STELENANTIS

FIR

Aurélie Baudhuin & Luisa Florez
48 rue Sainte-Anne

75002 PARIS France

Amsterdam, June 2, 2026

Answer to your letter dated March 6, 2026

Dear Ms. Baudhuin,

Dear Ms. Florez,

We appreciate your questions and your interest in Stellantis.

Below, you will find our responses to your inquiries. As in 2023, 2024 and 2025, our 2026 Annual General
Meeting of Shareholders was held in person. Dutch regulations do not permit the submission of questions
in advance of the shareholders' meeting. However, we were pleased to provide a summary of the
responses during the meeting, and detailed answers to your questions are included in this letter.

Question 1-Just Transition

According to the ILO, a just transition consists in making the economy greener in a manner that is
as equitable and inclusive as possible for all affected persons, creating opportunities for decent work and
leaving no one behind. The Institute for Sustainable Finance defines it as ‘a transition towards a more
environmentally responsible economy that includes measures (i) aimed at securing future prospects for
workers, their families and impacted communities, and (i) primarily based on social dialogue among the
various stakeholders (workers, vulnerable communities, companies, governments)’.

This implies short- and medium-term trade-offs between certain activities, to the benefit of new ones.
This reality may have consequences for the company’s employees, workers in the value chain, local
communities (affected by the company’s activities and those of its suppliers, subcontractors and service
providers), as well as the direct and indirect recipients of the company’s products and services.

Policy and strategy

a) Do you refer to just transition within your organization and/or in your external
communications? If so, what definition have you adopted?

Yes—Stellantis does refer to the concept of a “just” or “fair transition” within its organization
and external communications, although it does not rely on a single standalone definition.
Instead, its approach reflects a principle-based interpretation aligned with international
frameworks and embedded across its sustainability strategy. Our understanding of just
transition can be summarized by the following words: A sustainability transition that is fair,
inclusive, and grounded in stakeholder engagement - supporting that environmental
progress is achieved alongside the protection of workers, communities, and broader social
impacts.
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Stakeholder engagement & social dialogue

Stellantis emphasizes integrating sustainability across its ecosystem and engaging
stakeholders—including suppliers and partners—to promote responsible and inclusive
outcomes.

This aligns with the principle that a just transition must involve meaningful participation of
affected stakeholders.

Integration of social and environmental objectives

The company’s strategy links decarbonization, sustainable supply chains, and operational
efficiency, while recognizing the broader societal impacts of the transition.
This reflects a just transition approach that balances climate action with social responsibility.

Focus on workers, supply chain, and value chain impacts

Through its ESG and human rights programs (e.g., Vigilance Plan and sustainability
disclosures), Stellantis assesses risks to workers and communities across its operations and
value chain, consistent with protecting jobs, working conditions, and rights during
transition.

“Fair transition” framing in supply chain engagement

Stellantis explicitly references improving ESG performance for a “fair transition” across its
ecosystem, reinforcing that sustainability progress must be shared across stakeholders and
supply chain actors.

In 2024 reporting the phrase “just transition” was not used by Stellantis but as you can see
by the elements listed, we were referring to it. Please refer to our 2025 report. In the
Expanded Sustainability Statement, Just Transition has been integrated. It will be published
before the AGM.

b) Have you identified, with precision, the sectors, activities and stakeholders (workers,
customers, suppliers, local communities) most likely to be affected by your company’s transition
towards a more environmentally responsible model (including a low-carbon model as well as
issues related to nature and biodiversity)?

Yes, Stellantis has identified with precision the sectors, activities, and stakeholder groups
most likely to be affected by its transition to a more environmentally responsible and low-
carbon model.

This identification is grounded in a comprehensive Double Materiality Assessment (DMA)
covering the full value chain - upstream, own operations, and downstream. The DMA
highlights key environmental impacts related to climate change, pollution, water use,
biodiversity, and resource use, supported by lifecycle \Sectors & Activities:

Upstream: Raw material extraction and processing (e.g., battery minerals), with associated
risks such as land degradation and biodiversity impact



Own Operations: Manufacturing processes, including energy use, emissions, water
management, and industrial activities

Downstream: Product use (largest source of emissions) and end-of-life vehicle management
Stakeholders Identified:

Workers: Across operations and value chain, including impacts on skills, working conditions,
and human rights risks

Customers: Impacts related to access to low-emission mobility, affordability, safety, and data
protection

Suppliers: Particularly Tier 1 and upstream suppliers exposed to environmental and climate-
related risks

Local Communities: Including those near manufacturing sites and affected by upstream
activities such as mining, with consideration of Indigenous communities where relevant

This analysis is based on a structured methodology, incorporating internal expertise,
stakeholder engagement, scientific data, and industry benchmarks, and is validated through
governance processes and integrated into Stellantis’ sustainability strategy and reporting.

¢) Have you deployed a specific strategy to plan and implement a just transition plan? For
example, are your governance bodies formally involved in your policy and strategy dedicated to
a just transition, and have you established performance and monitoring indicators (KPIs) as well
as timelines? Do you have a dedicated budget for the implementation of this plan (training, social
support, territorial dialogue, support for suppliers, franchisees, etc)? If so, how is
it allocated and monitored?

Yes—Stellantis has deployed a just transition approach embedded within its sustainability
and climate strategy, rather than through a standalone plan.

This approach is designed to promote that the transition to low-carbon mobility is fair and
inclusive for workers, the value chain, and communities, and includes a focus on skills
development, stakeholder engagement, responsible working conditions, and respect for
human rights.

Governance and Oversight

Just transition considerations are formally integrated into governance structures, including:
The Sustainability Reporting and Disclosure Steering Committee (SRDC)

The Sustainability Operational Task Force

The Human Rights Committee and Ethics & Compliance Committee
Oversight by the Board of Directors and its committees

These bodies promote alignment with strategy, risk management, and sustainability
reporting.



KPlIs, Targets, and Monitoring
Stellantis has established clear KPIs and timelines supporting the just transition, including:

100% employee access to training by 2030

30% reskilling/upskilling of technical workforce by 2030

95% collective bargaining coverage in key countries by 2030

Health & safety target (LTIR <1 by 2030)

Supplier sustainability evaluation targets (95% direct / 75% indirect by 2030)

These are monitored through internal reporting systems and reviewed by governance
bodies.

Budget and Resource Allocation

Stellantis does notmaintaina single dedicated “just transition”  budget,
but allocates significant resources across functions, including:

e Workforce training and reskilling programs
e (apital expenditures supporting electrification and sustainable operations
e Supplier engagement and due diligence programs

These investments are distributed across HR, Manufacturing, Purchasing, and Sustainability
budgets and are monitored through internal reporting, management reviews, and
governance oversight. Stellantis has a structured, governed, and KPI-driven approach to just
transition, with clearly allocated and monitored resources, even though it is not formalized
as a standalone plan.

d) Can you describe how this plan was prepared and the modalities for stakeholder consultation
(types of exchanges and actors involved, number of meetings, objectives)? Do you work with
local actors (local authorities, NGOs, training institutions, employment actors) to co-build
solutions?

The just transition approach at Stellantis is not developed as a standalone plan but is
embedded within the company’s sustainability strategy and climate trajectory, as outlined in
the 2025 Expanded Sustainability Statement. Its preparation was based on an updated
Double Materiality Assessment (DMA), which identified key environmental and social
impacts, risks, and opportunities across the value chain, supported by inputs from internal
experts, scientific analyses (including life-cycle assessments), industry benchmarks, and risk
management processes. The results were validated through established governance bodies
to promote alignment between environmental objectives and social considerations.

Stakeholder consultation is a continuous and structured process involving a wide range of
actors, including employees and labor representatives, suppliers and business partners,
customers, investors and public authorities, local communities, NGOs, and civil society,
academic and training institutions.

Engagement is conducted through multiple modalities, including employee surveys, social
dialog and collective bargaining, supplier assessments and audits, customer feedback
mechanisms, NGO discussions, community meetings, site visits, and institutional working



groups. Rather than relying on a fixed number of meetings, Stellantis adopts a continuous
and tailored engagement approach.

The objectives of these consultations are to:identify and anticipate environmental and
social impacts, Inform the sustainability strategy and materiality assessment, support due
diligence processes, integrate stakeholder feedback into operations and reporting,
strengthen transparency and long-term value creation.

Stellantis also actively works with local actors, including local authorities, NGOs, training
institutions, and employment organizations to co-develop solutions, such as biodiversity
initiatives, supplier improvement programs, and workforce training and skills development
efforts.

In summary, the approach is built through a structured, multi-stakeholder process, with
ongoing engagement and collaboration at both global and local levels.

Internal and external impacts

e) What are the impacts of your transition plan on job adaptation, skills requirements, training
needs and potential disparities across jobs and regions or countries? What specific measures are
you implementing to address these impacts (reskilling and upskilling)? Please specify the
activities and staff categories concerned.

Stellantis has identified that its transition to low-carbon mobility significantly impacts job
profiles, skills requirements, and workforce organization across both its operations and value
chain.

Impacts

e Job adaptation: Transformation of roles, particularly in manufacturing, engineering, R&D,
and supply chain functions, driven by electrification and new technologies.

o Skills requirements: Increased demand for expertise in battery technologies, electrified
powertrains, software/electronics, and sustainable manufacturing.

e Training needs: A global need for reskilling and upskilling, though varying by region
depending on industrial footprint, regulatory context, and pace of transition.

e Disparities: Potential skills mismatches and regional differences, with higher exposure for
manufacturing workers, technical staff, and employees in regions undergoing faster
transformation.

Measures to address impacts

Stellantis implements a structured, global approach focused on workforce adaptation,
including:

Group-wide training programs to support transition to new technologies

Targeted reskilling and upskilling initiatives, particularly for technical and engineering roles
Internal mobility programs to redeploy talent across evolving business needs

Strong social dialogue, supported by collective bargaining frameworks

Key targets (KPIs)



e 100% employee access to training by 2030
e 30% of technical workforce reskilled/upskilled by 2030
e 95% collective bargaining coverage in key countries by 2030

Staff categories concerned

Manufacturing employees

Engineering and technical staff

R&D and product development teams

Operational functions impacted by electrification

Value chain workers, addressed through supplier engagement and training under
responsible purchasing frameworks

Stellantis recognizes the workforce impacts of its transition and addresses them through
targeted reskilling, structured training programs, and regionally adapted strategies,
supported by measurable targets and ongoing social dialog.

f) How do you integrate just transition issues into your human rights policy (adaptation of
working conditions to climate change, decent wages, trade union rights, new supply chains, local
development, land rights, etc,)?

Stellantis integrates just transition considerations into its Human Rights Policy and broader
governance framework, rather than through a single standalone policy. The approach is
aligned with the UN Guiding Principles on Business and Human Rights, ILO Core
Conventions, and OECD Guidelines, and applies across both operations and the value chain.

Key elements of just transition are embedded as follows:

Working conditions and labor rights: The Human Rights Policy commits to fair and decent
working conditions, including health and safety, lawful wages, working time, freedom of
association, and collective bargaining, supported by the Code of Conduct and Global
Responsible Purchasing Guidelines.

Climate and environmental linkage: Environmental protection and climate commitments
are explicitly connected to human rights (e.g., clean air and water), while adaptation of
working conditions to climate risks is addressed through Health & Safety systems and
environmental policies, rather than explicitly within the Human Rights Policy.

Supply chain and new value chains: Stellantis places specific focus on emerging supply
chains through its battery ESG due-diligence program, which was strengthened in 2025. In
cooperation with Tier-1 suppliers, Stellantis has mapped the value chain of high-risk
materials up to mine level. This work has enabled the identification of approximately 200
unique upstream suppliers, which are subject to OECD-aligned due-diligence processes,
including sub-tier supplier risk assessments, on-site audits for higher-risk sites, and
corrective-action plans where necessary.

Local communities and land rights: The company commits to respecting community
rights, preventing adverse impacts, and enabling remediation, including alignment with
international standards on land and property rights. A dedicated Free, Prior and Informed
Consent (FPIC) Policy (2024) further strengthens this approach.



Governance and social dialog: Oversight by the Human Rights Committee and Board-level
ESG structures promotes integration of social dialogue and stakeholder engagement into
decision-making.

While some aspects—such as local economic transition, reskilling, and community
development—are more fully detailed in broader sustainability disclosures, Stellantis’
framework demonstrates that just transition principles are systematically embedded across
human rights, supply chain, and environmental governance processes.

g) How do you promote the availability and accessibility (affordable prices) of your products and
services for customers and end users?

Stellantis promotes the availability and accessibility of its products through a flexible,
demand-driven product strategy rather than direct price controls. The company maintains a
multi-energy portfolio—including BEVs, PHEVs, hybrids, ICE vehicles compatible with low-
carbon fuels, and region-specific solutions (e.g., flex-fuel vehicles)—to meet varying
customer needs, purchasing power, and infrastructure readiness across markets. This
approach helps avoid excluding customers during the transition to low-carbon mobility.

Affordability is supported through cost-efficiency measures that reduce total cost of
ownership, including:

Modular, multi-energy platforms enabling economies of scale

Vehicle efficiency improvements (e.g., energy consumption, aerodynamics)
Battery technology diversification to balance cost and performance
Circular economy practices (repair, reuse, recycling)

Stellantis also adapts its offerings regionally based on income levels, regulatory
environments, and infrastructure availability, providing continued access to mobility
solutions globally.

In addition, accessibility is reinforced through product quality, safety standards, aftersales
performance, and compliance with consumer protection reqgulations, supporting long-term
affordability and customer trust.

Question 2 - Decent Living Standards in the Value Chain

A decent standard of living is partly promoted through the payment of a living wage, but not exclusively:
it also includes social protection, financial benefits and other forms of support.

As a reminder, a living wage is defined by the Global Living Wage as “the remuneration received for a
standard workweek by a worker in a particular place sufficient to afford a decent standard of living for
the worker and their family. Elements of a decent standard of living include food, water, housing,
education, health care, transport, clothing and other essential needs, including provision for unexpected
events.”

This level of remuneration must also enable the worker and his family to participate in social life (leisure,
access to communication). As the amount of a living wage varies according to local cost of living, it should
therefore not be confused with statutory minimum wages adopted at national level.
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This question concerns:

- Employees in your value chain (excluding your own workforce), upstream (employees of suppliers,
service providers, subcontractors, etc,) and downstream (franchises, etc,),

- Non-salaried personnel, such as self-employed workers, temporary workers or workers under contract.

This guestion therefore does not concern employees of your company and its subsidiaries.

Question

How do you guarantee, assess and ensure compliance with a decent standard of living for
workers throughout your entire value chain (wages, bonuses, social protection, benefits), from
the identification of risks and affected populations through to selection, monitoring, outcomes
achieved and the management of non-compliance among your suppliers and partners?

Stellantis promotes a decent standard of living for workers through human rights due
diligence framework aligned with international standards (UNGPs, ILO, OECD). The company
commits to respecting human rights, promoting fair working conditions, complying
with applicable wage regulations, and supporting freedom of association and collective
bargaining across its operations and business relationships.

ESG  due diligence is performedon arisk-based approach using country
risk (that includes vulnerable populations consideration) and ~ supplier-industry or ~ raw
material risk. Suppliers are required to comply with Stellantis’ Global Responsible
Purchasing Guidelines and are monitored through assessments, and when needed audits,
and corrective action plans.

Where adverse impacts are identified, Stellantis provides or cooperates in remediation and
applies escalation measures where necessary. Continuous improvement is supported
through supplier engagement, training, and social dialogue.

Question 3 - Social Impacts of Artificial Intelligence (Al)

Question

How does generative artificial intelligence influence the management of your human capital /
human resources (job creation, job losses, training, redeployment, etc.)?

To complement your response, please provide quantitative elements where available:

Share of employees trained in Al

Share of employees using Al on a daily bass.

Reinvestment of productivity gains into human-capital training.

Share of the workforce potentially negatively affected.

Level of employee acceptance of Al (measured, for example, through questions in employee
engagement or satistaction surveys), where applicable, broken down by geography, function,
seniority, education level, age or gender.

e Any other relevant indicator.

In the absence of guantitative data or formal surveys, please provide a qualitative assessment of
employee perceptions of Al, distinguishing the main population groups concerned.



In Stellantis’ 2025 Expanded Sustainability Statement, generative artificial intelligence (Al) is
not positioned as a driver of workforce reduction, but rather as a supporting technology
embedded within governance, risk management, and digital transformation frameworks.

Impact on Human Capital
Al primarily influences human capital through:

o Skills evolution rather than job displacement, with a focus on adapting capabilities to
technological change
Upskilling and reskilling, particularly in engineering, technical, and digital roles
Training and workforce development, supporting a fair and inclusive transition
Al is therefore managed as a capability-building tool, not a labor-substitution mechanism.
There is no indication of Al-driven job reductions in current disclosures.

Training and Workforce Development: Al-related skills are integrated into broader training
initiatives, including:

e Group-wide training programs
e 100% employee access to training by 2030
e 30% of technical workforce reskilled/upskilled by 2030

These programs support workforce adaptation to digital and Al-related competencies.
Governance and Responsible Use: Al is governed through established structures, including:

e Ethics & Compliance Committee
e Global Security and Data Privacy Committee
e Integration into risk management and cybersecurity frameworks

This supports:

e Ethical use of Al
e Data protection and cybersecurity
e Alignment with responsible business conduct principles

Quantitative Indicators

In 2025, we set a target to train 80% of our white-collar workforce (excluding joint ventures)
on Generative Al. In total, we trained 66,049 white-collar employees, representing 85.3%.

The Data & GenAl Academy delivered 80,445 hours of training in 2025.

In terms of usage, only 115,000 people have access to Copilot Chat or Copilot for M365
(i.e. internal employees who have a Microsoft license on their PC). As of mid-March 31% of
these users were using Copilot on a monthly basis, and 11% on a daily basis.

Broader workforce indicators (e.g., training access and reskilling targets) demonstrate a
structured approach to managing technological change through workforce development and
redeployment rather than displacement.



Stellantis manages Al as an enabler of skills development and operational efficiency,
supported by strong governance and training programs, with a clear emphasis on protecting
and preparing the workforce for technological transformation rather than reducing it.

Question 4 - Tailored Topic: Critical Raw Materials

Critical materials required for electric vehicles (lithium, nickel, cobalt, graphite) are associated with
significant environmental and social risks. For example, NGOs report serious ecocide risks linked to nickel
mining in Indonesia, and in November a collapse of an illegal copper and cobalt mine in Lualaba (DRC)
caused at least 49 fatalities.

a) Beyond supplier due diligence and the SEC Conflict Minerals Report, do you plan to enhance
transparency by publishing a Raw Material Report detailing material origins and identified risks?
What operational limits do you face regarding traceability and control?

Despite the postponement of battery due diligence- obligations to 2028, mine assessments under
the IRMA standard are considered a credible reference.

Transparency on raw material sourcing and traceability limits

Stellantis conducts annual supply chain risk mapping as part of its global human rights and
sustainability due diligence program, detailed in the Stellantis Vigilance Plan. Our approach
follows international standards -including the UN Guiding Principles on Business and Human
Rights and OECD Guidelines - and integrates multiple data sources, including:

e Internal inputs: audit findings, supplier scorecards, compliance data, and grievance
mechanisms.

e External sources: NGO research, sustainability ratings, and benchmarks from institutions
such as the Danish Institute for Human Rights.

e Regulatory developments: including the Uyghur Forced Labor Prevention Act and other
forced-labor due-diligence requirements.

Risks are assessed through a triangulated methodology evaluating severity, likelihood, and
geographic exposure, with heightened attention to forced labor and child labor. High-risk
suppliers undergo enhanced due diligence, including audits and corrective actions where
needed.

Stellantis  supports greater transparency for critical raw materials, and
currently discloses relevant information through its Vigilance Plan, Sustainability reporting,
and Conflict Minerals Report. Additional transparency measures will evolve as industry
standards and traceability technologies mature.

Traceability remains challenging due to the multi-tiered nature of global mining and refining
supply chains, which involve intermediaries and commercial confidentiality constraints.
Stellantis therefore applies a risk-based approach, prioritizing visibility for high-risk
materials, regions, and supplier categories.
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To strengthen due diligence, Stellantis participates in industry initiatives such as the North
American OEM Forced Labor Due Diligence Program, developed through AIAG, which
provides suppliers with standardized reporting tools, risk-screening technology, and training
resources.

b) Can you specify the share of volumes or mining sites in your battery supply chain assessed
under the IRMA standard, how these assessments are integrated into risk
management- processes, and what levers you use to increase this share?

Integration of IRMA assessments and actions to increase coverage

Stellantis recognizes the Initiative for Responsible Mining Assurance (IRMA) as a credible
framework for evaluating responsible mining practices. While Stellantis does not
publicly disclose the share of mining sites or volumes in its battery supply chain covered by
IRMA, these assessments are considered an important input within our broader
responsible-sourcing risk management framework.

IRMA and other independent assurance mechanisms are incorporated into:

Upstream risk screening for critical battery materials

Supplier sustainability scoring

Corrective action planning and follow-up

Continuous monitoring through external databases and stakeholder engagement

To expand the adoption of credible assurance standards over time, Stellantis leverages:

Supplier engagement and contractual expectations
Participation in multi-stakeholder industry initiatives
Collaboration with suppliers to enhance traceability
Alignment with emerging global regulatory requirements

Stellantis remains committed to strengthening responsible sourcing practices and
supporting industry efforts to improve environmental and human rights performance in
mining supply chains.

This letter has been uploaded to Stellantis corporate website.

We remain at your disposal if necessary.

Sincerest regards,

Charlie Christman

Head of Investor Relations
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Annex - Responses to Generic Questions 1, 2 and 3 Provided by FIR Based on Public
Documentation

Question 1. Just Transition

Summary

The documents reviewed do not contain any explicit reference to the concept of “just
transition”. The available disclosures address climate transition, the transformation of the
business model towards a technology-based mobility company, as well as certain social and
human rights issues.

Identified elements

Stellantis’ climate policy describes a decarbonization strategy aligned with the Paris
Agreement, with a carbon neutrallty target by 2038, and refers to the need for
transition plans that consider the “economic and soual chaIIenges associated with this
rapid transition”. However, it does not refer to “just transition” nor does it detail
impacts on workers, local ‘communities or the value chain using this terminology
(Climate Policy Report 2024, pp. 4, 7).

The climate policy states that the transition towards Iow—carbon mobility must be
supported by coordinated public policies considering “economic and social
challenges”, but without explicitly linking this to a just transition framework or
specific sodial dialogue mechanisms dedicated to these issues (Climate Policy Report
2024, p. 7).

The Vigilance Plan presents the transformation of Stellantis into a “technology
mobility company” as a factor that may affet employment
stability, remuneration and access to social protection (Risk HR1 on precarious
employment conditions and job instability). While this overlaps with structural
change related to the transition, it is not framed as part of a just transition strategy
nor associated with specific terminology (Vigilance Plan 2024, p. 43).

Risk HR1 further specifies that employment practices and business transformation
may result in job insecurity, restricted access to essential social benefits and instability
of working conditions, but no mechanism is part of a just transition plan (Vigilance
Plan 2024, p. 43).

Prevention and mitigation measures associated with Risk HR1 focus on workforce
management, skills shortages and internal mobility (job families, international
recruitment programs, internal mobility, talent pathways, early-career programs), but
these actions are not presented as part of a just transition strategy nor explicitly linked
to electrification, decarbonization or biodiversity-related challenges (Vigilance Plan
2024, p.16).

The Vigilance Plan refers to the ambition to “contribute to a decarbonized economy”
and to invest in new technologies to reduce environmental impact, as well as to the
expansion of community programs (education, health, economic development) and
engagement with groups representing Indigenous Peoples. However, these
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initiatives are not connected to a structured just transition approach or to a local
co-construction framework (Vigilance Plan 2024, p. 43).

The Human Rights Policy states that Stellantis “takes the United Nations 2030
Sustainable Development Goals as a framework for its actions in the transition
towards a more sustainable future” but does not use the term “just transition” nor
explain a link between this transition and specific commitments regarding
employment, social dialogue or affected communities (Human Rights Policy, p. 4).

The same policy recognizes the “interconnection between human rights and
environmental sustainability” and refers to efforts to minimize environmental
footprint and prevent negative impacts on local communities, but without mentioning
or Ideﬁning)just transition or integrating the concept into the policy (Human Rights
Policy, p. 4).

The Human Rights Policy references international frameworks (UN Guiding Principles,
Universal Declaration of Human Rights, SDGs, OECD Guidelines) but does not
explicitly refer to just transition (Human Rights Policy, p. 4).

No passage identified in the documents reviewed defines “just transition” or
proposes equivalent terminology applied to Stellantis’ climate, social or human rights
strategy.

No element identified describes an explicit mapping of sectors, activities, categories
of workers, suppliers, customers or local communities “most likely to be affected” by
the environmental transition from a just transition perspective (electrification, nature,
biodiversity), although general climate-, regulatory- and transformation-related risks
are described (Annual Report 2024, pp. 73, 186; Vigilance Plan 2024, p. 43).

The reviewed documents do not mention a “just transition plan”, a specific strategy,
dedicated governance (committee, Board mandate, etc.), monitoring indicators or a
budget explicitly allocated to this topic.

Descriptions of stakeholder dialogue (e.g. engagement with groups representing
Indigenous Peoples, partnerships with suppliers to improve social and environmental
performance, collaboration with sector associations on climate issues) are not
characterized or detailed as social or territorial dialogue mechanisms embedded in a
just transition approach (Vigilance Plan 2024, p. 43; Climate Policy Report 2024, p. 23).

No information explicitly linked to just transition was found regarding job and skills
adaptation, training needs or disparities across jobs, regions or countries in the
context of environmental transition, beyond general talent management and internal
mobility arrangements (Vigilance Plan 2024, p. 16).

The issues listed in the question (working conditions in relation to climate change,
decent wages, trade union rights, new supply chains, local development, land rights)
are partially addressed in the Human Rights Policy and the Vigilance Plan, but without
explicit articulation between these rights and the environmental transition (Human
Rights Policy, p. 4; Vigilance Plan 2024, pp. 16, 43).
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o Issues of product and service availability and affordability are mentioned in the
climate policy through the provision of “affordable” mobility solutions and the need
for public policies supporting electrification, but these elements are not connected to
a structured reflection on just transition for customers and end users (Climate Policy
Report 2024, pp. 4, 7).

« No explicit approach related to just transition concerning the affordability of products
and services for customers and end users was identified.

Sources
o Climate Policy Report 2024, pp. 4,7,23
o Annual Report 2024, pp. 73,186
« Vigilance Plan 2024, pp. 5, 16, 43
« Human Rights Policy, p. 4

Question 2. Decent Living Standards in the Value Chain
Summary

The documents indicate that Stellantis governs working conditions and remuneration across
its value chain through its Global Responsible Purchasing Guidelines (GRPG), a vigilance
risk mapping process, and an audit and escalation framework, but without explicit reference
to a supplier level “living wage” methodology. The notion of “decent wages” appears in the
GRPG in connection with the requirement to at least comply with legal minimum wages,
alongside social audits targeted at at risk- suppliers and the possibility of disengagement in
cases of non-compliance.

Identified elements
Scope and typology of value-chain workers

« Value-chain workers include (i) workers on Stellantis sites who are employed by third
parties (tier 1-N), and (ii) workers employed by suppliers outside Stellantis sites,
upstream and downstream. Stellantis qualifies itself as an OEM with many blue-collar
workers and white-collar staff upstream (Annual Report 2024, p. 248).

« Categories considered as vulnerable explicitly include “low-wage workers”, whose
pay may be insufficient to meet basic needs in certain segments of the value chain, as
well as temporary and contract workers who are more exposed to a lack of
protections and benefits (Annual Report 2024, p. 248).

Risk mapping and identification of populations at risk
e In the “Workers in the Value Chain - Material IROs” matrix, Stellantis identifies

potential negative impacts in the value chain related to (i) precarious working
conditions, (ii) health and safety, (iii) deterioration of social dialogue, and (iv) respect
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for human rights, with a focus on supplier workers exposed to disparities in
opportunities, wages, job security, work-life balance, benefits and health and safety
protection (Annual Report 2024, p. 242).

The Vigilance Plan classifies the risk “HR1 - Precarious employment conditions, job
instability and lack of social protection” as significant upstream, in own operations
and downstream, and the risk “HR6 - Violation of human rights of supplier workers”
as high across the entire value chain (Vigilance Plan 2024, pp. 12-13).

For risk HR6, the Vigilance Plan describes risks of precarious work, exploitation,
restriction of rights and unsafe working environments for supplier workers,
particularly in countries affected by conflict or social unrest, with mention of

temporary or short-term contracts limiting access to social protection (Vigilance Plan
2024, p. 45).

Standards, policies and expectations set for suppliers

The Global Responsible Purchasing Guidelines (GRPG) constitute the primary
framework imposed on suppliers. They:

o - require compliance with statutory minimum wages or collectively bargained
wages and state an objective of “seeking to provide workers and their families
with decent wages to afford reasonable and adequate shelter, food and other
necessities”(Annual Report 2024, p. 243).

o - cover human rights (prohibition of forced labor, child labor, trafficking and
discrimination), freedom of association and collective bargaining, working hours in
line with ILO Conventions 1 and 30, and occupational health and safety (Annual
Report 2024, p. 243).

The GRPG also require suppliers to implement grievance and non-compliance
reporting mechanisms and to remedy human rights impacts through corrective
actions monitored over time (Annual Report 2024, p. 243).

The GRPG are structured as a condition for entry and retention in the supplier panel:
new and renewing suppliers must sign them. Stellantis monitors the acceptance rate
of the GRPG by direct-material suppliers (60.5% of parts purchasing value covered at
end-2024, with a target of 85% by end-2027) (Annual Report 2024, pp. 243, 250).

Stellantis’ Human Rights Policy reiterates support for freedom of association and
collective bargaining and sets expectations for suppliers regarding fair working
conditions and worker well-being (Vigilance Plan 2024, p. 15).

Integration into purchasing governance and supplier selection processes

A responsible purchasing governance framework is described, under the oversight of
the Human Rights Committee and the Ethics & Compliance Committee (ECC),
which supervises compliance with the Code of Conduct and the Human Rights Policy
in purchasing activities (Annual Report 2024, p. 242).

The GRPG are presented as ‘animportant element for the awarding of new contracts
and the continuation of business relationshijps”(Annual Report 2024, p. 249).
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« The Third-Party Due Diligence Policy includes suppliers and formalizes compliance
controls, supported by training and awareness-raising for purchasing staff (Annual
Report 2024, p. 264).

ESG assessment and monitoring of suppliers

o Tier-1 suppliers are assessed annually using EcoVadis ESG ratings (environment,
social, ethics and responsible purchasing). A minimum score is required to qualify
or remain a supplier, and corrective action plans are defined for suppliers below the
threshold (Annual Report 2024, p. 245; Vigilance Plan 2024, p. 15).

o The EcoVadis methodology integrates country- and commaodity-specific risk profiles
and information from trade unions, NGOs, media and specialized data providers
(Annual Report 2024, p. 245; Vigilance Plan 2024, p. 15).

« Quantitative targets are set, including 90% of parts purchasing value assessed on
sustainability criteria in 2024 (target 95% in 2025 and maintained through 2050), with
an average supplier score exceeding the EcoVadis average by +18.5% (target: remain
above +15%) (Annual Report 2024, pp. 179, 250).

Social audits, remediation and sanctions

o On-site social and environmental audits are conducted by a third party (SGS S.A))
based on risk analysis (countries with questionable governance, high-risk
commodities, etc.) (Annual Report 2024, p. 245).

« Non-compliance findings are classified into four levels (critical, core, minor,
observation). Critical non-compliance triggers escalation to purchasing management
and the implementation of corrective action plans with defined timelines (Annual
Report 2024, p. 245).

« In the absence of satisfactory remediation, disengagement from the supplier may
be initiated (Annual Report 2024, p. 245).

e In 2024, 35 such audits were conducted on suppliers identified as high-risk under the
revised risk criteria (Annual Report 2024, p. 250).

Grievance mechanisms for value-chain workers
« Value-chain workers, including suppliers’ employees, may use the Stellantis Integrity
Helpline and on-site audits to report concerns, which are monitored by the Business
Practices Office and the Human Rights team (Annual Report 2024, p. 249; Vigilance
Plan 2024, p.19).
Consideration of precarious work and social protection

« The Vigilance Plan describes HR1risks as including temporary or short-term contracts,
limited access to healthcare, pensions, paid leave and work accommodations, as well
as unstable working hours and financial insecurity (Vigilance Plan 2024, pp. 43-44).

-16 -



Sources
o Annual Report 2024, pp. 179, 187-188, 229, 232, 234, 242-250, 264, 271
« Vigilance Plan 2024 (FR), pp. 12-15,17,19, 29, 43-45

Question 3 - Social Impacts of Artificial Intelligence (Al)
Summary

The documents reviewed describe the use of artificial intelligence primarily in relation to
products and services (connectivity, Smart Cockpit) and, more broadly, the transformation of
skills and social dialogue, but without explicit reference to generative Alin the context of
human capital management.
No specific quantitative indicators relating to employee training or use of Al, nor a detailed
analysis of employment impacts linked to generative Al, were identified.

Identified elements
Technological transformation and skills (without explicit reference to generative Al)

o Stellantis presents its business model as increasingly centered on software
development and data solutions, with “software and data development” identified as
a key activity in the value chain (Vigilance Plan 2024, pp. 4, 7).

o The Groupindicates its intention to adapt to market trends and manage skills
shortages through job families, internal mobility and talent pathways, particularly in
software and engineering-related functions, without explicitly referring to generative
Al (Vigilance Plan 2024, pp. 16-17).

e In 2024, 33,092 employees were hired, including 3,821 apprentices and 3,118 interns,
with  24% of positions filled by internal candidates, including in
software, engineering and production roles, but without a breakdown specific to
Al-related roles (Vigilance Plan 2024, p. 16).

Use of Al in products and services (non-HR dimension)

« The Annual Report refers to the strengthening of Stellantis’ software capabilities and
the integration of Al into STLA Smart Cockpit, without linking these developments to
internal HR impacts, training, or job creation and elimination (Annual Report 2024, pp.
14,18).

Governance, human rights and social dialogue in transformation (without Al-specific
focus)

« Stellantis highlights the importance of social dialogue in its transformation, involving
employees through annual global surveys, collective bargaining and agreements with
employee representative bodies to promotea “fair transformation” and limit
operational disruptions (Vigilance Plan 2024, pp. 14, 17).
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« The Vigilance Planindicatesthat monitoring technological change is part of
stakeholder dialogue objectives, to adapt the business model and respect human
rights (Vigilance Plan 2024, p. 7).

Employee surveys and perceptions (non-Al-specific)

« The 2024 Annual Report refers to a third global employee survey completed in March
with a 71% participation rate but provides no information on Al-specific questions
(Annual Report 2024, p. 14).

Overall human capital management (without reference to generative Al)

e The documents describe global talent management processes (annual objectives,
career planning, skills development, 360-degree evaluations, management training
programs such as Team2Win) without reference to Al-specific training content
(Vigilance Plan 2024, pp. 16-18).

Indicators not identified
No information was identified in the documents reviewed regarding:

« Share of employees trained in Al;

« Share of employees using Al daily.

« Reinvestment of productivity gains linked to Al into human capital training.

« Share of employees potentially negatively affected by Al or generative Al;

« Employee acceptance levels of Al, with or without breakdowns.

« Any other quantitative indicators specifically related to Al or generative Al impacts
on human capital.

Sources
« Vigilance Plan 2024, pp. 3, 4,7, 9, 14-19, 23, 28, 38
o Annual Report 2024, pp. 14,18
« Human Rights Policy, pp. 6, 8
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