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Foreword

Sia’s success relies on the behavior of our
people.

In line with our Consulting for Good ap-
proach to Corporate Social Responsibility,
we are committed to fostering a culture of
ethics that is anchored in our values. This
Code of Conduct outlines the role of each
of our stakeholders therein.

This Code of Conduct is an everyday quide,
designed to govern our behavior in align-
ment with our core values. It is to be signed
by all Sia employees during onboarding, and
should be consulted often, in order to guide
our thinking and actions and provide the
tools so that we all contribute to building
trust within our Group and doing our best
work.

The scope of this Code of Conductis global;
it applies to the entirety of our workforce in
all geographies, as well as our contractors
and business partners.

Practices and expectations outlined herein
relate to safety, integrity, and respect for hu-
man and labor rights and the environment.
As signatory of the United Nations Global
Compact, these practices are part of alarger
commitment to support the UN Sustainable
Development Goals and the Ten Principles
of the Global Compact as they pertain to
human rights, labor, the environment, and
anti-corruption and anti-bribery.

In addition to the practices outlined in this
Code of Conduct, all Sia locations are ex-
pected to comply with local laws and reg-
ulations. We are especially committed to
battling all forms of corruption or bribery.

By aligning ourselves with this Code of Con-
duct, we hold ourselves accountable in our
commitment to uphold a global culture of
ethics.

Matthieu
Courtecuisse
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About the

Code of Conduct

/
OUR VALUES

This Code of Conduct is built on six core values,
which shape how we think, behave, and conduct
business. Each of our values is accompanied by a
set of tenets, which illustrate how the values con-
cretely apply within Sia’s culture.

Excellence

We strive to deliver superior value and tangible
results for our clients by leveraging our expertise
and empowering our people. We are committed
to raising the bar for ourselves and our industry,
which is why we recruit top talent and provide the
tools and career support they need to thrive and
excel. Our commitment to excellence drives our
business and ensures the trust of our clients.

TENETS

/ We recognize that the superior quality of our Cli-
ent Delivery is the lifeblood of our firm.

/ We are committed to gaining the trust of our
clients to generate repeat business.

/ We are treated as business leaders, and in turn
we treat business and its resources as a leader
would.

/ We are committed to improving ourselves as in-
dividual and as businesspeople.



Entrepreneurship

Entrepreneurship is a cornerstone of our firm;
the drive to grow has been a constant since our
founding. This inspires a working environment
that encourages the resourcefulness, risk taking,
and tenacity required to transform original and
cutting-edge ideas into action. Our entrepre-
neurial spirit emboldens us to confidently meet
the challenges of tomorrow, continuously build-
ing legitimacy vis-a-vis our clients and influenc-
ing the ecosystems in which we operate.

Innovation

We are convinced that, in order to deliver supe-
rior value to our clients, innovation takes center
stage. As a result, our work culture lends itself
to anticipation and divergent, outside-the-box
thinking, which drives our investment and posi-
tioning beyond traditional consulting.

TENETS

/ We understand that we reap what we sow. Great
reward comes with great investment and risk
sharing.

/ We shape the client acquisition and retention
process around ideation and outside-the-box
thinking.

/ We know that the ideas of today are the projects
of tomorrow, and that ideas are only effective if
shared.

/ We view challenges as opportunities for bold,
audacious action, which leads to reinventing the
ecosystem in which we operate.

/ We take the initiative and are not afraid to make
mistakes.

TENETS

/ We use cutting-edge technologies and new
ways of working to position ourselves beyond
traditional consulting.

/ We seize trends we observe in the field to gen-
erate optimal solutions.

/ We operate in a manner that is based on antic-
ipation, developing a sense of “go-to-market”
and keeping it at the fore.

/ We support innovation in our communities
throughlocal partnerships and open innovation
contests.
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Teamwork

We believe that creating a sense of community is
a key to success, that working together enables
us to achieve our greatest potential, at once asin-
dividuals and as a firm. We therefore aim to culti-
vate a global culture of sharing: exchanging ideas
and resources, sharing in success, and building
each other up across working groups, business
units, and geographies.

Care & Support

There is no one-size-fits-all in career develop-
ment and wellbeing. We value our talent and be-
lieve that individuality and diversity are key to
supporting growth. This is why we have rejected
the “up and out” model in favor of a more flexible,
tailored approach, proposing an array of possi-
ble career paths and opportunities for internal
engagement. We strive to cultivate an inclusive
and supportive environment in which all are en-
couraged to be their authentic selves and given
the flexibility to pursue a meaningful career. By
supporting our people in this way, we empower
them to explore new ways of thinking, propelling
us all forward.

TENETS

/ We build up our communities by sharing our ex-
pertise, giving credit where it’s due, and bring-
ing positive energy to all our interactions.

/ We hold ourselves and others accountable for
the commitments we make to one another.

/ We respect one another by not creating unnec-
essary work, by asking for support when need-
ed, and by keeping each other informed about
any absences.

/ We endeavor to collaborate across working
groups, business units, and geographies.

/ We understand that, in order to combat the silo
mentality, collaboration and content sharing are
critical.

TENETS

/ We are committed to improving ourselves, and
to helping our colleagues grow.

/ We understand that a culture of inclusion is cru-
cial for individual and collective wellbeing and
success, and we act accordingly.

/ If we witness, or are the victim of, discrimina-
tion, we speak up and we are heard.

/ We strive to behave in a way that encourages di-
versity, equity, inclusion, and belonging, know-
ing that we can respect different opinions and
find common ground.
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Employee Wellbeing

We know that a supportive environment and
healthy work-life balance are crucial for wellbe-
ing and productivity, so we foster a work culture
that promotes inclusion, wellness, and commu-
nity. Our flexible policies and emphasis on local
markets allow our employees to pursue ambitious
career progression with minimal business travel,
while maintaining a rich personal life. At the end
of the day, our goal is to empower our people to
be their best selves, at work and beyond.

TENETS

/ We work efficiently in order to pursue goals and
aspirations outside the office.

/ We remember that work should be fulfilling.

/ We understand that, where local markets and
operating models permit, business travelis vol-
untary. *

/ We acknowledge that we are all humans who can
make mistakes and have ups and downs. Thus,
we let our superiors know if we are struggling,
and support others with empathy and grace.

*Business travel is necessary for consultants in our Middle
East locations. Expectations with respect to travel are out-

lined in employee contracts.



BUILDING BUSINESS
RELATIONSHIPS
BASED ON TRUST

This Code of Conduct is part of a fundamental
objective to build and maintain business rela-
tionships with our stakeholders that are based
on trust.

Clients

We are committed to strengthening our rela-
tionships with our clients. We respect and pro-
tect theirinternal rules and regulations, including
codes of conduct, where they apply to consulting.
We are also committed to fostering relationships
of transparency and trust. As a result, when nec-
essary, we are prepared to bring challenging sit-
uations or unwelcome information to light.

Employees

As outlined throughout this Code of Conduct,
the welfare of our employees is a top priority for
Sia. We support our employees. Any attempt to
subject them to unfounded pressure or threaten
their integrity, whether internally, by a client, or
by another third party, will not be tolerated. We
believe that, in order for our employees to deliver
value, we must cultivate a working environment
characterized by respect and trust.

Third Parties

Sia promotes equity and the protection of human
rights and believes that these values should be at
the heart of our relationships with suppliers. Ar-
bitration for the purchase of goods and services
from suppliers is based on criteria defined in our
Responsible Purchasing Charter available on Sia’s
intranet. This charter outlines Sia’s commitment
to our suppliers: fair operating practices, ethical
behavior, and transparency. It also holds our sup-
pliers accountable. We require that our suppliers
and subcontractors comply with our regulations
and procedures, as well as those of our clients,
and that their practices respectlabor and human
rights, due diligence, and all national and interna-
tional regulations.

Intended users

This Code of Conduct is published on the Sia
website and intranet and is integrated into the
onboarding of all new employees. We expect all
of our teams to understand and heed the content
of this Code of Conduct.



Employees

Upon their arrival, each of our employees is famil-
iarized with this Code of Conductin order to un-
derstand and assimilate Sia’s values and culture.
The behavior of our employees exhibit at work has
an impact on Sia’s image. It is each employee’s
responsibility to ensure that all the principles de-
scribed within this Code of Conduct are respect-
ed. Our employees are also expected to provide
regular feedback to help ensure that this Code of
Conduct is accessible and applicable..

Managers

Siais committed to training and supporting man-
agers so that they are able to manage theirteams
as well as possiblein all situations. No manageris
perfect, but respect and accessibility are princi-
ples we require all managers to uphold vis-a-vis
their employees. We expect our managers to keep
an ‘open door policy’ and to listen when employ-
ees raise concerns. We expect their behavior to
be exemplary.

External Stakeholders (clients, suppliers,
contractors, business partners, and so
forth)

The principles described in this Code of Conduct
also apply to internal and external stakeholders.
All persons working in connection with Sia must
align with the principles outlined herein.

We are committed to respecting the values and
principles upheld by our external stakeholders.
Given the nature of consulting, a willingness to
assimilate different corporate cultures and ways
of working is inherent in how our consultants
should conduct business.

Understanding the legal framework that
underpins our actions

We comply with all laws, whether local, national,
regional, or international.

All of our employees are expected to behave in
a way that is legal and in compliance with the
standards of our profession. As an international
company, we take our global responsibility very
seriously.

Our international presence requires us to be
aware of the legal and cultural specificities of
each of the countries in which we operate. Be-
cause the parent company, Sia, is based in France,
there are a number of French laws and industry
standards to which this Code of Conduct ad-
heres; a non-exhaustive list can be found in the
appendix section. Additional local laws and reg-
ulations are taken into account onsite. Employees
canreferto their HR managers for more informa-
tion.

Siais prepared to cooperate in the event of any
legal investigation, whether internal to the com-
pany or external.



Speaking
up

/

WHY IS IT
IMPORTANT?

Speaking up is vital to maintaining an environ-
ment of trust, safety, and wellbeing for all our
employees.

As a company, we have legal obligations towards
our employees and in order to fulfill them, leader-
ship needs to be alerted in the event of a breach.
Our managers are trained to identify and report
challenging situations, but it is important for all
our employees to know that their voices are val-
ued and heard.

Of course, this is above all a human issue. The
wellbeing of Sia employees and the trust they
place in leadership are key to the balance and
continued success of our company.

With this Code of Conduct, we affirm to our em-
ployees that they are free to speak, and should
they voice concerns, they will be met with sup-
port.

HOW TO MAKE
DECISIONS

If you find yourself hesitating to make a decision
or take action, whatever the context, ask yourself
the following questions:

/ Is it against the law or standards of our profes-
sion?

/ Is it violating Sia’ Code of Conduct?
/ Does it contradict Sia’ values?

/ Does it breach an obligation to a client or any
other third party?

/ Is it causing harm?

/ If l explained my decision to a third party, would
they agree with the action | have taken?

If in doubt, don’t hesitate to ask your supervisor
or HR representative
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HOW TO RAISE CON-
CERNS?

If you believe that an employee, potential recruit,
or other stakeholder is violating the law, this Code
of Conduct, or other internal guidelines, you are
expected to take action. You have an obligation
to that person, your colleagues, our recruits, and
Sia toimmediately prevent, rectify, or report this
situation by using the following procedure:

01/ If the situation is not breaking the law and
does not endanger anyone, try to solve the
problem yourself. Speak with the person
concerned and insist that they stop the be-
haviorin question.

02/ In lieu of, or in addition to, step one, con-
tact your supervisor or HR representative.
In most cases, it is advisable to first speak
up to your direct supervisor. Most problems
can be solved with their help.

03/ contact relevant specialists. Contact your
local human resources representative for all
questions relating to working conditions.
You may also contact employee represen-
tatives (e.g. the CSE in France) in cases of
harassment or discrimination.

04/ If these steps do not resolve the issue or
if you prefer not to use the contacts listed
above, you can use the Grievance & Whis-
tleblowing Procedure described below.
This procedure aims to identify and prevent
illegal, unethical, or otherwise problematic
practices.

For serious situations that directly affect a per-
son’s integrity, we encourage you to prioritize the
Grievance & Whistleblowing Procedure so that
Sia may react as quickly as possible.
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Grievance & Whistleblowing Procedure

This Grievance & Whistleblowing Procedure cov-
ers situations in which an individual wants to raise
a concern about a risk of breach of this Code of
Conduct, any internal policy or process, or any law
that may affect the firm or its employees notably
in the following areas:

/ Suspicious conduct or transactions (fraud, mon-
ey laundering, theft, bribery, corruption),

/ Inappropriate workplace behavior (harassment,
discrimination, bullying),

/ Work health and safety,
/ Damage to the environment

A grievant or whistleblower can be any employ-
ee, external partner, or provider with whom Sia
maintains an established commercial relationship
(subcontractors or suppliers). Sia takes all feed-
back very seriously and commits to taking the
time to thoroughly investigate in order to handle
the issue with respect and fairness.

The dedicated alert procedure is described be-
low, and on Sia’s intranet and website. A number
of precautions will be taken by the persons han-
dling the grievance or alert to verify whether or
not it is legitimate. The persons who receive a
grievance or alert will know the grievant’s or whis-
tleblower’s identity if the alert has not been re-
port anonymously, and will have the duty to keep
itanonymous. If other parties need to be involved,
this person will anonymize the grievant or whis-
tleblower’s request.

How a grievance or alert is investigated is deter-
mined on a case-by-case basis. In all cases, Sia
is committed to handling the grievance or alert
in a timely manner and compliance with the law
and providing feedback to the grievant or whis-
tleblower.

Procedure to follow
For internal stakeholders

The alert must be sent via the dedicated form
available on Sia’s intranet.

For external stakeholders

The alert can be sent via the form available on the
CSR page of our website. It must include the fol-
lowing:

/ Full name of the grievant or whistleblower in the
case of an anonymous alert,

/ The entity to which the grievant or whistleblower
belongs, and

/ Details of the grievance or alert and, in particu-
lar, the nature of the facts set forth in the report

In the case of an emergency in which someone is
inimmediate danger, the grievant or whistleblow-
er should prioritize calling the appropriate help,
like medical aid or law enforcement.
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Confidentiality of all parties.

The grievant or whistleblower must act in good
faith, with no intention to harm.

Sia protects grievants and whistleblowers, in par-
ticular against potential acts of retaliation.

The identity of the grievant or whistleblower
is known only to two referents: Alix de Guibert,
Group CFO, & Sandrine Carreau, President & COO.
Grievants or whistleblowers may choose which
referent to contact or may elect to contact both.

When the referents request the assistance of oth-
erinternal roles at Sia, they ensure that the identi-
ty of the grievant or whistleblower is anonymized.

Any possible information that could single out
the grievant or whistleblower will never be dis-
closed without their explicit consent, except to
legal authorities where required.
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Working
at Sia

/

HEALTH & SAFETY

The physical and mental health and safety of our
employees is a top priority. We are committed to
ensuring the safety of our people and supporting
their physical and mental health. To this end, we
provide a working environment designed to re-
duce physical stresses and strains and promote
wellbeing and make available training on relevant
best practices.

Concerning health issues, adequate nutrition,
sleep, and physical activity are major challenges
and the focus of numerous public health cam-
paigns. Sia aims to encourage initiatives that help
reduce health risks for our employees.

EXAMPLES:
Sia pledges to:

/ Ensure the physical safety of its people and ef-
fectively support them in cases of emergency;

Safety procedures are key in ensuring the safety
of our teams. All employees must know and com-
ply with their office emergency procedures. They
should also participate in emergency evacuation
drills.

As our consultants often work off-site with cli-
ents, it is mandatory that they familiarize them-
selves and comply with local safety and security
procedures (e.g., location of emergency exits,
evacuation meeting points, and so forth).

/ Adapt the workplace environment;

Musculoskeletal disorders (MSDs) are one of the
most worrying issues in occupational health. This
is due to their increasing prevalence and effects
on individuals in terms of suffering, reduced abil-
ity, and risk of disruption to work.

MSDs can be defined as a set of periarticular con-
ditions that can affect various structures of the
upper and lower limbs, or of the back: tendons,
muscles, joints, nerves, and the vascular system.

They constitute a variety of conditions with di-
verse and often multiple causes, which are exac-
erbated by stress.

Although the consulting profession does not
entail too many physical challenges, Sia is com-
mitted to making necessary adaptations within
its offices and in the daily professional life of its
employees.

To help our employees adapt to a profession that
islargely sedentary, we encourage our employees
to adopt a healthy posture and thus avoid muscu-
loskeletal disorders.

/ Be attentive to psychosocial risks, like burnout,
alcoholism, or anxiety, and apply appropriate
methods to identify and manage them.
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We ask our managers and employees to create an
environment of trust to prevent the above risks. If
an employee feels the beginnings of burnout, for
instance, they should know that they can speak up
and will be supported. We offer several avenues
for feedback, like your manager or HR represen-
tative. Employees will be advised depending on
their individual situation

Focus: How to identify symptoms of burn-
out?

Burnout is a state of physical and mental ex-
haustion linked to the deterioration of a per-
son’s relationship with work. It is the second
most common work-related iliness, after MSD.

WHAT ARE THE TYPICAL SYMPTOMS?

Emotional, physical, and mental exhaustion.
You have the feeling of being drained. The
usual rest periods (sleep, weekends, holi-
days, etc.) are nolonger sufficient to relieve
this fatigue.

You develop a cynical attitude at work. This
mechanism allows you to protect yourself
from emotional disappointment from your
work. The result can be harsh, negative be-
havior.

Additional symptoms are self-deprecation,
loss of a sense of accomplishment at work,
the impression of no longer being up to the
task.

It is crucial for employees, especially manag-
ers, to be vigilant and offer support for peers
who may be suffering from burnout. If em-
ployees notice that a colleague appears to
be burned out, they should talk to them and
ask how they might help. If necessary, an alert
should be raised with their manager or HR.

WHAT ARE THE CAUSES?

Les causes du burn-out peuvent étre multiples
: surcharge de travail, pression pour respect-
er des délais trés courts, manque de maitrise
de son travail, manque de reconnaissance, in-
justice, ordres contradictoires, objectifs im-
précis, ressources insuffisantes, conflits de
valeurs, environnement de travail toxique ou
hostile, voire précarité.

Tools provided by Sia:
Stress management training
Training for managing complex situations

Online questionnaires during times of crisis to
identify the level of risk for each individual

Psychological support integrated into health
plans - these supports are available in most lo-

cations; employees can check with their local
HR department.

/ Encouraging healthy food choices and regular
physical activity

We expect our managers to encourage, as much
as possible, initiatives that promote health and
safety. Concretely, managers must ensure that
their teams have work rhythms that do not pre-
vent them from enjoying a balanced diet and
practicing regular physical activity.

EXAMPLES OF TOOLS PROVIDED BY SIA:
/ Gym facilities (Paris),

/ Delivery of fresh and organic food on a regular
basis,

/ Partnerships with food delivery services.
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TRAINING
AND CAREER
DEVELOPMENT

Training and career development are crucial for
our employees to perform their jobs effectively,
develop new skills, take on new responsibilities,
and evolve in their careers, whether within Sia or
with another organization.

We believe that our people work best in a culture
characterized by trust and empowerment; we are
committed to fostering such a culture.

In our flexible approach to professional devel-
opment, we provide tailored career paths and an
array of training modules so that our people can
grow their skills and increase their employability
in a way that suits them.

We empower our employees to take responsibil-
ity for their training by making online modules
available to them via Sia learning platform. This
ATAWAD (anytime, anywhere, any device) prin-
ciple allows our employees to train at their own
pace. During onboarding, new joiners learn to
use our learning platform, and are presented the
full catalog of training modules available to them.

Managers are trained to assist employees in their
career development via regular meetings and an-
nual evaluations.

Focus: I’d like to see a new training module
on Sia learning platform.

WHAT SHOULD | DO?

For training pertaining to your role or business
ethics that are not already part of our learning
paths, reach out to the Talent Development
team.

For training related to specific business ex-
pertise, reach out to the applicable CSO Team
Leader.

/ Regular follow-up on employees’ career evo-
lution

We expect our managers to help their team mem-
bers assess their career development by provid-
ing regular updates and feedback. Annual ap-
praisals are a typical opportunity to do so.

Our managers must also set an example by tak-
ing the time to follow career-structuring training
courses. We also expect them to maintain regu-
lar contact with consultants during their assign-
ments.

We expect all employees to communicate their
contributions at the end of each project to allow
their superiors and HR teams to assess themin a
fair and timely manner.
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OPEN DIALOGUE

Open dialogue describes a situation in which all
parties are encouraged to share their ideas or
feelings freely.

Sia aims to create and maintain a safe and open
work environment. We pay careful attention
to the quality of employee dialogue within the
company: every employee should be heard and
should not be afraid to speak up, regardless of
the issues or people concerned (see Speaking
up). The Group encourages social dialogue and
the exercise of trade union rights.

EXAMPLES:

In order to respect the open dialogue principle
in the company, our leaders must be present and
willing to listen. They need to be interested and
open-minded.

We also expect our employees to use the different
communication channels at hand in order to make
themselves heard. Concretely, our employees are
encouraged to attend different events which pro-
vide the opportunity to share opinions on a giv-
en topic (local townhalls, Q&A sessions with the
management team, and so forth). They are also
expected to take the time to provide feedback
when it is asked of them.

PRESENCE AND
AVAILABILITY

The consulting profession is results-oriented.
As such, Sia expects all employees to adapt
their presence to their actual workload. In other
words, Siais committed to an anti-presenteeism
policy: the objective is not simply to be present,
but to be effective and adaptive to the needs of
our clients.

Sia is committed to total transparency vis-a-vis
our clients with regard to employees’ billable
hours, providing thorough activity reports.

EXAMPLES:

In order to deliver real added value to our pros-
pects or clients, each employee must be able to
adapt to the workload. If a call for tenders has to
be issued by a certain deadline, we expect our
teams to do their utmost to convey Sia’s capa-
bilities within the time limit.

If the team is overloaded, we expect our people to
act quickly to find a solution, like soliciting help
from colleagues.

A manager cannot reprimand an employee who
leaves early on a given day if the work is done.
Conversely, our employees are encouraged to
leave the office once their work is finished at
the end of the day.

We do not expect our employees to stay late
every evening in our offices. Physical presence
is not proof of commitment to Sia.

We expect each of our employees to com-
plete their activity reports (weekly or monthly,
depending on the needs) within the allotted
time. This allows Sia to have a better grasp of
its activity and allows our clients to effectively

follow-up on contracts.

17



WORK-LIFE BALANCE

Between the desire to succeed and the risk of
over-investment, reconciling professional and
private life is difficult.

We do not expect our employees to always be
reachable. We are committed to enforcing legal
break periods (evenings, weekends, holidays),
but beyond that, we expect our managers to help
employees to respect and enact healthy bound-
aries between their work and personal lives.

we recognize that sometimes there are emergen-
cies or urgent needs which must be met to ensure
the continuity of a project. In such cases, taking
initiative and committing to get the job done is
something we value among our employees. But
in the day-to-day management of our employees,
everything must be done to help them maintain
balance between their professional and personal
lives.

EXAMPLES:

Managers are asked not to send emails outside
working hours unless the matter is urgent.

Every manager also has to set an example. Forin-
stance, they should be careful not to present an
image of a life consumed by work. This is import-
ant in order to ensure that employees develop a
healthy work-life balance and feel encouraged to
move up the ladder within Sia. Taking on more re-
sponsibility within Sia should not be synonymous
with giving up one’s private life.

DIVERSITY &
INCLUSION

Sia promotes inclusion and equal opportunities.
Each of our entities encourages diversity and re-
frains from practicing any form of discrimination
whatsoever with regard to its staff and job ap-
plicants.

Sia promotes the fair treatment of candidates
in the recruitment process, basing judgment on
objectively assessed competencies and skills,
ensuring equal opportunities are awarded, and
defining working conditions and compensation
in a fair and equitable way.

Sia is eager to advance and promote diversity
within our own firm, for our clients, and in society
more broadly. We are also committed to foster-
ing aninclusive culture, in which each employee
feels a sense of respect and belonging, regard-
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less of sex gender, age, socio-economic status,
race and ethnicity, language, beliefs, sexual ori-
entation, physical or mental capacities or condi-
tions, familial or marital status, or lifestyle.

EXAMPLES:

We expect our leadership to promote diversity
and inclusion. To this end, we require manage-
ment worldwide to complete dedicated training
sessions. Additional eLearning modules are man-
datory for leadership and all staff.

In order to move toward a more diverse and inclu-
sive culture and support recruitment, employee
engagement, development, progression, and the
retention of diverse talents, we encourage diverse
performance models and leadership styles. Sia’s
top management is encouraged to vocally pro-
mote diversity and inclusion, whether as spon-
sors of D&l initiatives, dedicated role models, or
simply in support of Sia’s culture.

One of the ways we strive to unite our workforce
around diversity and inclusion is via DEIB (Diver-

sity, Equity, Inclusion & Belonging) @Sia, our ded-
icated global internal network. This network uni-

fies our people worldwide so that we may support
and learn from local diversity & inclusion efforts
across our offices. The goal of DEIB @ Sia is to
cultivate visibility and solidarity in order to ad-
vance global D&l objectives and nurture a sense
of community. Global focus areas include gender,
LGBTQ+, disabilities, and working parents. Areas
like race and ethnicity are also central at some Sia
offices, notably in the UK and the US.

Our Human Resources teams are committed to
optimizing our talent strategies and processes
to build a more diverse workforce. One way we
do this is by making job ads more inclusive by
filtering out gender-coded language to remove
gender bias.

HR teams further ensure the gender diversity of
interviewers throughout the recruitment process,
and interviewers are trained to assess candidates
in a manner that is non-discriminatory.
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FIGHTING AGAINST
DISCRIMINATION

Sia does not tolerate any forms of discrimination,
bullying, or harassment against or by employees
or clients based on race, color, creed, religion,
nationality, ethnic or racial origin, age, gender,
sex, sexual orientation, marital status, disability,
or political opinion.

EXAMPLES:

As employees of Sia, it is your duty to combat all
forms of discrimination:

Your behavior should support, rather than hin-
der, diversity and inclusion, whatever your role
in this company. When evaluating performance
of any kind, only skills and relevant experience
should be taken into account.

If you are a witness to or victim of discrimina-
tion or harassment, you must inform your supe-
rior. Being an accomplice to either, in any way,

is punishable.

Managers, HR, and employee representatives (e.g.
CSE in France) are at your disposal and ready to
support you in implementing this policy.

EXPECTED BEHAVIOR

We expect professional behavior from all our
employees when representing Sia, whether at
the office, with a client, or at a sponsored event.
The actions of each individual reflect upon Sia’s
reputation and values.

The professionalism we expect of our employ-
ees also extends to their presence online. This
includes, but is not limited to, activity on social
media platforms, like LinkedIn, Twitter, Face-
book, Instagram, YouTube, Viadeo, Microsoft
Viva Engage, and blogs.

We expect our employees to respect the rules
of conduct outlined in this Code of Conduct. If
employees notice violations, concerns should be
addressed via the channels outlined in our Griev-
ance & Whistleblowing section.

EXAMPLES:

We expect all our employees to do their utmost
to help cultivate a pleasant working atmosphere
based on respect. Examples of everyday actions
include:

EXAMPLES OF DAILY ACTIONS:
/ Tidying up your desk after each work day

/ Cleaning up after yourself, including in the caf-
eteria

/ Keeping exchanges with colleagues polite and
convivial

/ Welcoming new recruits (e.g. inviting them to
lunch)

/ Always treating their colleagues with respect,
even in case of disagreement or are in a stressful
situation

/ Using the firm’s expense account responsibly
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EXAMPLES OF THE KIND OF COMMITMENT WE EXPECT
FROM ALL OF OUR EMPLOYEES:

/| am committed to behaving in a way that is re-
spectful and caring toward others at all times.

/ | am respectful of all office spaces and equip-
ment.

/ During events, | agree to follow the rules estab-
lished by organizers.

/ During events, | agree to report any inappropri-
ate or dangerous behavior to an authority pres-
ent on the premises (an organizer, or member of

the security team).

Focus: Online Behavior

Below are 5 principles our employees should
respect when engaging in the digital space.

01/ Respect Sia’ visual identity when publish-
ing about the firm.

Any use of ourlogo must be approved by
our creative team.

02/ Promote Sia by sharing our publications
and nonconfidential corporate news.

Do not defame or disparage Sia or our
clients, whether during or following your
employment with Sia.

03/ Remember that sharing private life on-
line can impact professional life.

Do not hesitate to indicate that the
points of view are your own, and do not
necessarily reflect those of Sia. Take care
to distinguish between talking about Sia
and speaking on behalf of Sia. If speak-
ing on behalf of the firm, ensure that the
shared convictions accurately reflect
those of Sia.

04/ Act responsibly and ethically; do not
share sensitive information related to
Sia or clients

Do not share information pertaining to
client projects, ongoing or past calls for
tenders, and so forth.

05/ Apply the same level of rigor to social
media that you would to other media
outlets.

Do not contribute to the spread of mis-
information and always cite the sources.
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ANTI-HARASSMENT

Harassment refers to acts, behavior, or words
which, by their degrading and often repetitive
nature, inflict psychological or physical harm.
Anyone can be the victim or perpetrator of ha-
rassment.

Harassment can take many forms: psychological,
physical, sexual, digital, and so forth. Repetition
and duration are essential criteria to characterize
behavior as harassment. *

Sia guarantees a constructive working environ-
ment where people feel free to be their authen-
tic selves. We protect our employees against all
forms of workplace harassment. (see our Griev-
ance & Whistleblowing section).

EXAMPLES:

CONCRETE EXAMPLES OF DIFFERENT TYPES OF
PSYCHOLOGICAL HARASSMENT IN THE WORKPLACE
INCLUDE:

/ An employee who repeatedly publicly criticizes
or degrades another employee.

/ An employee who is repeatedly asked to do de-
meaning tasks.

/ An employee who regularly receives intrusive,
pressing calls or messages from their manager
during break periods.

/ An employee who is denied a seat in the open
space without any valid reason, in the name of
exclusion.

/ An employee who deliberately spreads rumors
to cause harm to an individual.

Focus: how to recognize sexual harassment
Three questions to ask yourself:
Is the remark or gesture sexual in nature?
Has this ever happened before? =
Did it make me feel uncomfortable?

If you answered yes to all the questions, you
are likely facing sexual harassment, and should
alert your superiors or HR as quickly as possi-
ble to ensure necessary action is taken.

*(1) Repetition does not always characterize sexual harass-
ment. One-off offenses, like sending unwanted sexual photos
or asking for sexual favors, are also defined as sexual harass-

ment.

As part of our efforts to combat sexual harass-
ment at Sia, we aim to be proactive and raise
awareness about everyday phrases and behaviors
that may make other people feel uncomfortable.

Harassment and discrimination are not always in-
tended. Individuals need to develop self-aware-
ness and sensitivity to others.

Are you worried your behavior might be misin-
terpreted? Here are some good rules of thumb:

/ Itis best to avoid physical contact in general.
Physical contact that may seem natural or un-
problematic (e.g. placing a hand on one’s shoul-
der when congratulations are in order) could be
unwelcomed by the recipient.

/ When proposing an outing or a drink after hours,
always provide context so that your intentions
are clear (i.e. are you suggesting a drink with col-
leagues, or something more intimate?).

/ Each individual is free to share personal infor-
mation while at work if they so choose, but no
one should ever feel pressured to do so. Allem-
ployees should set personal and professional
boundaries for themselves, and these bound-
aries must be respected by others.
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RESPECTING THE
ENVIRONMENT

At Sia, we are committed to mobilizing our en-
ergy and expertise to positively impact society.
As aninternational company based in France, we
consider it our duty to support the objectives set
forth in the Paris Climate Agreement.

We are striving to become an exemplary com-
pany in terms of our environmental impact. We
endeavor to reduce our carbon footprint and our
consumption of raw material as an axis of devel-
opment and commitment. (See our Annual CSR
Report for more information on Sia’s environmen-
tal engagement.)

To achieve this, we believe it is crucial that we en-
gage innovative initiatives as part of a collabora-
tive approach. This means that all stakeholders
need to get involved:

/ Sia employees have a major role to play. To help
them understand how they can help, we’ve de-
ployed a global Environmental Charter, available
on Sia’s intranet.

/ To lower our carbon footprint, we need to be
mindful of how we engage suppliers. To this
end, we have launched a Responsible Purchas-
ing Charter.

RULES:

/ To expand our impact, our suppliers must com-
mit to designing products with the lowest pos-
sible environmental impact (especially regarding
feedstocks, energy, and waste). They must also
adopt the precautionary principle and, natural-
ly, respect environmental legislation and regu-
lation. (see our Responsible Purchasing Charter)

/ Our employees are the ambassadors of our
group and are thus expected to exhibit model
behavior on environmental issues. We expect
them to follow the best practices detailed in the
group Environmental Charter, the goal of which
is to help us reduce our overall carbon footprint.
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These basic principles should be respected both
at Sia’s and clients’ offices.

/ We encourage all employees to read our annual
CSR Report. If they have additional ideas or sug-
gestions, they are very welcome to submit them
to the group CSR project manager.

EXAMPLES :

/ If you see your colleagues forgetting to recycle,
we encourage you to explain to them how recy-
cling works at Sia. Raise awareness, leverage your
impact.

/ For lunch, we encourage you to use Sia’ table-
ware. Avoid single-use plastic. You are also en-
couraged to bring your own reusable shopping
bags to transport your meals, whether prepared
at home or picked up from restaurants.

/ If you notice that a water fixture is leaking, con-
tact the office managementteam to inform them.

/ If you smoke, dispose of your cigarette butts in
the ashtrays provided.

/ If there are no public transport options to travel
to a client’s office, consider cycling for a portion
of the commute. If you must use a car, favor car-
pooling.

/ Use computers in an environmentally friendly
way. Unsubscribe from unwanted newsletters,
delete unnecessary emails, opt for Google Drive
links rather than attachments in your emails, turn
off your computer when notin use, and print only
when absolutely necessary.

/ To contribute to reducing our consumption of
raw materials, employees in some locations are
provided a BYOD (bring your own device) op-
tion. This allows them to use a single phone for
personal and professional purposes, and Sia will
reimburse half of their phone plan expenses.

/ Business travel should be a last resort. Employ-
ees and managers should prioritize virtual alter-
natives where possible, or where accepted by
our clients. All travel by plane must be approved
by a partner.

As a Sia employee, would you like to be involved
with initiatives and assignments dealing with the
energy transition? We encourage you to develop
your knowledge by keeping up with the publica-
tions in our Climate Analysis Lab for Good, or be-
come a contributor to this lab.
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Conducting our
business with
integrity and
iIndependence

/

Sia is actively involved in maintaining an an-
ti-corruption policy and framework. To ensure
compliance with anti-corruption laws and in the
interest of defending and promoting ethics and
integrity, we are committed to upholding an an-
ti-corruption framework, training our employees,
and equipping them to denounce any situation
that violates our values or the law. As per Article
17 11 1° of the Sapin Il law, this section of our Code
of Conduct covers forbidden behaviours and is-
sues related to the fight against corruption and
fair competition. The Sapin Il law is extraterritorial
and applies to all of our entities abroad.

PREVENTING
CORRUPTION AND
INFLUENCE-PEDDLING

Corruption describes the abuse of public or pri-
vate office for personal gain. This includes situa-
tions in which a person in a position of influence
offers, promises, solicits, or accepts a gift in ex-
change for favors within the scope of their office.

Influence peddling is when a person uses or pre-
tends to use real or supposed influence over a
public authority or administration, in exchange
for an advantage. Politically exposed persons
(PEPs): in general, PEPs are people who are con-
sidered to be exposed to “higher risks” of cor-
ruption (money laundering, in particular) because
of the political, jurisdictional, or administrative
functions they exercise, or have exercised within
a year, either on behalf of a State or a public in-
ternational institution established by treaty (e.g.
a member of a court of auditors; a member of the
management body of a central bank; a member of
the administrative, management, or supervisory
body of a public enterprise).
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EXAMPLES:
Sia’s employees must not:

/ Affect, offer, or promise cash payments, services,
gifts, or individual invitations to public officials
in exchange for an inappropriate advantage.

/ Affect, offer, or promise cash payments, services,
gifts, or individual invitations to partners (pros-
pects, clients, or service providers) in exchange
for aninappropriate advantage.

/ Use anintermediary or act as an intermediary for
such behaviors. If in doubt or faced with situa-
tions they believe are problematic, employees
should contact their superiors.

In case of doubt or when faced with situations
they find problematic, employees must contact
their line manager.

EXAMPLE:

I learned, informally, that the Ministry of the In-
terioris seeking support for a human resources
management project. | plan to invite one of my
contacts, who works for the ministry, to have din-
ner at a prestigious restaurant in order to gain
their favor for the public tender.

Can |l do this?

No, this behavior constitutes an attempt to lever-
age the influence of a public official in exchange
for aninvitation. It is influence-peddling.

Gifts and invitations

A gift is defined as any material advantage, of-
fered in the context of a professional relationship,
the value of which may vary greatly depending on
the circumstances (standard of living, context,
etc.) and the parties concerned.

Aninvitation means any intangible perk offered in
the context of a professional relationship. These
could include invitations to sporting or cultural
events, or seminars.

Conditions for granting or accepting a gift or in-
vitation:

Granting or accepting a gift or an invitation does
not, by default, constitute corruption orinfluence
peddling. However, employees must be vigilantin
cases where this could be the case.

Granting or accepting a gift orinvitationis there-
fore tolerated if:

The gift or invitation is offered without ambi-
guity and does not assume any compensation.

The value of the giftis reasonable, that is to say
below the threshold established by country.

The gift or invitation is appropriate given the
relationship with the business partner.

The gift or invitation is legal.

The gift or invitation is exceptional (the annu-
al frequency of gifts and invitations should be

monitored).
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Granting or accepting gifts orinvitations is strictly Focus: Procedure to follow for granting or ac-

prohibited if: cepting an invitation
Gifts orinvitations are granted on the condition Prior to granting or accepting an invitation,
of being compensated. with the exception of business meals, Sia’s em-

. o . ployees must refer to the “Gifts & Invitations”
Gifts or invitations are offered to any deci- . L. .
. . form, available on Sia’s intranet, for guidance
sion-maker in a tender procedure. .
on how to proceed, if at all. For the sake of

Trips are offered with no direct link to any pro- traceability and transparency, any invitation
fessional activity. offered or received must be declared by the
employee using this same “Gifts & Invitations”

Sums of money of any kind are offered (cash or
form.

check, gift voucher, and so forth).

. L . For invitations offered or received by an em-
Gifts or invitations are offered to a family mem- L . . o
. ployee, it is their supervisor’s responsibility to
ber or friend. . . .
assess whether it is appropriate and complies

The behavior is prohibited by law. with Sia anti-corruption and anti-influence
peddling rules.

Focus: Procedures to follow for granting or
accepting a gift

Prior to granting or accepting a gift, Sia’s em-
ployees must refer to the “Gifts & Invitations”
form, available on Sia’s intranet, which will pro-
vide guidance on how to proceed, if at all. In
the interest of traceability and transparency,
any gift offered or received must be declared
by the employee using this same “Gifts & Invi-
tations” form.

In addition, any employee who plans to offer or
accept a gift exceeding the value established
for their country of operation must obtain
written authorization from their supervisor.
Likewise, any employee who plans to offer a
gift or invitation to a politically exposed per-
son or a public official, or plans to accept a gift
or invitation from a politically exposed per-
son or a public official, must obtain a written
authorization from their supervisor and from
Sia’s compliance approvers (compliance@
sia-partners.com).

When gifts may be accepted, Sia’s employees

are invited to share their gifts with their team.

If in doubt, employees should contact their
supervisors.
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Focus: Business meals

Offering or receiving an invitation to a business
meal with a clientisacommon and acceptable
thing in the context of any professional activ-
ity. These business meals must appear in the
“AlibeeZ” tool, as part of the expense reports
management procedure.

However, it is important to be vigilant regard-
ing the value and recurrence of such invita-
tions. Indeed, the value of the business meal
must be appropriate given the business re-
lationship and the position of the employee
who offers or receives. In addition, repeated
invitations, or invitations to particularly expen-
sive or high-end restaurants, constitute risky
situations.

It is also important to remain vigilant regard-
ing the position of the donor or beneficiary of
the business meal. Indeed, any employee who
plans to offer a business meal to a politically
exposed person or public official, or who plans
to accept a gift received from a politically ex-
posed person or public official, must obtain
written authorization from the Group Presi-
dent & COO or CFO.

Aninvitation to a business mealis strictly pro-
hibited if:

Theinvitation is extended to a decision-mak-
er involved in an ongoing call for tenders.

The invitation is subject to compensation.

The invitation has no direct link to the pro-
fessional activity.

The invitation is inappropriate in regard to

the business relationship.

EXAMPLES:

Over coffee, my project sponsor tells me that he’s
passionate about opera.

Can linvite him to the opera?

No. This invitation does not seem appropriate,
given the relationship, which should be strictly
professional. Furthermore, the cost of such an
invitation would likely exceed the established
threshold.

Following the end of his assignment, a manag-
erinvites his former client to dine in an upscale
restaurant to celebrate the end of his assignment.

Is this invitation acceptable?
No. This invitation is not appropriate.

Each year, Sia uses the same supplier for the
Christmas tree buffet, and the sales department
decides to invite this supplier to lunch at a high-
end restaurant.

Is this invitation acceptable?
No. This invitation is not appropriate.

When in doubt, employees should contact their
supervisors, who will help them determine how
to proceed.

Facilitation payments

Facilitation payments are unofficial payments of
small amounts, intended to facilitate or guaran-
tee the smooth running of simple procedures or
necessary action, which the payer is entitled to
expect, whether this right has alegal basis or not.

These payments are not only strictly prohibited
by Sia, they are illegal in many countries.

EXAMPLES:

During an assignment for a construction compa-
nylocated abroad, | need to ask local authorities
foran administrative document. My interlocutor,
a public official, informs me that obtaining the
document will take several weeks, but a small
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gratuity could speed up the process.
Should | pay this gratuity?

No. This gratuity constitutes a facilitation pay-
ment because it consists of a payment made to
a public official in order to carry out or speed up
administrative formalities.

This is strictly prohibited by the Code of Conduct.

Prevent conflicts of interest

A conflict of interest is a situation in which a
person experiences competing interests in the
course of their duties, whether personal or pro-
fessional.

Focus: Approach to follow

Sia’s employees must identify and prevent
conflicts of interest (e.g. in the context of a call
for tenders or during an assignment).

In the event of a potential conflict of interest:
the employee should express their concerns
to their supervisor;

In the event of a proven conflict of interest:
the employees should alert their superior to
the situation and withdraw from the tender
process or project.

EXAMPLES:

Situation 1: My team is responding to a tender
process froma companyinthe foodindustry. The
purchasing manager for this company is a team-
mate’s life partner.

Can linvolve this colleague in the project?

No. In this situation, the purchasing manager of
the food company has private interests that are
likely to influence his choice. The consultant also
has interestslikely to influence the conduct of the
assignment, were they to participate.

In order to avoid a conflict of interest, this consul-

tant should not be included in this project. Fur-
thermore, this situation should be mentioned in
the tender submission. This will equip the food
company to adopt appropriate measures to en-
sure that the decisionis made in complete trans-
parency (double examination, and so forth).

Situation 2: As a senior consultant, | have been
contacted by HR to schedule a recruitment in-
terview with a candidate. | happen to know this
candidate quite well, as he was a friend of mine
at school.

Should | conduct this interview?
No. You would not be impartial in this scenario.

If you ever have any doubts regarding your im-
partiality about a candidate, you should tell your
HR representative about it. They will be familiar
with any applicable rules and regulations and will
be able to tell you whether you may conduct the
interview.

If you want to recommend someone you know
for a job, a dedicated procedure is in place. In-
terviewing and assessing them is not your role.
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Preventing fraud

Employees and other stakeholders are expected
to act with honesty and integrity and must report
any instance of suspected fraud immediately us-
ing the Grievance & Whistleblowing Procedure.

Fraud can be defined as “an intentional act by one
or more individuals amongst management, those
charged with governance, employees, or third
parties, involving the use of deception to obtain
an unjust orillegal advantage.”

EXAMPLES:

Fraud may involve:

/ falsification or alteration of accounting records,
/ misappropriation of assets or theft,

/ suppression or omission of the effects of trans-
actions from records or recording of transac-
tions without substance,

/ intentional misapplication of accounting poli-
cies or willful misrepresentation of transactions
or of the entity’s state of affairs,

/ misapplying corporate or bank funds,

/ manipulation of information system applications
and data for personal advantage.

The abovelist is not exhaustive: if you have a con-
cern about a transaction or someone’s behaviour,
please discuss it with your manager, or follow the
Grievance & Whistleblowing Procedures.

Political activities

Sia does not support any political party, any-
where. To prevent conflicts of interest, we pro-
hibit corporate contributions to political parties
or candidates on behalf of Sia or our clients. .

RULES:

Employees may participate in political activities
as individuals, on their own time. They cannot do
SO as representatives of Sia. As a consequence,

they should refrain from activities that could
place Sia in a partisan political posture. They
should also take the appropriate steps to avoid
any conflict of interest between private political
activity and their work at Sia (see the section on
Preventing conflicts of interest).

EXAMPLES:

Situation 1: I am a Sia’s employee, but also a citi-
zen who wants to getinvolvedin thelocal chapter
of a national political party.

Should | ask permission from my manager?

No, you are free to become involved with any
political party, aslong as it is a personal activity,
you are not representing the firm, and there is no
conflict of interest.

Situation 2:1am a Sia’s employee, and | would like
to become involvedin a municipal campaign. The
candidate campaigning has a business relation-
ship with a Sia client, and | report to them in my
assignment.

Canl do so?

This situation runs the risk of a conflict of interest.
You should talk about this potential political ac-
tivity to your supervisor before making a decision.
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Sponsorship and patronage

Sponsorship is material support provided to an
event, a person, a product, or an organization,
given with the expectation of directly benefiting
from it.

Patronage is defined as material support pro-
vided to a person or organization, without direct
compensation from the beneficiary, for the exer-
cise of activities of general interest.

Focus: Behaviours to prohibit

Sponsorship and patronage activities are part
of the life of the company, but precautions
must be taken to ensure that these do notlead
to harmful consequences for the company or
its employees.

Employees in charge of patronage and spon-
sorship activities must be careful not to:

Grant funds to an entity/association without
having completed the company’s procedure
for selecting business partners;

Grant funds to an entity/association that has
issued a call for tenders in which Sia is par-

ticipating or plans to participate.

EXAMPLES:

A BUis working on a response to a call for tenders
for the association, Doctors Without Borders. In
parallel, the firm plans to provide financial sup-
port to a related association.

Can this support be given to Doctors Without
Borders?

No. This support does not seem appropriate,
it could influence decision-making within the
framework of the call for tenders issued by Doc-
tors Without Borders.

Selection process for suppliers

Sia promotes equity and the protection of fun-
damental human rights, and believes that these
values should be at the heart of supplier relation-
ships. Arbitration for the purchase of goods and
services from our suppliers is based on criteria
defined in our Responsible Purchasing Charter,
available on Sia’s intranet. This charter affirms our
Group’s commitment to our suppliers: fair oper-
ating practices, ethical behavior, and transpar-
ency. It also expresses the standard to which we
hold our suppliers and subcontractors, who are
expected to comply with our requirements and
procedures, as well as those of our clients. This
includes, but is not limited to, respect for the la-
borlaw in pertinent geographies, human rights,
due diligence, and national and international reg-
ulations.

EXAMPLES:

We are committed to honoring our commitments
made to suppliers, and to be fair and equitablein
our selection process. All corrupt practices onthe
part of suppliers are not tolerated. Any employees
who find themself subjected to pressure or prob-
lematic requests from third parties must inform
their superior. We respect the cultures and local
laws and regulations of the countries in which we
operate. We cooperate fully with public and pro-
fessional entities who oversee the compliance of
our activities within their jurisdiction.
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Insider trading

Every one of us must act in a responsible manner
and respect market integrity. The following are
specifically prohibited: breaching insider trading
rules, disclosing inside information in an illegal
manner, disseminating information that sends
false or misleading signals to the markets, or ma-
nipulating prices.

EXAMPLES:

If a consultant, while on an assignment, becomes
aware of strategic information about a company
that could be used for investment gain, they must
neither share nor use this information. In addition
toinsider trading, this example highlights the im-
portance of data protection and confidentiality,
which must be respected.

Accurate and correct business and
financial information

Sia is committed to providing accurate business
and financial data concerning its activity, when
such information is needed. Transparency is part
of our commitment to our employees, as well as
to our customers and suppliers.

EXAMPLES:

/ During a call for tenders, if a client asks us for
information about Sia’s standing (e.g. relating to
our financial health, HR, or CSR), we ensure that
all the information provided is true and repre-
sentative to date.

/ We expect all of our employees to be able to
present the company clearly and accurately. All
relevant information is made available on our
intranet (e.g. information on the number of em-
ployees, different offices, expertise, etc.). Thisin-
formation enables our employees, among other
things, to accurately present and represent Sia
to other stakeholders
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Maintaining the
security and in-
tegrity of Sia and
third-party assets

Intellectual property

The term “intellectual property” refers to works
of the mind: inventions, publications, designs,
names, and images used in commerce. At Sia,
we are particularly attentive to ensuring that the
notion of intellectual property is respected by all
parties.

Sia undertakes to respect the intellectual prop-
erty rights of its clients in accordance with the
contractual provisions in force.

In addition, the results of internal development
carried out by employees in the exercise of their
functions at Sia remain the exclusive property of
the Company.

EXAMPLES OF BASIC RULES WITHIN SIA:

/ Source and date of all information extracted
from external sources.

/ Ensure that the people interviewed in the con-
text of interviews consent to the publication of
these interviews and have signed all necessary
documents.

/ Protect the value produced by Sia and validate
the reuse of media created forinternal purposes.

/ Respect the rules put in place in terms of Mar-

keting and Communication and refer to the re-
sources necessary for the production of content
via the intranet

/ If you have any concerns about an intellectual
property issue, contact the Marketing & Creative
team.

Confidential information

Respecting data confidentiality is crucial to main-
taining the trust of Sia’s stakeholders, ensuring
the security of sensitive information, and preserv-
ing the integrity of Sia, while ensuring compliance
with laws, regulations, and contractual provisions.

Confidential data is understood to be any in-
formation that must be protected against un-
authorized access, disclosure, or use, including
information belonging to clients or shared in the
context of missions.

Our employees are ambassadors of Sia; as such,
they must respect the individual commitments
made before orin parallel with their activity at Sia.
For example, consultants must respect the confi-
dentiality clauses that continue to bind them to
their former employers and clients. Compliance
with these commitments must be ensured, nota-
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bly when drafting Sia CVs

Throughout their activity at Sia, employees must
ensure that confidentiality is preserved with re-
spect to the activities of our group and our cli-
ents (internal communications, commercially
sensitive data, databases managed by Sia, and
so forth). Employees must not communicate the
identity of clients or any other commercially sen-
sitive information to third parties, whetherin a
professional (e.g. Sia recruitment interviews) or
personal setting.

To support employees in adopting conscious
and responsible confidential data management,
a Confidentiality and Data Protection Policy ap-
plies to the entire Group. This policy is accom-
panied by mandatory training that all employees
must complete to ensure rigorous application of
confidentiality and security rules.

Sia’s employees are required to report any inci-
dent or suspected incident that compromises
data confidentiality. This reporting must be done
via the dedicated form available on the intranet.

EXAMPLES:
Obligations of our employees:

/ Do not store or send business data or documents
on personal computers or via personal messag-
ing services or platforms.

/ Limit access to confidential data to authorized
persons only.

/ Use secure tools in managing confidential data.

/ Ensure that communications on social media
do not contain confidential information or doc-
uments.

/ Do not embed confidential data on unapproved
GenAl tools.

Obligations of our employees on assignment:

/ Do not disclose client information to third par-
ties without the client’s prior written consent.

/ Communicate information -in a restricted man-
ner - only to other employees involved in a mis-
sion.

/ Do not copy client information or documents
unless such copying is necessary for the perfor-
mance of the assignment, and only after obtain-
ing the client’s consent.

/ Do not share any information relating to a mis-
sion outside the scope of said mission and pre-
vent any access or fraudulent use by third parties.

/ Report any suspected breach of these obliga-
tions to the client and the mission manager.
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Using GenAl tools

Artificial Intelligence tools, including those relat-
ed to Generative Al (GenAl), as levers for optimi-
zation, efficiency, and continuous improvement
of our service offering, as well as the employee
experience. With this in mind, Sia has developed
its own GenAl solutions, which we would like to
see used as a priority when the use case lends
itself to it. Furthermore, we strongly encourage
our employees to remain attentive to technolog-
icalinnovations on the market, particularly those
proposed by our partners, in order to adaptto the
constant changes in our environment.

GenAl tools involve security, confidentiality, and
ethical issues. To regulate their use, Sia has im-
plemented a GenAl Tools Usage Policy applicable
to all employees and accessible on the intranet.

GenAl tools must comply with Sia’s security and
privacy policies.

EXAMPLE OF OUR EMPLOYEES’ OBLIGATIONS:

/ Select the appropriate tools according to the
type of data processed.

/ Do not integrate confidential or client data into
external GenAl applications, platforms, or sys-
tems.

/ Do not transfer or store client data on Sia’s in-
ternalinformation systems without prior autho-
rization from clients.

/ Systematically verify the accuracy and relevance
of information generated by a GenAl tool before
use.

Cybersecurity

Employee engagement is essential for protecting
our devices and data.

THE BASIC RULES OF CYBERSECURITY

Here are the basic rules to follow when using dig-
ital devices:

/ Create complex and unique passwords, keep
them secret, and change them reqgularly: Pass-
words must be at least 8 characters long and
contain at least one capital letter and one spe-
cial character.

/ Be cautious when using network connections ex-
ternal to Sia. Using open public Wi-Fi networks is
strongly discouraged. The use of Global Secure
Access VPN is mandatory on computers for se-
cureinternet use.

/ Update software and applications regularly: re-
start your computer regularly to apply the latest
updates.

/ Be careful with downloads and files from internal
or external sources.

/ Installing software on computers requires au-
thorization and assistance from the IT team. In-
stallation requests must be motivated by a busi-
ness-related need.

/ Be vigilant about emails and phishing attempts,
especially unusual emails or intrusive requests.
In case of suspicious activity, it is necessary to
inform the IT team: it.servicedesk@sia-partners.
com

/ If you receive messages via SMS or WhatsApp
from aninternal Sia contact regarding an unusual
request, please contact the person directly via
Teams, email, or the number on their Teams/Out-
look profile.

/ Do not leave any device unattended or unse-
cured beforehand: this includes locking it and
putting it away when used in an open space, ata
client’s premises, and especially outside.
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/ Back up files and data regularly: via SharePoint

for client data, and via OneDrive for computer
data. Do not make copies or backups of business
data on external media or external drives.

/ Respect confidentiality rules: Be mindful of the
confidentiality of information before sharing
it. Do not share information unnecessarily or
through unusual channels.

/ If you have any doubts or questions, please con-
tactthe IT department directly via Teams or email
for assistance: it.servicedesk@sia-partners.com.

Protecting personal data

Siais committed to training its teams on personal
data protection. Our GDPR expertise is engaged
both externally, for specialized assignments, and
internally, to inform our own practices.

We respect the individual privacy of all of our
stakeholders, whether clients, partners, or em-
ployees. We process personal data only if it is
necessary for the interests of our clients, em-
ployees, or partners, if it allows us to improve the
quality of our services, comply with legal obliga-
tions, or manage our business efficiently, in their
legitimate interests.

Sia is committed to complying with the legal
standards and requirements in force in each of
the countries where the company operates. We
strive to ensure complete transparency in our
personal data processing procedures, particu-
larly with regard to our employees. To this end,
several reference documents are made available
on the intranet, including the Personal Data Pro-
tection Policy and the Employee Data Protection
Information Notice.

We expect all our employees to respect basic se-
curity rules, ensuring the protection of personal
and confidential data.

EXAMPLES:

During recruitment processes, resumes sent or
received by email must be deleted. Employees
should be aware that even a name or a profes-
sional email address constitutes personal data.

CVs of employees who are no longer part of Sia
must be deleted.

Appropriate use of group and third-party assets
and resources

Each of us must ensure that our company’s as-
sets are protected and use them carefully. No one
should make excessive personal use of the equip-
ment and services made available to them. Every-
one should strive to use resources economically
and to take environmental aspects into account
in their decision-making.
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Updating
the Code
of Conduct

/

Sia is committed to updating this Code of Con-
duct whenever necessary, in order to best reflect
the group’s ambitions, expectations and risks.

This Code of Conduct constitutes the latest re-
vised version as of the publication dates and re-
places all previous versions.

In particular, this Code of Conduct was created
following a methodology based on risk mapping.
As such, it will be reviewed following any new risk
mapping and on an ad hoc basis following any in-
cidents, as the case may be.
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Asking
guestions

If you have any uncertainties or questions, please
ask your supervisor, career counselor, any Sia
manager, or Human Resources.

If you would like to send us your comments
or remarks concerning this Code of Conduct,
please do not hesitate to reach out directly via
legal(@sia-partners.com.

For concerns and questions concerning corrup-
tion, please reach out via

compliance(@sia-partners.com.
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Appendix

/

LAWS AND
STANDARDS

Sapin 2 Law

The Law n°2016-1691 of December 9, 2016, which
concerns transparency and anti-corruption, re-
ferred to as the Sapin 2 Law, has propelled France
to the highest standards of the fight against cor-
ruption.

To ensure compliance with the law and in the in-
terest of defending and promoting ethics and
integrity, Sia is committed to training its teams
and equipping them to denounce any situation
that violates our values or this law.

Syntec Conseil

Industry agreements represent an additional lev-
el of compliance for Sia. We are part of Syntec,
representing more than 3,000 French groups and
companies specializing in the digital, engineer-
ing, consulting, events planning, and professional
training professions. Beyond market standards,
we adhere to the standards imposed by Syntec,
which are often more demanding.

Maximum Value for Gifts & Invitations

Gifts and invitations should not exceed 80 euros,
or the equivalent in local currency.

SANCTIONS

Disciplinary sanctions:

Any misconduct in regard to the present Code
of Conduct will be penalised according to Sia’s
internal rules of procedure, as defined locally by
each office and as communicated to all employ-
ees.

l. Any act considered to be wrongful may, de-
pending on its gravity, be subject to one of the
sanctions listed below, in order of importance.

Il. Taking into account the facts and circumstanc-
es, one of the sanctions below may be imposed:

/ First Warning: a written reprimand for miscon-
duct;

/ Second Warning: a final written reprimand;

/ A disciplinary layoff: either temporary suspen-
sion of the contract without remuneration or
permanent suspension, depending on the grav-
ity of the situation. Please note that depending
on the gravity of the misconduct, a disciplinary
layoff sanction may be applied without prior
warning.

l1l. For the same type of misconduct on which the
employee has already been warned, stronger dis-
ciplinary action may be taken.
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Criminal and administrative sanctions
concerning the Sapin 2 Law:

As a reminder, in French criminal law, corruption
offenses are punished by penalties up to:

/ 10 years imprisonment and a €1 million fine for
individuals,

/ A €5 million fine or two times the proceeds
from the offense for legal persons.

Additional convictions may be applicable.

In French criminal law, influence peddling is pun-
ished by penalties up to:

/ 5 years imprisonment,

/ A fine of €500,000 or twice the proceeds from
the offense.

It is also important to remember that the sanc-
tions committee of the French Anti-Corruption
Agency (AFA) has the power to impose sanctions.
Indeed, it can impose financial sanctions within
thelimit of €200,000 with regard to natural per-
sons and €1 million with regard to legal persons
for non-compliance with the obligations de-
scribed in the law known as the Sapin 2 Law.

In addition, the governing bodies or represen-
tatives of a legal entity that is required to set up
a compliance program in accordance with the
Sapin 2 Act, and who fail to take the necessary
measures to comply with the program, or who ob-
struct the implementation of the resulting obliga-
tions, may be liable to two years’ imprisonment
and a fine of 50,000 euros.
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RESOURCES

Internal resources:
Online training:

To discover our online training modules, go to
Sialearning platform using the login information
provided to you during onboarding.

Charters and other internal documents =

/ Responsible Purchasing CharterGroup Envi-
ronmental CharterSia Annual CSR Report

/ Gifts & Invitations Form

/ Grievance & Whistleblowing Form

/ Data Protection and Confidentiality Policy
/ GenAl Policy

An employee handbook is in place in France and
the United States, which must be consulted by
employees in these zones.

Supporting documents for this Code of Conduct,
including those listed above, can be found on
Sia’s intranet or upon request from your Corpo-
rate Development team.

*available on Sia’s intranet
External resources:

/ The Ten Principles of the UN Global Compact

/ The UN guiding principles on business and hu-
man rights

/ Collective convention of Syntec

/ The International Labor Organization

/ To discover just how much stereotypes canin-
fluence our thinking, we encourage you to take
the Implicit-Association Test (IAT), developed
by the Implicit Association at Harvard
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/ Contacts

Legal

legal@sia-partners.com

Compliance

compliance@sia-partners.com

IT

it.servicedesk@sia-partners.com



Jrtimists
for chenge

sia-partners.com

Sia is a next-generation, global management consulting
group—born digital, augmented by data, enhanced by
creativity, and driven by responsibility. We partner with
clients to resolve challenges and capitalize on opportunities.
We believe that in today’s world of change and disruption,
optimism is a force multiplier.



