members of our Group
Executive Committee (GEC) were asked to step up and engage
small groups of team members in ideation sessions to share
knowledge, provoke discussion and ultimately drive positive
change. The two key topics of the Climate Circles were the Race
to Net zero and Technological Innovations and Breakthroughs for
the Planet. Training and conversation guides including a specially
created video to kick-start the sessions, were made available to
all hosts — boosting their knowledge in the process.

Across the business, hundreds of Climate Circle conversations
took place at the end of 2021, sparking new thinking and actions
for a brighter future and over 14,000 employees were engaged
making 13,000 pledges. The campaign was also adapted for use by
our University Learning team to reach a wider audience, creating
a'Climate Circle Live' event for training weeks.

“Everyone needs to get involved when it comes to fighting climate change! That's why we launched an internal ideation and
mobilization movement called Climate Circles to spark new ways of thinking within our organisation. It was my pleasure to take
partin a Climate Circle with colleagues in India. We covered the need to better understand our own carbon footprint and how
we caneachactonapersonallevel. We also talked about the role of business to find solutions and put technologies into action.
| was energized by our discussion and the passion of our people to tackle the challenge.” Aiman EZZAT, CEO

“It is a very effective format to engage teams on new grounds. It allows you to grow by listening to others on a topic that
matters... and it leads to bold ambitions and initiatives, suggestions as well as tangible pledges.” Carole FERRAND, CFO

“The Climate Circles format was very engaging. The prep material shared was very useful. We had a very good session, and
personally | also learnt a lot. We had many interesting ideas. | will do a few more of the Climate Circle sessions and highly
recommend leaders to do it to create awareness and engagement about this critical topic.” Ashwin YARDI, CEO INDIA

Supplier engagement

We also started to engage more intensely with our suppliers.
In June 2021, our CEO sent a letter to many of our suppliers
(see Section 4.4.3.4), marking the beginning of the roll-out of a
sustainability program to address and reduce our supply chain
emissions.

Lead globally on sustainability

We are committed to working with others, including clients, partners,
and NGOs, to find solutions to major systemic challenges, building
stronger ecosystems and participating in conversations that lead
to innovations and new ways of working.

CAPGEMINI

Since joining the Race to Zero campaign as a founder member last
summer, we partnered with the World Economic Forum (WEF)
1t.org movement, to which we committed to plant 20 million
treesasa contribution to their aim to conserve, restore, and grow
one trillion trees around the world. Our CEO has also joined the
World Economic Forum’s Alliance of CEO Climate Leaders, a global
community of Chief Executive Officers who continue to set the bar
higher, catalyse action across all sectors and engage policymakers
to help deliver the transition to a net-zero economy.

Through our membership of the RE100, we send a powerful signal
to markets and governments about the demand for renewable
electricity. And being a member of the EV100, we are increasing
demand for electric vehicles, influencing policy, and driving mass
roll-out—helping to make EVs more rapidly affordable for everyone.
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4.2.5 Carbon emissions 2021

[GRI 302-1]; [GRI 302-2]; [GRI 302-3]; [GRI 302-4]; [GRI 302-5]; [GRI 305-1]; [GRI 305-2]; [GRI 305-3]; [GRI 305-4]; [GRI 305-5]; [GRI 305-7]
[SASB TC-SI-130a.1]

The data tables below show our environmental sustainability ~ We realize that, because of the impact of the COVID lockdowns,
performancein 2021. The data relates to CapgeminiincludingAltran.  the figures are distorted and the reported decrease in emissions
versus the baseline not only reflects the effect of our measures.

Carbon emissions by Scope

% %
Baseline change change
Metric Unit 2015 2019 2020 2021 vs 2020 vs 2015
Scope 1  Office Energy tCO,e 6,616 6,211 4,047 2,982 -26.3% -54.9%
(natural gas, diesel/gas oil, LPG)
Data Center Energy (natural gas, diesel) tCO,e 213 90 67 66 -1.3% -69.0%
F gas tCO,e 2,795 5,475 4,409 6,140 39.3% 119.7%
TOTAL Scope 1 tCO,e 9,625 11,775 8,522.49 9,187.73V 7.8% -4.5%
Scope2  Office Energy tCO,e 170,408 126,119 66,696 50,777 -23.9% -70.2%
(market (electricity, heating, cooling)
based) .15 Center Energy (electricity) tCO,e 15,693 3399 3,419 2,404  297%  -84.7%
TOTAL Scope 2 (market based) tCO,e 186,102 129,518 70,115 53,180V -24.2% -71.4%
Total Scope 2 (location based) tCO,e 22,532 171,622 113,600 84,995 -25.2% -63.0%
Scope3  Business Travel tCO,e 345,663 337,590 97,977 54,976 -43.9% -84.1%
Office Energy (T&D losses) tCO,e 34,490 23,305 13,856 10,016 27.7% -71.0%
Data Center Energy (T&D losses) tCO,e 3,521 1,312 1,022 825 -19.3% -76.6%
Water tCO,e 1,999 1,968 922 260 -71.8% -87.0%
Waste tCO,e 450 490 883 710 -19.7% 57.5%
TOTAL Scope 3 tCO,e 386,124 364,665 114,661 66,786V -41.8% -82.7%
TOTAL EMISSIONS tCO,e 581,851 505,958 193,298 129,154 -33.2% -77.8%
Emissions/employee 2.67 1.90 0.73 0.44v  -39.6% -83.6%
Notes:

— Dataidentified with a v has been reviewed by Mazars with a reasonable level of assurance.

— Reported emissions for 2020 may have changed compared to 2020 URD for one of the following reasons: the estimated Q4 data has been replaced with actuals, we have been
receiving updated information from certain locations, Prosodies information has been removed after demerger.

— Scope 1 emissions relate to direct emissions from buildings or assets — for Capgemini this includes fuel consumption and fluorinated 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.
Scope 3 emissions are indirect greenhouse gas emissions (not included in scope 2) that occur in the value chain. Our reported 2021 scope 3 emissions relate to the categories
fuel- and energy-related activities (not included in scope 1 or scope 2), waste & water and business travel. Going forward we are looking to include employee commuting
(estimated 2020 emissions 70,613 tCO,e) and purchased goods and services (estimated 2020 emissions 288,977 tCO,e).

— As recommended by the GHG Protocol, emissions of Fluorinated Gas (F-gas) not covered by the Kyoto Protocol such as chlorofluorocarbons (CFCs) are not reported as
Scope 1 emissions and are therefore not included above. These F-gas emissions are, however, captured with a value of 1,005 tons of CO,e for 2021. The increase in reported
F-gasin 2021is mainly because of overdue air-conditioning servicing, as the vendor has not been able to enter our premisesin 2020 due to COVID lockdown, overdue servicing
has been executed in 2021 resulting into an increase in F-GaS consumption.

— Electricity emissions have been calculated using the GHG Protocol's “market-based” approach. Details of the methodology are provided in methodology section. Only for the
Total Scope 2 emissions we have incorporated the'location based” values as well. Our business travel emissions have been calculated including the impact of radiative forcing
forairtravel, aswell as the impact of hotel night stays. Whilst this is recommended best practice, many companiesin our sector do notyetinclude these two emission sources
and therefore caution should be applied trying to compare Capgemini’s business travel emissions to those of other companies in our sector.

— The steep decrease in reported water emissions is mainly due to COVID lockdown.

— Theincreasein waste emissionsin 2020 was due to an update to the BEIS emissions factors with the emissions associated with landfilled waste (four times higherin 2020 than
in 2019). The total volume of waste decreased.
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% %
Baseline change  change Target
Metric Unit 2015 2019 2020 2021 vs 2020 vs 2015 2030
Absolute scope 1 and 2 emissions  tCO,e 195,726 141,294 78,638 62,368+ -21% -68% -80%
Energy efficiency kWh/m? 161.44 136.38 90.71 75.22+ 7% -53% -35%
Share of renewable electricity % 27.2% 38.2% 52.0% 56.9%+ 100%
Travel emissions per employee tCO,e 1.588 1.269 0.368 0187V -49% -88% -50%

Notes:

— Dataidentified with av has been reviewed by Mazars with a reasonable level of assurance
— We have been adding more metrics and targets as part of our Net zero ambition. For these relatively new indicators we have thus far been focusing on the data collection
and determining the methodology for reporting the emissions on a structural basis going forward. On the basis of an initial assessment, we estimate the emissions to be as

follows:

— Commuting emissions per employee 2019: 1.13 tCO,e, 2020: 0.27 tCO,e (target 2030:-50%);
— Emissions from procured goods and services 2019: 319,478 tCO,e, 2020: 288,977 tCO,e (2030 target: -50%);
— Share of EVsin company car fleet as per end of 2021: 17.5% (2030 target 100%);

Other environmental indicators

% %

Baseline change change

Metric Unit 2015 2019 2020 2021 vs 2020 vs 2015

Office energy use Fuels MWh 30,398 29,414 20,274 14,985+ -26.1% -50.7%

Renewable electricity MWh 49,389 82,720 86,903 78,983+ -9.1% 59.9%

Other electricity MWh 253,712 200,811 105,930 78,393V -26.0% -69.1%

District cooling/heating MWh 7,841 7,702 7,473 6,745+ -9.7% -14.0%

Data centre energy  Fuels MWh 899 359 269 260 -3.2% T1.1%

use Renewable electricity Mwh 73,300 58,691 55716 50,395 9.6%  -31.2%

Other electricity MWh 74,362 28,206 25,598 19,599 -23.4% -73.6%

Total Waste Waste generated in tons 6,224 5,976 3,140 2,516 -19.9% -59.6%
offices/DC

Total Water Water consumed in m3 1,899,445 1,870,612 876,811 617,832 -29.5% -67.5%
offices/DC

Share of operations  Share by headcount % NA 80% 85% 93.1%

covered by ISO14001

Notes:

- Dataidentified with a v has been reviewed by Mazars with a reasonable level of assurance.

— “Renewable Electricity” denotes all renewable electricity purchased at renewable energy tariffs or through renewable energy certificates and the amount of energy
generated on-site in e.g. India through solar photovoltaic panels. “Other electricity” means purchased electricity generated from other sources (nuclear or fossil fuels).

— Asit has been our target to ensure ISO14001 certification for entities with a headcount of 1,000 employees or more, we typically report the share of operations covered
1SO14001 as a share by headcount. The 2021 share by number of sites equates to 62.3%.

CAPGEMINI
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4.2.6 Climate change mitigation and adaptation revenues, Capital
expenditures and Operating expenses (EU Taxonomy)

Context

The EU Taxonomy Regulation M is 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.

AsaGroupsubjecttothe obligation to publish non-financialinformation
inaccordance with the 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 associated with economic activities that are classified
as environmentally sustainable (Taxonomy-aligned). An economic
activity is considered to be Taxonomy-aligned if it makes a significant
contribution to one or more of the environmental objectives. At
the same time, an 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,
economicactivity must be carried outin compliance with minimum
social safeguards and comply with the technical screening criteria
established by the EU Commission through delegated acts. So far,

technicalscreening criteria have been established for the first two
objectives in the Climate Delegated Regulation @,

Forthe reporting period 2021, the Art. 8 Delegated Act® foresees
limited disclosures, i.e., the proportion of Taxonomy-eligible and
Taxonomy non-eligible economic activities in our total turnover,
capital expenditure and operational expenditure for the two
environmental objectives only (Climate change mitigation and
Climate change adaptation) Taxonomy-eligible economic activity
means an economic activity that is listed and described in the
delegated acts irrespective of whether that economic activity
meetsany orall of the technical screening criteria laid down in those
delegated acts. Taxonomy-non-eligible economic activity means
any economic activity that is not described in the delegated acts.

Taxonomy listed activities applied to Capgemini

We have examined all Taxonomy-eligible economic activities listed
inthe Climate Delegated Regulation based on our activitiesin the
professional IT services market and in 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.

(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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After a thorough review involving all relevant business lines and
functions, we concluded that the Capgemini activities covered by the
Climate Delegated Regulation and consequently Taxonomy-eligible
can be summarized as follows:

For the climate change mitigation objective, as described in
Annex 1 to the Commission Delegated Regulation:

— as per Chapter “8.1 Data processing, hosting and related
activities”, activities are rendered out of our fully managed
datacenters. Capgeminiisdelivering data processingservices
forits clientsin the Cloud, orin data centers either owned by
the client, orin colocation centers orin our own data centers.
For the purpose of Taxonomy-eligible revenue reporting we
only consider the revenue we can allocate to our own fully
managed data centers and co-located data centers;

— 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 their Green House Gaz emission reduction.
Such projects typically address our clients’ operations,
manufacturing, supply chain or IT. For the purpose of
Taxonomy-eligible revenue reporting we have to scan our
projects in all our business lines and list the ones embedding
such objective;

— 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. Similarly, the eligible
revenue is a list of projects.

For the climate change adaptation objective, as described in
Annex 2 to the Commission Delegated regulation:

— as per Chapter “9.1 Engineering activities and related
technical consultancy dedicated to adaptation to climate
change”, activities in the form of projects where we help our
clients model and adapt to the climate risks and impacts.
For the purpose of Taxonomy-eligible revenue reporting we
have to scan our projects in all our business lines and list the
ones embedding such objective.

Details on KPIs

Eligible revenues

It can therefore be concluded that Capgeminiturnoveris, to alarge
extent, non-Taxonomy-eligible (i.e. notin scope of the regulation)
because our main economic activities are not covered by the Climate
Delegated Regulation to date and not identified as a materially
relevant source of emissions.

The proportion of Taxonomy-eligible economic activities in our
total revenues has been calculated as the portion of net revenue
derived from services associated with taxonomy-eligible economic
activities (numerator) divided by the net revenues (denominator),
in each case for the financial year from 1.1.2021 to 31.12.2021. The
denominator of the revenues KPlis based on our consolidated net
revenues in accordance with IAS 1.82(a).

CAPGEMINI
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The proportion of Taxonomy-eligible revenues for the financial year
2021 amountsto 1.5% of Total revenues, based on €268 million of
netrevenues derived from Taxonomy-eligible economic activities
and €18.160 million of Group total consolidated revenuesin 2021
(see Note [6] to the consolidated financial statements disclosed
in the Section 5.2 of this document).

Eligible Capital expenditures (CAPEX)

We have analysed the existence of CAPEX directly associated
with the above eligible activities of the Group. The investments
in our fully managed data centers are not material in the context
of this reporting. 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.

Allocation our overall CAPEX to the eligible activities is considered
not material and not relevant.

We have identified activities resulting in CAPEX which can be
considered as individually eligible activities:

— as per Chapter “6.5 Transport by motorbikes, passenger
cars and light commercial vehicles”, our fleet of vehicles and
notably leased company cars;

— as per chapters “7.7 Acquisition and ownership of buildings”,
“7.2 Renovation of existing buildings” and “7.4 Installation,
maintenance and repair of charging stations for electric
vehicles”, our acquisition (mostly economic ownership
as lessee with the right of use) and renovation of office
buildings.

We have considered as Taxonomy-eligible, CAPEX related to this
categorywhen the purchased output orindividual measure meets
the description of its respective economic activity, e.g. purchase of
output from a Taxonomy-eligible economic activity, irrespective of
whether these CAPEX lead to greenhouse gas reductions, i.e. for
example, in the case of buildings for the activity 7.7. “Acquisition
and ownership of buildings”: we have considered all acquisition
of buildings as eligible, and for 6.5. “Transport by motorbikes,
passenger cars and light commercial vehicles”, we have considered
all newly added vehicles.

And we have considered in these categories the assets we own
(legalownership) as well as the assets we rent as lessee (economic
ownership).

Other interpretations could have been made.

The CAPEX KPIis defined as Taxonomy-eligible CAPEX (numerator)
divided by our total CAPEX (denominator). Total CAPEX consists of
additions to tangible and intangible fixed assets during the financial
year, before depreciation, amortization and any re-measurements,
including those resulting from revaluations and impairments, as
well as excluding changesin fair value. It includes 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 notincluded in CAPEX as it is not defined as
anintangible asset in accordance with IAS 38.

The proportion of Taxonomy-eligible CAPEX for the financial year
2021 amounts to 50% of Total CAPEX, based on €271 million of
Taxonomy-eligible CAPEX and €541 million of Group total consolidated
CAPEXin 2021 (see Notes 14 and 15 to the Consolidated Financial
Statements disclosed in the Section 5.2 of this document).
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As the eligibility is only based on the description of the activities
and does not take into account any technical screening criteria, “do
notsignificant harm” or minimum safeguards, the CAPEX KPI may
decrease significantly in 2022 following the alignment analysis.

Eligible Operating expenses (OPEX)

The Taxonomy-eligible OPEX consists of non-capitalized costs
that relate to research 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.

o

Our preliminary assessment of the proportion of OPEX along this
definition leads to the conclusion that these expenditures are not
materialin view of the overall OPEX of Capgemini and considering
our business model. In fact, as a services company, 75% of the
Capgemini Operating Expenditures are “personnel expenses”
and only 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 less than 2% of Capgemini consolidated OPEX.
Consequently, we have used the exemption and not calculated the
share of eligible OPEX.

4.2.7 Other environmental impact mitigation

Waste management and circular economy

[GRI 306-1]; [GRI 306-2]

Even though waste is not a major contributor to our overall
environmental footprint, we felt the need to develop a target. In
December 2021, the Net zero Board agreed to reduce total waste
by 80% by 2030 and to reduce the amount of waste that does not
getrecycled orrepurposed to zero by 2030 (with < 5% incineration),
building on the principles of circularity. In 2022, the global target
will be translated into local actions plans that will be monitored
and measured through the EMS tool.

Biodiversity, water, and effluents

[GRI 303-1]; [GRI 303-2]; [GRI 304-1]
[SASB TC-SI-130a.2]

Other environmental impacts, such as those on biodiversity,
land use, noise pollution and the sourcing of raw materials, while
regularly reviewed, are not currently significantly considered
material to our operations, and consequently are not discussed
further in this report.

Asabusiness with technology andinnovation atits heart, we support
numerous projects and initiatives to protect the environment and
biodiversity, e.g.;

— we have joined the World Economic Forum (WEF) 1trillion
trees campaign to conserve, restore and grow 1 trillion
trees around the world and made the commitment to plant
20 million trees by 2030;

— in India, we achieved the target to plant 1 million trees
through our #MissionMillionTrees campaign;

— 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
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toinvestin Gold Standard tree plantingin foreststo recognize
the actions of our people, planting over 240,000 trees in the
last 18 months;

— project FARM uses artificial intelligence and big data to help
small-scale farmers, primarily from developing countries,
address agricultural inefficiency and optimize crop
production;

— we have launched the Capgemini Blue Challenge, to
accelerate innovative sustainable solutions based on the
seaweed economy, in collaboration with BioMarine;

— 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-Vesterdlen (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;

— we are using Al to defend Sweden'’s spruce forests against
bark beetle deforestation;

— ateam in North America are developing an Al and Machine
Learning based tool to help protect the ecosystem of the
Western Mojave Desert;

— weareengaginginaprogram 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 major
scientific Earth observation programs run by NASA, the
European Space Agency (ESA), the European Community,
and France's National Center for Space Studies (CNES).
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4.3 Social: Aligned entrepreneurs with protection &

respect for all

[GRI 103-1]; [GRI 103-2]; [GRI 103-3]

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 individualised learning paths,
appropriate guidance, and coaching, as well as fostering a positive
and healthy work environment, we build an inclusive 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
brand promise “Get the Future you want”. This aims to empower
ourtalentsto actively engage and shape that future for themselves,
our clients, our partners and for the planet and society through
their daily work. Our Social Responsibility mirrors how we aim
to be aresponsible employer by:

— investing in our talent through a unique experience
developing tomorrow'’s skills (Priority C);

— enhancing a diverse, inclusive and hybrid work environment
(Priority D);

— and our commitment to build stronger communities by
supporting digital inclusion (Priority E).

A global Human Resource governance

We drive Human Resources (HR) strategy and transformation with
efficiency through a strong governance:

— the CEO, the Group Executive Board and the Group
Executive Committee are collectively steering and ensuring
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 lines 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 2021 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, the
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 geographicalignment across the entities
on HR topics.

4.3.1 Talent attraction, engagement and rewards

4.3.1.1 Attract and retain a skilled and engaged
talent pool to serve our clients and our

business growth

We believe that our Capgemini brand is a key asset for attracting
top talent in the market. We have hired close to 140,000 people
with a gender balance ratio of 40%. A continued global effort on
improving Capgemini as an attractive employer has shown in our
overall Glassdoor rating and number of reviews. In particular, in
2021, we received a 4.0 rating out of a 5-point scale, with 4 indicating
employees are “satisfied”. Capgemini increasingly gains market
recognition in 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.

Group HR function supports Capgemini business growth and
strategy in three major areas:

1. Developing a dynamic evolving skills pipeline, filled
internally and externally by an agile talent marketplace and
expanded talent pools (workforce planning, talent brand and
attractiveness);

2. Continuously building and strengthening a deep bench of
transformational leaders with strong succession (talent
retention and promotion);

CAPGEMINI

3. Focusing on a flexible, engaged, mobile and high performing
workforce (talent engagement, talent reward and
compensation).

Capgeminiis convinced that the experience it offers toits employees
isthe key lever for driving the Group’s attraction and retention, and
ultimately employee engagement. To foster an inclusive, 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.

Develop a dynamic evolving skills pipeline,

fFilled internally and externally by an agile talent
marketplace, and expanded talent pools (workforce
planning, talent brand and attractiveness)

Workforce planning

Driven by the strong business growth and aggressive growth
strategy for the future, workforce planning capability is envisioned
to predict and plan where our skills and workforce costs would
be in the future and how we can plan for them to enhance the
efficiency of the people demand-fulfilment process and enable
to have the right people, in the right place, at the right time and
at the right cost.
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With evolving People Analytics capabilities and the inclusion of
Talent Marketplace, we began at the end of 2021 to assess the
needs to build a holistic workforce planning capability which can
be tightly integrated with the Business and HR.

Talent brand & attractiveness

At Capgemini, our new brand promise “Get the future you want”
captures the spirit of Capgemini. Our new talents join a thriving
company 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's possible. Time and
again, our clients tell us thatitis our people that set usapart from
the competition. We naturally strive to hire the best talents, but it
is the opportunities we offer that enable them to flourish in their
rolesand become difference makers for some of the world's biggest
companies. Our people and their experiences build our “talent
brand”, showcase us as an employer of choice in the market and
make it an attractive proposition for top talent to work with us.

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 a
dynamicgrowth environmentwith quarterly promotion opportunities
based on their project contributions and the speed at which they
acquire relevant skills. In 2020, the Group announced its business
strategy around industry leadership through data and cloud. The
success of this strategy directly depends on our ability to provide
and offer the working environment and conditions in which our
employees can apply their professional skills, while enabling them
to seize personal growth opportunities.

Capgemini leadership is at the core of driving business strategy,
navigating the complexities of our business environments, defining
the transformation levers with our clients, and aligning people
behind a common mindset, behaviours, ambitions, and goals.
Capgemini has fair and integrated processes in place to ensure
we identify, promote, expose, and develop our leaders for greater
opportunities. Preparing our top talent for future leadership positions
and capabilitiesis a long-term effort leveraging multiple drivers.

In 2021, the Group announced the “New Normal”, a hybrid way
of working underpinned by our trust-based managerial culture
to empower everyone to continue deliver exceptional work and
contribute to inclusive and sustainable future for our people, our
clients and society.

Continuously build and strengthen a deep bench of
transformational leaders with strong succession
(talent retention and promotion)

For the past few years, the Group has focused on providing a
highly engaging’People Experience’ structured by a holistic People
Experience Framework that covers the candidate and employee
experience end-to-end. To better understand the expectations
of our employees, the digital “Pulse” platform, where more than
120,000 employees give theirvoice every month, captures employee
feedback anonymously and enables line Managers to directly see
how their teams perceive their work experience. This allows us to
actfastand, at alllevels of the organization, develop a tailor-made
employee experience in line with employees’ expectations. In
turn, thisincreases our attractiveness in the talent market. Using
the Pulse platform during the Covid-19 crisis allowed us to sense
our employees’ perceptions. In 2021, the platform 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.
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The “Promote Ffirst, Hire second” principle ensures internal
candidates displaying development potential are given priority
over external candidates regarding career development and
new position openings. Publishing vacancies and internal job
opportunities (if applicable) and reviewing various candidates
with the Human Resources teams for each Strategic Business Unit/
Global Business Line are standard requirements before turning to
external recruitment. Regarding senior hires, every Vice-President
hired undergoes an assessment.

a) Leadership Model and Vice-President (VP) processes

The Group's leadership model establishes a clear set of leadership
capabilities for ensuring success at Capgemini. It is based on five
dimensions:

— Performance Drivers;

— Aligned Entrepreneurs;
— Client Value Creators;

— Talent Magnets;

— Future Shapers.

This leadership model is applicable to all grade levels across the
Group andisactively applied and enforced at VP level. Each grade
issplitinto levels. This enables us to establish employees’ maturity
within their grade, set expectations, and enable fair evaluations
acrossall our businesses. The drivers and behavioural expectations
for leadership, as described in our Group model, are translated
into both promotion and recruitment processes at the highest
leadership levels in the organization:

— Director and Vice-President (VP) promotion process;
— VP external assessment during recruitment process.

Forseniority below directorand VP level, the countries and businesses
are responsible for leveraging the model within their respective
talent processes, ensuring that this modelis relayed at local levels.

b) VP Strategic Talent Review (STR) — Succession and
mobility

Capgemini runs a formal Strategic Talent Review (STR) of its VP
and Director population at Business Units/Function and country
levelsaswell as Group level, with the ultimate objective to identify
the best leader talents — 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 talentstrategies and actions adopted are followed through.

c) Group Position Holders

The Group Executive Board has created a next-in-line Group Position
Holders with a twofold objective:

— build a high-performance Group leadership culture wherein
the Group Position Holders' contributions and accountability
arenotconfinedtotheirrespective 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 identifying 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.
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Focus on a Flexible, engaged, mobile and high
performing workForce (talent engagement, talent
reward and compensation)

Talent engagement
a) People Experience Framework

Capgemini is aligning across the Group on employee experience
through a globaland common framework. This framework includes
an'Employee Experience’scope (mainlyinternaland employee-focused)
toa'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.

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.

b) Pulse: Continuous employee listening

"Pulse” is Capgemini’s continuous employee listening platform that
captures the voice of allemployees through monthly voluntary and
confidentialengagementsurveys. Itis based onaglobal engagement
model with two sets of questions around engagement and loyalty
and fourteen specificdrivers (e.g., autonomy, rewards...). The fully
digitaland automated setup allows us to capture the feedback on
these driversandis accessible in real time to the leadership team,
reducing time between feedback and action. Pulse thereby enables
the empowerment of all levels of the organization, by providing
relevantinsights toidentify priorities and adapt our Management
and Human Resources strategies, policies, and practices.

Fully deployedsince 2019, the overall Employee Engagement score,
measuredona0to 10scale and the eNPS (employee Net Promoter
Score) measured ona-100to a+100scale, are key indicators tracked
by leadership across the Group.

Talent reward and compensation

The Group compensation philosophyis based on shared principles,
appliedatacountry level and tailored to local job market conditions
andregulations undera globalgovernance 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 behaviours to
engage our employees and drive sustainable results.

The minimum salaries applied by the Group in each country always
exceed or are equal to the legal minimum wage set in the country
concerned and are sometimes higher by a very significant proportion.
IFanybody is at minimum wage, it would only apply to a very limited
percentage of our population at entry career level. Those cases
normally get out of that level in a three to six months period.

CAPGEMINI
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Capgeminigroup is committed to providing competitive total reward
opportunities that attract, retain, and motivate our employees.
Hence, our philosophy aims to:

— attract and retain talent;

— reward individual and collective performance with a
remuneration model that is motivating yet flexible,
incentivizing high performance in an ethical environment;

— be fairand aligned with the Group's strategic targets.

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 illustrates our
reward value proposition;

— optimized and efficient processes to drive alignment, favour
mobility and improve employee experience.

These principles are regularly reviewed to ensure consistency
with market trends and evolutions and are deployed and managed
locally to ensure compliance with local regulations and alignment
with local market trends. 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 in order to promote mobility and
ensure consistency and fairness.

The total reward package for a given employee includes a fixed
salary, a variable part for eligible employees based on individual
and Company performance and a set of benefits which are not
all cash related and are aligned to competitive market practices
in terms of healthcare and wellness benefits, life and disability
coverage and retirement, among others.

The Group also offers its employees the possibility to participate
andinvestin an employee share ownership plan (ESOP). This plan
was first launchedin 2009 and is now launched on an annual basis
since 2017.

Where local rules 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
situations in the best possible way. Profit-sharing is available to
employees pursuantto the local regulations applicable in the country.
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4.3.1.2 Main achievements in 2021

o

Develop a dynamic evolving skills pipeline, filled internally and externally by an agile talent marketplace, and
expanded talent pools (Workforce planning, talent brand & attractiveness)

Workforce planning

[GRI 102-7]; [GRI 102-8]; [GRI 202-2]; [GRI 401.1]
[SASB TC-IM-330a.1]

The Group'sheadcount broke the symbolic barrier of 300,000 employees
inSeptember 2021, three years after breaking the 200,000 employees
at the start of 2018, which was itself just over seven years after
crossing the 100,000-employee mark in September 2010. This
translates an acceleration of our growth momentum and while

a) Changesover total headcount

headcountgrewin 2020 by 22% driven by the acquisition of Altran
which brought nearly 50,000 new employees, the 2021 growth is
mostly driven by organic growth and a very strong and dynamic
market demand. This meant we reached close to 325,000 employees
atyear end.

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.

Average total headcount Headcount at 31 December

Year Scope Number Change Number Change
2019 C 216,104 5.5% 219,314+ 3.8%
2020 C+A 251,525 16.4% 269,769 v 23.0%
2021 C+A 292,690 16.4% 324,684V 20.4%

Scope: (C) stands for Capgemini legacy, (A) stands for Altran 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.

Following the very significant headcount growth in 2020 related to
the acquisition of Altran (effective April 2020) with the onboarding
of 49,889 employees, a post Covid-19 crisis rebound drove a
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

b) Geographical breakdown of the headcount

31 December 2019

increase in Europe, as Altran had a stronger European footprint.
However, the organic growth in 2021 was more important in Asia
Pacific, which remains the strongest region by far with nearly 55%
of employees based in this region. The geographical evolution is
reported in the table below.

31 December 2020 31 December 2021

Headcount Headcount Headcount
Regions Q) % (C+A) % (C+A) %
North America 17,848 8.1% 18,550 6.9% 19,588V 6.0%
United Kingdom and Ireland 8,877 4.0% 10,489 3.9% 12,172 3.7%
Nordic countries 4,884 2.2% 5,401 2.0% 6,304~/ 1.9%
Benelux 8,264 3.8% 9,616 3.6% 10,415V 3.2%
Central Europe and Eastern Europe 16,309 7.4% 21,997 8.2% 24,2194/ 7.5%
France 25,518 11.6% 36,219 13.4% 37,283 11.5%
Southern Europe 9,977 4.6% 19,932 7.4% 21,655/ 6.7%
Asia-Pacific 117,423 53.6% 135,567 50.3% 178,358V 54.9%
Latin America 8,282 3.8% 8,110 3.0% 10,050V 3.1%
MEA 1,932 0.9% 3,888 1.4% 4,640+ 1.4%
TOTAL 219,314 100% 269,769 100% 324,684V 100%

Scope: (C) stands for Capgemini legacy, (A) stands for Altran legacy and (C+A) for Capgemini group. The above data reflects the headcount as of 31 December 2021 for the
Capgemini group.
v Dataidentified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

The Asia-Pacific regionincreased by 9 pointsin 2015 following the
buyback of IGATE, which mainly operated in India. It continued to
grow and broke the 100,000-employee barrierin December 2016. By
31 December 2020, the region totalled more than 135,000 employees,
and grew furtherin 2021 by more than 42,000 employeesincluding
several acquisitionsin Australia. This strong dynamic brought the
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overall weight of the region up 4.6 points. Latin America, Middle
East and Africa and the Nordic have maintained or grown their
overall share vs. 2020, while the European and North American
regions while growinginvolume, are recording a lower percentage
in the Group headcount.
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c) Additional demographics (seniority, age, and other key
demographics)

Capgemini focus on diversity is also reflected in the various
demographics and through the 160+ nationalities represented
within the Group.

Also, the average seniority of our population reflects the very
strong hiring dynamic observed in 2021 explaining the increase of
the percentage of the population with less than 3 years of seniority

OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
Social: Aligned entrepreneurs with protection & respect for all

as of end of 2021 and the shift between the seniority categories
(refer to Section 4.3.1.2.d. for more detail on hiring).

With nearly 3 times more hires in 2021 than in 2020 and a record
high level of hires to fuel the growth, the percentage of people
with less than 3 years ended at 63.4%, which is 9.8 pts higher than
the 2020 percentage and 6.6 pts higher than the pre covid crisis
level. Thisincrease drove all other categories to decrease between
2 to 4 pts. Asaresult, the average seniority decreased and ended
at 3.8 years, compared to nearly 4.9 years in 2020.

Average seniority in % (data coverage on 99.8% of year end headcount

<3 23<5 25<10 210
2019 (C) 56.8% 15.4% 14.6% 13.2%
2020 (C) 52.9% 171% 15.4% 14.6%
2020 (C+A) 53.6% 16.9% 15.4% 14.1%
2021 (C+A) 63.4%V 13.3%V 13.2%V 10.1%

Scope: (C) stands for Capgemini legacy, (A) stands for Altran 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.

This strong hiring dynamic driven by a high number of young
graduates had also asignificantimpact on the average age which
has reduced by nearly 0,7 year from 34.4 in 2020 to 33.7 in 2021.
The average age of joiners has been 28.9 in 2021. As a result, the

percentage of the population which is less than 25 years old has
increased by 5.7 points, the most significant reduction being in
the 35 to 45 years range with a 2.9 points reduction.

Average age in % (data coverage on 99.8% of year end headcount)

<20-<25 225<35 235<45 245<55 255
2019 (O) 14.6% 46.2% 24.5% 10.2% 4.4%
2020 (C) 13.2% 46.3% 25.3% 10.7% 4.6%
2020 (C+A) 12.2% 47.4% 25.4% 10.7% 4.4%
2021 (C+A) 17.9% 46.1%V 22.5%V 9.6%V 3.9%V

Scope: (C) stands for Capgemini legacy, (A) stands for Altran 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.

Flexibility in working conditionsis also a feature whichis offered and being able to work abroad is an attractive feature for many employees.

2021 Scope Coverage
People working % of employees working part time out of total 2.7% C+A 98.8%
part time headcount
Foreign Nationals % of employees requiring an employment visa 5.5% C+A 94.6%

for work/total headcount

(17 biggest countries)

Scope: (C) stands for Capgemini legacy, (A) stands for Altran legacy and (C+A) for Capgemini group.

d) External Hiring

Given the range and volume of our recruiting, a multichannel
approach is necessary:

— the Group defines the content, concept, and rules of our

New hiresinclude employeeswho joined Capgeminiafter the usual
recruitment process during the financial year and who are part of
the headcount (new hiresincorporated viaacquisitions/operations
are excluded). The coverage rate for new hiresis 100%.

. . . - External
brand image with the Marketing and Communication Scope hiring  Acquisitions
departments;
— recruitment campaigns and advertising are approved by the 2019 C 63,728 897
Operational Units and comply with Group standards; 2020 C+A 47,002 50,835
2021 C+A 139,594 1,005

— the talent brand and the underlying employer promise are
reflected locally and globally in our recruiting process. These
activities are coordinated by the local Human Resources
teams, in the operational units and local Marketing
& Communication departments and can mobilize the
experience and support of the Group’s Human Resources
recruitment team.

CAPGEMINI

Scope: (C) stands for Capgeminilegacy, (A) stands for Altran legacy and (C+A) for Cap-
gemini group.
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Following the Covid-19 crisis, which had a significant impact on
external hiring levels in 2020, with a marked 50+ % reduction of
recruits compared to the previous year, recruiting did not stop
and kicked off again towards the end of 2020, to significantly
rebound in 2021 at record high level for the Group, being nearly
three times higher thanin 2020 and more than twice our previous
record high level.

Talent brand & attractiveness

a) Glassdoor: An authentic talent brand view of the
“Capgemini Experience”

In today’s digital age, the 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’ experiences. Since 2019, we have
actively encouraged employees across 25 countries to leave a review
on Glassdoor. Ateam of forty global colleagues worked on a single
mission to showcase authentic experiences, attract, and engage

2

talent viaGlassdoor 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 analysed 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. In 2021, Review Intelligence — a sentiment analysis
toolwas launchedin Glassdoor which was used by all stakeholders
tothoroughly understand the sentiments of Capgemini employees
and make necessary changes. Integrating Glassdoor and Pulse in
2020 supportedin bringing the employee voice to the leadership.

Glassdoor continues to focus on talent attraction and employer
branding while keeping transparency asits core value, thisin turn
ensures that all our stakeholders actively use maintain and update
our Glassdoor profiles with latest Capgemini information.

The figures below cover the Capgemini Glassdoor profile at the end of 2021:

Senior Compensation Diversity Positive
Overall  Culture WorklLife Mana- and Growth - and CEO Business Recommend Interview
Rating &Values Balance gement Benefits Career Path Inclusion Ratings Outlook toaFriend Experience
4.0 4.0 3.9 3.7 3.4 3.9 4.1 94% 76% 84% 75%

Scale 1to 5 (5is highest score).

b) The digital talent engagement & hiring accelerator -
LinkedIn

Hiring channels have evolved over the years thanks to the digital
wave. LinkedIn, which has over 722 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. A digital channel like LinkedIn gives
candidates access to our in-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 to identify and hire the niche
skillsin 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. Itis also proven that
hires from these channels grow and stay longer with us compared
to other recruiting sources.

c) Transforming with artificial intelligence & virtual hiring
(India)

Empowering our recruiters with intelligent technology has always
beenapriority,and 2021 has been nothing less. The digital journey
at CapgeminiIndia hasbeenaphenomenal one and we were able to
automate a couple of processes that were previously perceived as
transactional. An excellent example of this would be our’Chatbot
based Screening Platform’ — Litmusblox, which is being utilized
across Business Units to reach out to mass volume of candidates at
once, to collect screening information like theirinterestin working
with Capgemini, insightsinto their profile, technical skills they are
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proficient in etc., reducing manual screening time and effort to
collect these details and then make a decision. The platformis also
being utilized to run campaigns like the Alumni Hiring Campaign
wherein we have already reached out to 3000+ 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 large volume of profiles.

Anotherkey platform, which wasintroducedinIndia, is the'Virtual
Drive Management Platform’ - Elevator. Elevator helpsin managing
drivesin the currentvirtual environment, enhancing the entire virtual
hiring experience for candidates as well as panellists. This platform
is enabled with 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, engages them with informative Capgemini
specific content.

All these measures ensure that our team is spending more time
building meaningful connections with candidates, while helping
them find exceptional opportunities in our organization.

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.
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d) 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 off its
global roll-out. With The Institute, we enable new joiners at our
junior grades to get client-ready within weeks — through internal

e) Key Performance Indicators (KPI)

OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
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client assignment, dedicated coaching and strong training offers,
empowering them to test and build their core consulting skills in
astimulating environment. A proven conceptin several countries,
2021 was the beginning of the global roll-out of The Institute —with
several new countries lined up to launch their local versionsin 2022.

KPI 2019 2020 2021

Scope C C+A C+A

Talent attractiveness Number of people hired by the Group (external hiring) 63,728 47,002V 139,594V
Implementation of local Employee voluntary attrition rate (%) 20 12.8+/ 23.5+
initiatives preventing the Total attrition rate (%) 25.9 18.5 28.4

unwanted departure of
employees

Dataidentifiedin these tables by a+v has been reviewed by Mazars
with a reasonable level of assurance.

Scope: (C) stands for Capgeminilegacy, (A) stands for Altran legacy
and (C+A) for Capgemini group.

f) External awards & recognition

Ourtalent brandisempowered 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):

— Great Place to Work — Capgemini India, USA;

— Universum top 50 globally most attractive workplaces;

— Top Employer 2021 — Europe;

— LinkedIn Top Employer — India, Germany, France, Spain, NL,
Italy;

— Glassdoor Best places to work 2021 — Germany, Invent UK.

CAPGEMINI

Focus on a flexible, engaged, mobile and high
performing workforce (talent engagement, talent
reward and compensation)

Talent engagement

[GRI 401-2]
[SASB TC-51-330a.2]

The Pulse employee engagement metrics are now monitored at
all levels of the Group (from Board to Operations) and enable a
granular 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.

During 2021:

— the number of actively engaged employees on Pulse has
increased to 83% globally;

— the overall engagement score improved from 7.8 at the end
of 2020 to 8.0 by the end of 2021;

— the eNPS scores increased from 26 to 35 in the same
timeframe, showing strongincreasein the ratio of employees
that are promoters of Capgemini as a great place to work;

— the aggregated employee participation rate reached 60%.
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Statistics as of December 2021

Engagement score eNPS

(by gender, on a 10 level scale)

(by gender, from -100 to +100)

Actively engaged employees
(by gender, in %)

10 50 100%
8 20 33 35 80%
6 30 60%
. 20 40%
2 10 20%
Women Men Women Women
Engagement score eNPS Actively engaged employees

(by management level, on a 10 level scale)
49

(by management level, from-100 to +100) 53

(by management level, in %)

0 50 100% 87 g4 A
o 83 40 g7 77 78 B4 ~ o o 6
8 40 80%
6 30 60%
. 20 40%
2 10 20%
A B C D E B A B C D E F A B C D E [F
Engagement score eNPS Actively engaged employees

(by age group, on a 10 level scale)

(by age group, from-100 to +100)

(by age group, in %)

10 87 g5 75

80 79 78 77 77 77 17 __ 52

100% %3 90 g5 . o
80 80 80 80

80%

R B B

28 27 26 24 25

60%
40%

20%

Dk D o> D o W PP 2 >

Key: eNPS stands for employee Net Promoter Score.

This model was criticalin keeping pulse on employees’ engagement
and enabled Managers and leaders across the Group to monitor
and react to the qualitative and quantitative feedback from their
teams when the Covid-19 crisis forced remote working.

Pulse listening helped our Business and HR teams to drive impactful
initiatives. Here are some examples:

— in 2021, the Group rolled out a diversity and inclusion
questionnaire in Pulse to collect the diversity attributes and
understand the perceptions of people regarding diversity
and inclusion policy and experiences;

— as health and wellbeing became a key part of our people
experience and listening, we added specific questions on the
topic to gather employee feedback on the key priorities of
the Group;

— building on 2020, where we launched a one-off Pulse survey
on our values and our ethical culture, we went further in
2021, embedding nine ethics-related questions in Pulse.

Additionally, India rolled out optional leave empowering colleagues
to manage work and personal responsibilities, enhanced the CLAP
program to drive recognition, and introduced the EMBARK program
to provide a standard and consistent orientation experience to
newly promoted/hired Grade Ds and Es.
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Business Services (BSv) launched multiple career and learning-related
initiatives in India, leading to the increase of growth driver and
overallengagement scoresin BSv. Some of the initiatives include:

— communication on competency and career frameworks;
— acompetency analyser tool covering 18,000 employees;

— GROW, a one-to-one career conversation between team
members and Managers covering 16,000 employees;

— the MOVE platform to encourage and support internal
mobility, and career mentoring as a part of programs for high
potential employees (e.g. Vanguard & Avancer);

— the Open Up event to build the digital mindset in grade C+.

People Analytics

In 2020, the Group accelerated the building of a data-driven
culturein HR by formally launching the People Analytics function.
The function is designed to apply analytical technigues on data
to improve business outcomes through better decision-making
concerning people and business objectives. Some of the key
projects delivered include:

— the design of the New Normal policies by understanding
key topics for employees at the start of the Covid-19 crisis
through Natural Language Processing (NLP) techniques;
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— theroll-out of new promotion policy to eliminate gender bias
in the promotion process;

— the measurement of the impact of learning programs on
overall engagement scores, etc.; and

— the prediction of the retention risk of high performer cohorts
to take proactive measures and reduce the cost to Business.

People Analytics also introduced new metrics that are linked to
business performance and employee experience, forinstance the
“Manager Index” measuring the support given by Managers to
their teams (caring, productivity, career development ...) and a
well-beingindex covering the physical, mentaland social well-being
of employees.

OUR ESG COMMITMENT AS A RESPONSIBLE LEADER
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Another key aspect of People Analytics is the building of a data-driven
culture in HR. Hence, we have started to create Champions with
analytical capabilities within HR to accelerate the data-driven
approaches and launched dedicated People Analytics training

nou

courses (“Foundations”, “Practitioners”).

These supplement the already existing People Analytics capacities
in the staffing and workforce planning area. Being part of the
Delivery operations, it tightly supports the effective matching of
available profiles to open client opportunities through an advanced
staffing toolset and Al.

KPI Scope 2019 2020 2021
Group engagement score Aggregate average Engagement Score C 7.2 7.7 8.0
(From O to 10) ™
Group eNPS (employee % number of promoters (score: 9-10) less % C 6 26 35
Net Promoter Score) number of detractors (0-6) ("
Pulse participation rate Aggregate full year employee participation rate in C 64 70 66
Pulse (in %)
Actively engaged Part of the workforce with Engagement Score 7-10  C 73 81 83

employees® (in %)™

(C) Stands for Capgemini legacy, (A) stands for Altran legacy and (C+A) for Capgemini group.

(1) Note: These numbers are covering Capgemini legacy only, excluding Altran scope. They therefore cover 81.5% of the total Group’s FTEs.

(2) Definition: SASB Actively engaged: The classification should generally reflect the use of 4, 5, 7 or 10 points 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”.

Reward and compensation

[GRI202-1]; [GRI 401-3]

Pay equity s a key area of attention with stronginternal focus: we
ensure that we are compliant with prevailing legislation and monitor
this topic, by leveraging external certification with EDGE when
applicable. InFrance, we have an annual Equality Index assessment
thatincludesa pay equity Section following a methodology presented
andvalidated with employee representatives which disclosed very
limited variances for similar roles. This has enabled us to reach a pay
equity score of 39 out of a maximum of 40 on the 2020 Pay Equity
Section of thisindex (in place since 2018). This high score is driven
by a less than 2% variance between men and women (in favour 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 scores
a 94 over 100 on the index (including other aspects beyond pay)
and has been getting the same score three yearsin a row.

During 2021, the Group worked on a global assessment to adopt
a Pay Equity Framework to have a comprehensive and structured
approach on the topic. On top of that, starting 2022, Capgemini
is 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 capitalization
is greater than or equal to USD 1B (1,000,000,000).

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.

CAPGEMINI

The reporting framework includes over seventy metrics, each
allocated to one of five pillars:

— equal pay & gender pay parity (address closing the gender
pay gap through transparent and effective action plans).

— female 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 (assess anti-sexual

harassment policies and procedures).

— pro-women brand (considers Ffactors like supply chain,
products and services, and external support for women in
the community).

Capgeminiintegrated the 2022 Bloomberg Gender-Equality Index
based on 2020 data, scoring 76.9% which isabove the overall average
of 71% and the Tech sector average of 69.63%. 550 companies
submitted their data to Bloomberg and out of the 414 companies
thatintegrated the Index, 44 are Tech companies.

Salary increase guidelines are also reviewed and approved at
Group levelin close alignment with 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 benefits coverage for our employees.

The evolution of compensation (which can be foundin the Note 7 to
the consolidated financial statements) is subject to regular analysis
ascompensation costs represent 67% of the Group revenue. Regular
monitoring is made of the average compensation cost evolution
across operations to evaluate, monitor and anticipate the impact
of staff demographics dynamic (recruits, leavers, promotions, etc.)
on the evolution of this key indicator.
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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
Senior Managers, in particular equity-based incentives which are
subject to Board approval.

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 (see Section 2.3.4 for further
information).

Currently, performance shares granted to Executive Corporate
Officers represent a very low percentage of the total shares
distributed. The associated resolution sets a maximum limit of 10%
to be allocated to Executive Corporate Officers and the volume
effectively allocated to them representsa much lower volume, with
lessthan 3% of the total grants of all performance share plans since

2

2009. Also, the number of people benefiting from such allocation
is growing in order to associate more and more employees to the
Group long term performance and more than 5,200 employees have
been covered in the 2021 plan. Recently acquired companies are
included in such plans as soon as legally doable as it was the case
forinstance following the Altran acquisition last year.

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)

Since the first employee share ownership plan was launched in
2009 covering 19 countries, Capgemini has chosen to offer as
many employees as possible a structured, leveraged formula
whereby employees caninvestin Capgeminishares at a discounted
price, either indirectly through a Mutual Fund (FCPE) invested in
Capgeminishares, or directly, depending on local regulationsin the
various participating countries. Building on the initial success, the
Group proposed an employee share ownership planin 2012 and
2014.Since 2017, the plan has been offered annually to all eligible
employees. The coverage of the offeris progressively extended, and
last plan was covering 29 countries. More than 49,400 employees
have participated in the latest plan and 589 million € have been
subscribed. The employee share ownership has furtherincreased
in 2021 to reach 8.43% of our share capital. This has enabled us
since 2012 to have employee shareholder representation on the
Board of Directors of Capgemini SE (please refer to Section 2.1.3).

4.3.2 Skills management and development

4.3.2.1 Relentlessly invest in our talent through a
unique experience, developing tomorrow’s
skills (ESG priority C)

[GRI 404-2]

At Capgemini, careers and skills are at the core of business, hence
making sure that’the right person with the right skillisin the right
job at the right moment'’. Turning potential into value sits at the
center of our Learning and Development efforts. We believe in the
power of our people and the vital role we play in their development,
ensuring their sustainability and long-term employability as their
careers progress through our Company and beyond.

To meet the increasingly agile expectations of our clients and our
people, every Capgemini employee, from fresh hires right out of
university to Senior leadership, can expect the same high standard
of learning tools, programs, and support (tailored to their roles,
skills, and path progression) as they develop in their careers.

In 2020, to make learning opportunities and programs even more
accessible to all of our employees, we deployed NEXT — a digital
learning experience platform that enables access for all employees
torelevantand broad learning assets, curated by the world's best
knowledge providers such as Coursera, Pluralsight. In 2021, we saw
anincreasein the platform with 276,864 users, with the additional
onboarding of Altran employees that are now part of our Capgemini
Engineering business line. This enabled our people to constantly
grow and align to current and future skills needs.
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Covid-19 has been an ongoing challenge and prevented us from
making use of ouriconic University Campusin 2020, but we made
a successful switch of our full F2F catalog to virtual formats and
events forour professional communities. This ensured that we could
maintain the feeling of belonging and camaraderie engendered
by key professional communities.

Capgeminiis committed to continuously upskilling its workforce,
which begins with building up the People Management skills and
leadership practices of our middle management and leaders in
the New Normal, while equipping them with the tools for success.

The Connected Manager program for example, in partnership with
Harvard University, supports our Managers through a hybrid and
flexible development model. We continuously work onimproving
our already robust approach to Executive hiring, promotion and
reward while reviewing this key population in the annual Strategic
Talent Reviews for development, succession, and mobility actions.

Inline with our ESG objectives of increasing the learning hours of
every employee by 5% every year, we have invested more than €90M
in Learning (notincluding the indirect costs not billable to our clients).
Our latest employee Pulse score on learning of 8.1 average score
and 33 NPS highlight the appreciation and the value that learning
brings to our workforce. Our focus for the years aheadis to create
acontinuous learning culture where people learn more frequently,
in the flow of work and via peers, professional communities and
our technology partners. We also have the ambition to further
open up the learning ecosystem outside Capgemini to students,
clients and alumniin years to come.
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Performance Management
[GRI 404-3]

Capgemini has arobust Performance Management Modelin place
so that every employee has:

— clear objectives established early in the year;
— ayear-end performance review (at the minimum); and
— aonce-a-year development discussion.

While this Group minimum standard usually sees a richer application
in Businesses (with additional mid-year reviews and more than once
ayear promotion opportunities), the Group has committed in the
design and steering of a new Performance Management Model.
Destined to primarily respond to our entry and young professional
grades (that represent the majority of our workforce), it addresses
their changing expectations as well as the need to better support
the agile business environment in which the Group operates.

This new model is a more continuous approach focusing on
progression rather than on just past performance by:

— clarifying a standard and limited set of development needs/
objectives by role and grade;

— evidencing attainment through continuous, 360-degree
feedback viaco-workers, Managers, partners, and clients;

— running quick and effective value assessments by the People
Manager; and

— reviewing promotion decisions in quarterly People Review
roundtables.

While our management and top leader levels are remaining on a
semi-annual or annual cycle, the evolved model will:

— apply to them the same standard development objectives
(by role and grade);

— fully include them to actively take part in the targeted
feedback culture (giving and receiving); and

— require an even stronger focus on people development and
role modelling.

This model will make it easier to adjust goals on an ongoing basis.
It willsupplement standard development with tailor-made options
for faster upskilling and supporting mobility options.

Learning and Development platform and experiences

Next - unified experience platform for learning

Atthe end of 2021, Next had 276,864 active users, which is 86% of
Group headcount (including our Capgemini Engineering teams). It
has rapidly shifted the'learning hour’ landscape, with an increase
of 20% in learning hours compared to 2020 (and 26% if we exclude
Capgemini Engineering teams).

Capgemini has partnered with some of the world’s leading Learning
and Development content providers, such as Pluralsight, Harvard
Managementor, Harvard Spark, and Coursera and offer full access
for free to their catalog for all Capgemini employees. In 2021, the
Group integrated more partners like CoorpAcademy to push the
ambition on digital skills, AndersPink to provide dynamic curated
content to build industry expertise and content from our partners
like Pega and RedHat.

All development activities on Next are recognized internally and
allays employee worries about skill redundancy in an increasingly
volatile market. Many are also externally recognized, with numerous
courses from renowned and accredited universities and many
external certifications available free of charge.

CAPGEMINI
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Sixteen professional communities that our talents can
join to develop specific expertise

Inline with our ambition to design and deliver a continuous learning
value proposal through peer-to-peer learning and through learning
groups, we have created “Professional Communities” around core
competencies and skillsets that are essential for current roles
and future roles within Capgemini. In 2022, we will launch the
learning pathways for these professional communities, including
internal certifications and accreditations which for many years
have been, and remain today, an important asset and recognition
forthe expertise and developments paths for the people in these
communities. The Engagement Manager Certification, for
example, covering roles such as Project Managers, Scrum Masters,
Service Delivery Managers and Transition Managers, is a levelled
certification program (from Foundation to Level 4 Expert). This
global certification scheme allows better staffing of complex and
specificengagementswith the appropriate level of expertise and
represents astrong community with elevated excellence standards.
Thereis an equivalent certification approach for the Architecture
community and the Account Management community. Those
three strategic communities are part of the sixteen professional
communities that will be further scaled across our Group.

Growing the learning ecosystem with more technology
partners and rich Academy experiences

The launch of Next has facilitated the rapid growth of our learning
ecosystem and further opened up access to the technical learning
content of our partners such as Microsoft, SAP, AWS, RedHat,
Oracle, Salesforce and Pega. These technology skills are necessary
to bring innovation to our clients and learning with partners
during events has become an important element in our learning
strategy. Partner content is featured on the front page of Next,
seenimmediately by allemployees, and has driven a marked uptick
in skills development and certification. We have also deployed
skills aligned to our Corporate Strategic Framework through an
academy model, with the launch of Al Academyin 2020 and Cloud
Campusin 2021.

Launched in September of 2021, Cloud Campus is Capgemini’s
central hub for Cloud-based learning, certification preparation,
partner-sponsored activities, community forums and mentoring, all
accessible and integrated with Next, Capgemini’'s comprehensive
digitallearning platform. Endorsed by internal and external experts
and delivered in collaboration with our partners, Amazon Web
Services, Google and Microsoft Azure, Cloud Campus functions as
anall-inclusive one-stop-shop to gain industry-recognized skills and
certifications with guidance and support. Cloud Campusis open to
allemployeesregardless of entity, region, level, or role and existing
Cloud experts also have content to polish their skills further and
mentor the community viaa structured mentoring program using
Chronus. The programincludes partner sponsored hackathons and
game days for practical, hands-on experience, “donut roulette” to
connect peers across the world, skills assessments, a leaderboard
to recognize power-learners and a world-class content library that
is updated regularly.

Asof December 2021, Cloud Campus has easily eclipsed its original
goal of 10,000 participants by year end with 33,000+ unique
participants, a number that continues to grow quickly.
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Al Academy focuses on increasing the base level of data and
artificialintelligence (Al) across the entire organization, as well as
furthering the skills of our practitionerand professional populations
(those skilled in data engineering, data science, machine learning
and data visualization), and has been further scaled in 2021. Al
Academy gives our people a clear learning-driven path for all Al
roles within Capgemini, as well as a community of peers with whom
to learn. The Academy has several tracks (Al for management, Al
for solutioning, Al for delivery, etc.) to fit the needs of every Al
learner at every stage of their career progression. At the end of
2021,1,750 Al Academy participants had identified Al as a new skill
and 1,798 users completed or were taking training in 24 Al pathways,
anincrease of 22% of employees with the Al skills specified in the
Al Academy (these figures include Altran legacy).

In 2021, we worked to build industry skills globally through our
India Industry Platform, focusing on:

— the creation of foundational level learning modules for
four priority industries, starting with Life Sciences and
Automotive;

— dedicated industry events—virtual deep-dive events focused
on specific priority industries;

— mobilization sessions — where industry leaders partner with
external specialists to speak at virtual events at scale.

In 2022, we will continue to work on these pointsand further create
a holistic experience-based space designed to grow people from
Grade A (associate) to F (VP), from awareness to certification. This
will be offered via Industry Academies with multi-dimensional
upskilling, including a focus on functional, technical, business,
and soft skills.

Opening up our learning ecosystem

We are working on a solution to bring these Academies to our
customers through an extended enterprise platformin 2022, 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
ecosystemisto enable learning before we have a new memberjoin
the organization. We have rolled out a pre-boarder solution in India,
where all candidates that are offered to join CapgeminiIndia also
have an opportunity to discover CapgeminiIndia modules through
accesstoa Pre-boarder Next solution. We are now extending the
Pre-boarder Next learning solution with a pilot on ADAPT amongst
7,000 hired students that have received a job offer, to refresh and
equip them with the necessary technical skills prior to theirjoining,
thus enabling an integrated recruitment and learning solution.
This concept has an opportunity to be scaled up even further. It
will take time to see the real business impact of this, we do see
an average 4.5 hours of learning in the pre-boarders stage itself
with no interventions or nudging, and early indications already
show that people onboarded via the pre-boarder solution on an
average show a 15% higher engagement through access on the
platform, and almost 1.5 times more learning hours within the
first few months of joining.

Digital, virtual and hybrid events

In 2020, in response to COVID, we shifted all events online. This
opened up the possibility to further scale digital events in 2021
with more community connections while fostering a sense of
belonging to learning communities and Capgemini as a whole. In
2021, we hosted 165 virtual university learning events at scale,
covering 84,320 learning hours. RISE is one example and is a new
archetype for Capgemini’s live digital learning events. It brings
together three to four of Capgemini’s professional communities
into one event that combines the best of both worlds — relevant
content tailored to specific roles and general knowledge on
strategic priority topics.
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A fully virtual experience spread across multiple time zones to
enable maximum live participation viathe Social27 platform, RISE
gives participants the opportunity to connect with Capgemini
leaders, engage in social learning across both their own and other
communities with learning sessions led by community heads, and
the chance to develop their personal skills through a huge variety
of expert-led skills building sessions. Held quarterly, the first
iteration of RISE brought together HR, Data Management, Cloud
and Architects communities while the second brought together
Banking & Capital Markets, Finance and Agile teams with the goal
of cross-silo learning, greater alignment on the Group's strategic
framework and vision as well as a stronger feeling of belonging to
combat attrition. The events attracted 10,000 unique visitors in
the first two iterations and scored well above average at 8.9/10,
according to attendees.

Manager development

The world has changed irreversibly over the last 18 months. The
New Normalin the working world has emphasized and accelerated
some challenges: talent retention, hybrid working and work-life
balance. As we move forward, getting these elements right is
crucial: wellbeing, trust based managerial culture, connecting
and collaborating with remote/distributed teams. The biggest
risk to achieving the Capgeministrategyis not engaging the huge
employee base, of which 1/3 are Managers. Connected Manager
is THE program for Managers across Capgemini that enables
delivery of consistent management behaviours—which are critical
for business success and provide the culture we need to thrive.

Created with Harvard Business Partnership, the Connected
Manager program is Capgemini’s premier program for overcoming
managerial challenges by changing Managers’ mindset, behaviours,
and practices. In place for 1.5 years, the program has more than
20,000 Managers enrolled and almost 15,000 already certified.
Originally an in-person program, we have evolved over recent
times to make it fit for the New Normal by adding team rituals
e-learningsand role plays touching on remote and hybrid working,
increasing our digital touchpoints, formalizing opening and closing
ceremonies for more face time and building in practical hands-on
opportunities wherever possible.

Executive learning

With our Executive Education framework, each Executive can
develop and improve at their own pace with the approach most
relevant to them.In 2021, our Executives had access to an external
Executive coaching framework, certified business school programs,
digital contentin NEXT's “Executive Education” Section as well as
leadership series: in-house high touch leadership skill boosters
on critical leadership skills. While almost 40% of our grades E
(Director) & F (VP) completed trainings in NEXT on leadership and
Talent topics, 750 also benefitted from the leadership series on
topicsranging from clientimpact and intimacy (Executive Presence,
Boardroom Excellence, Becoming a Trusted Advisor), to building
high performing teams and critical thinking (Strategic thinking). On
top, 250 more VP, newly hired or promoted, completed the ONE
integration program, which supported the Altran VP integration,
and 88% of the VP population completed the inclusive leadership
—Unconscious bias —workshop.
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We also started a 360-feedback process for our EVPs, which has been
already rolled out to 292 EVPs (80% of the EVP total population)
in 2021. In 2022, remaining EVPs and all VPs will be proposed to
go through the 360-feedback process.

Talent acceleration and high potential development

Our Leadership Development Programs are designed to allow every
employee toimprove their leadership skills, with explicit requirements
for specific grades. All our people are assessed annually on their
behaviour and leadership skills during their performance review.
We offer four global acceleration and development programs
for employees with high potential —within each grade —to boost
the progress of specific profiles and thus accelerate their career.
We also offer a selection of Leadership Development Programs
aimed at highflyers — within each grade — to train employees and
align habits and behaviours with expected leadership skills.

4.3.2.2 Main achievements in 2021

[GRI404-1]

Results and Key Performance Indicators (KPI)
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The eligibility and enrolment conditions for these programs are
updated every year and their students receive specific support as
they progress within the Group.

Integrate workForce planning and skills development

Our global staffing tool is designed to harness the business
demand, skills, people data and project mobility choices to map
the poolofinterested talent profiles against the right demand. This
is further leveraged by our resource planners to make decisions
aboutstaffing. The tool offers a global marketplace, where people
can express theirinterestin 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’. The analytics engine is designed to grow in intelligence
through a skills framework, Taxonomy, professional communities,
and evolving people data, so thatitincreases the matching ability,
understands career choices, and reduces the turnaround time and
business costs involved.

2022
KPI Périmetre 2019 2020 2021 target
Training policy Total number of training hours C 9.2 9.8
(millions of hours)( @ 3) AG) 11
C+A 12.8 NA
Average number of learning hours C 41.9 45.5+
per employee trained@® AS) 292
C+A 45.7+ 48

Scope: (C) stands for Capgemini legacy, (A) stands for Altran legacy and (C+A) for Capgemini group.
(1) Note: There has been a change in methodology in how learning hours are reported from 2018 to 2019. Only training fully completed by our employees was considered in
the scope of calculation. Until 2018, even partially completed training was considered. Also, reported hours cover employees still present on December 31stof the relevant

year. 2018 and 2019 data were recalculated for comparability purposes.

“CEET

Note: These numbers cover Capgemini legacy only, excluding Capgemini Engineering that represents 18% of the total headcount.
Only training hours recorded in the Learning Management System for Altran France are registered.

The average is calculated on the basis of active learners rather than against employee headcount.

Coverage rate of Capgemini Engineering training information: 98,4% of Capgemini Engineering headcount.

Data identified in these tables by a v has been reviewed by Mazars with a reasonable level of assurance.

4.3.3 Diverse and inclusive work environment

Itis ourstrong conviction that a diverse workforce and aninclusive
and equitable culture boost creativity and innovation and are
therefore integralto being a high-performance company. Diversity
and inclusion are essential to our Group identity and our value
proposition.

Making our people feel welcome and working together seamlessly is
critical to our long-term success. Therefore, we commit to building a
diverse and inclusive environment of aligned entrepreneurs, where
every form of diverse talent thrives and brings the best value.

We not only comply with regulations, but we are also 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.

The Diversity and Inclusion (D&I) pillar of our Corporate Social
Responsibility program aims to deliver on this ambition.

CAPGEMINI

Our Diversity and Inclusion strategy contributes to targets of three
of the United Nations Sustainable Development Goals (SDG 5,
SDG 8 and SDG 10).

4.3.3.1 Enhance a diverse workforce and an

inclusive culture (ESG priority D)

As aglobal technology and consulting leader, Capgemini has long
held the belief that a vibrant, diverse workforce and an inclusive
culture are fundamental to our identity and success.

Our definition of diversity encompasses cultural identity, race/
ethnicity, social origins, sexual orientation, ideologies, working
methods, skillsand experiences, genderidentity, and disability. We
value the differences and uniqueness of our people, and guarantee
anopen, collaborative, and safe environment for their wellbeing,
while allowing them to be their true selves at work.
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Inclusion is a business imperative for the Group, and a lever to
ensure we can deliver higher value to our clients. By bringing in
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 entrepreneursand thought leadersin our chosen markets.

We value everyone's unique experience, opinions, and ambition.
We recognize that diverse teams are the source of innovation and
bring more creativity and distinctive ideas to the table, leading
to an inclusive environment to the benefit of all. By creating an
inclusive culture where talent representing societyin allits richness
and diversity is empowered to have meaningful careers, we are
building a future where all talents can thrive.

This strategy is highlighted in the priority D of our ESG policy:
Enhance adiverse, inclusive and hybrid work environment. We aim
at reaching 40% of women in our teams by 2025.

Our priorities in Diversity and Inclusion

Our key priority remains to address the gender gap still present
in our industry. Gender diversity underlies and intersects with
otherdimensions of diversity and is particularly challengingin the
technology and consulting industry. It is therefore a key focus for
us to have more gender-balanced teams shaping our culture and
developing the right solutions for our clients. We aim to ensure
that female employees fully take partin both corporate life and
decision-making processes at all levels, as equals of their male
counterparts.

But ourvision of diversity goes far beyond gender. We continue to
progress well on expanding the focus on other diversity dimensions.
Race and Ethnicity, Disability, Sexual Orientation, amongst others,
are important dimensions for the Group. As society demands an
end tointolerance and discrimination, we commit to play our part:
in breaking down barriers and building a more inclusive world, we
make meaningful change happen.

To guarantee Diversity and Inclusion as core elements of our
identity and strategy, we pursue three main ambitions:

1. Become a company of choice for women in IT

Women are key to shaping the future of the digital economy,
whetherintechnology, business, or client-facing roles. We commit
toincrease the representation of women in our workforce to
reachaminimum of 40% by 2025. We have to address the whole
talentvalue chain:influence our ecosystem to encourage more
girls to embrace STEM studies or develop digital skills and, at
the same time, grow a sustainable talent pool to bring more
women to leadership roles, with the objective to reach 30%
of women in Executive positionsin 2025.

2. We are committed to equity for all

Our key focus on gender balance is not in contradiction with
our broader vison of diversity. We are actively engaged to
promote a fair representation of people with disabilities and
from under-represented minorities and build a LGBT+ friendly
workplace. Beyond diversity, we commit to ensure equity,
offering equal opportunities and treatment to all. It means
monitoring the recruitment mix, equal promotion rates and
equal pay for equal work. It relies on fair management, free
from bias, extending from hiring to development, promotion,
or reward of our employees at all levels.
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3. We foster a strong culture of respect and an inclusive
environment

We ensure a safe and respectful workplace where leaders are
made accountable and invited to self-reflect on their daily
behaviours, in line with our core values, Code of Business
Ethics, new leadership model and new flex policy. Beyond
Managers, employees can have their own say by contributing to
the Employee Networks or volunteering initiatives promoted
inour CSR policy. Every one of usisinstrumentalin building a
friendly environment where everyone can be their authentic
self and find their own way, combining professional ambition
and personal life.

Become a company of choice for women in IT

Over the last few years, we have made good progress with respect
to increasing the representation of women in our organization
at all levels. Our main challenge is now to stem and reverse the
erosion we see for entry to managerial and above grades, known
as the Broken Rung.

Between 2017 and 2020 we achieved the second fastest progression
inthe IT sector, with a gain of 3.5 points on the Capgemini legacy
scope.

In 2021, we raised the bar on gender balance and applied to the
2022 Global Gender Equality index operated by Bloomberg. For
our first participation, we were listed and obtained a score of
76.9, placing us more than 7 points above the IT sector average.
In parallel, following a continuous improvement approach, we are
renewing our Global EDGE certificationin 2022. The US, Brazil and
Morocco started the process earlier, in H, 2021.1n 2017, Capgemini
became the first—and remains even today - the only professional
services company to obtain this certification in Morocco.

We address the bottom tier and continue through to the top of
the pyramid, with a focus on limiting the erosion among young
professionals through our Group project known as NOVA (see
below), and by bringing more women to leadership positions.

Growing a sustainable talent pipeline of women

Project NOVA was launched at the beginning of 2021. It brought
together practitioners from recruitment, talent, business, and
Diversity and Inclusion (D&l) from across the Group to share
best-in-class measures to strengthen recruitment, promotion and
retention of women. Up to thirty best practices were collected:
ten recognized as the most impactful will now constitute our
recommended global framework for building our sustainable
female talent pool.

Recruit: enlarging our sourcing pool and make our
recruitment process more inclusive

To attract more female candidates, we have developed our
employer branding to showcase women professionals, 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
ininterview panels. In parallel, we have enlarged our recruitment
targets to address untapped sources of talent, notably:

— women in their early studies or career: we are deeply
committed to encouraging young girls to embrace STEM
studies and acquire digital skills. We have developed

2021 UNIVERSAL REGISTRATION DOCUMENT
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partnerships around coding or IT in several countries (for
instance with Girls who code in USA and in France with the
Femmes@Numérique foundation) and we support the
United Nations AlforGood initiative for Teensin Al;

— Capgemini Alumni employees: India developed the “She
said yes” project encouraging former Capgemini employees
to come back after a few years of experience in other
companies;

— women back from a long-term break: for example, in India
we developed “CAPtivate”, Capgemini's Career Comeback
initiative to support skilled female professionals who want
to make the transition back into the workforce. In France,
we support the Digital Women manifesto from professional
union Numeum (Synthec Numérique) to engage its member
companies in recruiting women and retraining, and we
support Social Builder, a social enterprise that creates
professional paths into the digital world for women.

Promote: scaling up supporting measures to empower
women and ensure equal opportunities

Our Group policy aims to develop careerintentionality and provide
support to women to accelerate their career path. We do this
through networking, training, and mentoring schemes, all of which
have proven to be successful at local or country levels.

— Career intentionality: Two podcast series aimed at
developing self-confidence and projection:

- my Fair Value: developed in partnership with Lean In
France, this tackles the taboo of women’s remuneration.
The episodes display pragmatic tips to help them
acknowledge their skills and their true value on the
market and be prepared to run conversations on their
remuneration. First launched in French, the podcast has
been translated into English and circulated across the
Group on the occasion of International Women’s Day in
March,

- herStory: Showcasing inspiring women role models,
representing the diversity of career opportunities that
women can embrace in the Group, whether in technical,
client facing or enabling roles. The campaign has gained
strong visibility and engagement on LinkedIn and
Instagram. This initiative has been duplicated locally in
India, Financial Services and in APAC;

— career path acceleration:

- Powerahead: a talent acceleration program that had
previously existed in Financial Services for middle
managers and has been extended to junior Managers
with great traction and success,

- Mentoring: Our Netherlands business has circulated a
mentoring toolkit to all their volunteer Managers, while
France launched a mentoring program mixing genders in
Q3-2021,

- strategic talent reviews: 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
director and VP level,

CAPGEMINI
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- Women network: Women@capgemini, our global
employee network, has been extended this year
across the professional communities: WomeinDelivery,
WomeninSAP, WomeninAi, WomeninCyber, WomeninSales...
now offer more specialized networking opportunities.

Retain: limiting attrition through constant attention to
what matters most

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
working on developing the following policies:

— 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 and in collaborative
and supportive environment. The program is designed to
assist in 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 exist in other countries,
such as “Keep In Touch with your M'Partner” in Morocco.

— Equal pay for equal work: as a Group, we conducted a deep
dive analysis in our fifteen core countries to assess their
maturity regarding our equal pay for equal work ambition.
We want to ensure that there is no remuneration gap that
can’t be explained by objective and factual characteristics
of the job or individual, such as diplomas, level of mastery
or expertise, level of performance, tenure in the role, grade,
job family or region. This analysis enabled us to create a heat
map and develop a solid framework that can be adopted by
countries with a less mature approach.

— Extended benefits: several countries have been revising
Capgemini's employee benefits to make them more
advantageous and inclusive. For instance, Australia has
changed the minimum duration of weeks offered for primary
parent parental leave from eight to eighteen weeks. Such
policies tend to become more and more gender neutral
and address parents’ or care givers' needs. In India, our
Parents@CG network allows all colleagues with childcare
responsibilities to network and participate in sessions on
different aspects of being a parent; we provide creche
benefits to our employees (a gender-neutral initiative), while
lactation rooms support female employees balancing their
return to work with their needs as mothers of young children.

Monitoring women’s engagement and attrition

As part of Capgemini's Diversity and Inclusion ambition endorsed
by our CEO, we have conducted deep-dive analyses on gender
diversity across the Group since 2019. This helped us build a common
reporting dashboard, consolidating data from all the local payroll
systems. This dashboard depicts, in one single view, all the KPIs
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and levers (recruitment, promotion, retention) we need to follow
our gender mix overall and by grade. This one-pager has become
the official reference among the D& and HR communities and
is reviewed on a monthly or quarterly basis at Group Executive
level, in the Group D&I Board, and in country Boards, enabling us
both to spot at a glance the key areas in need of attention and to
identify potential gaps to be addressed. To ensure that we better
understand all women's expectations, we monitor employee
engagement scores and comments per gender every month. In
the same spirit, exit interviews 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.

We are committed to equity for all

Building aninclusive and sustainable future for all sits at the h