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Welcome to our newcomers!



June opportunities — HR Permanent

Position Manager Location Type of Contract Link to Job Advertisement

Assistant(e) Ressources Humaines F/H CDI
R-11354 | Posting Date: 13/06/2022 | Boulogne

Assistant(e) Ressources Humaines F/H Cyril Debar Boulogne Permanent

Executive Assistant, Human Resources
R-11328 | Posting Date: 13/06/2022 | Cambridge One Main

Executive Assistant, Human Resources Lisa DiPaolo Cambridge Permanent

International Mobility Specialist / Chargé(e) de Chargé(e) de Mobilité Internationale

Mobilité Internaltionale Joelle Greenwold Boulogne Permanent R-11153 | Posting Date: 20/05/2022 | Boulogne
HR Director Ireland Joanne Briggs Dublin Permanent :ilDlroezctolr Igi)li;:g Date: 19/05/2022 | Dublin
Associate Director, Talent Acquisition Alan Blevins Cambridge One main Permanent ,:?;;J;i;’;e Iljirggﬁ;;iggﬁ‘;}gﬁgggz | Cambridge One Main
Talent Acquisition Partner Caroline O’Reilly Slough Permanent Ellirétsgcqluis;'cci)ggnP;g:tir: 16/05/2022 | Slough
Senior Manager, HRBP Janet Clough Cambridge One main Permanent ;?;l%;TaTaizr;t?nngate: 05/05/2022 | Cambridge One Main
Director Talent Acquisition, UKI & ROW Fabienne Astier Bath Road Permanent Ellzrgogcqluis;ﬂggnlugai?%yg 47;5220\(\/ Slough
Human Resources Information Systems Specialist Siv-Sane Kin Boulogne Permanent ::uln(;ig 6Reisol;r:si?r:gfgar?;?gg;wossv/sztgngs Slp e;?:jls;g:/elz

HR Operations Manager- R-09986 | Posting Date: 31/01/2022 |
HR Operations Manager, Germany Alexandra Krahl Munich Permanent reposted 10/06/2022

TIVJ L ~7


https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13719.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13482.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13469.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13447.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13424.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13352.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13110.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13306.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$12144.htmld

June opportunities — HR

Fixed term/Trainees/Apprentices

Position Manager Location Type of Contract Link to Job Advertisement

Assistant Paie / Payroll Assistant Adeline Cunis Dreux Fixed Term (5 months) Assistant Paie H/F CDD

R-11346 | Posting Date: 13/06/2022 | Dreux - CEP
Gestionnaire Administratif RH H/F Sophie Landormy Boulogne Fixed Term (Sept.22 to Feb. Gestionnaire Administratif RH H/F CDD
(maternity leave coverage) 23)) R-11331 | Posting Date: 13/06/2022 | Boulogne
Gestionnaire RH Junior Sophie Landormy Boulogne Fixed Term (July-October) Gestionnaire RH Junior CDD H/F

R-11330 | Posting Date: 13/06/2022 | Boulogne
HR Shared Service Advisor Rachel Beach Wrexham Fixed term HR Shared Service Advisor

R-11174 | Posting Date: 31/05/2022 | Wrexham
Talent Acquisition Partner Alexandra KRAHL [C] Munich Temporary - seasonal (Fixed Talent Acquisition Partner

Term) — Part time (30 Stundenwoche/12 Monate befristet)

Payroll Assistant Adeline Cunis Dreux Fixed term Assistant Paie

R-10982 | Posting Date: 04/05/2022 | Dreux- CEP
Ipsen Graduate Development Program, HR Larisa Fedorova Slough Trainee /1 year + Ipsen Graduate Development Program, HR

R-10836 | Posting Date: 14/04/2022 | Slough
HRIS Junior Specialist Siv-Sane Kin Boulogne Fixed term HRIS Junior Specialist

R-10733 | Posting Date: 04/05/2022 | Boulogne
HR R&D Global & Pharmaceutic (Fixed Term) Aline Dudouit Boulogne Trainee / 6 months Stage - Ressources Humaines Globales & Pharmaceutiques H/F

R-09435 | Posting Date: 07/04/2022 | Boulogne
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https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13707.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13707.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13717.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13711.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13583.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13422.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13097.htmld
https://wd3.myworkday.com/ipsen/d/inst/15$158872/9925$13021.htmld

New certifications!

Italy
Best Workplace
for Women

Wrexham
Best Workplace
for Women

Mexico
Great Place to
Work

Brazil
Great Place to
Work

Bath Road
UK “Best
Workplace™” by
Great Place to
Work (>250
employees).



And A BigThank You all for...

D&l: Participating to International Women Day

(IWD) and Pride month Supporting the Jupiter project

Cleaning positions in iPeople

Fot iPeople Completing the Talent Reviews EE

Rolling-out the « Career Month »

Performing the ACR

... And your always precious feedbacks!



IPerform and Compensation

2022

ist Mar. - 11th Mar.
- Employees acknowledge
performance review

10th Jan to 28th Feb 4th Mar. - 22nd Mar.

. Managers communicate to employees ~ Managers communicate to employees
[ \ Rating / Individual bonus % ACR, 2021 STI payout, 2022 STI

iPerform 3rd Jan to 28th Feb

2022 Objectives Setting

vk 21st: CEO GLT review

1st Nov. - oth Dec.

Performance Review

12th Dec. - 6th Jan.

Performance Caibration

later in »
Prepare ACR ?SL LTI the call Recognition
Program
Compensation 1st-15th 16-23 Feb
Feb.
( Benefits Roadmap (year 3/3) J
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Talent Management

2022

Talént
Management

\ J
~.—~"

Learning &
Devpt

*Go to Page 6

Talent
Review

Development
Plan
(70/20/10)

L&D /20

Info HR
March 2-3

Speed Networking
15-16 March France

Acceleration Programs

March 215t -
April 8th

Assess

Potential

-Fast Tracking Talent

-Executive Leadership Insights

L&D /10

First Time Leader
Vendor update

e

Complete Succession Plans

Country/Site

Talent Review

I April 18th - May 16th\*

May 6th

June 1st

b ELT

Talent =
e [ June14-16

1
L 1
Division #
1
Review |

May 16th to July 28t
IDevelop / Talent data

Career Month

B ool kit

360° - new global guideline based on Glint

*

New Coaching Policy

Learning by sharing
Mentoring campaign

Speed Networking
15-16 Nov China

Speed Networking
14-16 June US

Ilearn mandatory trainings list
communication

. Leading the Ipsen Way forecast

GLT Impact Together Program 2022 - 2023

. New Leadership Model
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Talent Management
2022

2021 EES Action Plan definition and implementation EES focus-area Culture Survey
EES dashboard and actions updated monthly on connected pulse [n<20 Qs] EES Survey
[n=14 Qs; [Nov] [n<60 Qs]
Culture Culture Manifesto ~25% of Ipsen] March 2023

TBC

Development and roll out [end Sept]

360 platform launch [GLT — May; Managers — Sept; All - Nov]

b el eq_llty DE&I Survey
Coaching Compensation
DE&l
for Women
Disability
support event

#EarnYourRainbow

D&l Audit results

Assessment
Policy

Covered
later in the
call

EVP refresher

Talent
Acquisition &
Employer
Brand

Great Place to Work / Employee Awards

Strategic Workforce
and Capability

. Strategic Capability Planning
Planning
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https://myipsen.online/home/our-focus/our-culture

IPSEN Ipsen’s Culture Manifesto
p Global HR Webcast, June 2022



Why do we need a culture focus?

The right culture is fundamental to positive impact

Culture: shared vision, values, behaviors, practices,
emotions - psychological safety

An articulated culture will give our team their reason
why and ensure we pull together in the same direction

Culture and strategy are inextricably linked and when
applied evenly against key business objectives create
performance and results

y

\_

We must articulate our culture and ground our
community in what matters most so that everyone
knows how and why to contribute to Ipsen’s strategy

positive impact will follow

~

/




A culture evolution journey

Phase 1. « Sept 2021: EES
Diagnose » Sept 2021-Mar 2022: 600 conversations

Phase 2: « Mar-May 2022: Articulating aspirational culture

e Culture Manifesto

Define aspirational
culture

* May 2022+: Manifesto cascade
* Dec 2022: Heat map

Phase 4: _
Establish action * Ongoing: Team level
plans (global & local)

Phase 5:
Regularly review « Mar 2023+:
state/progress EES



What is the Culture Story we want everyone to tell?

WHY?
Dynamic and acts as an anchor
Our guide to showing up
Tool to help grasp what leadership considers is important
Create a safe framework to act and sparkle in

e Ashort—living - transparent manifesto
 We want people to recognize our culture and aspire to improve it

e We want people to commit to our culture and our values

 We are transparent about where we are so that we can improve 1
individual at a time, 1 team at a time, 1 company at a time



Culture of collaboration and excellence
Our Culture Manifesto

We belong to a purpose-driven H, collaborative 4, and caring
company where | am accountable < for creating a meaningful
iImpact for healthcare partners, patients, and society

We are focused &, nimble &, and inclusive &, and | can be
Authentic. True. Myself

Driven by science and datatd, we
think big i, act with passiond, and execute with precision

My contribution is recognized &, and together we take a stand
through our Way of Being

Acting responsibly Hand tenaciously H, now and for the future
This is my Ipsen!



How Is our Culture Manifesto being cascaded?

Heatmap in 6
preparat.lon and future Other tools supporting
review (EES)

culture change

*  3H model
360
Impact Together

Future-proofing
* Qur stories
e Champions
Video recorded e Culture code
* Feedback

My Ipsen Culture Page
updated

MiaB created

Physical/Virtual

Workshop support SC HR LT ‘onboarded’
offered


https://myipsen.online/home/our-focus/our-culture
https://myipsen.online/home/our-focus/our-culture
https://myipsen.online/home/our-focus/our-culture
https://myipsen.online/home/our-focus/our-culture
https://myipsen.online/home/our-focus/our-culture
https://myipsen.online/home/our-focus/our-culture

Meeting In a Box\,\

& Click to access material

Click to play therir;o



https://ipsengroup-my.sharepoint.com/personal/chl77245_ipsen_com/_layouts/15/onedrive.aspx?id=%2Fpersonal%2Fchl77245%5Fipsen%5Fcom%2FDocuments%2FMyBoxFiles%2FEngagement%2FCulture%20Manifesto%2FCulture%20Manifesto%20Meeting%20in%20a%20Box%20%2D%20Culture%20Page%2Epdf&parent=%2Fpersonal%2Fchl77245%5Fipsen%5Fcom%2FDocuments%2FMyBoxFiles%2FEngagement%2FCulture%20Manifesto&ga=1
https://myipsen.online/home/our-focus/our-culture

Culture Heatmap

Team A Team B Team C Team D

We belong to a purpose-driven
collaborative

and caring company

where | am accountable

for creating a meaningful impact for healthcare partners,
patients, and society

We are focused

nimble

and inclusive

and | can be

Authentic. True. Myself

Driven by science and data

we think big

act with passion

and execute with precision

My contribution is recognized

and together we take a stand through our Way of Being
Acting responsibly

and tenaciously

now and for the future




Overall very positive feedback so far, but some room for
iImprovement

I r

"l thought it all went really well
and | heard some very positive
comments during lunch and
travelling home in the afternoon.
Timing Is always ambitious,
however all the content was
covered and the Culture
manifesto discussion was very

rich." -l -l

“Do we need a ways of being and
a manifesto? Can we simplify
these materials into one or
connect them better? Way of
being feels abandoned to the
team.”



Where can you help? R tearm leads >

set your lights and focus areas

BHR/Site HR >
follow up with your business
partners to ensure workshops are
planned with their teams &
encourage them to send me their
lights/focus areas to add to the
heat map

All >

Adopt the vocabulary and lead by
example

As HR, we are change agents and

must act as role models




IPSEN  |eadership Model



Why a Leadership Model?

_ Today, leadership is even more
We rely on leaders to deliver our

(The Great Resignation, demand for more flexibility, geopolitical
risks, always on transformation...)

So what makes a successful today at Ipsen?



L eaders who lead with the Head, Heart, and Hands

Importance of Alignment and situational leadership

Head: Think Big

Reinventing business to serve
patients, planet, society, and

shareholders
Heart: Together

Includes:
Setting vision Inspiring and enriching the
Focus. Prioritizing human experience
Self-reflection
Including holistically Stakeholders Includes:

Defining Purpose

Collaborate

Caring - Empathizing
Coaching People
Recognizing, celebrating

Hands: Execute

with precision

Executing and innovating
through supercharged teams

Includes:

Delivering with tenacity, and courage
Experimenting , accelerating pace
Aligning teams



Ipsen Leadership model is a transformation lever to
reach our desired culture

We belong to a purpose-driven, collaborative, and caring company where | am
accountable for creating a meaningful impact for healthcare partners, patients, and
society.

We are focused, nimble, and inclusive, and | can be
Authentic. True. Myself.

Driven by science and data,
we think big, act with passion, and execute with precision.

My contribution is recognized, and together we take a stand through our Way of Being.

Acting responsibly and tenaciously, now and for the future.
This is my Ipsen!




And Is aligned and consistent with Ipsen Way of Being

Head: Think Big

Reinventing business to serve
patients, planet, society, and
shareholders

Heart: Together

Inspiring and enriching the
human experience

We are:

-Insights-driven

-Responsible for leveraging our collective
intelligence

-Dedicated to testing, experimenting and
piloting

-Externally focused

-Committed to becoming data- and
science-driven

We are:

-0Open to feedback

-Ready to speak up

-Listeners

-Respectful

-Committed to taking responsibility for
our words and actions

Hands: Execute

with precision

Executing and innovating
through supercharged teams

We are:

-Agile and decisive

-Innovative

-Entrepreneurial

-Determined to be a partner of choice for
all our stakeholders

-Committed to proactive collaboration

We are:

-Inclusive and diverse

-Engaged with communities

-Ethical and compliant

-Dedicated to caring responsibly for our
pecple and the environment

-Committed to a proactive approach to
patient centricity

We are:

-Focused and performance-driven
-Consistent in promoting single-point
accountability

-Passionate about celebrating success
-Prepared to unleash our full potential
-Committed to excellence in execution




Next steps: You're the ones...

.... to make it happen so that everyone in Ipsen knows and uses Ipsen Leadership Model !

‘ ﬁ
WHO? WHAT?
N

Raise awareness on the model with Leadership Teams

Global/ Support Leaders in defining their strengths and development needs using the 3H model, Use 3H to
Site/Country BHR provide feedback

Collaborate with Hiring Managers to ensure job descriptions align expectations with 3H

Include in Competency framework
Include in Success Profiles for pivotal roles

Leadership & Align leadership programs with the Ipsen Leadership model
Development Eg Impact Together includes modules dedicated to develop these skills (Ego and Equipe parts)

Comp. & Ben. Include in performance process



Employer Value Proposition



we were back in
2018. We have evolved, our people
evolved and our positioning has evolved.
It's not them, it’s us.

Walt .. Why 9/7 \\\ our current and future

colleagues have changed, and so have

are We d O I n g their expectations.
this? Q

We need to become far more competitive,

and push harder for brand
awareness in the marketplace. Time to
take a stand.



But what does
f 5
hat mean? £ __
In practice, we are expanding pillars, =
evolving from a pure mental/functional

availability to a dual mental and
cmotional hybrid model. This means we
are evolving our core messages.

Inspirational Aspirational purpose-led
We enable you Meaningful impact

Our voice, active, authentic
Functional benefits Mental + Emotional availability
Story-telling Story-doing




What talent wants ...post-COVID

We did the research, looked at the metrics and distilled some key insights!

\

N Post-Covid world is far more purpose-led,
about [in real
time], moving from career planning to
experience crafting.

— \

\ . .
' It's building new ways of working, new

_  agility and
9/ that goes beyond expertise and
into amplifying people holistically.

\ .
™ Talent wants to not just be part of a
company, but part of crafting its iterations.

Culture has never been as visible and as
Important as it is now.




Global EVP positioning

Real Impact, every day.

~

#Make a Realimpact.


















Why Is this concept liquid
(A.K.A works everywhere)?

N\
~ We are “the hard contrasts”,
—~ “wrong questions, right answers”, “Complicated,
simple”

\

Real I m p aCt \\ This allows us to craft themes that link with the relevant

cultural attributes we have across our geographies.

\

\ : :
' This allows us to generate more real content (i.e., D&,
Culture etc.) where we can focus on the balance of serious,
irreverent, world-class team.

\}\
We can jump on any topic, themes at any time allowing us
to be reactive on the trends that matter



How does it work for a job ad?

N\
~ We can tailor each ad to reflect of the
position.

R\
9/ S TAwill be able to choose from a catalogue of key
claims depending on

N\
= The aim will be to unify our approach to posting job
ads moving forward.

N\
~N .
Some banner ideas!



N\
™ Get a sense of what is coming from the Employer

Value Proposition.

\ | | |
' We will send you toolkits and info packs
explaining exactly what the launch is going to

ook like, we ask that you help us in making this a

What we need

N\

from youl ™ We ask that

N\
We are running pre-tests and we will share the
results with you to help with the planning when it

comes to launching the new EVP.



ELT June

14th

Pre-launch US July

GHR June 21

xé

.

\\\

Once we have the validated concept, we will
hand over all assets to our US agency RC. (We
did recommend market pre-tests.)

We will build all the toolkits, a connections plan
(channel mix, media etc.), for the markets and

to the comms and
TA at corporate-level.

We will roadshow and workshop to launch this
internally before handing over.

Finally, we will create the

establishing an employee driven and cross-
functional body to review bi-annually and OWN
our EVP!



Connecting the dots!

Why & What

Ipsen’s
Purpose

4 Strategic
Pillars

\

How

Culture
Manifesto

Way of
Being/Values

Leadership
Model

Telling the world

prems || Duerely &
Narratives .
Narratives
Generation

Ipsen

Employer Value
Proposition

<

How do we measure?

Engagement
Survey

D&l Survey

360

Development

Tool




-

Ipsen
Recognition
Program

Sophie Véron
Romain Lévi




Global Recognition Program

Agenda
@ Program design @ rrovider Selection
. Project Implementation / Timeline . HR community contribution
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Program Design
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Project Objectives and Expected Outcome

Why a Global Recognition Platform now

OUR CHALLENGES EXPECTED OUTCOMES

High company ambition

Culture Manifesto & Ipsen Way of Being

Disparate recognition programs at Ipsen

Hybrid work model

VARV V4

Global recognition to increase employee engagement and
performance

Recognize and exemplify behaviors

One global program to create an equitable employee
experience for ALL and available at country/ div/ function level

Reinforce bonds between employees, to foster sense of
belonging

PAGE 47



Recognition Program - Key Principles

/A

Y/
\ ﬂ . . .
S Z e« Foster recognition at Ipsen

Q/TA  Set clear, consistent, fair, inclusive & transparent guidelines
@ * One global online program & tool for all, fully compliant
@ * |psen culture/ way of being at the heart of recognition

O
f  Owned by leaders, and supported by strong communication

PAGE
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Recognition and Reward Framework

A comprehensive framework of 4 pillars to address diversity of recognition

W o 4
c Y A%
Decision Audience Frequency Value Impact Vs. current
e ELT proposal Few e Annual * Memorable experience * New program
* CEO decision individuals / * Dev. opportunities
teams
* Mgt proposal Someteams * Annual/adhoc ¢ Cash Award * Managed through platform

e ELT validation

e Peer-to-peer

All employees

Several times

Moderate award

All existing local programs to

proposal & Mgt per employee (3 levels) be integrated in platform
validation per year
e Or Mgt award
e “Thankyou” All employees ¢  Unlimited * Non-monetary e BeOnetobe
note: Peer-to- decommissioned
Peer
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Provider Selection
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Summary

Project Preparation (feedback survey, 2021 GHRM, ELT)

©

N Project charter and vendors assessment

S

April 2022 ELT approval
April / \\' V’ .
June 2022 S Workhuman selected to support our program
June / o T X . '
September 2022 %/ * Project Implementation
September 2022 @X@ * Launch date 27t September

PAGE 51



W
\\’

\

Workhuman selected as our preferred partner Y

Workhuman footprint and quick overview

3

video

What is social recognition -
Overview
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http://weworkhuman.wistia.com/medias/2eom5348ok

Project Implementation / Timeline

PAGE 53



Project Implementation Plan
Macro process — dates to be finalized

Strategy: Launch:

TECHNOLOGY WORK STREAM

Design Integration / Site Quality User Production Launch
: Branding Configuration Assurance Acceptance Test Go Live
| : I Tests I I
July July Aug Aug Sept Sept Sept

CHANGE MANAGEMENT WORK STREAM

Early Socialization, Develop Communications & Deploy Communications Execute Manager
Secure Buy-in & Sponsorship Program Visuals Coaching
June / July
|

July Sept ' Sept PAGE 54



Project Management Team

EXECUTIVE SPONSOR

Champions program; authorizes project resources

PROGRAM MANAGER

Executes project: planning, structure & design decisions,
rollout

FUNCTIONAL LEAD

Supports PM with program structure decisions & custom
site/platform content development

BRANDING

Provides corporate branding guidelines & images; approves
site design

COMMUNICATIONS

Develops communications strategy & content; executes
comms plan

FINANCE & PAYROLL

Receives & processes invoices & payroll feed

IT ACCESS, SSO LEAD

Configures the client’s SSO connectivity

HRIS, DATA FILE
Develops upload files with user & program data; responsible
for successful file transfer

Regis Mulot Ilvo Sulovsky
Sophie Veron Romain Levi
Abbie Pound Amanda Dini

Erin Sheehan

Oceane Pinto

Mary-Elizabeth Hackett

Jaya Marcellin

Thao N'Go Abbie Pound
To be confirmed
Nejib Mahfoudh Othniel Kuti

Siv-Sane Kin

PAGE
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HR community contribution
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Next Steps with HR

N

t

o

%

V=
W&

3

Find a name for our Recognition Program!
Now vote in opening the quick survey on your PC or mobile phone

Contribute to design finalization

Secure local / division recognition programs transition / integration into Global program

Finalize implementation plan
(communication, payroll & tax impact, etc.)

Deploy in your country/division

PAGE
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Next Steps with HR

Stay tuned, more to follow!

We will come back to you shortly

PAGE 58



 IIPSEN

Innovation for patient care
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