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IPSEN HR PRINCIPLES | PURPOSE AND GOVERNANCE

PURPOSE

This documentaims at stating the Ipsen HR principles, so that:
= every new HR employee gets an easy understanding and knowledge of Ipsen HR principles
= it can be used as a reference to managers and employees
= they can be referred to in any HR procedure or policy as well as any HR program

AWARENESS

= Every HR professional should be aware of this document
= |t is part of the onboarding of any new comer to the HR Community

QUESTIONS

Any question related to this document should be addressed:
= 1) if raised by a non-HR person: to their HR partner
= 2) if raised by an HR person: to their manager or to a member of the HR Leadership Team

UPDATES
Updates are managed by the VP, HR Transformation after agreement of the CHRO
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HR VISION STATEMENT

Enable our leaders to drive IPSEN bold growth and innovation through optimal
organizational capabilities and fully-engaged teams

ES
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ENGAGEMENT AND VALUES

REFERENCES
= The patient should be included in all HR projects and at
every step of the employee’s journey with Ipsen

= |psen encourages employees to participate to company-
sponsored activities (i.e. annual community day, Ipsen
in motion...) in line with Ipsen CSR policy

= In all HR activities, the Ipsen Way of Being should be
applied. HR employees are a role model.

= In all HR activities, E&C and Quality should be fostered
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HR OPERATING VALUES

= As a true business partner, HR employees provide in
every thing they do a first-class professional and ethical
service

= Every Ipsen employee should be treated fairly and
respectfully at all times whatever the country and the
activity

= [psen promotes employees’ well-being

= [psen promotes recognition and celebration of success



ORGANIZATION DESIGN

PURPOSE

= To design the organizational structure that best
enables Ipsen to achieve its business goals

ORGANIZATION STRUCTURE

= Ipsen advocates a flat structure aimingat 6 layers
max and wide spans of control (7-10)

= There should be maximum one operational line and
one functional line and per employee

= |[psen operates from 3 main hubs based in France, the
US and the UK

= Any organisational structure change impactinga
Leadership Team requires pre-validation by HR (CHRO
for GLT, BHR for local LTs)

= There should be no hierarchical relationship between
people within the same family
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MANAGEMENT GOVERNANCE

= Ipsen is led by a CEO, supported by an Executive
Leadership Team (ELT)

= Critical and most senior positions belong to the Group
Leadership Team (GLT)

= The CHRO is in charge of maintaining the list of GLT
members

JOB DESCRIPTIONS

= There should be at least generic Job Descriptions
for every role except for regulated roles where job
descriptions are mandatory
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TALENT ACQUISITION | PURPOSE AND VISION

PURPOSE VISION
= To apply a strategic approach to identify, attract, and = Deliver strategic services that create a competitive
hire talented individuals into Ipsen, to efficiently and position for Ipsen by sourcing, attracting and
effectively meet our ever growing and dynamic hiring high caliber talent leveraging technology for
business needs through: engagement throughout the talent process for an
1.Planning & Strategy, Informed by Data exceptional candidate experience.
2.Internal Talent Management 1.Create an Exceptional Experience for Every
Candidate

3.Employer Branding
2.Elevate Ipsen’s Brand to be Recognized as a

Leading Biopharma Company

3.0perate as a Nimble Organization Aligned to the
Business

4.Candidate Relationship Management

4.Upgrade Capabilities to Drive Operational &
Execution Excellence
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TALENT ACQUISITION | STRATEGY AND APPROACH

DATA-INFORMED PLANNING & STRATEGY

= Actively engage with Finance and the business to
strategically align business needs and sourcing
talent timelines

= Leverage talent and market data to inform talent
decisions

INTERNAL TALENT MANAGEMENT

= Work work hand-in-hand with Talent Management to
identify top talent, build and use succession plans,
and develop people to promote and hire from within
when possible

EMPLOYER BRANDING

= Recruiters and hiring managers understand &
effectively articulate Ipsen’s Employment Value
Proposition(EVP)

= Ipsen employees are encouraged to be brand
ambassadors and talent attractors and are incentivized
through the employee referral program

CANDIDATE RELATIONSHIP MANAGEMENT

= Partner wih a select list of strategic external firms

= Strive to deliver a diversity of slates

= Ensure Fairness (diversity and equity) throughout the
recruitment process

= Pro-actively pipeline to develop a bench of identified
external talent
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TALENT ACQUISITION | HIRING PROCESS

HIRING PROCESS

= HR Business Partners should be included in all hire and
transfer processes

= All open positions (replacement or new) should be vetted
to ensure the role is needed, and financially approved
prior to kicking off a search

= Recruiters should align with the hiring manager on the
hiring plan, including job description, process, steps, and
communication channels to be used, including a timeline,
recruitment plan, criteria for initial candidate screening,
selection committee, interview questions, scoring
template and any other relevant instructions to the hiring
team

= Preferred search firm partners selected by the Global TA
COE should be used when engaging external sourcing and
recruiting support

= Compensation & Benefits must be involved in the level
and compensation package prior to an offer being
extended, Candidates must sign and return all necessary
documents and successfully complete the required
reference and background checks prior to their start date

= TA to ensure completion of all necessary work
authorizations before the candidate’s start date, including
checking for any non-compete clauses
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CANDIDATE ASSESSMENT

= Assess if candidate aligns with the five dimensions of
the One Ipsen Way of Being

= Evaluate if candidate fits the needs of the role, with
growth potential within Ipsen

= Determine if candidate’s personal ambitions,
requirements, and aspirations fit with the role, level,
and organization

= Weigh feedback from everyone on the hiring team

= Hiring Managerhas final decision-making authority

CANDIDATE CAREAND FEEDBACK

= Each candidate must be treated with respect and
dignity

= Every candidate should be provided with an equitable
and fair experience as well as a timely feedback about
where he/she is in the selection process, regardless of
outcome
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TALENT ACQUISITION | INTERNAL APPLICANTS AND GLT ROLES

GENERAL

= Encourage a culture of internal mobility and
development by considering any internal application

= Select the best candidate for all roles, agnostic of
source and treat internal and external candidates
equally

= For the most critical and senior roles (VP and above
roles), bench internal candidates against market to
ensure the best talent is selectedif there is not a
clear and ready internal candidate

= Prioritize internal applications and meet each
qualified internal candidate

= Leaders and BHRs co-own the internal talent
experience and ensure transparency and fairness
throughout the process

= Every candidate deserves timely feedback and
development discussions

= Ensure employees are aware of and have access to
apply to any non-confidential open roles
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= TA shares information on internal candidates who
have applied with the appropriate HR partner to
ensure smooth communication

= TA is responsible for notifying the appropriate HR
partner of internal applicant and HR responsible for
discussions with candidates not selected

EXECUTIVE GLT ROLES

= Talent development process at the GLT level is
owned by Talent Management and any moves at
the GLT level need to be coordinated between the
BHR and Talent Management

= BHRs supply the talent for evaluation and
development/succession to the GLT level in
coordination with Talent Management

= Communication to internal candidates is
handled by BHR and business leader with talent
management
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TALENT MANAGEMENT | VISION AND PRINCIPLES

IPSEN TALENT MANAGEMENT VISION
= At Ipsen, all employees are talent and every day is

a learning experience
= Ipsen provides opportunities to grow and

customized World Class leadership programs:

e to drive high performance and innovation
e to foster talent engagement
e to grow our talents

GUIDING PRINCIPLES AND GOVERNANCE

= Accountability:
e Employees are responsible for their own
development
e Leaders are accountable to assess potential,
define concrete next steps / succession plans and
to commit personal time to support our talents
= Eligibililty:
¢ All employees are eligible for Talent Management
programs with a differentiated approach by talent
pool
= Transparency:
e Decisions on Talent Management should be made
in alignment within the leadership teams
e Ipsen aims at being transparent to employees on
their performance, potential, development plan,
career options

Page 60



TALENT MANAGEMENT | PERFORMANCE

PURPOSE

= To ensure that all employees perform their best
in alignment with the Ipsen objectives through
structured objectives settings, feedbacks and
performance reviews

IPERFORM

= Every line manager must ensure every direct
report receives clear and agreed objectives at
the beginning of the year or within the 1 months
following their hiring/promotion

= Manager should provide regular and constructive
feedback and seek feedback from others

= Performance is assessed against annual
objectives and One Ipsen Way of Being, taking into
account feedbacks received

= There is a documented annual performance review
via the global iPeople solution

= Annual Performance ratings are calibrated to

ensure overall fairness and consistency. There is no
forced distribution.
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PERFORMANCE IMPROVEMENT PLAN (PIP)

* A Performance Improvement Plan should be
discussed between the manager and any employee
rated «Below Expectation»

= Improvement objectives must be documented with a
clear timeline and regular reviews

= The HR Partner should monitor the process
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TALENT MANAGEMENT | TALENT PLANS AND PROGRAMS

PURPOSE

= To develop and retain diverse, high-performing teams and motivated employees, applyingthe «Learnand Share
Everyday» way of being

= To Provide opportunities to grow to drive performance and innovation and forster talent engagement
= To promote a culture of feedback for employees to help each other to grow

DEVELOPMENT PLAN LEADERSHIP DEVELOPMENT PROGRAMS

= Every Ipsen employee has an individualand = Global Talent Management is accountable for the
relevant Development plan reviewedat least once overall Leadership Development framework. Only
a year withhis/her manager and documentedin the vetted programs should be used.
Corporate HR tool iPeople = Programs are build accoording to the 70/20/10*

= Progress on action plans is followed by the framework
manager = Everybody is given the opportunity to develop

- DeVeIOpment actions are Cateqorized USinq the = All e-|earninq programs are hosted on iLearn, the
70/20/10* framework to ensure the action plan Ipsen Learning Platform

is clear and easy to analyze

(*) 70/20/10: learning framework that states that 70% are acquired via experience, 20% via sharing and 10% via educational
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TALENT MANAGEMENT | INTERNATIONAL MOBILITY

PURPOSE

= To encourage talents to consider international
mobility opportunities to gain exposure, in line with
Ipsen talent strategy

GUIDING PRINCIPLES

= All assignments should result both from a business
and from a development need:

eLong-term assignments are typically long-
term projects from 2 to 5 years.

*Short-term assignments are typically
shadowing, job swaps, project assignments,
secondments...)

= International assignments are limited in time.
Beyond 5 years, assignments are switched to local
transfers

= Any international mobility (short/long-term
assignments or permanent relocation) is
coordinated by the Center of Excellence
International Mobility
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INTERNATIONAL MOBILITY POLICIES
Ipsen Corporate International Mobility policies are
based on Core and Premium Guidelines:

= Core guidelines are the standard policy that
applies to every employee on international
assignment

* Premium guidelines are restricted to top talents
and require an approval from the Divisional Business
HR.

Based on the Core and Premium Frameworks, there
are 3 international mobility Policies:

= International Long-term assignment (ILTA)
= International Short-term assignment (ISTA)
= International Transfer to Local (IPT)
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TALENT MANAGEMENT | COACHING AND MENTORING

= All external coaches must be registered with

COACHING

* The HR Talent Partner validates coaching versus
alternative development resources and proposes the
coach

= Coaching may only be recommended to permanent
employees who have been identified to have potential
to grow into a significantly higher level of
responsibility (High Potentials or Top Talents) and/
or are nominated as potential successors to a key
position

= Executive coaching (for GLT and above) should be
validated by Divisional HR

= The coaching objectives should be agreed between the
3 parties (i.e.: HR partner, manager, employee)

= In general, coaching duration should not exceed 6
months

= The list of coaches to be considered will be in
accordance with the level of responsibility of the
coachee (local, Divisional or Global) and the expected
outcomes

= Coaches should not coach 2 individuals in hierarchical
line
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recognised regulatory coaching entities(e.g.: the
International Coach Federation, ICF, or the European
Mentoring & Coaching Council, EMCC)

= The line manager is responsible to secure the funding
in his/her team’s training budget.

= There should be a contract including the scope,
objectives, expected outcomes, duration and frequency
of the coaching relationship as well as a provision
should the coachee raise his/her concern about the
quality of the service

MENTORING

= Mentoring should target in priority first-time
leaders and emerging talents.

= Mentors must undertake the Ipsen mentoring
training program

= Mentoring objectives and duration (6 to 12
month max) should be formerly agreed between
mentor and mentee at start

= Mentoring should promote diversity
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TALENT MANAGEMENT | TALENT POOLS AND SUCCESSION PLANS

PURPOSE

= To identify talents and prepare them for the next
career opportunities

= To identify short and long-term successors in critical
positions

= To assess Ipsen capability needs and address any
organisation and/or individual gaps

CRITICAL POSITIONS AND SUCCESSION
PLANS

= All critical and/or GLT positions require a succession
plan

= Every Division, Country and Site should list their
critical positions and work out action plans

= A Succession Plan should be maintained for every
critical positions both for temporary coverage and
replacement

= A succession plan review, owned by the leadership
teams and co-led by the BHR, should be held at least
each year

= Potential successors must be informed of the
succession plan
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TALENT PooLsS

= Managers assess at least once a year the potential
of their staff members, based on the talent grid
definitions provided by the Talent Management Center
of Excellence

= The positioning of team members in the talent pool
grid is reviewed by the Senior Management and their
HR Business Partner to ensure consistency, objectivity
and alignment.(«Calibration»)

= Management is accountable to communicate talent
assessment to employee

= The GLT talent pool & succession plans are managed
at global level to allow bold career developments

= Early-in-career top talent pool & critical roles are
managed at divisional level
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TALENT MANAGEMENT | ONBOARDING

PURPOSE
= To welcome and integrate new employees into the
organization and culture and provide them with the

tools, resources, and knowledge to become successful
and productive efficiently and effectively

NEW COMERS

= Ipsen pledges that any new comer benefits from the
best onboarding experience by:

e providing role clarity and setting up objectives
within a month of start date

¢ building a strong sense of belonging

e accelerating a solid knowledge of Ipsen products
and history

e sharing our One Ipsen way of being

e providing a clear sense of the importance of
patients in all activities

¢ becoming proficient with day-to-day working tools
and processes

= All new comers must benefit from the Corporate on-

boarding process as described in the Onboarding
Journey
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NEWLY APPOINTED EMPLOYEES

= It is the responsibility of each manager to ensure their
recently-appointed employees receive a timely and
adapted onboarding on their new posiition by:

e providing role clarity and setting up objectives within
a month of start date

e building a strong sense of connection to their new
job

¢ |dentifying and providing additional training
necessary for the employee to become proficient in
the new role and/or environment

PLEASE REFER TO THE FOLLOWING
EXISTING POLICIES OR PROCEDURES:

= «Your Onboarding Journey»
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COMPENSATION & BENEFITS | PURPOSE AND PRINCIPLES
PURPOSE VISION
= To provide a flexible and innovative framework to care «We care about what matters for Ipsen and its people to
about our people and to support our business succeed»
GUIDING PRINCIPLES

= Ipsen has a total reward approach (i.e.: compensation
plus benefits) aligned with the market
The 3 guiding principles of Ipsen C&B framework are
as follows:
¢ We Reward what Matters
e We Share our Success
e We Care about our People as much as our People
care about Patients
= The C&B principles also entail fairness and no-
discrimination (including equal pay principle)
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COMPENSATION & BENEFITS | COMPENSATION

SALARY STRUCTURE ANNUAL COMPENSATION REVIEW (ACR)
= Annual-based salary structures are linked to salary = Base Salary is reviewed each year for all eligible
ranges with defined minimum, mid-point and maximum employees, taking into consideration performance,
which are market driven and ensure internal equity market positioning, market trends, allowed budget and
= Benchmarks are performed at the mid-point (base legal requirements.
salary+ variable) = Annual review process is led by the C&B CoE
= Ipsen aims to ensure that no one is below 75% of the = Employees who arrived after October 1st are not
market positioning eligible to salary review
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COMPENSATION & BENEFITS | COMPENSATION

ONE-TIME PAYMENTS

One time paymentsinclude: Sign-on Bonus, SpecialBonus,
ReferralBonus, RetentionBonus or anyothertype of payment.

= One time payments should be approved by C&B, HR
BP and N+ 1

= When an employee takes an additionalor acting job for
a specified period (minimum 3 months, maximum 12
months), he/she may be awarded a premium defined
with HR and C&B at the start. If an acting bonus is set
up, the range typically will be of 10 to 15% of the base
salary

= Sign-on bonus would be typically 10-159% of annual
base salary, in case of LTI loss compensation, the
following rules apply to determine the amount at stake:
100% year1; 75-50% year2; 50-25% year 3
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COMPENSATION CHANGES OUTSIDE THE
COMPENSATION REVIEW

= Compensation changes outside the Annual
Compensation Review (ACR) should be exceptional
and typically include promotions, market adjustments/
catch-ups, job changes, mandatory increases, or any
other compensation changes

= Compensation changes outside the ACR should be
approved by C&B, HR BP and N+ 1.

= There should be minimum 6 months between 2
salary increases

= There should be not more than 15% base salaryin a
year

= Any change in compensation element should
beelprocessed through iPeople so that, at any time,
iPeople accurately reflectsthe compensation structure
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COMPENSATION & BENEFITS | INCENTIVE PLANS

SHORT TERM INCENTIVES (STIs) OTHER VARIABLE SCHEMES
= Short Term Incentives schemes are managed by the = Any proposed change in Local Variable Pay Plans (e.g.:
C&B CoE sales incentives, shift premiums...) should follow the
= Each year, the C&B CoE reviews the scheme and Global C&B CoE quidelines
proposes necessary adjustments for validation by the
CHRO and the CFO
= STIs are paid annually prorata temporis LONG-TERM INCENTIVES (LTIs)

= To be eligible to Incentive Plans, employees must
comply with the following Ethics & Compliance
conditions:

* The employee has fully implemented all applicable
policies, procedures , guidance documents or Ipsen
Code of Conduct

* The employee has completed all mandatory Ethics
& Compliance related trainings

* The employee has not been found in breach of
applicable policies, procedures, guidance documents
or the Ipsen Code of Conduct, in the context of

. e ; o PLEASE REFER TO THE FOLLOWING
investigations, compliance monitoring plans or EXISTING POLICIES OR PROCEDURES:
internal audits :

= 2019 STI Group Policy & Procedure (ENG) on Ipsen Planet
= 2019 STI Group Policy & Procedure (FR) on Ipsen Planet

= Performance Shares are granted to selected
executives

= Restricted Shares are granted to selected talents

= LTI rulesand guidelines are defined and reviewedby
the Board and managed by the global C&B CoE

= All eligible employees are informed of and should abide by
the blackout periods stock management regulations
as communicated by the General Counsel
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COMPENSATION & BENEFITS | BENEFITS

PURPOSE

= To ensure benefits provided by Ipsen are collective,
market driven and comply with local regulations

GUIDING PRINCIPLES

= Ipsen has a total reward approach (i.e.: compensation
plus benefits) aligned with the market

= Whenever possible, Ipsen treats everyone in the
same way in terms of benefits (= no discrimination
principle)

= All permanent employees should have accces to key
benefits: healthcare, life insurance, and retirement

= |[psen aims at providinga standard global minimum
cover (e.g. for paternityand maternity leaves and
death/disabilty benefits)

= Retirement schemes are always Defined
Contributions Plans (i.e.: no defined-benefits plans)

= All employees have access to international
travelinsurance (SOS International)

= All employees should be made aware of the benefits
they are eligible to
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VISION

“We Care about our People as much as our People care
about Patients”

GOVERNANCE

= The C&B CoE should be involved at the beginning
of any initiative related to benefits

= Any change in the local benefits should be
forecasted in the local budget and then approved by
the C&B CoE and the finance team
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COMPENSATION & BENEFITS | RECOGNITION PLANS AND AWARDS

PURPOSE

= To recognize employees for exceptional
achievements,(whether expected or not) such as
specific sales and operational objectives or major
impact projects

GUIDING PRINCIPLES

= [psen may introduce exceptionally some specific non-
cash or cash recognition plans (or awards)

= To be eligible, an employee must comply with the
Ethics & Compliance conditions:

* The employee has fully implemented all applicable
policies, procedures , guidance documents or Ipsen
Code of Conduct

* The employee has completed all mandatory Ethics
& Compliance related trainings

* The employee has not been found in breach of
applicable policies, procedures, guidance documents
or the Ipsen Code of Conduct, in the context of
investigations, compliance monitoring plans or internal
audits

= Recognition Plans should not indirectly induce
unethical behaviors by promoting unrealistic targets

= Before granting an award, one should consider whether
the achievement is not already recognized via the
regular performance and compensation review process.

= A given employee cannot participate in several
recognition plans during a calendar year

= Non-cash awards cannot be personal gifts (such as
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COMPENSATION & BENEFITS | RECOGNITION PLANS AND AWARDS

GUIDING PRINCIPLES ("CONT'D")

jewels, clothes, lavish items...) and must be appropriate
in a professional environment

= Recognition plans should to be documented,
including: awards definition, eligibility conditions (incl.
E&C ones), performance-measure process, specific
targets definition, time frame, estimated usage and
budget, approval and administration process, tax/social
contribution implications

= Recognition plans should be validated in writing by
HR and Finance and, if there is a non-cash element, by
Ethics & Compliance

= Any Recognition Plan needs to be communicated to
eligible employees verbally and in writing (individual
letter, including conditions of attribution) prior to
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the planned starting date. Conditions of attribution
(including E&C elegibility conditions) must be specified
on the remittance letter

= Recognition plans are always limited in time, and
the granting of such awards shall not give rise to
any obligation on Ipsen part to repeat such plan in
subsequent years.

= The awards are taxable for the associate according to
the local legislation

= Recognition plans that are not authorized under these
principles cannot be processed via expenses or in
any other manner/process
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WORKING ENVIRONMENT

DIVERSITY, INCLUSION, NON-
DISCRIMINATION, HARASSMENT

WORK-LIFE BALANCE

= Ipsen supports flexible working practices (flexible
hours, working remotely, part-time working, ...) when
sustainable by the business

= Managers are responsible to encourage that their staff
members take their full annual vacation allotment
and comply with applicable legislation in terms of
working time. Overtime should be discouraged (as
much as possible) as a matter of principle to protect
work/life balance

= Maternity, adoption and parental leave, or any other
leave rights applied in accordance with local legislation
in a non discriminatory way, irrespective of marital
status or gender of partner

ENVIRONMENT, HEALTH AND SAFETY

= Ipsen provides a safe working environment which
is key to protecting its employees, its partners and
the environment, and contributes to performance
excellence

= Ipsen is committed to sustainable environmental
pratices

= Ipsen EHS Policy and Safety Code provide guidance to
all Ipsen employees on how to achieve this

Page 74

= |psen fosters a stimulating, creative and non-
discriminatory workplace environment for all its
employees and partners, respecting diversity, personal
dignity and diverse opinions

* [psen has a zero-tolerance approach to harassment
and discrimination

= All employees are treated with dignity, ethically,
respectfully and with courtesy in a work environment
which is free from violence, bullying and/or harassment

= All employees, and particularly managers, are
responsible to take appropriate measures to ensure
that violence, bullying and/or harassment do not occur

= Employees are encouraged to speak up and report
behaviors that are suspected not to comply with the
Ipsen Code of Conduct



WORKING ENVIRONMENT

PLEASE REFER TO THE FOLLOWING
EXISTING POLICIES OR PROCEDURES:

= Ipsen EHS Policy and 3S/Safety Code
= Ipsen Code of Conduct

EMPLOYEE RELATIONS

= Ipsen aims to build and maintain constructive
relationships with its employees representatives and
recognizes that, in doing so, it helps deliver upon its
strategic objectives and improve engagement
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INTERNAL COMMUNICATIONS

= Any Ipsen employee should receive a regular
information on Ipsen performance and Ipsen strategy

= Organization and arrival announcements should be
sent to the appropriate audience prior to the change
being effective. HR will partner with the functional
leader and the appropriate internal communication
team to coordinate organizational announcements

= GLT members should diligently cascade information
received in the GLT forumes, following guidance and
using materials provided by Corporate Communications

FIXED-TERM EMPLOYEES, INTERNS AND
CONTRACTORS

= Fixed-term employees, interns or contractors must be
hired for a specific business reason and a defined period
of time, taking into account the local legislation

= Any employment must be approved by local HR

= All fixed term contracts, interns or contractors
agreements must comply with local work and tax
regulations, including minimum wage
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WORKING ENVIRONMENT

LEAVERS COMPLAINTS
= Direct Line manager should ensure that leaving = Complaints are managed by HR
employees or contractors return in due time any Ipsen = If the complaint involves an HR employee, it should be
asset they might have at their disposal and that physical escalated following the HR hierarchical line

and system accesses are removed as appropriate to
avoid any risk of misappropriation

= Local HR Partner should conduct an exit interview with
any employee leaving voluntarily to understand the
reasons of his/her decision

= All Ipsen-initiated separations should comply with

country law, company termination policy and Ipsen
values
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HR INFORMATION SYSTEMS (HRIS)

PURPOSE

= To support HR operations by providing accurate, secure
and relevant employee data and automate processes
to increase efficiency, whilst ensuring at all times data
privacy and compliance with local and GDPR regulation

DATA PRIVACY

= Local requlations related to Data privacy and GDPR
must be complied with

= Any external contractor or non-HR person with an
access to personal data should sign a confidentiality
statement

= No information regarding former or existing employees
should be communicated to external parties except
if requested by law or authorized by the employee in
writing
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PLEASE REFER TO THE FOLLOWING
EXISTING POLICIES OR PROCEDURES:
= HRIS Governance Policy
= IT Charter

= Data Privacy page on Ipsen Planet
= Data retention and archiving guidelines

DATA STORAGE

= Any project of a new tool or database related within the
HR scope should be reported to HRIS for appropriate
diligence regarding the protection of private data,
impact on the IS eco-system, synergy with other
projects and resource planning

= HRIS should approve any system project related to
HR, whatever the country.

= HRIS should get approval from the relevant Business
Process Owner (BPO) ahead of any change or addition to
the functionalities of an HR tool, except if minor

= Local HRs are accountable for the quality of local HR
data in the HR systems. HRIS will undertake audits and
report on data quality in each country
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HR INFORMATION SYSTEMS (HRIS)

TRAINING
= All HR employees managing HR systems should get a
training on the main rules regarding data privacy, data
storage and retention

Page 78

DATA RETENTION

= Data retention should comply with Group and local
retention schedules



*BHR:

*BPO:
*CFO:

*CHRO:

*CoE:
*COl:
*C&B:
*ELT:
*EVP:

*GDPR:

*GLT:

Appendices
Acronyms:

Business HR (= Division HR partner) *HRIS:
Business Partner (= Local HR partner) *L&D:
Business Process Owner oL TI:
Chief Finance Officer *STI:
Corporate HR Officer *TA:
Center of Excellence *TM:
Core Operating Income *70/20/10:

Compensation & Benefits
Executive Leadership Team EVP:
Employer Value Proposition
Global Data Privacy Regulation
Global Leadership Team

one-

Creating a new era together

Human Resources Information System
Learning & Development

Long Term Incentives

Short Term Incentives

Talent Acquisition

Talent Management

Learning framework that states that
70% are acquired via experience, 20%
via sharing and 10% via educational

Page 79



IIIII

Ipsen China Talent
Development Framework &
Learning Model
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iDevelop Create Development Plan | Learning Model

70-20-10 Model
We use the 70:20:10 model to help all our employees
perform at the speed of our business, by integrating
learning into employee’s daily workflow, illustrating the
fact that we recognize our employees learn anywhere, at
any time, mostly from their work and from others.

We believe structured formal learning is important, but
it is not the only way, or even the main way in which our
employees achieve high levels of performance.At Ipsen
we instill a culture of ‘Experiential learning’ - learning by
doing.

What is 70-20-10 Model ?
The module is based on the principle that:
70% of learning comes from experience, experiment and
practice
20% derives from working with others (social learning)
10% comes from formal learning courses and training
programs

Experiential learning is, learning by doing
Experiential learning is a powerful way to help people
identify changes required to develop their skills, attitudes
and behaviours, then implement those changes for better
performance.
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Development through work experiences is part of the 70% of
learning that happens on the job. The experience you select
will help you to develop and ultimately support you to achieve
results in your business objectives and be part of your career
journey. Example experiences the you will need to make more
specific, impactful and measurable (SIM) are:

)
()
Examples of learning by

working together

Communities of practice,coaching,
mentoring, givingand receiving feedback

70%
Examples of
learning by working:

New role, job swaps,short term
assignmentsprojects and special
assignments

To understand “which” experiences you need to take time to
self-reflect by:

= Reviewing your needs and/or opportunities from last year’s
performance

= Reviewing your current year’s business and development
objectives

= Create/Update your development plan that focuses on
developing

= through work experiences.
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Ipsen China Talent Development Framework
... we share & learn everyday following the 70:20:10 principles...

Feedback activities Planned & Meaningful On-the-Job
(20%) Experiences (70%)

1.Hogan Assessment
2.Mentor & Mentee Project

3.360 survey Senior
Leaders

1.Hogan Assessment
2.Mentor & Mentee Project

People
Leaders

1.Daily coaching feedback from
manager & cross-functional
colleagues

Employees

General Leadership & Functional
training Curriculum (10%)

1.iLearn
2.Leading Ipsen Way
3.LBS Be A Bold Disruption Leader in the new era

1.iLearn

2.Leading Ipsen Way

3.Pioneering Program (DM Development in CHC HP & SC)
4.0TX Program (DM Development in CHC Retail)

5.English Training

6.First Time Leader

1.iLearn
2.NEO (1°' Phase & 2" Phase)
3.Generic Soft Skills Training

iDevelop - Talent Development Action Plan Implementation with High Quality
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WE TRUST EACH OTHER

Respect each other and all our stakeholders
Empower others

Respect & be open to inclusion and diversity
Enable feedback and foster a speak-up culture
Embrace cross-team collaboration

Be transparent and share information

Discover learning activities such as:
® Discover the Power of Great Collaboration
® Building Emotional Resilience

To explore more learning topics, log into iLearn
and discover the playlists of the Growing your
Soft Skills Every Day.

S IPSEN

Innovation for patient care

skillpill

WE SHARE AND
LEARN EVERY DAY

® Be proactive in learning from each other and
through experiences

® Listen and be open to views and needs of all
external stakeholders

® Seek transformation through innovation
® |nnovate

Discover learning activities such as:
® Achieve an Agile Learning Mindset
® Improving Your Personal Brand

To explore more learning topics, log into iLearn
and discover the playlists of the Growing your
Soft Skills Every Day.

IPSEN

Innovation for patient care

skillpill
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WE OWN OUR OUTCOME

® Be accountable and responsible
® Set clear expectations and prioritize
® Be results and value driven, not task-oriented
® Bring solutions
® Seek continuous improvement to be
always better

® Own our Company Social Responsibility
strategy

Discover learning activities such as:
® Delivering More with Courage
® Critical Thinking on the Fly

To explore more learning topics, log into iLearn
and discover the playlists of the Growing your
Soft Skills Every Day.

IPSEN

Innovation for patient care

skillpill
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WE HONOR OUR WORD

® Walk the talk & talk the walk

® Ensure that we make ethical decisions, stay
compliant at all times

® Never compromise on quality

® Care for our employees, patients and society
and the environment

Discover learning activities such as:
® Building your Integrity
o Emotional Intelligence Essentials

To explore more learning topics, log into iLearn
and discover the playlists of the Growing your
Soft Skills Every Day.

% IPSEN

Innovation for patient care

skillpill

WE DRIVE TO
WIN TOGETHER

® Be entrepreneurial
® Fast in turning our ideas into action; be agile

® Be demanding of ourselves as we strive
for success

® Believe in making a difference
® Celebrate success
® Enable talent inclusion and diversity

Discover learning activities such as:
® How to Promote Success by Driving Enterprise
® Secrets of High Performance

To explore more learning topics, log into iLearn
and discover the playlists of the Growing your
Soft Skills Every Day.

S IPSEN

Innovation for patient care

skillpill

one-

ﬂmﬂiy anew era L‘uga%e/‘

Page 87






	笔记本-CN-横-2020
	笔记本-EN-横-2020
	空白页面



