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Welcome to new comers!

Brazil

Welder BRITO

China

Carrie HANG

Frost HAN

Tina LI

Yvonne ZHANG

S IPSEN

Innawotion for patient core

HR & EHS Specialist

Payroll & Operation Specialist,
sSC

HR Shared Serices Manager

Senior Manager
Compensation & Benefits,
China SC

Talent Development &
Learning Sr. Manager, SC

France

Chahida BIKBEI

Elise ATIMONDO

Elise PECORINO

Jean-Baptiste
Cauneille

Julien BAOPANESY

Lucianie
PHILEMON

MARIE CANCADE

Marine MAMBOU

Manon SAUVAGE

Rémi LEJALE

Simon LANNIER

Q.

a
@
<
o

S

HRBF Global R&D Functions

Head of Talent Acquisition
France

Talent Acquisition Junior
Specialist

Senior Manager, Global
Executive Search

Gestionnaire Formation

Alternante Assistante
Administrative

Early Talent Recruiter &
Candidate Care

Gestionnaire RH Formation

Human Resources Business
Partner

Talent Acquisition Junior
Specialist

Alternant Assistant RH et
Formation



Welcome to new comers!

UK

Mark SCOTT

Ireland

Dominika RODAK

USA

Alan BLEVINS

Carla DaSilva

Jane Clough

Michael
HURYNOWICZ

Michaela LEO

“ 1IIPSEN

Innawotion for patient core

HR Business Partner

\ HR Business Partner
»

Head of Talent Acquisition,
Marth America

Senior Director, HREBF R&D

Senior Director, HRBP
Commercial, Business
Cperations & Strategy

Associate Director, Talent
Acquisition (Position Vacate:3
sept. 2021)

Head, Compensation and
Benefits, Morth America

Poland
Karolina .
HR Generalist
RUPIEWICZ
Russia
L‘f.i'ub ov Vlasova ggzg; I|i_|s|? Administration
Margarita |'. ! - .
KRESTYANINOVA / Talent Acquisition Specialist

Talent Acquisition and

Natall‘_.ra BOKOVA ' _.' Development Manager

Svetlana DUTOVA HR Operations Manager, CHC

PAGE



And many opportunities to consider or share with
your network!

Position Manager Location Type of Contract Link to Job Advertisement
Global Talent Management Head Fabienne Astier ~ Boulogne Permanent Global Talent Management Head
Gestionnaire RH Sophie Landormy Boulogne Fixed-Term / 1 year Gestionnaire RH
HRBP French Operations Audrey Pradel Boulogne Permanent HRBP French Operations
HRBP Les Ulis Anne Chevalier  Les Ulis Courtaboeuf Fixed-Term / 1 year HRBP Les Ulis

.. Sophie .
HR Communication Manager . Boulogne / UK Permanent Not advertised yet
Marchandise

HRBP Milton Park & Slough Jo Briggs Milton Park Permanent Not advertised yet

HR Business Partner Larisa Fedorova  Slough Permanent HR Business Partner

Head of HR Ops UK&I Mona Amin UK Permanent Not advertised yet

Senior HR Advisor Jemma Chambers Wrexham Permanent Not advertised yet

. . . ) HR Sh i

HR Shared Services Head UK&I & International Mona Amin Wrexham Permanent / Part time 60% |ntern2;?:n§|erwces Head Lik&| &
Head of HR Australia & New Zealand Mona Amin Glen Waverley Permanent Not advertised yet

Human Resources Manager Korea Mona Amin Seoul Permanent Not advertised yet

Employee Relationship Manager Christine Wang  Tianjin Permanent Employee Relationship Manager

SIRSEN PAGE


https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$10942.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$10948.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$11072.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$11175.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$10590.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$11331.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$10965.htmld

Awards & Recognition

UK - Slough

Great
Place
To

Work.

Number of local HR External
Certifications since 2018

Certified 19
MO T - OCT DOlE 2 5 1 3

POLARD

Certified

NOV 2021-NOV 2022

Innawatian for patient cane
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HR All - Pulse Overview

view Exec Ssummary v

Pulse Overview

Oct '21 Engagement
Global Engagement Survey:

‘Q October 2021 Global Engagement Survey Pulse
51/51 Questions ? 3

Company Change

162 [ 180 respondents 76

October 2021 Global Engagement Survey Pulse Results

Response Rate Comments Engagement Favorability 70%
162 of 180 responded View all Comments
Questions
; I 0 Scores Increased 5 Scores Above Company
0 Scores Decreased 4 2 Scores Below Company

SIRSEN PAGE 9



HR All — Strengths and Opportunities

Strengths and Opportunities

(o[ =

RELATIVE STRENGTHS

RELATIVE OPPORTUNITIES

S IPSEN

Innovation for patient care

® |[psen - C&B Ipsen - Workload - 10 pts Vs
_ | | +2 pts Vs - Compan
My overall compensation and benefits package is Company My workload is satisfactory ompany
satisfactory
® [psen - Conditions +1 pt Vs Role Model - 10 pts Vs
| have good working conditions Company Senior leaders at IPSEN lead by example. Company
® Ipsen - Encouragement +1ptVs Ipsen - WOB GLT Values
Company
In my working group new ideas are strongly | experience our Senior Leaders (Global -10 ptS Vs
supported and encouraged Leadership Team and Executive Leadership Team Company
members) to demonstrate and live our values
{IPSEN Way of being)
Show maore

@ 6 questions excluded

)AGE

10



HR All — Historical data overview

Engagement Index is evaluated with 2 items :

1 - How happy are you working at Ipsen ?
2 - | would recommend Ipsen as a great place to work

Engagement Engagement Engagement Participation Participation Sl
HC HR Benchmark
survey Index Ipsen Index HR all Rate Ipsen Rate HR Index
57

2017 85% 85%

2019 87% 89%

Innovation for patient care PAG E 1 1



HR All — Scores per questions (from highest to lowest scores)

Scores * Grouped " Ungrouped

Name S... vs Com... Ch... Impact % Fawvorable Comm... Question

I think of compliance or ethical

considerations myself when
20% m o taking a decision or

implementing it.

Oct 5, 2021

ipsen - Ethical s . - Low

I am satisfied with my work
81% ;o team.
Oct 5, 2021

Team 80 [ - ® High

o I am proud to live and
Ipsen - Ways of Being 80 [ - @® High 80% e demonstrate our values (IPSEN
ettt way of being) on a regular basis
Oct 5, 2021
+1
. . I have good working conditions
- — o
Ipsen - Conditions 80 [ ® High 80% L Ot s, 2001
-1 | experience my direct manager
Ipsen - WOB Values 79 .V’ery 78% — to demonstrate and live our
---------------------------- High wvalues (IPSEMN Way of Being)
Oct 5, 2021
_4 Management behaves and
Ipsen - E&C 79 I - @ High 82% — encourages others to behave

ethically and compliantly.
Oct 5, 2021

where | work, employees are
81% m 2 held accountable for their worlk.
Oct 5, 2021

Accountability 79 [ - ® High

I would recommend my
78% ;o manager to others.
Oct 5, 2021

Manager 78 A - @ High

IPSEN a

Innovation for patient care
Ipsen - Openness Trust 77 [ - @® High

My direct line managers knows
how to create an atmosphere of PAGE
openness and trust

Oct 5, 2021

79% |4

H
O



HR All — Scores per guestions (

Bottom 10 scores

S IPSEN

Innovation for patient care

Role Model

Career

Work Life Balance

Decision Making

Ipsen - Accountability

Ipsen - Transformation

Ipsen - Workload

61

61

59

59

58

57

57

55

54

54

-10

-G

-5

-7

® High

@® High

@® High

®very
High

.Ver‘y
High

®very
High

® High

®very
High

@ High

@ High

from highest to lowest scores)

51%

53%

48%

45%

A7 %

45%

46%

37%

A43%

40%

M 13

Senior leaders at IPSENM lead by
example.
Oct 5, 2021

I have good career cpportunities
at IPSEM.
Oct 5, 2021

I am able to successfully
balance my work and personal
life.

Oct 5, 2021

Owverall, | am satisfied with how
decisions are made at IPSEN.
Oct 5, 2021

Communications are handled
well when changes are made
here.

Oct 5, 2021

The organisation of work is
efficient
Oct 5, 2021

There is a good clarity around
accountability (who owns what /
who is the single point of
accountability)

Oct 5, 2021

The transformation of IPSEM is
well managed
Oct 5, 2021

My workload is satisfactory
Oct 5, 2021

At IPSEN we do a good job
removing barriers that slow

down our work. PAGE

Oct 5, 2021

13



HR All — Scores per questions

Questions

1 Distress - ldeal work setting
Once restrictions on businesses and schools are lifted and your workplace is safe to reopen, what is your
ideal work setting?

Work primarily at the workplace 494 [ )
Work primarily at home 23% I |
Flex between the workplace and 732 I
home

Comments: 12

2 Distress - Return Concern
What is your biggest concern as it relates to returming to the workplace? (Choose up to two options. Skip
if you are currently in the workplace.)

Staying healthy and safe in the 30
workplace

Safely commuting to work 18

The need to still care for 19
children or family members

Managing my workload 44

I would prefer to continue 36
working from home

I have no concerns, I'm ready to 11
be back in the workplace

Other 4

SIPSEN PAGE 14

Comments: 5



What's next ? Action Plan for HR Community

On each 4 big themes identified to act on :

A lead is identified to deep dive on root causes (gather information from you all)

and propose solutions to be implemented
- Deadline : End of January 2021

Workload / Work-life balance Mirjana Le Friec
Barrier to Execution / Efficiency Siv-Sane Kin
Communication / Change Abbie Pound

HR Career opportunities Call for volunteer !

%":'SEN PAGE 15
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Employee Engagement Survey: Follow up

Configure :
e @ @ @

Team discussion
and Manager
action
commitment

Focus Area Ranking

3860

of 1,235 managers have logged in to Glint .
(70%) 7
b
5
4
3
1
64 | e LT
actions that have been submitted £ @SS EEE FE G D EEFE P
managers c}:\'k N\& &é‘ (\{&.Obq} 3% & & S of ‘)Kq\ R o‘:boq'“&\cp*é . P '@)\ (\"Q'\o'b\'b{\ ° . K
'\ o St o N o o8
¢°¢Q’e’3"i<€:‘o Qf‘"é:}z ?g;‘o o-f'i\o“@ G&Q’ z¢°®,\es="‘\ N og?bzc}\% Q‘\(p@}o@%é \l_\\‘i‘e_' (\o,f’o@&‘}oxo{(’*‘
& R & (Q.d\ & 6‘6\ R & & v & \3\0‘\ OQ*'\ & &
N AN & @ NS
A& d\o (‘5@{\ A+l
&
N
SIRSEN Objective: continuously improve our Employee’s Experience... PAGE
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Introduction

A word from our sponsor...

Jerzy JANECZKO
Senior Vice-President Chief Information Officer

Innovation for patient care

T

GENDER PAY EQUITY

We care about ALL people

PAGE 20



GENDER PAY EQUITY

P u r p O S e '/t_rj'\ We care about ALL people

At Ipsen we provide a fair and equitable remuneration to ALL of our
employees.

@ . Aligned with our Diversity & Inclusion strategy, we embrace a pay equity mindset in
all countries across all organizations and levels of responsibilities.

A/I/A - We equip HR partners to make reliable and data driven analysis in order to monitor
L Gender Pay Equity in their scope.

%Pf - Pay Equity is an outcome. We foster permanent vigilance and bias prevention during
the Ipsen career of the employees.

SIRSEN PAGE 21
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,gr,_\ GENDER PAY EQUITY

We care about ALL people

Global Methodology

* Internal Ipsen Global methodology based on series of dashboards and filters:

From consolidated to individual data

Based on data available iPeople

Available at country and organizational level

Using a set of selected HR attributes: job role, grade, compensation data, performance, talent box, seniority

Completed with qualitative individual analysis (skills set, experience, ...)

e Compa ratio as the main reference to allow cross-country/organization comparison (agnostic from
currency and country) — relative positioning between genders.

* “Tolerable” gap between Men and Women compa ratio : 2%

This methodology does not aim at replacing existing gender pay gap report or ratio required by local legal requlations.

SIRSEN PAGE 22
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_ﬁ’ﬂ\ GENDER PAY EQUITY

We care about ALL people

Global Methodology

Overview

Using Ipsen HR KPIs and data, HR partners are able to drive Gender Pay Equity in their country/scope with deep
dive approach: from overview to analysis by any available dimension (job profile, grade, performance, talent,
seniority, etc...).

Y FILTER

Data from OCT 21 Click here and expand graph for worker details

Overview by Gender:

Gender Pay Equity

» COUNTRY (41)

SIPSEN

Headcount by Gender

% promoted by Gender in the last 12 months

»

Average Annual Base Salary & Annual Cash (€)

8.5% 0 R
. 7.0% s 2 g 8
* Headcount split e 2 s 25
58.7% g <
. ) 20% 0.0%
DIVISION (19) -
b P ro m Ot I O n > VSRR Female Male Not declared Annual Base Salary in EUR Annual Cash in EUR
° Ave rage An n u a | Ba Se Sa | a ry (ABS) o N STESIELONR Gender Distribution by Comparatio Average Perf Talent Distribution
g - 22 22 B
° | h 60.0% % A S T g2 == s = &
Average Annual Target Cash (ATC) > cowp GRaoE (< .o Silmm i .. e 2ZNER S5 EM 2D EE | . EF BP &f
2006 % =2 g A& < 3 o o a 4 w00% R % & g o @ A i)
i -
° S |itb m r ti dd EHmN H | z & 3 i z £ © v © % o [
» FUNCTION (CUST 75% 90-110% 125% ) ¢ ] s ] T AT “boHgh T d - Solid -
p y CO pa a O 75-90% 110-125% . “’5 = o = q!’aleg(p Poten‘tg\al Pecrfor?xiw)er Perfo?n%er unpelot(ed
° S pl It by pe rfo rm a n Ce |eve| » JOB FAMILY (15) Grade Levels
° H 100.0%
Split by talent category P ———
60.0%
. 40.0%
* Split by grade p—
0.0% 0.1% 3.5% 2.5% 4.1% 5.3% ) 1.5% 0.6% 0.2% 0.0% 0.2%
03 04 05 06 07 08 09 10 1 12 13 14 15 16 17 18 19 20
» TALENTMATRIXP.. ;
Overview : Analysis Comparatio + Page
> SENIORITY (5) O~ Gender Pay Equity :  + Chapter

S IPSEN

Innovation for patient care

PAGE



,m’p_ GENDER PAY EQUITY

We care about ALL people

Global Methodology

Compa ratio analysis

Y FILTER
3 IPSEN Data from OCT 21 Click here and expand graph for worker details /ﬁ\
Gender Pay Equity i Innovation for patient care

» COUNTRY (41)

Avg COMPARATIO - Female Avg COMPARATIO - Male

Analysis based on compa ratio:
* Average compa ratio at country level

102.8%

R 101.3%

» DIVISION (19)
Gender Average Comparatio by Comp Grade i Gender Average Comparatio by Job Profile
.
[ A t b d » DIVISION FINANC ! 45 Lgp 11 108.2%
ve rage con |pa ratio y gra e 127.7% Assistant / Admin 100.1% g o5+ 108280
Clinical Data Management / Medical Writi. ' 1 :
. . . 125.00% Compensation and Benefits / Mobility 5 ?&0% G N032% e 110,50
° A t b b f | V COMPGRADE (E. : Drug & Medical Development - . ;
verage compa ratio by job profile | - P o Y v 3 s
Field Sales Management M T
. . 115.00% General Management Role 97;339%6‘% . ‘H‘E)' 8% +116.1%
Y F It th h t | t » FUNCTION (CUST.. Inf i "
ilter through country, location, armsion Sy & Sy By, e 0
110.00% 95.3%: , 1+ 102.8%
Legal / Legal Counsel ¢ 1ds1%
HY M M M Manufacturing Engineerin; 94.1% 1 g FhR 112.3%
» JOB FAMILY (15, '8 Eng 8 96.6% "
division, job family, job role, grade o sk,
’ ’ ’ ’ Payroll 0% 11 10439, 108.1%
. . e — 100.00% Pre-Clinical Research & Development 2% g7k, 1038% 1088%
< Product Marketing e DS
performance, talent, seniority, last 12 G el o "
R&D Project Management 100.0%. % *106.0%
. ¥ OVERAICPEREG. 90.00% Sales and Marketing Generalist | 69-2% | p——
: 5 87.0% % 106.4%: 5
months promo, last 12 months hire ScacgcSuanes Decogment Al L e
03 04 05 06 07 08 09 10 11 12 13 14 15 16 17 18 19 20 80.0% 90.0% 100.0% 110.0% 120.0%
» TALENT MATRIX P..
Overview Analysis Comparatio i + Page
* SENIORITY (5) : O~ Gender Pay Equity ! = + Chapter

& Even if overall gap <2%, deep dive is necessary to ensure pay equity at all levels

IPSEN PAGE 24



HR Insights

How to access

Q

Budget & Last
Estimate

Diversity

SIPSEN

Innovation for patient care

Ipsen HR Insights

ry By
DataViz DataViz DataHub Help
all KPIs at a glance Extra Infos explore HR data via reports

Compensation ) )
& Benefits

Talent Management First Steps

Talent Acquisition
-Job Req

Talent Management External Workers

Talent Acquisition | Engagement Survey

& Onboarding

Mobility

r & Departure| zoom HR Population > I pSEN

Innovation for patient care

N

PAGE

,/w’p_ GENDER PAY EQUITY

We care about ALL people

25



Next Steps

What has been
done so far...

* Assessment of external solution

e Decision to develop an internal
methodology

e Tool development by HRIS,
tested by Key HR and delivered

LIVE

December 2" 2021

,/w’p_ GENDER PAY EQUITY

~— We care about ALL people

What’s

Personalized trainings to HR
Partners — Dec to March

HR Partners monitoring (H1)

HR to take any opportunity to
ensure equity

26



/:fﬂ_\ GENDER PAY EQUITY

We care about ALL people

Main Qutcomes

With this consistent and global internal methodology, HR partners will continuously be
able to make reliable and data driven analysis to monitor Gender Pay Equity in their
organization:

= Explore Gender Data for their scope
= Assess Gender Pay Equity
= Understand potential gaps

= Plan corrective actions

( it
"2 \onovetion or pateni core PAGE 27



GENDER PAY EQUITY
We care about ALL people

A

| At Ipsen, we provide a fair and equitable
SIESEN remuneration to all of our employees.
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01 — HR Planning — H2-2021 & 2022 — similar year-over-year

o o e o

Performance Review
End-of-Year Evaluation

. l Employees'
7 \ an NOV. - 1oth DeC. acknowled-
[ ﬁ\ - .. . Performance gement
\ : Calibration 1st Mar. - 11th Mar.
iPERFORM 13th Dec. - 7th Jan. St

employees

10th Jan to 28th Feb
Ratings will be
visible to ‘

managers

N / 0 4

4th Mar. - 18th Mar.
2022 Objectives Setting

ist Jan to 28th Feb

' 21st : CEO GLT review
EE L 1 ACR * 28th: CEO validation

Annual
Compensation
Review

10th -14th Jan. 1st-15th Feb. 16-23 Feb

SIPSEN PAGE 30



02 — IPerform — Performance Review — Overall Status

All Performance Reviews must be submitted by December 10", 2021 (ﬁ!

iPERFORM

15.9% not yet .
submitted by employee ' |
894 ees

46.2% completed
As of Dec. 2", 2021 (ready for calibration)

Still ~3,000 not

completed 5,609 2,602 ees

Count

37.1% not yet
submitted by manager
2,082 ees

Eligible to 2021 Performance Review

wwwwwwwwwwww en core No Performance Rating means No ACR PAGE 31



03 — IPerform — Performance Review

Status by Country

1,000
200
800
700
600
500
400
300
200

46%

ready for calibration

Group average =

87

128

493

5
)
B | .|: IIII

1,718

673

860

90%
80%
70%
60%
50%
40%
30%
20%

100%

100

-

8 6 2 1
® ©® o ¢ o o

10

34
[

10%
0%

® Total Employees Eligible

m % Completed - Ready for Calibration



03 — IPerform — Performance Review

Status by Division

1,314 1,661
- -
100% 1,000
890
90% & 900
80% 800
70% 700
60% 600
Group average = 46%
50% ready for calibration 500
366
40% 400
338 -
L ]
30% 300
20% 161 141 200
= 84
- . . . : -
26
L ]
0% | ]
% s i 2 & i 2 o X & .
& ‘g;.‘e’ & & S & e &8 o & & é\@\‘f’ &5 o
& A & & <& & < »° &° za & N\ S S
& % o Q N . (=)
- & d}oQ R & o éﬁ* Q\z‘.;:e \\\Qp\ ' \1}0 & %q&’ e\gfb {\c}\o «@é‘;
b < o < o > N &~ <& o o
o o¥ o P W o S & A oo on QU N
& ® & S v c,o‘b& ol & s & &
e < N s = &
B & & & & <€
S < S &
5 Ca “ 3©
65. 09;; (&)
= )
9

m % Completed - Ready for Calibration ® Total Employees Eligible
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One page TALENT Strategy: Enable our people to
FOCUS. TOGETHER. FOR PATIENTS & SOCIETY.

Leverage the full potential of
our innovative medicines to
patients

Build a high-value
sustainable pipeline

Deliver
efficiencies to enable
targeted investment and

growth

Boost a culture of
collaboration and excellence

Leverage the full potential of . . Structure Ipsen development Feel encouraged
Enrich succession plans .
our Talents offer to take risks

* Identify and Assess high
potentials against targeted jobs
(Career ambition)

» Ensure rigorous follow-up in
individual development plans
(concrete and actionable) and
career evolution

* Fast track early potentials with
rotational programs to reach
targeted jobs

* Anticipate and translate
business needs into Talents
needs (New assets acquisition)

* Map external Talents in pivotal
roles succession plans

» Scout externally identified
talents with the right Employer
Value Proposition

» Create robust succession plans
for the critical roles (internal &
external successors) for short,
medium and long term

» 70%: Leverage on-the-job
learnings encouraging projects
and cross-moves

» 20%: Harmonize our
development offer
=  Assessments
= Coaching
= Mentoring

» 10%: Organize and leverage
Ipsen academy
= Hard Skills
= Soft Skills

* Leverage existing Best
Practices (Strategic Capability
planning)

« Offer stretched assignment
opportunities to high potentials
with individual coaching
support

* Leverage diversity and
inclusion of talents (see
nationalities Finance Strat..)

* Review international mobility
framework

2021 Talent Review - CONFIDENTIAL IPSEN




2021 Talent Review coverage

Potential: 83% Ipsen employees had their Potential assessed in 2021 vs 60% last year

2021 ASSESS POTENTIAL CAMPAIGN*

NOT ASSESSED
17%

Too Early To
Rate
7%

** include not assessed at all and low potential

2021 POTENTIAL ASSESSMENT BY COUNTRY™*

Rest of World I —

North America

China I —
6%

18%

36%

UK+lreland I

0 200

s 1IPSEN

Innovation for patient care

600

800

m Assessed mNot assessed

High Potential

13%
France I

1000 1200 1400 1600 1800

2021 POTENTIAL ASSESSMENT BY DIVISION*

Communications & Public Affairs
Group Transformation

Ethics & Social Responsibility

Bus Development & Alliance Management
Corporate Legal Affairs

Global Product & Portfolio Strategy
Chief Medical Office

Human Resources

Research & Development

Finance

North America Commercial Operations
Technical Operations

Consumer HealthCare

Specialty Care International

2021 Talent Review - CONFIDENTIAL IPSEN

16,7%

m 8%

B 6,9%

131,3%

m 12,5%

mm 8,1%

%

e 14,7%

L YA

s 10,6%

I 10,6 % 8,8%
e e 15,4%
- = ob 65

0 150 300 450 600 750 900 1050 1200 1350 1500 1650

W Assessed M Not assessed

Ipsen total population =5 432 permanent contracts

Ipsen all Turnover : 18,1%

*Source: data from 2021 Assess potential task

PAGE _ 36



/76 Potentials* overview

84% of Ipsen Potentials in job grades 10 to 15
representative of total Ipsen population

All Ipsen population by grade Ipsen Potentials by grade
Grade 01-04 g Grade 01-04 1
Grade 05 e —— Grade 05 mmm
Grade 06 o — Grade 06 NN
Grade 07  pue— Grade 07 mmm
Grade 08  p— Grade 08
Grade 09  pE— Grade 09 I
Grate 10 p————————— 1 Grade 10 E—— —
e S — Grracle: 1|
Grade 12 e | 76% Grade 12—
GraUe 13 e S —— Grade 13 | 84%
Grade 14 p e —— Grade 14 |
Grade 15 p—— ] Grade 15 I |
Grade 16  pumm—m Grade 16 I
Grade 17 pum Grade 17 I
Grade 18 Grade 18
Grade 19 | Grade 19 1
Grade 20 Grade 20
0 200 400 600 800 1000 1200 0 2040 60 80 100 120 140 160
: m\Women ®mMen
' !n!v:u::—z'p!énm ®EWomen ®Men PAGE 37

2021 Talent Review - CONFIDENTIAL IPSEN



/76 Potentials* overview
Matrix placement

Demographics:

Ipsen average age = 43.2

Ipsen Potential average age = 39.5

Potentials split by gender is d42%
representative of total Ipsen population Q 5306

18% of total population are Potentials:
% of Potential per grade:

A | Grade 01-04 I T )
High Grade 05 BT T e
Potentials Grade 06 SRR
0% Grade 07 B )
Grade 08 T

Grade 09 INETR )

Grade 10 WEGYN 0 /e

Grade 11 ROy

Top Grade 12 ISRV

Performers Grade 13 T 07

10,2% Grade 14 T VR

Grade 15 SRR )

Grade 16 7

Grade 17 N7 e

Grade 15 YT

Grade 19 TRV /"

Grade 20 098 )

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

- IPSEN PSEN all: more than 73,3% of people positioned
mavtenforpatientore— *Potentials = High Potentials + Top Talents m Potential = Ipsen all PAGE 38
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Gender balance: on our path to 50/50 in 2024

as of October 1st, 2021

Total Headcount GLT Top Talent and New external Successors
(permanent) (ELT included) High Potential hires
(ELT & HR excluded)
# of 5432 172 48 15 331
members (vs 5 497) (vs 167) ) (vs 24) (vs 125)
H Men e
o 0,
Trend vs 2020 T 2020 = 58%/42% 12020= 38%/62% 12020 = 3406/66% 1 2020 = 46%/54% 1 2020 = 40%/60%
I 125 total successors
Trend vs 2019 = 2019 = 58%/42% 12019 = 34%/66% 2019 = 35%/65% | 2019 = 38%/62%
2019 = 58%/42%
Trend vs 2018 | 2018 = 579/43% 1 2018 = 33%/67% 1 2018=28%72% T 2018 = 24%/76%
I 74 total successors
2018 = 53%/47%
/70 o 9 102 t 74 total successors
Q d 88,4% GLT (152) positions
with succession plan
IPSEN

PAGE 39

2021 Talent Review - CONFIDENTIAL IPSEN



Workforce Planning to reach parity at GLT by 2024

Women at GLT: path to reach 50% by end of 2024

ELT members

172 172 172

| | , 172
163 — 172
\/ nw e ;7; :
5 1 \_ .............. "-_. % Women in recruitments
70 S T 68%
- . o
-35 42% g ;-8;{,
L i ¢ ¢ TLISTITTPPPPPPPD ppemerstt 45%
41‘7::omen in ELT 4'2-%:- " 40% 429% . 83 86
. . 68 70 ]E/
Projected Women in GLT N
departures by 2024
Women in GLT Recruitments Recruitment of women
Sept-21
15 17
\
: : 5/ "
As of Nov. 1st : \ — '
72 women / 41,6% of GLT 2020 2021 (Sept) 2021 (Dec) 2022 2023 2024

IPSEN PAGE
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Proposed action plan to reach parity

Internal pipeline
Grade 11-15

© @
c £
[ —
QO
+—

< .2
L Q-

S IPSEN

Innovation for patient care

Recruit 51 Women by 2024 to GLT .
(= 80% of current population)

Reinforce our current guidelines:

50% of the short-listed candidates to be *
females
Equal # male/female interviewers

Increase the % of females in GLT
succession plans (internal/external). Map
the 82% of women with Potential not yet °
positioned in succession plan.

Adapt International mobility policy to ease
up global mobility

External women talent mapping for GLT
Jobs

Scouting activities for identified
successors to GLT positions

Prioritization of females in Ipsen early
talents rotation program

Over representation (min. of * Next career steps to be defined
60%) of women in Ipsen for all women with Potential to
acceleration programs : Fast reach GLT (38% of Grades

track Talents / Next Generation 13/14/15)

Leaders

* Increase mobility quality data
Special focus on women talent

pool in ELT People Reviews * Mentoring or coaching for all

women GLT members (72) to
Enhance exposure in Speed be put in place to support their
Networking event (UK event: career ambition

54% - US event: 46%)

Enhancing cross-moves for
women as on-the-job
development (54,6 % of women
during last 12 months)

2021 Talent Review - CONFIDENTIAL IPSEN

Focus on women with high .
retention risks and GLT
Potential (Grades 11 to 15): 20
women

Digital coaching for all women
identified as GLT successors
and positioned in GLT
succession plans (25 women)

Implement Sponsoring from .
ELT (7 women — see next slide)

Competitiveness of
compensation & benefits
packages to be reviewed for all
women with Potential to reach
GLT (137 women)

Recruitment Development Career Retention Engagement &
Actions Actions management Actions Awareness

Gender balance targets
in ELT objectives setting
(45% in 2022)

Role models: Increase
communication by
leveraging testimonies &
Interviews starting with
ELT members

Leverage Ipsen inclusion
and diversity board

EVP: Increase
communication by
leveraging testimonies &
Interviews
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« Speed networking sessions held during last
2 ELTs end of October & November in two of
our Ipsen hubs

 All ready-to-use documents are available in
HR Community SharePoint, Talent
Management, Folder 14-Speed Networking

« Don'’t hesitate now to expose your talents to
your Leadership team!

The talent speed-networking session in a nutshell

8:00 - 8:10 8:10 - 9:15 9:15-9:30
HOW TO MAKE - - Kick-off 3 interviews max Live feedback
EVERY DAY A gh ~ s . anparticipant 5’ #:10-8:30 Closing
LEARNING = s ‘9.0 9
OPPORTUNITY 4 70-20-10 e
T == 0@ .°
= i i i
- o — b = ) o . .0
Leveng a o TIPS FOR E ’ ’
e mm = DEVELOPING
§ YOUR
CAREER e

Eularge
= | st
T i e e e,
. 4 CAREER PATH
G1PsEN PRINCIPLES

peforuance

TO CRITICAL apectations &
dleonsirate.

pofestial
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360 Feedback

Why?

Why introduce 360 feedback?
* In response to EES results
« To reinforce our feedback culture

« To support managers and their teams

Why one company-wide approach?
« To align with our WOB

« To harmonize (One Ipsen voice)

« To simplify (vs multiple questionnaires)

« To support data-driven insight gathering

« To save time and money to reinvest in coaching

S IPSEN

Innovation for patient care

Ipsen we Lead
Wdy 0f Bw? ~with purpose
the outcome
we Trust

for success
each other

o
2
:

15t we will LISTEN

each other

Then will LEARN from
you

And will ACT upon it

the outcome

PAGE
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360 Feedback

How?

20

guestions

Self assessment
followed by
chosen rater
assessments

SIPSEN

Innovation for patient care

Managers

Individual
contributors

Questions tailored by role:

1. Shapes company strategy and sets long

term agenda for own area of responsibility

2. Creates an environment for people to make

reliable (credible), considerate, (respectful)
and fair decisions

1. Translates business
unit/function strategy into
specific goals for own area of
responsibility

2. Makes reliable (credible),
considerate, (respectful) and fair
decisions

1. Integrates business
unit/function strategy into own
objectives

2. Offers reliable (credible),
considerate, (respectful) and fair
recommendations

Questionnaire driven and
maintained in Glint:

GLIN1

Hi, Chantelle!

Below you will be asked to rate yourself on a set of work behaviors.
Please take a moment to reflect, and be as honest as possible.
There are no wrong answers and your responses will be used to
help guide your development.

01.

Translates business unit/function strategy into specific goals for own area of
responsibility
Strongly Agree

Strongly Disagree

1 2 3 4 5

PAGE
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360 Feedback

When?

* Pilot in 2021

* Ready to use in 2022 — cascade plan to be confirmed

Many thanks to our collaborators on this project

Abbie Alessandra Chantelle Fe}nny
Pound Benevolo Lejeune Billon
s 1IPSEN

Innovation for patient care

Fabienne
Astier

Jordana
Sekula

Michaela
Janickova

Monika
Gibson

Sophie
Marchandise
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HR Planning - H2 2021 and 2022 - similar year-over-year

I = o

Performance Review
HR Oct 21 ** End-of-Year Evaluation

. Employees'
/N Mgrendof = 5nd Nov. - 10th Dec. ol
( Q\ gct/lbeglcl)f Performance gement
: . ov. loca ibrati
\ y Calibration 1st Mar. - 11th Mar.
iPERFORM 13th Dec. - 7th Jan. bt

Managers
communicate to
employees

employees

10th Jan to 28th Feb

Ratings will be
visible to

ACR,
2021 STI payout,
2022 STI

Managers communicate to employees
Rating / Individual bonus %

managers

4th Mar. - 18th Mar.
2022 Objectives Setting

ist Jan to 28th Feb

Compensation 21st: CEO GLT review
Y Prepare (Market/ Salary ranges (C&B)- Data Quality (HR Site)) Matrices Test ACR * 28th: CEO validation
finalization

Annual
Compensation
Review

10th -14th Jan. ist-15th Feb. 16-23 Feb

s 1IPSEN
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H1 2022 - HR Global Roadmap

IPSEN ALL

HR
Campaigns

+ Local roll-out

S IPSEN

Inncreation lor potey cone

DEC

JAN FEB MAR APR MAY JUN JUL

Jupiter Full Autonomy
Survey Q2
LTI

STI

EVP Refreshe

360° - new global
guideline based on
Glint

Coaching and
Assessment
Polic

\

Recognition

New Senior Exec Tool
Leadership
Program

Benefits Roadmap (year 3 — continued)
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THANK YOU




