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Must-Win Battle Talent & Leadership || Our commitments

Commitments = Focus areas - Activities

Nk

Become employer of choice,
So that we can altract, develop, and
retain the best talent

» People
» Reputation
» Regions
» Improve Ex

2 Title

Increase women in leadership
positions, so that we unlock the full
potential of diverse [ eadership

% women in leadership
positions

» Attraction
» Recruitment
> Retention

Classification: Public
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Ensure a strong internal bench of
successors, so that we can future
proof the business and grow

Succession
Bench Strength

» Talent pipeline
» Talent Mobility
» Development

Vestas.



P&C Analytics | Scope, products and services

Single source of truth on People & Culture topics

3

BUSINESS IMPACT

Title

Support P&C
EFFECTIVENESS

Periodical reporting
(FTE, KPIs and processes)

On demand insight
(MyP&C, SAC, BI)

Optimize analytical use
of HR technology

D 4

Optimization input to processes
Increase P&C efficiency

P&C OPERATIONAL

Support business
IMPACT
Analyze quality and
effectiveness of
workforce programs

Monitor impact of
workforce programs

Support and enable
fact based approach

b 4

Increase efficiency of workforce programs
Measure business impact of P&C

P&C STRATEGIC

_ Support business _
STRATEGY

Executive wide support
for workforce analytics

Continuous Listening

Forecasting /
Predictive Analytics

PRODUCTS

i Analytics for Executives

b 4

Support cross functional synergies

Enable holistic approach to business

issues (no silos)

BUSINESS STRATEGIC

Classification: Public
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Surveys and
Continuous Listening

On demand reporting
solutions

1l Reporting

Vesltas.



P&C Analytics | Products and Services elements

Continuous Listening

Global scale engagement surveys
Heartbeat surveys

Employee journey / Ex

Well-being

Safety perception

Compliance surveys

Must win battle follow-ups

Survey content consulting

Analytics

Decision support & Business cases

Analytical projects. Translate findings
into actionable insights

Multi source analysis and/or
advanced methods

Automation / enable replication
using technology

Reporting

Quarterly Executive Fact Decks

Quarterly Strategy Execution Update

Monthly P&C metrics, quality assurance and performance
Support On Demand Solutions (Bl, SAC, SF etc.)

Classification: Public VestBSO



CONTINUOUS
LISTENING




Automation | Legacy process leaned

Nothing manual, 1 integration, system agnostic

P&C

Manager Approval Master Data

register resignation flow validates

Daily Master data push:
Name, email, End date...

GLIN]

30 days before End Date:

P Pulse Start
=2
Zznd "ulsz Zmall to corficursd recipients
o Euit Beivinder: If pulse is incormplete
Zznd Zxit Re~inder email 4 days atter pulze email
a Lxit Reminder: 1 pulse is incomplete

Zend Dvit Resinder ama 10 days after pulse emal

il Frodt

Rehire

7 5 | would consider working again for Vestas if the situation were right.
This i the focus of Vestas for this survey.

Learn more

Score in comparison ®
- 3 vs Benchmark

Hella.
Yourtesn I | 75

Benchmark [ 78

FEB 21

Classification: Public

Favorability Breakdown ®@
73% of responses were favorable

@ 73% Favorable
@ 13% Neutral
@ 14% Unfavorable

Vesltas.



Continuous Listening | Benefits

@ > Easy to access, look and feel — higher response rate

> More comments and Al to analyze them

RICHER DATA : :
> Cross survey analysis to know employee journey

> Eligibility check, launch and follow-up automated

> Consistent rules applied for survey participation

> No manual work

> Live results

> P&C BP access (global, regional, functional)

COLLABORATION

> Collective intelligence identifying issues and act

7 Classification: Public

BETTER
INSIGHTS

IMPROVED
EMPLOYEE
EXPERIENCE
(Ex)

Vestas.






Gender balance wins past 12 months (Q3 "20 vs Q3 ’21) ek

Above target due to improved recruitment, talent utilization, engagement and retention

+ wornen in corperate leadership positions

Higher share of women hired Corporate Leadership Position
More women on short list { % vs %) Representation Forecast

Q3 i5 the first quarter above targel — forecast looks good

Share of women with advancement notential cromoted to CLP more than
doubled

Female ready now successors up to
RTP representation up to
RISE representation up fo

Engagement of women In corporate leadership pesitions improved and is
on par with male peers A ,,p o o s .-p- ,i) b

e 3 "
Women in CLP have more favorable view on Psychological safety, = Qﬁn - P ;.? '99 "d c‘} KJ}

Acceptance, Growth and Career v Q1 21

) ) . | Female
In@3'21 female attrition is = % lower compared to men. [n @320 female - Foreca?srtrm &

attrition was % higher vs men

Target

4R Vesias.

Clazsilicalion: Confidential



Executive Fact Decks

6 Topics to foster consistent prioritization and appetite for Analytics

Executive Summary & Action Recommendations

Insights

7
%
H‘l Turnover

Voluntary turnover is increasing QoQ and 12-month turnover
is X% above the benchmark of X%. Segment 1 (X%) and
Segment 2(X%) turnover is high.

}m\ LYY
Recruitment

Recruitment overall is up X% YoY and is driven by turnover.
More employees left than entered Vestas over the past year
(excluding employees onboarded from OFS).

2&L e

Financial FTE and the proportion of high-cost employees have
increased YoY (X%) after the OFS acquisition. Both are being
effectively corrected, showing a downward trend YTD. White-

@ collar employees are increasing.

Payroll Compliance

Payroll compliance is X% above target at X% in Q2 2021.

2 | Title

Actions

Focus on retaining high performers.

Ensure onboarding processes are followed by managers

3. Identify new starter retention opportunities from the new onboarding
survey.

4. Follow the impact of XXX retention strategies.

5. Ensure XXX and XXX are on par with market segments as employee exit

N =

survey indicates that some employee turnover is related to these topics.
o 6. Review recruitment and selection in countries with high new-starter
turnover.
- 7. Increase XX effectiveness and XX with Segment X. Leaders and

Turnover  colleagues to foster connections with X employees.

o Monitor increasing 3" party entries.
Increased open roles may predict increased employee entries in the
4 coming quarters Monitor to ensure alignment with budget and strateqy.

Recruitment

©®

10. The cost-profile in addition to the overall increase in white-collar
o employees to be monitored for alignment to revenue generation strategy

- 11. Follow X employee integration to ensure alignment.
FTE

Vestas

Classification: Confidential

Classification: Public

FTE
Workforce Profile & Cost

White-Collar FTE

@2 Q320 Q40 a2 Q221

Recruitment

New Hires

Blue FTE Footprint
e dibuton - N, modum, & ow cost counries by qurarsnd)

atiedum

@20 @20 220 a2 @2

*Now 1o Vestas Enployoes caming n en sandard and tomporary conkacts.

High

* Financia FTE includes employees on Vestas eyl any (standard and amporary enployes). Ses mere nomaton

Q220

Q320

= edium

Han

Q420 Q21 Q221

on Financil FTE ntha sppendi.

Roles Open at Q-End

- —

Q220

Q320

Q20 at21 Q22

Al i i My PAC Recnitment exchuing thse onhod and canceted

Women in the Corporate Leadership Recruiting Pipeline
(proporion ot sl splcaions s v ritard n My PAC Recrting Mol by auarier

Q221

Turnover

Turnover Type
cers e

e s e

indicators an poris

ey

Q420
Mere Tt
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Vesias.

Wind. It means the world to us.™

Example of line of business
request for P&C Analytics



Turnover over Time

Turnover Rates

(12-month rolling at g-end)

~X2
Turnover rate Voluntary
exits and New Starters

+X%

_______________________________________________________ above
Benchmark” benchmark
Q3 20 Q4 20 Q1 21 Q2 21 Q3 21
Voluntary Turnover Rate - - - - Voluntary Turnover Benchmark Involuntary Turnover New Starter Turnover

12 Title Classification: Public Vest as




Voluntary Turnover by Segment

Turnover Rate by Segment

(12-month rolling turnover rate by segment of interest)

THTIIES

>r—
Function Gender Corp. level Performance and potential

L 4
*
L 4
*

& &
A\ 4 *

13 Title Classification: Public Vest as




Employee Engagement & Exit Survey Results

eNPS Scores Over Time Top Reasons for Leaving
(Split by Vestas, IT Talent, & Exiting IT Talent. Time points: March-21, Sep-21 and Exit Point) (Multiple Choice reasons for Leaving as indicated on Exit Survey)

mEES Mar-21 mEES Sep-21 mEXxit

<.

Employee Survey Pain Points

(Exiting IT Talent’s worst scoring questions compared to the Vestas average)

Of respondents were not actively
looking for a job elsewhere

‘ Performed an internal job search

14 Title Classification: Public VES t as




Diverse and Inclusive Teams have Healthy Voluntary Turnover

Low
(Bottom 2
Quartiles)

x 2.1

Toxic Zone
Surrounded by people who share my
gender but among the least likely to feel
included. Culture could be toxic.

Low

(Bottom Quartile)

x 1.7

Unhealthy Zone
Surrounded by people like me but |
don’t feel very included. I'm more likely
to leave.

(Mid Quartiles)

Moderate

(Acceptance)

Inclusion

x 1.0

Comfort Zone
Surrounded by people like me. I'm
comfortable but missing opportunity for
innovation and performance

High

(Top Quartile)

Gender Diversity

Moderate
(3 Quartile)

X 2.2

Culture Focus Zone
We’ve moved the needle on gender
balance without adapting culture.
Diverse colleagues feel left out.

x 0.9

Better than Average
We sit around the Vestas average
on both balance and inclusion. We
leave at a healthy rate.

x1.4

Balanced and Highly Inclusive
We're better than average on balance and
highly inclusive. We leave at a healthy
rate.

High

(Top Quartile)

x 1.7

Missed Opportunity Zone
We're Vestas’ best in diversity but
our culture isn’t ready.

~X2
...when either

inclusion or
diversity is low

x 0.6

Trying Hard
We're top performers on diversity and
around the average on inclusion. We
leave at a healthy rate.

BASE

Role Models
We're Vestas best and we leave at
a healthy rate.

Vol. Turnover

Gender Diversity (team average Oct-20-Sep-21): Median = no more than X% male or female, 3¢ Quartile = no more than X% male or female, top Quartile between X% and X% male and female.
Inclusion (Glint Acceptance Score Sep-21): Bottom Quartile = X, Median = X, 3 Quartile = X

n=339 Teams across Vestas. Corporate Leadership Roles Only. Percentages represent 12-month rolling voluntary turnover rates.

15 Diversity Increases Company Performance

Classification: Public




