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BN ABOUT SOPRA STERIA GROUP

SOPRA STERIAREACHED ANEW MILESTONE
INITS DEVELOPMENT IN 201/

We recorded a healthy performance, with
organic revenue growth of 3.5% bringing
revenue to €3,845.4 million. Operating
profit on business activity grew by 9.5%
t0 €329.8 million, and our margin reached
8.6%, an improvement of 0.6 points
compared with 2016. Lastly, net profit
attributable to the Group rose 14.0% to
€171.4 million. As a result, we reached the
targets setin 2015 when Sopra and Steria
merged - namely revenue of between
€3.8 billion and €4 billion and an operating
margin on business activity of between
8% and 9%. These results are the
culmination of our efforts to completely
transform the Group. The business
segments that had seen performance
shortfalls in 2014 (Germany and IT
infrastructure management in France)
were successfully turned around and today
are a source of strength for the future. We
have launched a targeted repositioning
plan covering our operations in the United
Kingdom. In particular, it aims to bolster the
businesses serving the private sector.

“Our move up the value chain
has increased the relative size

of our Consulting and Software
businesses, which now generate

close to one-quarter of the
Group's revenue.”

In France, we strengthened our leadership
in Consulting and Systems Integration.

We backed up our healthy business
performance with substantial investments
to expand our offerings. Generally
speaking, our move up the value chain

has increased the relative size of our
Consulting and Software businesses,
which now generate close to one-quarter
of the Group's revenue.

We are committed to a proactive corporate
responsibility policy, fully aligned with our
business goals and our transformation
programme. In 2017, we contributed to

16 of the 17 United Nations Sustainable
Development Goals through our saocial,
societal, environmental and ethical
initiatives. As far as our workforce policy is
concerned, we provided over one million

hours of training to our employees in 2017.

As part of our commitment to the
environment, we continued to reduce our
greenhouse gas emissions and reiterated

PIERRE PASQUIER,

our target of cutting them by 21% from
their 2015 level by 2025. Our societal
accomplishments in 2017 included the
award of EcoVadis' Gold Advanced level,
a standard achieved by less than 1% of
businesses rated by the organisation.
Lastly, we strengthened the ethics-

and compliance-related aspects of our
governance framework in 2017 with the
creation of a new Corporate Governance
& Risk Management Department.

Our clients' needs are changing, and they
now demand greater agility, rapidity and
added value. Today more than ever before
they are looking for partners able to invent
the business models of the future with
them and support their transformation.
With this in mind, our strategy is predicated
on four key principles:

— independence, which underpins our
long-term vision and our entrepreneurial
model;

Chairman of Sopra Steria Group
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CORPORATE RESPONSIBILITY

SOPRA STERIA: COMMITTED TO A MORE SUSTAINABLE WORLD

ABOUT SOPRA STERIA GROUP IS

Corporate responsibility

Sopra Steria has for the past several years been committed to a proactive corporate responsibility policy that is consistent with the
Group's business requirements and in step with fundamental changes in society. This bold commitment requires us to change the

way we see things and to strive together with our stakeholders for a more sustainable world. The Group's policy is part and parcel of a
broader ongoing commitment to share information in its annual corporate responsibility report about the efforts made and the results

achieved.

OUR ACCOMPLISHMENTS IN 2017...

{3 @

ETHICS AND VALUES SOCIETY

1dedicated governance United Nations Global

framework strengthened Compact/GC Advanced
. level

1 code of ethics Rated among the top 9%

and core values supported
by Executive Management

of Global Compact signatories

EcoVadis
New Way Gold level
The Group's unifying
transformation programme 15t out of 230

in the Gaia Index
Inthe index for the
9t consecutive year

3rd of the Digital Gouv’

barometerindexin Europe
Sopra Steria

Support for the
College des Bernardins

Digital Chair

International

Inspiration Award
bestowed on Gayathri Mohan,
Head of CSR Sopra Steria India

SEALS OF QUALITY AND ACCREDITATIONS

[
&&&

WORKFORCE

9,500 new employees

joined the Groupin2017,

78% of themon
permanent contracts

Recognised as one
of Europe’s leading
recruiters

France’s top recruiter

of young graduates
in the digital sector

Women account for
31% of the Group'’s
workforce,

and hold 27% of

engineering, consultingand
project management positions.

Over 1,000,000 hours

of training
provided Group-wide

Employer brand
recognised on social media
and rating platforms

o
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ENVIRONMENT

1 key commitment
Launch of anambitious
programme to reduce the Group's
greenhouse gas emissions

11% reductionin overall
greenhouse gas emissions
from their 2016 level

Target of a 21% reduction

from their 2015 level by 2020
(absolute value)

Science Based Targets
Initiative (SBTi)

World's first digital services company
to have received approval from SBTi
forits greenhouse gas emissions
reduction targets for the Group
asawhole

#WeRRR campaign

A staff #WeRRR challenge held
toidentify the best waste reduction,
recyclingand reuse ideas.

Ranking Ranking/Rating Happy Trainees accreditation Universum rankings
ECOVADIS Gold Advanced In France, for the 5" yearinarow Sopra Steria moves up three placesin
UNGC GCAdvanced level the Top 100
CDP 2018 A List SupplierCDP Climate Change A List
MsCl ESGA
GATA 15%/230
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Formore information, see Chapter 3.
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I ABOUT SOPRA STERIA GROUP

Materiality matrix

MATERIALITY
MATRIX

OBJECTIVES AND APPROACH

In 2017, Sopra Steria carried out its first materiality analysis. This analysis helped to identify and rank the priorities most relevant for the
organisation itself and forits stakeholders. The analysis is presented in the form of a matrix, which plots the priorities according to their
importance for the Group (x-axis) against theirimportance for the Group's stakeholders (y-axis).

000  IMPORTANCE
FOR STAKEHOLDERS
@® Responsible @® C(lient satisfaction
3 supply chain 3
PPy ; @ Innovation
Vgry | @ Ethicsandvalues
high !
. @ Operational security
: (including cybersecurity)
B Environmental impact @ Data protection . A Attracting and retaining talent
A Diversity and equal opportunities A Skills development
- : . ‘ and transformation
High . @ Civicengagement
B Greenhouse gas emissions
® Sustainable development | @ Digital responsibility i A Entrepreneurial culture
embedded in offering ! ! .
i A Labourrelations
Medium ! A Workplace well-bein
and eFr)lgagement ’ Coé%
IMPORTANCE
FOR SOPRA STERIA

Medium

B Environmental priorities

PRINCIPAL ACTION POINTS

ACTION ADDRESSING
ENVIRONMENTAL PRIORITIES

m Cutgreenhouse gas emissions
m Curbtheenvironmental impact
of activities

ACTION ADDRESSING SOCIETAL PRIORITIES

@ Actasagood corporate citizen
® Anticipate to digital technology's impact
onsociety

10

@ Societal priorities

High

A Social priorities

ACTION ADDRESSING SOCIAL PRIORITIES

Attract and retain talent
Develop and transform skills

A
A
A
within teams

Build strong labour relations
Promote diversity and equal
opportunities

and employee engagement

SOPRASTERIA REGISTRATION DOCUMENT 2017

Very high

@ Marketand conduct of business priorities

Foster an entrepreneurial culture

Promote well-being in the workplace

ACTION ADDRESSING MARKET
AND CONDUCT OF BUSINESS PRIORITIES

® Achieve client satisfaction

@ Integrateinnovationright across
the value chain

Champion the Group's ethics and values
Keep the Group's activities safe

and secure

Work with aresponsible supply chain
Protect employees’and clients’
personal data

Embed sustainable development

in the offering

For more information, see Chapter 3.
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Sopra Steria: committed to a sustainable world

Sopra Steria: committed to a sustainable world

1.1. A strong and enduring
commitment

For a number of years, Sopra Steria has been committed to a proactive
corporate responsibility policy that is aligned with the Group’s business
requirements and in step with fundamental changes in society. This
bold commitment drives us to change our perspective and to strive
together with our stakeholders for a more sustainable world. The
Group's policy is part of a broader continuous improvement process,
under which Sopra Steria shares information in its annual Corporate
Responsibility Report about the efforts it has made and the results
it has achieved.

For 50 years we have built our Group on solid, enduring fundamentals
and a set of ethical principles and core values that define us. As an
expression of these values, Sopra Steria is a signatory to and member
of the United Nations Global Compact, in the “Global Compact
Advanced” category. Under this commitment, Sopra Steria supports
the Global Compact’s 10 principles in the areas of human rights,
labour standards, protection of the environment and anti-corruption,
and is committed to promoting these principles within its ecosystem
of influence and continuing with its efforts in these areas.

CONVERGENCE WITH THE UNITED NATIONS
SUSTAINABLE DEVELOPMENT GOALS (SDGS)

Through its corporate responsibility programmes targeting social,
societal, environmental and ethical goals, Sopra Steria contributes to
16 of the 17 United Nations Sustainable Development Goals. Goal 2
— End Hunger — falls outside the scope of the Group's actions.

In 2017, the Group’s actions were directed towards meeting the
following goals:

4. quality education: Ensure inclusive and equitable quality education
and promote lifelong learning opportunities for all;

11. sustainable cities and communities: make cities inclusive, safe,
resilient and sustainable;

13. climate action: take urgent action to combat climate change and
its impacts.

Through its new initiatives, the Group is bringing its programmes
further into line with the SDGs.
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1.2. Programme of initiatives aligned
with the Group’s priorities

In response to its rapidly changing environment and new challenges
linked to digital technology, Sopra Steria has initiated a materiality
study of its key strategic challenges.

Using a materiality matrix, the Group has mapped these challenges
and their importance to its stakeholders, and has adapted its 2020
Corporate Responsibility progress plan so that it addresses them. (See
the materiality matrix on page 10 of this document.)

MATERIALITY ANALYSIS | METHODOLOGY USED

In 2017, Sopra Steria carried out its first materiality analysis. This
analysis helped to identify and rank the priorities most relevant for
the organisation itself and for its stakeholders.

The analysis is shown graphically in the form of a matrix plotting the
significance of priorities for the Group (x-axis) against their significance
for the organisation’s external stakeholders (y-axis).

STAGES IN THE MATERIALITY ANALYSIS

An initial list of priorities was compiled based on a document review
and discussions with the Group’s management. The list was then
refined at workshops facilitated by an external consulting firm in which
the Group's senior executives took part.

The degree of materiality for Sopra Steria of each of the priorities was
then assessed by the senior managers. They rated each priority on a scale
from 0 to 3 to reflect the extent to which it is capable of influencing
the organisation’s strategy, its reputation and/or its financial health.

In parallel, the materiality of the priorities for external stakeholders
was assessed through a document review. Two stakeholder groups in
particular were analysed: investors and non-financial rating agencies,
and clients. The communications of the leading players in the digital
sector were also analysed. Each priority was rated — on a scale from
0 to 3 — to reflect the extent to which it matters to the external
stakeholder, and then the ratings were averaged to produce a single
score for each priority.



| SETTING PRIORITIES

Challenges

CORPORATE RESPONSIBILITY I

Sopra Steria: committed to a sustainable world

Definition

WORKFORCE

Attracting and retaining talent

Organisation’s ability to attract the top digital professionals and to retain talent.

Skills development and transformation

Organisation’s ability to develop and align the skills of its employees to proactively
deliver solutions to the needs of its clients.

Entrepreneurial culture

Organisation’s ability to foster a culture of entrepreneurship within its teams combining
autonomy and accountability, creativity and collective thinking.

Labour-management dialogue

Organisation’s ability to forge with employee representatives a constructive dialogue
and negotiations to plan ahead for and support the major changes affecting the Group.

Diversity and equal opportunity

Organisation’s ability to respond to public-interest priorities and to prevent any form of
discrimination by fostering access to employment for people with disabilities, gender
equality in the workplace, and access to employment for young people.

Well-being in the workplace and employee engagement

Organisation’s ability to provide an environment fostering a high quality of life in the
workplace and to convey the meaning of a corporate plan that engages and motivates
all employees.

MARKET AND CONDUCT OF BUSINESS

Client satisfaction

Organisation’s ability to ensure that its service offering satisfies the requirements of its
clients and helps to create value.

Innovation

Organisation’s ability to support its clients with their digital transformation by providing
them with the best solutions and technologies available in the marketplace.

Ethics and values

Organisation’s ability to ensure that its practices fulfil ethical standards in all the
countries in which it operates, including in the fight against corruption, observance
of human rights and protection of the environment. Group'’s ability to establish an
enduring trust-based relationship with all its stakeholders by applying its principles
and core values.

Operational security, including cybersecurity

Organisation’s ability to safeguard business continuity in the face of the mounting risks
that organisations have to contend with (failure risk, climate risk, risk of cyberattack).

Responsible supply chain

Organisation’s ability to work with suppliers and service providers meeting its corporate
responsibility standards.

Data protection

Organisation’s ability to develop the most innovative data security, protection
and confidentiality solutions for its own operations and those of its clients.

Sustainable development embedded in solutions

Organisation’s ability to incorporate sustainable development priorities in its
service offering.

ENVIRONMENT

Environmental impact

Organisation’s ability to curb the environmental impact of its operations by working
together with its stakeholders: employees, suppliers, clients and partners.

Greenhouse gas
emissions

Organisation’s ability to define greenhouse gas emissions reduction targets
and implement a reduction plan involving its entire value chain.

1.3. Activities and business lines

SOPRA STERIA: A EUROPEAN LEADER IN DIGITAL

TRANSFORMATION

remain competitive and grow throughout their transformation, from
strategic analysis, programme definition and implementation, and
IT infrastructure transformation and operation, to designing and
implementing solutions and outsourcing business processes.

SOPRA STERIA: DELIVERING TRANSFORMATION

Sopra Steria, a European leader in digital transformation, has one of
the most comprehensive portfolios of offerings on the market, spanning
consulting and systems integration, development of industry- and
technology-specific solutions, infrastructure management, cybersecurity
and business process services (BPS).

The Group provides end-to-end solutions to address the core
business needs of large companies and organisations, helping them

THROUGH END-TO-END SOLUTIONS

For Sopra Steria, helping clients succeed in their digital transformation
means breaking down their strategic and business challenges into
digital initiatives through an exclusive end-to-end offering. This subject
is detailed in Chapter 1, Section 4 of the 2017 Registration Document.
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Sopra Steria: committed to a sustainable world

1.4. Group governance

Sopra Steria Group is a société anonyme with a Board of Directors.

The Board of Directors currently consists of 19 directors, two of
whom represent the Group’s employees. Excluding the employee
representatives, seven of the Board’s members — i.e. over 40% of its
membership — are women.

Where appropriate, the Board’'s work is prepared by an Audit
Committee, a Nomination, Ethics and Governance Committee and a
Compensation Committee. Corporate responsibility policy and actions
are monitored by the Nomination, Ethics and Governance Committee,
which informs the Board of Directors of its work and recommendations
in this area. In 2017, the Group's corporate responsibility policy and
programme were presented and discussed at two of the Committee’s
meetings.

The functions of Chairman and Chief Executive Officer are separate.
Executive management responsibility is held by a Chief Executive
Officer and two Deputy CEOs.

The Group’s ongoing structure consists of four operational tiers and
associated functional structures.

This subject is discussed in more detail in Chapter 1, Section 8 and
Chapter 2 of the 2017 Registration Document.

1.5. Organising corporate
responsibility to serve
the Group’s businesses

Sopra Steria Group’s corporate responsibility approach and programme
are the responsibility of Executive Management, who oversee the
Group's strategy in this area.

Sopra Steria has structured its corporate responsibility programme
around several departments:

Group Corporate Responsibility and Sustainable
Development Department

The Corporate Responsibility and Sustainable Development (CR&SD)
Department oversees rollout of the Group’s corporate responsibility
policy, works with the relevant departments to coordinate the
continuous improvement approach, and supports those departments
and all entities as they implement their action programmes.

The CR&SD Department spearheads Group-wide programmes, and
more specifically regulatory reporting (presented in this Corporate
Responsibility Report), the Group’s assessment by external organisations,
interaction with stakeholders, the Group’s environmental programme,
the main corporate sponsorship and community engagement
partnerships, and actions to raise employee awareness.

1.5.1. THE FOUR PILLARS OF CORPORATE

RESPONSIBILITY

Sopra Steria Group’s corporate responsibility initiatives are managed
via four interdependent units focused on Market Responsibility,
Responsible Employment, Environmental Responsibility and Community
Engagement.

Market Responsibility unit

This unit is coordinated by the Group CR&SD Department. It collaborates
closely with Group departments responsible for particular aspects of
Market Responsibility: Corporate Governance & Risk Management,
Human Resources, Legal, Property & Purchasing, Information Systems,
Group Communications and Financial Reporting, Quality, and operating
divisions.
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Responsible Employment unit

Responsible employment is a key issue for the Sopra Steria Group.
The unit that coordinates the responsible employment programme
forms part of the Group’s Human Resources Department. To handle
cases involving issues such as workers with disabilities, gender equality,
older employees, diversity and work-linked training opportunities and
to coordinate action programmes, a manager with responsibility for
responsible employment practices works with the various entities to
ensure that all initiatives reflect the wider Group approach.

Environmental Responsibility unit

The Group's environmental programme is managed by a Group head
and overseen by the Group CR&SD Department. The Environmental
Responsibility unit draws on its network of Environment Officers
(Group Environmental Sustainability Committee or GESC) and on the
relevant Departments, including Property & Purchasing, Information
Systems, Communication, Quality, and Corporate Governance & Risk
Management. Together with the Quality Department, this unit is
responsible for rollout of the Environmental Management System (EMS)
and for ISO 14001 certification for certain sites. It also coordinates
greenhouse gas assessments and annual reporting to CDP’s climate
change programme.

Community Engagement unit

This unit is coordinated by the Group CR&SD Department. It is
managed by the CR&SD Department in the case of Group sponsorship
or partnership programmes, by foundations in France and India, or
directly by Group entities that enlist the support of their employees
and, in some cases, clients. This programme, is supported by an
international network of key stakeholders leading local community
engagement programmes.

1.5.2.  PROGRAMME STEERING BODIES

The corporate responsibility programme relies on two steering
committees — one at Group level and one covering the network of
country correspondents.

Corporate Responsibility and Sustainable Development
Committee

The Group Deputy CEO and the CR&SD Director chair the Corporate
Responsibility and Sustainable Development Committee (CR&SD
Committee), which, meeting twice a year, brings together the managers
of the key central departments involved in the Group’s approach. The
Committee draws up the Group’s corporate responsibility roadmap
and tracks progress against the associated action plans. It met twice
in 2017. More specifically, the Committee holds interim progress
meetings throughout the year for certain projects, involving functional
departments for matters falling within their remits, as well as Group
entities and operational departments.

Corporate Responsibility Advisory Board
The purpose of this advisory body is to provide external feedback on the
various components of the Group’s corporate responsibility approach.

The Advisory Board consists of three independent experts from senior
civil service positions and civil society, the Deputy CEO, the CR&SD
Director and key Group managers with responsibility for business units
and major issues. It met twice in 2017.

The Advisory Board’s main responsibilities are:

= to submit recommendations on the Group's corporate responsibility
strategy and priorities;

m to provide Executive Management with useful benchmarking
information in relation to corporate responsibility;

= to provide information on legislative and regulatory developments
and their impact as regards corporate responsibility.
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Responsible employment: Sopra Steria, a responsible and committed team

In 2017, the Advisory Board’s membership included the following
three independent experts:

m Marie-Ange Verdickt, former Director of Research and Socially
Responsible Investment at La Financiére de I'Echiquier, a company
director working with institutions that champion social development;

m Mark Maslin, Professor of Climatology at University College London
(UCL), an expert in climate change and author of numerous studies
and publications on climate issues;

m Frédéric Tiberghien, member of France’s Council of State, Chairman
of Finansol and honorary chairman of ORSE (Observatoire de la
Responsabilité Sociétale des Entreprises).

In 2018, prominent figures from outside the Group and other heads of
Sopra Steria businesses will join the Committee to adapt the framework
in light of changes affecting the Group.

A network of in-country officers

Country Leaders manage activities in all themes — Responsible
Employment, Environment, Ethics and Compliance, Community
Engagement, Responsible Purchasing, Communication and Interaction
with Stakeholders — at national level. The Group coordinates them and
arranges regular updates for the community engaged in each theme,
thereby implementing the Group corporate responsibility strategy and
programme and sharing best practices at country and entity level.

Responsible employment: Sopra Steria,
a responsible and committed team

2.1. Background and key events

The digital revolution is fundamentally changing our society and how
we work. Huge volumes of information are transmitted instantaneously,
and knowledge is now within everyone’s grasp. Innovation is becoming
a collaborative endeavour and is accelerating in every field. Digital
technology is prompting economic agents to reinvent themselves in
response to new models, offering our clients opportunities to automate,
simplify, and create and personalise new services.

To help it rise to these new challenges, meet clients’ high expectations in
terms of added value and assert its leadership in digital transformation,
one of the Group’s priorities is to attract and retain top talent.

As a responsible employer, the Group supports the development and
transformation of its employees’ skill sets so that they are ready for
the digital jobs of the future. In all the regions where it operates, the
Group offers an inclusive working environment designed to stimulate
entrepreneurial thinking and teamworking.

2017 was marked by an acceleration in the Group’s transformation
programme in support of Sopra Steria’s ambitious Corporate Plan.

Key events in 2017:

m Xavier Hurstel was appointed Chief Transformation and People
Management Officer, a new role on Sopra Steria’s Executive
Committee;

= Sopra Steria was recognised as one of Europe’s leading recruiters.
9,500 new employees joined the Group in 2017, 78% of them
on permanent contracts. In France, the Group remained the top
recruiter of young graduates in the digital field;

= Over 1,000,000 hours of training were provided Group-wide.

2.2. Commitments

Sopra Steria’s responsible employment policy aims to promote
equal opportunity and diversity, thus boosting the Group’s appeal
as an employer and retaining talent. It forms part of a continuous
improvement approach aimed at reconciling economic effectiveness
with social equity.

Human resources and talent development are at the heart of the
Group's Corporate Plan. The Group is committed to anticipating future
skills requirements, promoting internal mobility and offering a broad
range of comprehensive and innovative professional development
training. These commitments and a working environment nurturing
professional development in which everyone feels valued, help to
retain its talent.
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Responsible employment: Sopra Steria, a responsible and committed team

2.3. Challenges and achievements

Targets for 2017 Achievements in 2017 Ambitions for 2018

Workforce: Promoting equal opportunity and diversity to enhance its appeal to and retention of all its talented employees

Attracting and retaining more talent 9,500 employees recruited, 78% of them on  Reinforce the Group's position as a responsible
= Support national efforts to boost accessto  permanent contracts and 42% under 26. employer by implementing initiatives and

employment for young people Success of the international mobility projects making it more attractive, so that it can
= Continue to develop the international programme. Over 135 employees and recruit and retain more talent.

student and employee mobility programme 104 interns and work-linked training
students in a number of countries. Ten
internships converted for the first time into
permanent jobs — a conversion rate of 10%.

Developing and transforming skills Harmonised HR practices across the entire Continue developing and transforming our

= Continue to harmonise HR practices and Group. Gradually rolled out Group Core employees’ skills and harmonise HR practices.
roll out the Group's Core Competency Competency Reference Guide across virtually Update the Core Competency Reference
Reference Guide across all countries in 2017  all countries but not all subsidiaries. Guide to take greater account of the impact
and 2018 of major changes affecting our business and

environment.
Roll out a digital training programme to acquire
the most sought-after skills and retain our

talent.
Diversity and equal opportunity Further expansion of the women'’s networks ~ Continue and encourage initiatives rolled out
= Work to make jobs in the digital field more  in France, India and Norway. In 2017, in the Group’s various countries, and share
attractive to women and continue to make  women accounted for 31% of the workforce, Group-wide best practice in relation to diversity
the skills of women working in the digital and 27% of engineering, consulting and and equal opportunity (access to employment
arena more visible, both internally and project management positions. 1% increase  for young people, women and people with
externally in the number of women hired. Increased disabilities) to give substance to and foster
recruitment of women in Germany and employees’ commitment.
Spain.
= Continue to inform and raise awareness Dedicated sessions in 20 “Team Spirit”
of the Group's social responsibility induction seminars (in France).
challenges through induction programmes  Presentation at 2017 kick-off of challenges
and corporate modules forming part of and events relating to Group social
business-specific training responsibility, raising awareness among
more than 3,000 managers from around the
world.
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Responsible employment: Sopra Steria, a responsible and committed team

2.4. Culture and values that bring us together

Working at Sopra Steria means sharing in a strong corporate culture that is first and foremost about people. This culture reconciles the strength

of our team spirit with the entrepreneurial spirit that energises us.

‘NEW WAY': THE GROUP’S UNIFYING TRANSFORMATION PROGRAMME

With digital technology increasingly impacting our clients, in an ever
more challenging competitive environment and following the merger
of Sopra and Steria, the Group is rolling out an internal transformation
programme. With Sopra and Steria both having strong cultures, it

This DNA is based on fundamentals and key principles known as pillars:

FUNDAMENTALS

OUR ORGANISATIONAL
AND GOVERNANCE .
sopra steria

New Way.’

PRINCIPLES

BUSINESS LINE
AND MANAGEMENT BASICS

Our fundamentals are at the heart of our corporate culture. They consist
of our values and of behaviours that are critical to the effective operation
of our business. Our fundamentals also include our management
style through the various roles played by managers, as well as key
principles of organisation and governance that govern the way we
operate. Our organisational model is supported by short, streamlined
decision-making channels. It advocates individual empowerment, with
decisions made as close to the front line as possible. These various

| VALUES THAT BRING US TOGETHER

Sopra Steria’s values represent the core of our fundamentals:

was vital that the Group quickly forge a shared culture that everyone
could take pride in. The aim of this programme is to unite all staff
around the Corporate Plan and involve them in a distinctive project
rooted in our strong DNA and people.

PILLARS

A motivated workforce
and entrepreneurial
spirit

Overall function

Individual empowerment,
with decisions made as
close to the front line

as possible

Decisions belong
to people, not processes

The right person
in the right place

elements combine to differentiate us and give us a unique corporate
personality. Together they constitute an authentic signature that is
recognised by our clients, our candidates, our competitors and our
market in general.

Our fundamentals are also tools that help us work together more
effectively in one mind, and to innovate and move forward. They
support our Corporate Plan. They give us the opportunity to create a
Group in our image: human, agile, digital and market-leading.

| VALUES

valuwes that
bring us together

Client service
is the key

Professional
excellence

Respect
for others

®©

)

Team
spirit

C

Openness
& curiosity
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These six values guide our day-to-day actions. Sharing them helps us
understand each other and work together more effectively, irrespective
of business line or country.

The New Way programme is designed not only to communicate our
Corporate Plan and our DNA but also to release the creativity and
energy of all our staff, so as to meet the challenges of transforming
our business lines. Our staff are at the heart of this collective effort.

To roll out New Way, an ambitious training cycle was designed to
involve employees in a “collective intelligence” experience that can be
put into practice on a day-to-day basis. This cycle kicked off in 2016
in France and will continue across all of the Group’s countries and
subsidiaries until 2019. Within each entity, it is put together in close
cooperation with local management to ensure that it is fully aligned
with local challenges.

It represents a total of 50,000 days’ training; in 2016, 20,000 of these
were dedicated to an initial wave of 12,600 French staff, including
1,670 managers who attended a specific seminar. To sustain this
positive dynamic embedding our culture, the induction training given
to new employees and managers was overhauled completely in 2017
together with Sopra Steria Academy to incorporate the messages
passed on at seminars or New Way days.

In 2017, the Group continued to run the New Way programme in Spain
and the Benelux countries, at all CIMPA's units (France, Germany, United
Kingdom and Spain) and in Infrastructure Management (France and
Poland). Around 2,000 employees including 700 managers attended a
dedicated seminar in 2017, representing a total of 4,800 days’ training.

In 2018, Spain will complete the roll-out of the manager seminars
and the employee days. Employee days will be held in France and in
Poland. Italy and India are set to join the programme.

2.5. Employment policy in support
of professional excellence

Human resources are at the heart of the Corporate Plan, and Sopra
Steria’s aim is to create conditions that foster a sense of pride in working
together in a spirit of entrepreneurship and sharing. For many years,
the Group's growth has been backed by a proactive employment policy
of recruiting talented individuals and developing employees’ skills.

External growth is also a strong driver of the Group’s development
and increased business volumes. Thanks to the various acquisitions
completed in 2017 (575 employees), the Group can offer a
comprehensive response to its clients’ needs in the areas of
transformation and competitiveness.

At 31 December 2017, Sopra Steria Group had a total of
41,661 employees (41,086 excluding 2017 acquisitions), mainly based
in Europe, and in particular in France, the United Kingdom, Germany,
Spain, India and Scandinavia, which together account for 90% of the
Group's workforce.

The proportion of permanent contracts (96.1%) and temporary
contracts (3.3% excluding interns) demonstrates the Group's years-
long commitment to offering stable jobs while favouring employment
for young people on permanent contracts and work-linked training
programmes (94% of fixed-term contracts were for work-linked training
students in 2017, compared with 92% in 2016). The average age of
employees on permanent contracts is 37.8, with an average length
of service of 7.3 years.

The proportion of women in the Group’s workforce held steady, with
women representing 31% of the workforce, and 27% of engineering,
consulting and project management positions. However, this proportion
of women remains higher than the overall proportion of women in
scientific careers (28%). Progress was made in Spain and Germany
with a significant increase in the proportion of women recruited in
these countries.

The age pyramid, which shows a breakdown of the Group's workforce

(excluding acquisitions) by gender and age, remained stable between
2015 and 2017.
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2.6. Appealing to and retaining talent
promotes the Group’s Corporate
Plan

Appealing to and retaining talent represents a major priority supporting
the Group's transformation. Various HR programmes have been
launched to energise this process, which is crucial for the Group’s
future development.

To attract and recruit talent effectively, innovative digital practices
have been introduced without losing sight of the need to build a
close relationship with applicants. The first key stage in retaining
talent is to support their integration within the Group through
effective onboarding. Next the goal is to foster the development of
their skills to train the managers of the future and retain as many as
possible of them.

2.6.1. ATTRACTING MORE TALENT

Recruitment is one of the pillars of the Group’s development strategy.
In 2017, Sopra Steria hired 9,500 new employees (up 12% compared
with 2016), 42% of them under 26 years old, making the Group
France’s leading recruiter of newly qualified graduates in its sector.
With regard to recruitment of experienced candidates, the Group
uses trial periods to encourage internal employee job moves before
undertaking any external recruitment.

Recruitment policy deliberately places the priority on hiring young
graduates of engineering schools, business schools and universities,
thus contributing to the national effort to promote access to
employment for young people. In France, the Group continues to
pursue its dynamic policy of using work-linked training programmes
and internships (with 14% more employees on work-linked training
contracts in 2017, compared with a 10% increase in 2016) and has
renewed its international mobility programme to help them achieve
their qualifications and share in the Group culture.

Through its employer brand and close relationships with schools,
the Group is able to help students make informed choices, as well
as offering innovative recruitment paths and opportunities for
international internships.

Employer brand

The Group has built up its social media presence and now offers
new ways of meeting applicants, including monthly live streams on
Facebook Live showcasing the organisation’s innovative experiments
(virtual visit to the DigilLab, Escape Game recruitment, etc.). Training
sessions in personal branding on LinkedIn were offered throughout
2017 to encourage employees to talk about their experiences online.
In addition, the company’s Twitter account is one of the most widely
followed among digital enterprises (with 18% more followers in 2017
than in 2016).

Sopra Steria is present on rating platforms for applicants and employees
such as Glassdoor and Choose my company. What's more, for the
fifth year in a row, the Group received Happy Trainees accreditation.

Furthermore, to make interactions between applicants and the company
even more authentic, a platform enabling candidates to chat with
employees has been set up on the careers site.

Educational partnerships

The school relations policy is at the heart of the Group's recruitment
strategy. This strategy aims to boost awareness of the Group and
strengthen local relationships with target schools by sharing content
about our businesses, offerings and projects, with the aim of attracting
and recruiting more young graduates, interns and work-linked training
students.

In 2017, the Group was involved in over 650 activities throughout
the year with 200 partner schools and universities, boosting its appeal
on the ground and building close relationships with students. The
Group hosted 514 work-linked students and 821 interns, 30% of
them outside France.

Examples of innovative initiatives taken to attract a greater variety
of candidates and raise the profile of the employer brand include:

= the Student Award, awarded by the Sopra Steria-Institut de France
Foundation, which supports a team of students with a project
combining digital technology with social or environmental innovation;

m Sopra Steria is the first organisation to have made disability a
priority and an integral part of its approach to the EDHEC Sailing
Cup, Europe’s largest sporting event for students. In 2017, the
Group sponsored 20 crews, including six mixed crews consisting
of students with and without disabilities, recruited in advance
through the “sailing through disabilities” challenge. This turned the
spotlight on disability issues throughout the week, with a special-
focus day dedicated to raising awareness of disabilities among as
many students as possible.

Sopra Steria up three places
in the Universum rankings

After entering the Top 100 in France in 2016,
Sopra Steria ranked 83rd in 2017 in a sample of
16,000 students from 132 schools.

An international mobility programme
to attract future employees

The international mobility programme launched in 2016 was a success
in 2017. A total of 104 students, interns and work-linked training
students were given the chance to spend a few months working at
one of the Group’s offices outside France, particularly in Spain and
India. Other countries such as the Benelux countries, Norway, the
United Kingdom and Germany played host to work-linked training
students and interns.

The Group is thus developing international schemes aligned with the
new expectations of both educational institutions and young people.
More generally, the International Mobility programme addresses the
following challenges:

m attracting new talent from top institutions, motivated by a
recruitment promise that puts the emphasis on a dynamic career
with the Group;

= helping disseminate a Group culture in line with New Way;

m strengthening the sharing of expertise and delivery models within
the Group;

m offering exciting career development prospects.

In 2018, the Group is set to maintain this momentum by launching
innovative initiatives and projects to raise its profile and attract the
top talent.

2.6.2. ANTICIPATING CHANGING SKILLS
REQUIREMENTS

Amid accelerating digital innovation, evolving client expectations and
changing employee aspirations, training is more than ever before a
driver of engagement, professional excellence and employee retention.

Sopra Steria Academy, the Group's in-house training system, exists to
support employee induction, promote a shared corporate culture and
anticipate changing skills requirements. It does this through pooled
training offerings. The Campus By Academy portal rolled out in 2017

(1) Universum, an international group founded in 1988 and specialised in employer branding, has worked together with over 2,000 schools and universities worldwide to publicise its surveys about careers

and the talented employees’ favourite employers
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has become the prime channel for accessing the Group’s range of
training courses.

Sopra Steria Academy helps guarantee the level of excellence and
adaptability of the Group’s employees so that they are up to the
challenge of digital innovation and evolving client expectations.
Training and knowledge-sharing are key success factors for Sopra
Steria’s Corporate Plan.

To foster a shared culture and Group cohesion, the Group's values
and fundamentals are shared so that they are understood by all staff.

To meet these challenges, Sopra Steria Academy’s key objectives are to:
m facilitate integration of new recruits;

m support the Group's strategy by developing both business and
digital skills;

= share fundamentals, encourage employees to capitalise on best
practice through knowledge management and promote the creation
of international business communities;

= make available new ways of acquiring and transferring skills;
m develop and lead major training programmes
m foster the Group’s international development.

An evolving training offering in support of transformation

Thanks to its educational expertise, its knowledge of key business
and strategic issues and its ability to organise seminars and training
programmes, Sopra Steria Academy is a key tool for supporting changes
in the business and the Group’s transformation.

The knowledge management system supports and supplements this
training framework. This system, which can be accessed via the Sopra
Steria intranet, facilitates sharing of the Group’s fundamentals and
capitalising on best practice through more than 170 international
communities organised by business line, offering and expertise.

Sopra Steria Academy offers training in 10 fields: Group Fundamentals,
Management, Strategy and Offerings, Sales, Conduct, Quality and
Methods, Business Lines and Sectors, Technologies, Solutions, and
Languages and Office Skills.

Training programmes are structured by business line and level, with
new and updated modules added every year.

Development of management skills is a key component of the training
framework. The ability of the Group’s managers to manage the business
overall, motivate and develop their teams and promote a strong
entrepreneurial spirit at every level is critical to Sopra Steria’s success.

Changes in the training offering

The digital sector is constantly and rapidly evolving. To help develop
the skills required for our clients’ projects, Sopra Steria Academy
refreshes its training offering every year.

The transformation sweeping through the digital services sector means
we have to accommodate digital technology in all its forms, evolving
practices and patterns of use in our markets, the silo-busting impact
of our end-to-end approaches and the need to work in international
multi-disciplinary teams. Training pathways are designed to reflect and
integrate the changes observed or anticipated affecting the activities
conducted by the Group'’s business lines.

In 2017, Sopra Steria Academy also upgraded its approach to respond
more effectively to training needs by establishing the role of learning
partners. Learning partners are responsible for rolling out the training
plan and detecting training needs so they can be met rapidly as close
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to the front line as possible. This new organisation has helped to
build significantly closer relationships by offering a swifter and more
effective response to training requirements with two major results:

= faster development and launch of initiatives that can be shared
within the training offering;

= a more employee-centric approach to gauging the relevance of
training solutions provided.

What's more, an ambitious plan of close to 16,000 days training was
rolled out across the Group to enrich the offering of emerging digital
technologies and methods. Various themes and arrangements have
been put in place:

= new working methods

The shorter development cycles and even closer collaboration with
an array of different players means that we have to adjust how
our teams work in the field. The development of agile methods
is spearheading the process of adapting to this phenomenon of
acceleration and rapid renewal triggered by the digital revolution;

m security

The introduction of GDPR recognises that data and system security are
now critical for both businesses and consumers, and has prompted
us to review our arrangements for protectibng personal data.
Compliance with regulatory requirements such as the GDPR is one
aspect of this. All employees are now provided with more security
training. Training is in place to support the change to make Sopra
Steria a trusted partner in information system security;

= digital learning

Digital learning facilitates access to and the take-up of training by
employees. The development of new content is accompanied by the
implementation of interactive and collaborative learning practices
between learners.

To support the introduction of these new approaches to learning,
new tools have been rolled out to trainers to enable them to enhance
both the content of training and the teaching methods used by
offering a more interactive experience, testing and evaluation options,
and content visualisation techniques.

The use of digital learning meets a growing need among employees
for constantly updated, attractive content available through various
channels.

Examples include the following:

e mobile e-learning training,

e widespread access to modules with technology content supported
by partner platforms,

e availability of blended learning modules,

e availability of MOOCs (Massive Open Online Courses) awarding
certificates (e.g. in data science).

In 2017, the training plan served the Group's strategic, commercial
and operational direction as well as helping share the Group's
fundamentals. Over one million hours of training were delivered across
98% of the Group (compared with 74% in 2016), including almost
550,000 hours in France.

In 2018, the training campaign will be maintained against the backdrop
of major changes to support our clients’ digital transformation, plan
ahead for their evolving skill set needs and retain talent.
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2.6.3. RETAINING AND DEVELOPING TALENT

Integration policy

Sopra Steria has put in place a robust induction and integration policy
covering both new recruits and employees joining the Group through
external acquisition operations. All employees are offered an approach
tailored to their seniority and position within the business, to help
them take their first steps in the Group and understand its culture,
values and fundamentals.

In 2017, the continuing roll-out of the New Way programme in
France and elsewhere served to increase the importance of employee
induction and integration within the Group as a key factor in retaining
talent. As a result, both onboarding seminars were overhauled from
top to bottom: Esprit de Groupe (Team Spirit) for integrating young
employees and Sopra Steria Managers for integrating new managers.

Integration of young recruits

As soon as young new recruits arrive at Sopra Steria, they are offered
an integration path structured around an induction day within their
particular entity, a three-day induction seminar, training suited to their
profile (business, methodologies and technologies), interviews with
management and peer discussions.

In 2017, two tools were put in place:

= Immediate Boarding, a new interactive and fun-to-use pilot portal,
was launched to re-establish the basics of induction and integration
at the entities. This portal helps to create a sense of belonging and
to get new employees up to speed more rapidly;

m the Esprit de Groupe (Team Spirit) onboarding seminar was updated.
This three-day training seminar is held for all new employees who
are just beginning or in the early stages of their careers. Its purpose
is to share the Group’s history, Corporate Plan, values and offerings
as well as fundamental principles concerning the focus on client
service and project quality.

Induction training for newly recruited or promoted
managers

Dedicated sessions for new managers are run in all countries where
the Group operates, with the aim of supporting integration, providing
reference points and fostering the development of a relational
network within the Group. Examples include the following modules:
Core Management Training (United Kingdom) and Stepping into
Management (Scandinavia).

In 2017, the Sopra Steria Managers seminar was expanded in France. It
is now a four-day rather than a two-day residential stay. The seminar’s
aim is to share the Group’s fundamentals, business lines, and culture,
and to inspire the motivational management that is deeply embedded
in our managerial culture. The seminar is led by BU Heads and Heads
of Sales, and ends with a discussion with Executive Management. All
the Group's French-speaking managers attend this training.

In 2018, the Group will continue to ramp up its programmes for
integrating younger recruits and managers recently hired or promoted
as the first step along the path to effective retention.

Developing our talent

The digital transformation is opening up new opportunities for skills
development. Digital jobs are evolving, and it is a combination of
business-specific and technological expertise and a collaborative
approach that will be our strength, enabling us to innovate and add
value to our clients.

Anticipating changing skills requirements is key to supporting clients’
major transformation projects as closely as possible and ensuring the
success of the Sopra Steria Corporate Plan while maintaining a high
level of employee motivation.

Identifying and developing the talents of every individual in the company
is a major focus of our human resources policy. The diversity of our
business lines, projects and clients means there are real opportunities
for every person to perform his or her role to the full and pursue a
rewarding career path.

At the core of our values are team spirit, proactivity, professional
excellence, the primacy of client service, respect for other people and,
lastly, openness and curiosity. These markers guide each and every
employee along a robust and evolving career path.

Professional development is also supported by shared management
tools, such as the Core Competency Reference Guide and assessment
and development processes fostering close relationships with and in-
depth understanding of staff:

m continuous assessment and career development;
= network support for line managers;

= New Skill programmes;

= international mobility programme;

= remuneration policy.

The Core Competency Reference Guide describes all the Group's
business areas (consulting, integration, software development,
infrastructure management, security, sales, entity management and
support functions) and the required skills. It brings further clarity to
the trajectories available to each member of staff depending on their
abilities and motivations and the Group’s priorities.

Continuous assessment and career development

Sopra Steria uses an assessment and career development framework
that enables the Group that enables the Group to monitor each
employee’s development regularly. This framework helps maintain
staff employability by ensuring continuous skills development. It is
supported by individual target-setting interviews, pre- and post-
project interviews and annual appraisal and development interviews.
It also draws on the core competency reference guide, a valuable tool
given the backdrop of strong growth and rapid change in skill sets.
The Core Competency Reference Guide helps clarify the trajectories
available to all Group employees depending on ability, motivation
and the Group's priorities.

Outputs are shared with management at structured Human Resources
Committee meetings. The committees promote shared knowledge
about staff in terms of skills, aspirations, performance and development
capacity, as well as collective decisions on pay and promotion,
immersion periods in new roles, and training, taking into account the
objective of gender equality. The leadership of HR cycles was stepped
up in 2017, and specific information about expected outcomes from
people reviews, career development action plans, immersion periods
in new roles and training was passed on to the countries. All the
Group's countries conducted people reviews. Almost 41,000 Group
employees have been appraised based on the same criteria.
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Supporting line managers: a key driver of performance
and employee retention

The network of line managers helps to detect and retain talent.
Support for line managers is based on a partnership with the HR
network and selective training to guarantee the success of critical HR
assignments such as annual reviews, recruitment interviews and other
HR-related meetings.

Throughout the year, Sopra Steria Group trains management close
to employees, including both line managers with responsibility for
career development and operational managers tasked with managing
assignments or projects. As a result, motivational management and
career management training is delivered in every country to every
individual taking up a managerial role.

In 2018, the Group will launch initiatives to train all young project
managers earlier in their career.

New Skill programmes, pathways maintaining
and enhancing our employees’ employability

Amid the rapid change and major transformations currently holding
sway, the ability to develop, preserve, update and adapt skills to
keep pace with the market’s requirements becomes a competency
in its own right, underpinning employees’ prospects of professional
advancement and success for the Group. The Group has introduced
New Skill pathways to motivate employees and respond to the need
for them to constantly acquire new competencies.

A New Skill pathway is a made-to-measure initiative combining
training and immersion periods in new roles to develop and maintain
employees’ employability by helping them acquire new skills. This
applies to employees looking to move into one of the Group’s new
business lines or those needing to inject fresh impetus into their career,
update their skills to keep pace with market developments or secure
advancement within the organisation.

Harnessing the experiences already gained in India and the United
Kingdom, the Group has launched a New Skill pilot in France.

An international mobility programme to attract
and retain talented individuals

International mobility among employees is one of the Group's levers
to adapt more effectively to the challenges posed by the digital
transformation, but also to share production and human resources
practices in all countries.

The Group's international mobility policy aims to respond to employees’
wishes for better career prospects while aligning with the operational
requirements of countries and clients, by forming multinational,
multidisciplinary teams.

To encourage international mobility, internal communication campaigns
are promoted via the Group portal.

In 2017, 125 employees took up international mobility opportunities,
with 90% of international movers hosted by 14 countries (mainly
France, the United Kingdom, Spain, Norway, Belgium and India).

In 2018, the Group will continue its efforts to offer international
mobility opportunities.

A remuneration policy designed to retain valuable
employees

Pay is one way of recognising each individual’s contribution to the
Group's performance. To support its growth, the Group is keen
to attract, motivate and retain employees by offering a coherent
remuneration package and fair treatment.

Backed by the employee assessment system, the remuneration policy
provides for individually assessed remuneration for each employee and
goes beyond the minimum requirements laid down in applicable local
legislation. It is based on objective factors and aims to recognise talent
by rewarding both individual and collective performance.

In 2017, 83% of employees working in 75% of the Group’s scope were working in a country where there is a ratio of no more than one to

ten between the average and the highest salary:

Ratio between the highest and the average annual salary

75% of the Group's scope (France, India, Scandinavia, United Kingdom®) % of total
Under 10 83%
10<x<20 17%
Over 20 0%

" Excluding Sopra Banking Software and Sopra HR Software United Kingdom.

A motivating employee share ownership policy
for all employees

In 2016, Sopra Steria launched its international Group employee
share ownership programme to give all employees a more meaningful
stake in the company’s performance. The three-year programme was
renewed in 2017.

The We Share programme consists of the following:

m a share purchase programme rolled out in 15 countries in 2017 in
the form of the Group Savings Plan (Plan d’Epargne Groupe or PEG
in French), either via an employee investment fund (FCPE in French)
or directly where local regulations prohibit the use of employee
investment funds. Under the programme, Sopra Steria makes a
matching contribution of one share for every share invested up to
a cap of €3,000 and an overall limit of 110,000 matched shares;

m a Share Incentive Plan (SIP) specific to the United Kingdom and
aligned with local regulations, for employees of UK entities, with
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similar matching employer contributions. The shares are underwritten
through a UK SIP trust;

= on average, 30% of Group employees and 36% of eligible employees
of the Group's French companies signed up in 2017;

= the FCPE employee investment fund set up under the We Share
programme has a Supervisory Board consisting of three women
members elected from among the unitholders and two members
appointed by the organisation’s management;

by giving employees a stake in the company’s long-term development,
the We Share programme confirms Sopra Steria’s desire to be, above
all, an independent group of entrepreneurs that puts shared success
at the heart of everything it does.

With 7% of the share capital (and 7.4% of voting rights) held on
behalf of employees, Sopra Steria Group is Europe’s number one
digital services firm in terms of employee share ownership.
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In addition, Sopra Steria has published an Employee Savings Guide
for all French employees that is available via the intranet. It aims to
raise the profile of employee savings and employee share ownership
plans and broaden access to them within the Group.

2.7. Labour relations

Labour relations involve working with employee representatives on
matters relating to corporate strategy and the company’s economic,
financial and employee policy. It involves sharing information about
significant changes faced by the Group.

Dialogue takes place at periodic meetings with employee representatives,
in accordance with local legislation. The Group takes care to ensure
that labour relations are running smoothly within each subsidiary.

Employee representation is structured within institutions specific to
each country and legislative regime. These institutions act as preferred
contact points in respect of labour relations.

In 2017, labour relations activities were particularly wide-ranging and
sustained in an environment characterised by the digital transformation
and the need to think about how best to anticipate changes in the
Group's businesses and required skills.

In Europe (chiefly France, Germany and Belgium), compensation,
gender equality in the workplace, working hours and employee status
adjustments in connection with acquisitions were among the main
issues dealt with together with employee representatives in 2017.

In this context, 33 agreements were signed with trade unions on these
subjects, covering 69.7% of the workforce (compared with 53.2%
in 2016), and 216 agreements were in force in 2017 in Europe (in
France, the United Kingdom, Germany, Belgium and Italy). No new
workplace health and safety agreements were signed in 2017.

These various initiatives increase employees’ sense of belonging,
ensuring that all staff are committed to the Corporate Plan and that
the challenges posed by the digital transformation are met. As such,
they constitute one of the drivers of business performance.

In 2018, labour relations remain a key issue for the Group’s future
development.

2.8. Working conditions
and organisation: a priority
for the Group

Working conditions and the organisation of work are important
components of human resources management, considered by the
Group as critical to its efficiency and long-term success.

The Group ensures that employees’ working conditions and environment
comply with legislation in force in the countries in which it operates.

The Group's businesses fall within the service sector and do not
include any high-risk activities, notably in respect of occupational
accidents, which are related purely to the hazards of everyday life.
Nevertheless, the Group ensures that awareness and training action
plans are implemented in all countries to prevent accidents and improve
employee health and safety. 80% of employees are covered by these
initiatives, in the following countries: Belgium, France, Germany, India,
Italy, Spain, United Kingdom, Tunisia and Switzerland.

A psychological counselling and support unit is also available to
employees in a number of countries (78% of employees have access
to this type of support in the following countries: France, United
Kingdom, Scandinavia, India, Belgium, Germany). This unit, staffed by
psychologists, is completely independent of the company and can be
accessed anonymously, confidentially and free of charge at any time.

The Group also champions local initiatives to improve life in the
workplace. In the United Kingdom, for example, information campaigns
about well-being in the workplace ran for the entire year. In Norway,
meditation and yoga sessions were put on for employees to help them
balance their work and private life.

Health and safety committees ensure that specific processes and
measures are put in place and implemented at the local level, since
each entity is subject to legislation specific to its host country. These
measures concern, in particular, buildings (security of premises,
furnishings, heating and air conditioning, etc.) and food (canteen,
water, etc.).

In 2017, there were no occupational illnesses recognised in France by
CPAM (the national health insurance body). The rules used to calculate
absenteeism, and workplace accident frequency and severity rates
were altered. In 2017, the rates were calculated based on business
days, rather than calendar days as was previously the case. The figures
for 2016 were recalculated using the same method. According to
this rule, the absence rate was 2.1% in 2017, lower than in 2016
(2.7% recalculated). The workplace accident frequency rate decreased
significantly in 2017 (1.68%, vs. 2.29% recalculated in 2016), while
accident severity was 0.035% (compared with 0.030% recalculated
in 2016). The rates remain very low and are linked to the hazards of
everyday life.

ORGANISATION OF WORK

The organisation of employees’ work schedules must allow for an
appropriate work/life balance. Part-time working is never obligatory; it
is always a matter of individual employee choice. Sopra Steria approves
employee requests for part-time work whenever they are compatible
with the requirements of the departments or projects concerned.

In 2017, 6.3% of Group employees were part-time (compared with
6.6% in 2016).

In 2018, the Group will endeavour to continue with and step up its
actions to improve working conditions and the organisation of work,
notably from a health and safety perspective.

2.9. Diversity and equal opportunity:
a key issue for innovation
and performance

Sopra Steria Group's anti-discrimination policy is consistent with its
approach based on the principle of promoting equal opportunity.
Sopra Steria works hard to recruit talented employees from a variety
of backgrounds, retain its employees by offering a stimulating and
welcoming work environment, and demonstrate respect and fairness
to all staff. This approach focuses on both staff employability and the
challenges facing civil society. It covers four areas: access to employment
for people with disabilities, gender equality in the workplace, the
intergenerational approach, and diversity and access to employment
for young people.

EMPLOYMENT OPPORTUNITIES FOR PEOPLE WITH
DISABILITIES

The main aim of the Group's disability policy is to favour the recruitment
and continued employment of people with disabilities. Irrespective
of the country in which they are based, the Group’s companies are
committed to complying with legislation and all local regulations and
recommendations in support of employment for people with disabilities.
Certain frameworks require employment to be provided. Furthermore,
many Group companies in a number of countries have adopted a
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series of measures aimed at going beyond legislative requirements in
promoting employment for people with disabilities.

In France, the proportion of employees with disabilities increased
in 2017, ending the year at 2.46% (higher than the 1.4% achieved by
the digital sector as a whole; source: OPIIEC 2014), thanks to buoyant
recruitment, initiatives to retain employees with disabilities and a focus
on the sheltered employment sector. In Spain, the Group launched
a programme to help employees recognise disabilities and took part
in a national employment day for people with disabilities. In Italy,
Sopra Steria entered into two partnerships with leading non-profits
specialising in retaining employees with disabilities and launched
recruitment activities specifically targeting people with disabilities.

WORKPLACE GENDER EQUALITY

The Group remains committed to workplace gender equality. During
HR cycles, Human Resources Committees monitor compliance with
principles of fairness in decisions concerning promotion, compensation,
immersion periods in new roles, and training.

In 2017, the proportion of women